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Determinants of Employee Engagement of Educated and Knowledge Workforce Working in Hong Kong Fast-moving Consumer Goods (FMCG) Companies

Brief Introduction
[bookmark: _Hlk5841670]The concept of employee engagement (EE) has become a particularly concerned topic to discuss in recent years among those researchers and academic scholars who are studying in the field of organisational behaviour.  According to the article of Byrne, Z.S., Peters, J.M. and Weston, J.W. (2016, p. 1202), it roughly estimated that businesses will most likely lose between US$292 and US$355 billion annually in their revenues if around 70% of their workforce become disengaged in their organisations.  Besides, once employees disengaged, it might lead them increase their intentions to leave their companies for which conservatively costed each company around 50-60% of those employees’ annual salary (Shuck, M.B., Reio Jr., T.G. and Rocco, T.S., 2011).  If inferring further, it is not so hard to imagine that the negative impact of this should be greater if those disengaged are educated and knowledge employees since organisations usually invest more resources for this group of workforce than other levels of employee.  Because of the foreseeable great impacts, either on financial or structural, brought into the organisations, researches and academic articles studying the relationships and associations between those antecedents and consequences of employee engagement have been conducted for these four decades in order to illustrate the importance of employee engagement on job performance of the employees as well as the organisational performance as a whole.  However, there are not so many of them focusing on the business situation of Hong Kong.  As such, this is the study which designed particularly to evaluate the significant relationships of some of the antecedents and determinants on employee engagement for Hong Kong educated and knowledge employees in which more precisely, it will mainly focus on those relating to Fast-moving Consumer Goods (FMCGs) companies.  Through the studying and analysis of those key findings as well as implications generated, it is expected that this study can finally inspire and provide some guidance and advices to HRM, entrepreneurs, business decision-makers and other relevant stakeholders how to increase the engagement of educated and knowledge workforce who are working in FMCGs companies in Hong Kong.

Literature Review
Definition of Fast-moving Consumer Goods (FMCGs)
From the article of Gabrielsson, P., Gabrielsson, M. and Gabrielsson, H. (2008, p. 715), FMCGs defined as goods which could be seen in many fields such as high fashion clothes, design articles, and in many consumer electronic fields, as well as food industry.  Base on the definition of Kenton, W. (2019), FMCGs were those consumer-packaged products that sold quickly at relatively low cost, with short shelf life due to high consumer demand or in other words, consumers purchased them frequently with small-scaled at low prices and consumed them rapidly nearly every day (Kenton, W., 2019).  FMCGs also generally occupied for more than half of all spending of consumers while, FMCGs companies all selling their goods with low profit margins but in large and competitive markets and hence, gained considerably stable and reliable source of revenue due to high sales volume which offset low profit margin on each individual sales transaction (Kenton, W., 2019).  As such, any impacts affected on the revenue gained by the FMCGs companies should be carefully studied and in this project report, those coming from employee engagement will be particularly focused.

Definition of Educated and Knowledge Workforce
Based on the article of Patel, A.S., Moake, T.R. and Oh, N. (2017, p. 188), education was defined as the “academic credentials or degrees an individual has obtained”.  Employers usually use education as the first criterion to choose from when recruiting some prospected candidates or when selecting different employees.  By imposing job demands-resources framework, it successfully proved that the higher the education that employees had, the higher level of the engagement that the employee would be to the organisation.  This particularly sustained during when the employees were in highly competitive team climate situation (but not too overwhelming in challenging demands) (Patel, A.S., Moake, T.R. and Oh, N., 2017, p. 188 and 192).  A competitive team climate was defined as “the degree to which employees perceive organisational rewards to be contingent on comparisons of their performance against that of their peers” (Patel, A.S., Moake, T.R. and Oh, N., 2017, p. 188).  
From the article of Figurska, I. (2015, p. 44), knowledge was “localised, acquired, developed, shared, utilised and preserved by people” and “embedded in an individual’s personal mental space and was strongly related to an individual’s psychological features, volition, motivation and emotional intelligence”.  Furthermore, knowledge workforce referred to people in the organisations who were expertise in their fields, educations and experiences, as well as well-informed, actively responsible and highly aware of their roles and self-worth (Figurska, I., 2015, p. 44).  Their main purposes of job normally involved creating distribution or application of knowledge, and actively participating in knowledge management process in order to better meet their personal and organisational objectives, as well as to create greatest added value and affect the values of their organisations (Figurska, I., 2015, p. 44).  After all, the knowledge employees were those with passion, and their work and professional careers were associated actively with the participation of knowledge management process like localisation, acquiring, development, sharing, use and preservation (Figurska, I., 2015, p. 47).  
Based on the above-mentioned characteristics of educated and knowledge workforce, it is clear that greater positive impacts should be brought into the organisation if those educated and knowledge employees engaged to the organisation, in comparing with other types of employee.  As such, this group of people will be the target population of my study in this project report.
  
Definition and Determinants of Employee Engagement
According to Kahn’s definition, personal engagement was defined as “the harnessing of organisation members’ selves to their work roles” with further explained that “in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances” (Kahn, 1990, p. 694).  Anitha also defined employee engagement as “the level of commitment and involvement an employee has towards their organisation and its values” (Anitha, 2014, p. 308).  Riding on what Kahn’s mentioned above, Saks also interpreted “engagement means to be psychologically present when occupying and performing an organisational role” (Saks, 2006, p. 601).  

