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ABSTRACT

This study aimed to examine the influence of internal communication and
employee engagement on generation Y employees’ intention to stay with Operation
and Maintenance Division in Electricity Generating Authority of Thailand (EGAT).
One-hundred and fifty respondents who were generation Y employees from birth year
1982 to 1996 were selected using purposive sampling and convenience sampling. The
means, standard deviation and percentage were being tabulated and analyzed using
Stepwise Regression with the significance level of 0.05. Using the three employee
engagement, including vigor, dedication, and absorption. The findings revealed the
following points:

Firstly, internal communication has a positive influence on employee
engagement at “very often” level. From this, vigor was found to be the most
significant predictor of internal communication which will influence employees to
invest high effort in work and to overcome difficulties.

Secondly, the Generation Y employees are high likely to remain with

organization when they feel engaged. Specifically, absorption got the highest score of



relationship with their intention to stay. This can be explained that engaged
employees pay fully attention at work causing time goes faster when working.

This study will help the management team to have better understanding and
gain insights into effective internal communication, employee engagement, and

intention to stay among generation Y employees.

Keywords: Internal communication, Employee engagement, Intention to stay,

Generation Y, Electricity Generating Authority of Thailand
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CHAPTER 1
INTRODUCTION
This survey research examines the influence of internal communication on
employee engagement and their intention to continue working with Electricity
Generating Authority of Thailand. This chapter covers problem statement, objectives,
scope of the study, research questions, significance of the study, and definition of

terms.

1.1 Rationale and Problem Statement

Employees, given by their roles and responsibilities within organizations, are
considered as a key shareholder group for organizations to positively enhance and
sustain relationships with external parties (Grunig, 1992; Jo & Shim, 2005; Kim &
Rhee, 2011). A number of previous studies showed that internal communication has
an impact on employee engagement (Balakrishnan, 2013; Chong, 2007; Karanges,
Johnston, Beatson, Lings, 2015; Saks, 2006; Weltch, Jackson, 2007). Thus, human
resources department should collaborate with marketing department to develop
strategies in employee communication to ensure that everyone in organizations is on
the same page. Snipes, Oswald, LaTour, and Armenakis (2005) also found that job
satisfaction is related to overall service quality delivered to their customers.

As the time goes by, workforce is changing to be Generation Y. According to
Manpower Group (2016), this term is replaceable with Millennials and refers to those
born between 1982 and 1996 which expects to compose more than a third of
worldwide human resources by 2020. Each generation has its own preferences and

expectations so it is one of challenges for the management team (Becton, Walker,



Jones-Farmers, 2014). While baby boomers were identified as work ethic generation,
Generation Y stand out for high-tech generation because they were born in the era of
technology, such as internet and cell phones, which becomes integral part of lives
(Neisen, 2014). This generation does not only look for work and life balance as
Generation X but also flexibility, community participation, and self-development
through coaching and feedback (Macaulay & Cook, 2017).

Recently, there are plenty of articles talking about high attrition rate of Gen Y
employees. Gallup (2016) found that 21% of this group of employees have low level
of engagement in organizations and have changed their jobs which was more than 3
times of other generations. This does not only happen in foreign countries, but also in
Thailand. Yoonjamrus (2017) mentioned that the traditional system and regulations
are no longer effective to Generation Y; in other words, they are willing to question to
have reasonable clarification when they are in doubt while this behavior is considered
as aggressive and discordant to previous generations. In addition, they were born in
the era of technology where everything is connected and accessible so it is not
difficult to seek other opportunities when they think that current job is not the right
one. With this, this study focuses on relationship of internal communication and
employee engagement which potentially have impact on Generation Y employees’
satisfaction and turnover within organizations.