Kahn’s Personal Engagement Model
Based on the model of Kahn (1990, pp. 703-717), there were three psychological conditions determined whether a person was being engaged to the organisation: Psychological Meaningfulness, Psychological Safety and Psychological Availability.  
Psychological Meaningfulness referred to work elements which encouraged or discouraged a person to engage and was a feeling a person received on his or her investment return in terms of physical, cognitive or emotional energy.  People tended to feel meaningfulness when they felt they were useful and valuable in their positions if they were capable to give something to others as well as capable to receive during their work.  There were three factors affecting Psychological Meaningfulness: Task Characteristics, Role Characteristics and Work Interactions.   
Psychological Safety referred to the feeling a person received when he or she didn’t feel fears from the negative impact on his or her self-image, status, position or career.  People tended to feel safe if they were in the trust environments which were clear enough, predictable and consistent.  There were four factors affecting Psychological Safety: Interpersonal Relationships, Group and Intergroup Dynamics, Management Style and Process and Organisational Norms.  
Psychological Availability referred to the feeling a person had on his or her physical, emotional and psychological resources for engaging to the work as well as organisation and in short, it referred to the measurement of how people were ready for the engagement.  Based on the study of Kahn, there were four factors affecting Psychological Availability: Physical Energy, Emotional Energy, Insecurity and Outside Life.  

Saks’ Employee Engagement Model
Besides Kahn, Saks also looked at those factors affecting employee engagement in more precise perspective and hence, developed his own model accordingly.  Based on the model of Saks (2006, pp. 604-606), there were totally six factors affecting employee engagement: Job Characteristics, Perceived Organisational Support, Perceived Supervisor Support, Rewards and Recognition, Procedural Justice and Distributive Justice. 
Job or Task Characteristics mentioned that people tended to more engage in their work when the work contents were challenging with variety, allowed them to apply or learn different skills, as well as provided them the chance to make significant contribution to the organisation.  
Perceived Organisational and Supervisor Support referred to situation when people were free to try without fear of negative consequences since they could receive care, trust, as well as supportive and constructive criticisms from organisation (named as POS) and direct supervisors (named as PSS) and it claimed that people tended to more engage to the organisation and supervisors if they could receive more support from both parties in return.  
Rewards and Recognition referred to benefit perceptions that people could gain from their roles and it claimed that if those rewards and recognitions could align with the perceptions people thought about from their roles and paid directly by the organisation, then they tended to have higher engagement to the organisation.  
Procedural Justice and Distributive Justice referred to whether people in the organisation felt the rewards distribution and the procedures applied to allocate those rewards were predictable and consistent.  This was the concept of fairness relating to how to distribute the rewards to the people involved and higher perceptions of justice generally led higher levels of engagement.  

Anitha’s Employee Engagement Model
Anitha concluded and consolidated both models from the above-mentioned two scholars and developed her own one.  Based on the model of Anitha (2014, pp. 310-313), there were seven factors affecting employee engagement, which mainly inspired by those six factors from Saks’ model, and each of them could refer to those three psychological factors of Kahn’s model: Work Environment, Leadership, Team and Co-worker Relationship, Training and Career Development, Compensation or Remuneration, Organisational Policies and Procedures and Workplace Wellbeing.  Based on the study of Anitha, Working Environment not only referred to physical conditions but also referred to psychological feeling of employees about the feedbacks from others, communication encouragement, new skill set development, etc. (Anitha, 2014, p. 311).  Leadership referred to the effectiveness of leadership as well as its corresponding style like the degree of transparency, balance information processing, internal moral standard setup and sustainability, etc. (Anitha, 2014, p. 311).  Team and Co-worker Relationship referred to the degree of trusty, open and supportive team environment (encouraging members to try something new without fear of failure) and maintenance of interpersonal relationships which both contributed important influence on Psychological Meaningfulness of Kahn’s model (Anitha, 2014, p. 311).  Training and Career Development referred to the performance improvement and growth of employees, as well as their development plans by providing them suitable training opportunities (Anitha, 2014, p. 312).  Compensation or Remuneration not only referred to financial and non-financial means, but also referred to some psychological feeling of employees like recognitions from the organisation for their contributions (Anitha, 2014, p. 312).  Organisational Policies and Procedures referred to the fairness and the flexibility of work arrangements in order to balance employees’ work and personal life (Anitha, 2014, p. 312).  Finally, Workplace Wellbeing referred to perceived support of the organisation from senior management for employees’ interests (Anitha, 2014, pp. 312-313).  It was crystal clear that the aspired and supportive working environment with both physical and emotionally safe, which encouraged people to emotionally communicate with each other, with the opportunity to learn openly and train up and develop people themselves, as well as with clear, consistent, predictable and transparency policies and procedures in compensation and remuneration would definitely promote higher engagement level of employees.  This could increase the morale of the employees and hence, boost up the productivity of work assigned as well as improve the performance of jobs.  
Because of better coverage and comprehensiveness, I will make use of the Anitha’s model in this project report and particularly study the causal relationship between the factor of Compensation or Remuneration (independent variable), which is one of the important valid determinants and most directly affecting the employee engagement in Anitha’s model, and the concept of Employee Engagement (dependent variable).

[bookmark: _Hlk5924516]Resick’s Person-job (P-J) Fit Model
Apart from the above-mentioned three broaden perspective employee engagement models, some scholars also specially studied some specific scopes or factors affecting employee engagement.  According to the Person-job (P-J) Fit Model of Resick, C.J., Baltes, B.B. and Shantz, C.W. (2007, p. 1447), Person-job (P-J) Fit mainly focused on the matching of the characteristics between personal and job and it could be divided into two formats actually: Demands-abilities (D-A) Job Fit which referred to the “degree to which a person possesses the knowledge, skills and abilities (KSAs) needed to perform the task-related demands of a job” while for Needs-supplies (N-S) Job Fit, it referred to “the extent to which a job’s characteristics and rewards fulfil a person’s psychological needs or preferences” (Resick, C.J., Baltes, B.B. and Shantz, C.W., 2007, p. 1447).  Based on the suggestion from the model, these two fits would affect the employees to obtain the sense of Psychological Meaningfulness from their work mentioned in Kahn’s model and finally, also affect their job performances when the employees developing some job-related attitudes like employee engagement.  Because of this, the independent variable of Person-job (P-J) Fit will also be considered as one of the valid determinants affecting Employee Engagement (dependent variable) and in this project report, the causal relationship between these two variables will also be studied.

Concept of Affective Commitment
By definition, Affective Commitment was defined as “an affective or emotional attachment to the organisation such that the strongly committed individual identifies with, is involved in, and enjoys membership in, the organisation” (Allen, N.J. and Meyer, J.P., 1990, p. 2) and it could be affected by four antecedents: Personal Characteristics, Job Characteristics, Work Experiences and Structural Characteristics (Allen, N.J. and Meyer, J.P., 1990, p. 4).  Based on the description in the article of Rhoades, L., Eisenberger, R. and Armeli, S. (2001, p. 825), employees who were affectively committed would normally have strong sense of belonging and identification to the organisation which led them increase their involvement in the activities of the organisation and their willingness to chase the goals of the organisation, as well as decrease their intention to leave the organisation.  Besides, they would also seek for the sense of importance from their work (similar to what Kahn mentioned in his model about Psychological Meaningfulness of work) and felt emotionally and psychologically safe to engage to the organisation which would led them become more productive, less physically absent and low intention to turnover.  Because of this, the independent variable of Affective Commitment will also be considered as one of the valid determinants affecting Employee Engagement (dependent variable) and in this project report, the causal relationship between these two variables will also be studied.

Hypotheses Development  
After examining all these antecedents and determinants on employee engagement as above, I can summarise my direction to study in this project report as following survey questions:
1)	Whether there is any statistically significant impact of Compensation or Remuneration on Employee Engagement?
2)	Whether there is any statistically significant impact of Person-job (P-J) Fit on Employee Engagement?
3)	Whether there is any statistically significant impact of Affective Commitment on Employee Engagement?
As such, I can develop the hypotheses to study in this project report as below which can also be illustrated in Figure 1 (Appendix 1):
Ha1:	There is a statistically significant impact of Compensation or Remuneration on Employee Engagement
H01:	There is no statistically significant impact of Compensation or Remuneration on Employee Engagement
Ha2: There is a statistically significant impact of Person-job (P-J) Fit on Employee Engagement
H02: There is no statistically significant impact of Person-job (P-J) Fit on Employee Engagement
Ha3: There is a statistically significant impact of Affective Commitment on Employee Engagement
H03:There is no statistically significant impact of Affective Commitment on Employee Engagement

Methodology
Measurement & Scale Development
A survey was planned to be conducted targeting to those educated and knowledge employees working in any fast-moving consumer goods (FMCGs) companies in Hong Kong.  A structural online questionnaire was prepared in which eighteen short, single focused, non-leading and open-ended questions with simple language, asking about some preferences of participants relating to employee engagement, were included in order to increase the discrimination power of the items, while also make them easier for those participants to understand and avoid any ambiguity occurred when filling in.  For asking any sensitive or personal information of the participants (like age, numbers of chicken having, length of period working in current company, etc.), the checklists which were exhaustive and mutually exclusive, and the categories (e.g. age with 30 to 34, 35 to 39, 40 to 44, etc.) were used.  
For the determination of scale, since employee engagement (EE) is the topic of organisational behaviour which is belonging to social science field and we planned to study employee engagement in terms of its three dimensions (Compensation or Remuneration, Person-job (P-J) Fit and Affective Commitment) in order to understand the degree of significant impact on employee engagement from each of them, so some scales normally used in social science field were taken into my consideration.  Among all those, 5-ponts Likert Scales was finally chosen to use in the questionnaire, where “1” represented strongly disagree and “5” represented strongly agree.  Likert Scale was “a psychometric response scale primarily used in questionnaires to obtain participant’s preferences or degree of agreement with a statement or set of statements” which was also “a means of measuring psychological attitudes in a scientific way” (Bertram, D., 2007, p. 1).  Based on the article of Warmbrod, J.R. (2014, p. 31), Likert Scale was also “a summated rating scale whereby an individual’s score on the scale is a sum, or average, of the individual’s responses to the multiple items on the instrument” and “the sum of an individual’s responses to all items comprising the scale or subscale”.  In short, Likert Scale is a multiple-item scale rather than a single-item one.  The reason for using Likert Scale in this study was that it was simple to construct, while still likely produce a highly reliable scale, as well as easier to use, read and complete online by the participants (Bertram, D., 2007, p. 7; Hasson, D. and Arnetz, B.B., 2005, p. 179).  For its weakness side, it seemed that Likert Scale might incur some bias and issues like acquiescence, social desirability or extreme response, validity issue, choosing issue if the response categories were too many or too few (Bertram, D., 2007, p. 7; Hasson, D. and Arnetz, B.B., 2005, p. 179; Chyung, S.Y. et al., 2017, p. 20).  As such, I tried to minimize all these bias and issues by distributing the questionnaire online and asking those participants to answer all questions at one time, using 5-points scales instead of other types of Likert Scale to maintain most appropriate length of scale, and using those items and scales which were used in some academic articles studied employee engagement already in order to justify their content and construct validities.  By implementing 5-points scale or midpoint scale, it also allowed participants to express their neutral opinions instead of forcing them to choose either side of preference at which they may not belong to and allowed me to use those data as interval scale data to show not only the differences in order preferences from data but also the degree of order preferences among data got by generating some parametric statistics (Chyung, S.Y. et al., 2017, p. 18).  Based on above considerations and judgments, I generated an item pool from two articles written by Shuck, M.B., Reio Jr., T.G. and Rocco, T.S. (2011) and Lee, J. (2012) for the independent variable of Compensation or Remuneration, one article written by Resick, C.J., Baltes, B.B. and Shantz, C.W. (2007) for the independent variable of Person-job (P-J) Fit, as well as one article written by Rhoades, L., Eisenberger, R. and Armeli, S. (2001) for the independent variable of Affective Commitment.  After all, there were totally eighteen items selected and adopted in the online questionnaire finally for the next step of items administration as well as sample development and evaluation after pilot test and main survey.

Sampling
[bookmark: _GoBack]As mentioned in the previous parts of this project report, those educated and knowledge workforce working in the fast-moving consumer goods (FMCGs) companies were the target population of my study in this project report.  In order to verify the proved relevance, clarity and comprehensiveness of the items adopted in the above-mentioned articles to determine whether they were also suitable to apply in specific Hong Kong situation, a pilot test was prepared and administrated before the main survey.  In the pilot test, because of resources and time limitation as well as convenience consideration, only 20 cases were selected to distribute an online questionnaire among which 17 of them were my fellow students of Doctor of Business Administration (DBA) while another 3 cases were from my close friends who had been working in FMCGs companies before.  In this online questionnaire, eleven short, open-ended questions, as well as checklists and categories were used to ask about sensitive or personal information of the participants including name, gender, age, marital status, number of chicken, education level of participants, as well as name, department, position and length of period of those participants working in current FMCGs companies.  Another eighteen short, single focused, non-leading and open-ended questions with simple language in the questionnaire were used to ask about their preferences of employee engagement from the perspectives of Compensation or Remuneration (7 items), Person-job (P-J) Fit (5 items) and Affective Commitment (6 items).  Even though my 17 DBA fellow students are not all working in FMCGs companies, but since they all were well-educated and knowledgeable managerial executives in the companies they working in, so their preferences chosen in the online questionnaire could more or less reflect and represent some known incidences and characteristics of the target population.  After getting and evaluating the results obtained from the parametric statistics of the pilot test, the items in this online questionnaire may be revised, if necessary, in order to fit to the specific Hong Kong situation in the main survey.  For the main survey, it is planned to have 300 cases from 10 FMCGs companies in Hong Kong.  One of the non-probability sampling methods, Snowball Sampling, is planned to use in the main survey.  Snowball Sampling actually is a network sampling or chain referral sampling in which an initial group of participants will be selected and these participants will be asked to identify others who also belong to that target population of interest.  Cases obtained through this method can be considered as homogenous in nature among each other.  This method is expected to be one of the most effective and efficiency methods in terms of representativeness, accessibility and low cost to reach the target population since I have been working in FMCGs companies in Hong Kong for more than twenty years and so my working network should be sufficient and helpful to reach those educated and knowledgeable employees who are working in FMCGs companies in Hong Kong and are the target population of my study in this project report.         

Findings
Descriptive Analysis of Nominal Data in Pilot Test
Appendix 2 summarised those findings of nominal data got from the questionnaire of the pilot test.  In the table, it showed that the distribution of gender among those samples in the pilot test was 65% in male and 35% in female while for age, 70% of samples were 40 or above.  Besides, 75% of samples were married and 70% of them were with children in their families.  For education level, most of them (90%) were with master degree level (since the majority of the samples were my classmates of DBA) and while for positions working in the organisations right now (Item 10), all of them were in senior management or managerial executive already.  Finally, for the period of working in their current companies (Item 11), half of them (50%) had been working 5 years or above.  The last three criteria mentioned above should more than enough to imply and represent that samples did qualified to the educated and knowledge workforce who was being focus in this project report.

Parametric Statistics of Interval Data in Pilot Test
Appendix 3 summarised those findings of parametric statistics of employee engagement got from the questionnaire of the pilot test.  All eighteen employee engagement items had been divided into three sub scales representing three independent variables for the dependent variable of employee engagement: Compensation or Remuneration (7 items), Person-job (P-J) Fit (5 items) and Affective Commitment (6 items).  The mean score for overall condition was 3.578 while for each individual sub scale, they were 3.764 (Compensation or Remuneration), 3.300 (Person-job Fit) and 3.592 (Affective Commitment), respectively.  For the Cronbach’s Alpha of the overall condition was 0.967 while for each individual sub scale, they were 0.917 (Compensation or Remuneration), 0.951 (Person-job Fit) and 0.906 (Affective Commitment), respectively.  By definition, Cronbach’s Alpha is a measure of internal consistency or correlations between items when all of them are measuring the same construct and if higher in value, greater and better on internal consistency level will be implied.  Generally, any value higher than 0.70 will be considered as good alpha and so referring to above- mentioned situation, all were in excellent conditions and strongly correlated since either overall or each individual sub scale one was over 0.90.  Since I used 5 points Likert Scale in the questionnaire, so I could also assume that the reference mean score was 3.00 which would use to compare those in sub scale for further implication.
For the sub scale of Compensation or Remuneration, the mean scale scores for each item ranged from 3.45 to 4.15.  In comparing with reference mean score 3.00, Item 12, which was with 3.45 in mean score value, was the relatively closest one in comparing with other items within the same sub scale group.  Besides, Item 12 also had the highest standard deviation of 1.191 in value.  Both represented that Item 12 had the relatively highest discrimination power within the group than others.  One of the reasons for that was Item 12 asked about the preferences of salary and pay of the samples for their work and normally different people should have different definitions of higher salary or pay raise for their own.  On the other hand, Item 16 was with 4.15 in mean score value, which was relatively most far away to the reference mean score in comparing with others within the group, as well as was relatively lowest standard deviation of 0.875 in value.  Both again represented that Item 16 had the relatively lowest discrimination power in the group than other.  The reason for that was Item 16 asked about the value of the samples for their work to the organisation and normally, as being the educated and knowledge workforce as well as managerial executives in their organisations, samples tended to think that what they did should be valuable to the companies.  Furthermore, when looking at those inter-item correlation figures, the most strongly correlated two items were Item 12 and Item 13 since they got the highest value of 0.802 (very strong association) while for the most weakly correlated two items, they would be Item 14 and Item 17 with the value of 0.369 (moderate association).  Finally, Item 12 could lead the Cronbach Alpha or internal consistency higher if deleted (from original 0.917 to 0.920) but since I got only 20 samples in the pilot test, so I would like to keep it at this moment and wait for further verification in the main survey.  
For the sub scale of Person-job (P-J) Fit, the mean scale scores for each item ranged from 3.10 to 3.50.  In comparing with reference mean score 3.00, Item 22, which was with 3.10 in mean score value, was the relatively closest one in comparing with other items within the same sub scale group.  However, the standard deviation of Item 22 was only 0.968 which was almost the lowest one within the group.  On the other hand, Item 19 was with 3.50 in mean score value, which was relatively most far away to the reference mean score in comparing with others within the group but was with relatively highest standard deviation of 1.192 in value.  Both contradictory directions implied that something in the items may mislead the condition.  By examining the wordings of those items in the group again, I found that all these five items generated from the article of Resick, C.J., Baltes, B.B. and Shantz, C.W. (2007) seemed to keep asking samples about their preferences of Person-job (P-J) Fit on employee engagement with very similar wordings which led samples might actually answered all these items with similar or even nearly the same manner.  As such, re-wording or re-phrasing of these five items should be necessary when preparing in main survey.  Furthermore, when looking at those inter-item correlation figures, the most strongly correlated two items were Item 20 and Item 22 since they got highest value of 0.900 (very strong association) while for the most weakly correlated two items, they would be Item 19 and Item 21 with the value of 0.675 (still in substantial association).  
Finally, for the sub scale of Affective Commitment, the mean scale scores for each item ranged from 3.05 to 3.90.  In comparing with reference mean score 3.00, Item 29, which was with 3.05 in mean score value, was the relatively closest one in comparing with other items within the same sub scale group.  However, the standard deviation of Item 29 was only 0.826 which was almost the lowest one within the group.  On the other hand, Item 26 seemed to be much more normal since its mean score value was 3.90, which was relatively most far away to the reference mean score in comparing with others within the group, while its standard deviation was also 0.788 which was relatively lowest in the group.  The reason for that was Item 26 asking about whether samples would be proud when working in their companies and normally, as being the senior management as well as managerial executives in their organisations, samples should be proud for their career achievements.  For the problem of Item 29, the wording of ‘problem’ may need to be further explained and clarified in the main survey in order to increase its discrimination power.  Furthermore, when looking at those inter-item correlation figures, the most strongly correlated two items were Item 24 and Item 25 since they got highest value of 0.916 (very strong association) while for the most weakly correlated two items, they would be Item 27 and Item 29 with the value of 0.157 only (low association).  Finally, both Item 28 and Item 29 could lead the Cronbach Alpha or internal consistency higher if deleted (from original 0.906 to 0.913 or 0.930, respectively) but again, since I got only 20 samples in the pilot test, so I would like to keep it at this moment and wait for further verification in the main survey.

Conclusions
The study purpose of this project report is trying to examine the antecedents and determinants on employee engagement in perspective of Compensation or Remuneration, Person-job (P-J) Fit and Affective Commitment particularly for those educated and knowledge workforce working in Fast-moving Consumer Goods (FMCGs) companies in Hong Kong.  Through the studying of findings, it is expected that this study can help to provide some guidance and advices to HRM, entrepreneurs, business decision-makers and other relevant stakeholders how to increase the engagement of this specific workforce.  However, because of the resources and time limitation, I can only prepare the pilot test to survey 20 samples at this moment.  After reviewing and tackling those problems found in the pilot test, further main survey should be conducted in order to get more comprehensive and relevant data for the next step of factor, correlation and multiple regression analysis so as to draw and conclude much more meaningful, directive and objective implications for the field of study.     
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Appendix 1: Figure 1 – Three Variables Affecting Employee Engagement
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FORMATTING AND LAYOUT

Please note the following when completing your written assignment:

1. Writing: Written in English in an appropriate academic style

2. Focus: Focus only on the tasks set in the assignment.

3. Length: 4,500 words

4. Formatting: Typed on A4 paper in Times New Roman or Arial font 12 with a 2 centimetre

space at each edge, 1.5 spaced and pages numbered.

Document format: In report format

Ensure the assignment specification (Page 1) is attached to your assignment and a

bibliography using Harvard referencing throughout is also provided.

7. Research: Research should use reliable and relevant sources of information e.g. academic
books and journals that have been peer reviewed. The research should be extensive.

2%

The use of a range of information sources is expected — academic books, peer reviewed
journal articles, professional articles, press releases and newspaper articles, reliable
statistics, company annual reports and other company information. All reports must be
consistently referenced with a separate Harvard style bibliography. They will be submitted
via Turnitin and checked for plagiarism.
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GUIDANCE FOR STUDENTS IN THE COMPLETION OF
TASKS

NOTE: The guidance offered below is linked to the five generic assessment criteria overleaf.

1. Engagement with Literature Skills

Your work must be informed and supported by scholarly material that is relevant to and focused on the
task(s) set; you should make use of scholarly reviews and primary sources, as appropriate (for example,
refereed research articles and/or original materials appropriate to the discipline).  You should provide
evidence that you have accessed a wide range of sources, which may be academic, governmental and
industrial; these sources may include academic journal articles, textbooks, current news articles,
organisational documents, and websites. You should consider the credibility of your sources; academic
journals are normally highly credible sources while websites require careful consideration/selection and
should be used sparingly. Any sources you use should be current and up-to-date, mostly published within
the last five years or so, though seminal/important works in the field may be older. You must provide
evidence of your research/own reading throughout your work, using correctly a suitable referencing system,
including in-text citations in the main body of your work and a reference list at the end of your work.

Guidance specific to this assessment:

e Your work must be informed and supported by scholarly material that is relevant to the concept being
studied; you should make use of scholarly reviews and primary sources, as appropriate (for example,
refereed research articles and/or original materials appropriate to the discipline).

e You must provide evidence of your research/own reading throughout your work, using correctly a
suitable referencing system, including in-text citations in the main body of your work and a reference list
at the end of your work.

2. Knowledge and Understanding Skills

At level 7, you should be able to demonstrate a systematic understanding of knowledge, and a critical
awareness of current problems and/or new insights, much of which is at, or informed by, the forefront of
your academic discipline, field of study or area of professional practice, with a comprehensive
understanding of techniques applicable to your own research or advanced scholarship. Your work must
demonstrate your growing mastery of these concepts, principles, current challenges, innovation and
insights associated with the subject area. Knowledge relates to the facts, information and skills you have
acquired through your learning. You demonstrate your understanding by interpreting the meaning of the
facts and information (knowledge). This means that you need to select and include in your work the
contemporary concepts, techniques, models, theories, etc. appropriate to the task(s) set. You should be
able to explain the theories, concepts, etc. meaningfully to show your understanding. Your mark/grade will
also depend upon the extent to which you demonstrate your knowledge and understanding; ideally each
should be complete and detailed, with comprehensive coverage.

Guidance specific to this assessment:

e You should be able to demonstrate a systematic understanding of knowledge, and a critical awareness
of current problems and/or new insights, much of which is at, or informed by, the forefront of your
academic discipline, field of study or area of professional practice.

e Your work must demonstrate your growing mastery of these concepts, principles, current challenges,
innovation and insights associated with the concept being studied.

3. Cognitive and Intellectual Skills

You should be able to: evaluate critically current research and advanced scholarship in the discipline;
evaluate methodologies and develop critiques of them and, where appropriate, to propose new
hypotheses; deal with complex issues both systematically and creatively to make sound judgements in the
absence of complete data. Your work must contain evidence of logical, analytical thinking, evaluation and
synthesis. For example, to examine and break information down into parts, make inferences, compile,
compare and contrast information. This means not just describing what! But also justifying: Why? How?
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When? Who? Where? At what cost? At all times, you must provide justification for your arguments and
judgements. Evidence that you have reflected upon the ideas of experts within the subject area is crucial
to you providing a reasoned and informed debate within your work. Your choice of methodologies to gather
data and information must be rigorously defended. Furthermore, you should provide evidence that you are
able to make sound judgements and convincing arguments using data and concepts. Sound, valid,
persuasive conclusions are necessary and must be derived from the content of your work.  Where
relevant, alternative solutions and recommendations may be proposed.

Guidance specific to this assessment:

e You are expected to identify a concept that is of interest to you and critically evaluate current research
and advanced scholarship in the relevant discipline.

e You also need to describe how you would develop and pre-test a survey instrument capable of
measuring such concept. Your choice of methodologies to gather data and information must be
rigorously defended.

4. Practical Skills

At level 7, you should be able to demonstrate originality in the application of knowledge, together with a
practical understanding of how established techniques of research and enquiry are used to create and
interpret knowledge in the discipline. This includes acting autonomously in planning and implementing
tasks at a professional or equivalent level, originality in tackling and solving problems, and decision-making
in complex and unpredictable contexts or situations.

You should be able to demonstrate mastery of the leading edge subject-related concepts and ideas as they
relate to real world situations and/or particular contexts. How do they work in practice? You will deploy
models, methods, techniques, and/or theories, in those contexts or circumstances, to assess current
situations, perhaps to formulate plans or plausible, justifiable recommendations to solve problems, or to
propose new models, or to create artefacts, which may be innovative and creative, thereby demonstrating
your understanding of how the boundaries of knowledge are advanced through research and/or application.
This is likely to involve, for instance, the use of real world artefacts, examples and cases, the application of
a model within an organisation and/or benchmarking one theory or organisation against others.

Guidance specific to this assessment:

e Your report should describe the development of the survey instrument, including the refinement of the
questions and the pre-test results. You should be able to demonstrate mastery of data analysis and
statistical concepts by analysing the data with appropriate methods, interpreting the results and drawing
valid conclusions.

5. Transferable Skills for Life and Professional Practice

Your work must provide evidence of the qualities and transferable skills necessary for postgraduate-level
employment in circumstances requiring sound judgement, personal responsibility and initiative in complex
and unpredictable professional environments. This includes demonstrating: the independent learning
ability for continuing professional development to advance existing skills and acquire new competences of
a professional nature that will enable you to assume significant responsibility within organisations; that you
can initiate and complete tasks, projects and procedures, whether individually and/or collaboratively, to a
professional level; that you can use appropriate media to effectively communicate information, arguments
and analysis in a variety of forms for a variety of audiences; fluency of expression; clarity and effectiveness
in presentation and organisation. Work should be coherent and well-structured in presentation and
organisation.

Guidance specific to this assessment:

e You are expected to communicate effectively both orally and in writing. All work submitted should be
coherent and well-structured in presentation and organisation.
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STUDENT FEEDBACK FORM

This section details the extent to which the assessment criteria are demonstrated by you, which in turn determines
your mark. The marks available for each category of skill are shown. Lecturers will use the space provided to
comment on the achievement of the task(s), including those areas in which you have performed well and areas that
would benefit from development/improvement.

Component 1: Project Report (40%)

. i 28 | g3
Generic Assessment Criteria =S w5
=9 =3
©
1. Engagement with Literature Skills
Use of current research
Range of sources uses 8
Referencing
Academic conventions
2. Knowledge and Understanding Skills
Systematic and conceptual knowledge
Critical awareness of relevant issues 8
New insights
Comprehensive understanding of techniques
3. Cognitive and Intellectual Skills
Develop critiques
Analytical ability 8
Evaluation of research
4. Practical Application Skills
Application of knowledge, tools and techniques
Practical use of research techniques 8
5. Transferable Skills for Life and Professional Practice
Professional presentation
Effective communication at professional level 8
Fluency of expression
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Category Labels

Frequency %

Question 1: Email Verification

Question 2: Name

Question 3: Gender

Male  13 65%

Female 7 35%

Question 4: Age

25 to 29 1 5%

30 to 34 2 10%

35 to 39 3 15%

40 to 44 8 40%

45 to 49 4 20%

50 or above 2 10%

Question 5: Marital Status

Single 5 25%

Married 15 75%

Others 0 0%

Question 6: No. of Children

0 6 30%

1 6 30%

2 6 30%

3 or above 2 10%

Question7: What is the highest level of education you have completed?

University Graduated 0 0%

Bachelor 2 10%

Master 18 90%

Doctoral 0 0%

Question 8: Which company (FMCGs) you are working right now?

Question 9: Which department you are belonging to in your company?

Question 10: What is your occupation or position in your company?

Accountant 1 5%

Assistant to VP 1 5%

Brand Manager 1 5%

Business Development Manager 1 5%

Chief Operation Officer 2 10%

Department Head 1 5%

Deputy General Manager 1 5%

Director 2 10%

Engineering Director 1 5%

General Manager 1 5%

Group Financial Controller 1 5%

Head of Training 1 5%

Key Account Manager 1 5%

Lecturer 1 5%

Marketing Director 1 5%

Principal 1 5%

Project Manager 1 5%

Senior Manager 1 5%

Question 11: How long have you been working in your current company?

Less than 1 year 2 10%

1 year to less than 2 years 2 10%

2 years to less than 3 years 3 15%

3 years to less than 4 years 1 5%

4 years to less than 5 years 2 10%

5 years or more 10 50%

Frequency Tables of Participants Characterisitics in Pilot Test (n = 20)

Appendix 2

Value


Microsoft_Excel_97-2003_Worksheet.xls
Frequency Table
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		Frequency Tables of Participants Characterisitics in Pilot Test (n = 20)

		Category Labels		Value

				Frequency		%

		Question 1: Email Verification

		Question 2: Name

		Question 3: Gender

		Male		13		65%

		Female		7		35%

		Question 4: Age

		25 to 29		1		5%

		30 to 34		2		10%

		35 to 39		3		15%

		40 to 44		8		40%

		45 to 49		4		20%

		50 or above		2		10%

		Question 5: Marital Status

		Single		5		25%

		Married		15		75%

		Others		0		0%

		Question 6: No. of Children

		0		6		30%

		1		6		30%

		2		6		30%

		3 or above		2		10%

		Question7: What is the highest level of education you have completed?

		University Graduated		0		0%

		Bachelor		2		10%

		Master		18		90%

		Doctoral		0		0%

		Question 8: Which company (FMCGs) you are working right now?

		CUHK

		Eton Group

		Local Bank

		Printing

		Asics

		HKBU

		Sino Group

		Multibank Group

		A consultancy Company

		Athena Intellects Company Limited

		Eddid Securities and Futures Limited

		The Government

		HK01

		Airport Authority

		Convoy

		Procter & Gamble

		YMCA of HK Christian College

		Question 9: Which department you are belonging to in your company?

		Account Office		1		5%

		Business		1		5%

		Business Development		1		5%

		CUHK Jockey Club Institute of Ageing		1		5%

		Engineering		1		5%

		Group Finance		1		5%

		Internal Audit		1		5%

		Local Sales Department		1		5%

		Management		1		5%

		Marketing		2		10%

		N/A		1		5%

		OTT Department		1		5%

		Operations		3		15%

		Project		1		5%

		Sino Estates Management		1		5%

		Terminal		1		5%

		Training		1		5%

		Question 10: What is your occupation or position in your company?

		Accountant		1		5%

		Assistant to VP		1		5%

		Brand Manager		1		5%

		Business Development Manager		1		5%

		Chief Operation Officer		2		10%

		Department Head		1		5%

		Deputy General Manager		1		5%

		Director		2		10%

		Engineering Director		1		5%

		General Manager		1		5%

		Group Financial Controller		1		5%

		Head of Training		1		5%

		Key Account Manager		1		5%

		Lecturer		1		5%

		Marketing Director		1		5%

		Principal		1		5%

		Project Manager		1		5%

		Senior Manager		1		5%

		Question 11: How long have you been working in your current company?

		Less than 1 year		2		10%

		1 year to less than 2 years		2		10%

		2 years to less than 3 years		3		15%

		3 years to less than 4 years		1		5%

		4 years to less than 5 years		2		10%

		5 years or more		10		50%
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Mean

Standard 

Deviation (SD)

Cronbach's 

Alpha (

α

)

Cronbach's 

Alpha (

α

) if 

item Deleted

Overall (18 items) 3.578 1.020 0.967

Question 12 When I do my work well, I receive a higher salary or pay raise. 3.45 1.191 0.920

Question 13

When I do my work well, I receive increased promotion 

opportunities.

3.55 1.050 0.898

Question 14 When I do my work well, I receive increased job security. 3.60 1.095 0.911

Question 15 I feel like a key member of the organisation. 4.00 0.973 0.896

Question 16 The work I do is very valuable to the organisation. 4.15 0.875 0.900

Question 17 My supervisors generally appreciated the way I do my job. 3.75 0.910 0.914

Question 18

The organisation recognizes the significance of the contributions I 

make.

3.85 0.933 0.896

Person-job (P-J) Fit (Resick, C.J., Baltes, B.B. and Shantz, C.W., 2007) 3.300 1.040 0.951

Question 19

I feel my values "match" or fit this organisation and the current 

employees in this organisation.

3.50 1.192 0.948

Question 20

I think the values and personality of this organisation reflect my 

own values and personality.

3.25 1.118 0.925

Question 21 The values of this organisation are similar to my own values. 3.40 1.046 0.951

Question 22 My values match those of current employees to this organisation. 3.10 0.968 0.933

Question 23

I feel my personality matches the "personality" or image of this 

organisation.

3.25 0.910 0.939

Affective Commitment (Rhoades, L., Eisenberger, R. and Armeli, S., 2001) 

3.592

0.966 0.906

Question 24 I feel a strong sense of belonging to my organisation. 3.60 0.995 0.864

Question 25 I feel personally attached to my work organisation. 3.80 1.005 0.861

Question 26 I am proud to tell others I work at my organisation. 3.90 0.788 0.865

Question 27

Working at my organisation has a great deal of personal meaning to 

me.

3.90 0.852 0.889

Question 28 I would be happy to work at my organisation until I retire. 3.30 1.081 0.913

Question 29

I really feel that problems faced by my organisation are also my 

problems.

3.05 0.826 0.930
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Parametric Statistics of Employee Engagement Questionnaire Items in Pilot Test (n = 20)

Construct and Item

0.917

Compensation or Remuneration                                                                                                                       

(Shuck, M.B., Reio Jr., T.G. and Rocco, T.S., 2011 and Lee, J., 2012) 

3.764 1.015
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APPENDIX GA36d

LEVEL 7 ASSESSMENT SPECIFICATION

Student name: Chum Ka Fong Stephen Student ID number: | 1812894
Programme: DBA
Module: Quantitative Research Methods
Module code: SBPD7010 SONUIBULONEEINCE 100%

Overall Module

Assessment (%):
Lecturer: Dr Andrew Chan Internal Verifier:
Assignment Title: | Project report, reflection and | Word count (or | Project report:

in-class test equivalent): 3500
Reflection: 1000

Submission 22 April 2019 Return date of | 17 May 2019
deadline: provisional marks

& written feedback:

All written assessments, where practical and possible, must be submitted via

Submls.smn Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this
method: engiiil e e - .
assessment specification into Turnitin or it will match many similarities with
other students’ submissions.)
Alternative submission method (if applicable):
Late submission of the assessment will result in a late penalty mark.
Penalties for late submission: Up to one week late, maximum mark of 50%.
Over one week late, 0%. Only the Extenuating Circumstances Panel may
approve a change to submission dates.
Academic Academic honesty is required. In the main body of your submission you must
honesty / give credit to authors on whose research and ideas your work is based.
referencing: Append to your submission a reference list that indicates the books, articles,

etc. that you have used, cited or quoted in order to complete this assessment.
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Module Learning Outcomes
(from module syllabus)

Upon the successful completion of this module, the student should be able to demonstrate the
ability to:
e critically assess the appropriate contexts for using quantitative research techniques, the
philosophical underpinnings, strengths and limitations of quantitative research;
e design a quantitative research project, with particular attention to hypotheses, data
sources, sampling and questionnaire design;
e select from and implement a range of quantitative analysis techniques in order to address
a particular research question;
e understand and critically evaluate quantitative research papers in the candidate’s subject
area of interest.

TASK DESCRIPTION

Component 1: Project Report (40%)

Develop a survey instrument and research strategy (including sampling and analysis) to test
hypotheses in your area of interest. Pretest your instrument and check for robustness. Present
your instrument and the outcomes of your pretest as a report (3500 words). This needs to be
supported by Component 2.

You need to develop a research strategy for a topic of your choice. This needs to address the
following issues:

e A brief introduction to the academic context of your topic
e Literature review
o Conceptualisation
o Hypotheses development
e Methodology
o Measurement/scale development
o Sampling
e Findings
e Conclusions

The report needs to include topic related references and refer to appropriate research development
literature. Be critical and justify your choices.

Component 2: Reflection (10%)

You will write a 1000-word reflection on this process, describing your learning experiences and the
challenges you encountered.

This document supports your main report in Component 1 and should reflect on your journey. This
should include comments on the feedback received from your pretest. You do not need much, if
any, subject related references for this document but you may want to refer to business research
literature or perhaps look at the pedagogical literature to explore how you learn.

Component 3: In-class Test (50%)
An in-class test will take the form of unseen questions to be answered within 2 hours. It will test

students’ understanding of the basic principles of statistics and quantitative research. Students are
not expected to memorise formulae, any formulae needed will be provided.

Page 2 0of 13