Electricity Generating Authority of Thailand (EGAT) is a state owned
enterprise under Ministry of Energy in Thailand which has obligation to generate and
pass on electric power supply to the whole country, and also involves in energy
related business in local and foreign countries. Operation and Maintenance Division is

a part of EGAT providing high grade experienced crew and equipments for



mechanical maintenance in power plant operations inside and outside the country; for
example, part supply, and engineering support, hence, employees in this division are
repair technicians, programmers, engineers, trainers, and general staffs.
Sawagvudcharee (2012) observed internal communication in Provincial
Electricity Authority (PEA), a government enterprise providing electricity services in
regions of Thailand, which is similar with EGAT in terms of electricity related
industry and large civil service with complex hierarchy. She found that there was a
lack of communication to ground people within organization leading to
misunderstanding and affecting attitudes and motivational level. Therefore, her study
suggested that internal communication was found to be an important factor for
employee satisfaction and retention in every organization. On the other hand,
although EGAT is government based organization that is widely known with high
level of stability and reliability in Thailand; however, according to Manager Online
(2017), government based organization was at the bottom for firms that Generation Y
would like to join. This brings into researcher’s attention to explore the influences
towards this group of workforce. Due to above reasons, the researcher selects EGAT
to be a case study to have better understanding of the linkage between internal
communication and employee engagement among Generation Y employees in this
organization which Gupta & Shaheen (2017), Fernandes & L (2018) found that the
higher level of employee engagement, the greater intention of employee to stay in

organization.



1.2 Objectives of Study

1.2.1 To examine the influence of employee satisfaction of internal
communication on Generation Y employees’ engagement with EGA.

1.2.2 To examine the influence of Generation Y employees’ feeling toward
communication with their upper management and same level of management as well
as their perceived information quality on the employee engagement.

1.2.3 To examine the influence of Generation Y employees’ engagement on

their intention to stay in organization.

1.3 Scope of Study

This study is to examine the relationship between internal communication and
employee engagement among Gen Y employees in Operation and Maintenance
Division of Electricity Generating Authority of Thailand (EGAT) which can lead to
their intention to stay in organization. The data will be collected by using survey
questionnaire as a tool to define below scope of the study.

1.3.1 This study focuses on relationship between internal communication and
employee engagement among Generation Y employees of Operation and Maintenance
Division in Electricity Generating Authority of Thailand (EGAT) only due to high
competition in engineering industry. According to Admission Premium (2017),
specialists in this field obviously can receive higher salary in private foreign
organization.

1.3.2 The Generation Y employees population of Operation and Maintenance
Division in Electricity Generating Authority of Thailand (EGAT) is 261 people. The

total sample of this study is 150 respondents including Operation and Maintenance



Division in Electricity Generating Authority of Thailand (EGAT) by purposive
sampling and convenience sampling.

1.3.3 The questionnaire data was collected in May 2019

1.4 Research Questions

1.4.1 Is there an influence of employee satisfaction of internal communication
on Generation Y employees’ engagement with EGAT?

1.4.2 How do Generation Y employees feel toward communication with their
upper management and same level of management as well as their perceived
information quality on the employee engagement?

1.4.3 Does Generation Y employees’ engagement has an impact on their

intention to stay in EGAT?

1.5 Significance of the Study

1.5.1 The study will demonstrate the existence of the relationship between
internal communication and employee engagement in Operation and Maintenance
Division in Electricity Generating Authority of Thailand (EGAT) which will benefit
the organization to improve their engagement, quality of work performance, and to
decrease attrition rate which can lead to profitability in organizations.

1.5.2 The study will allow management team of Operation and Maintenance
Division in Electricity Generating Authority of Thailand (EGAT) as well as other
organizations in this industry to have better understanding of Generation Y employees
and be able to execute and maintain healthy internal communication with the most

effective communication tool toward this group of employees. The study can develop



into model for employee engagement in state enterprise and other similar type of

organization.

1.6 Definitions of Terms

1.6.1 Electricity Generating Authority of Thailand, EGAT in short, is a state
owned enterprise under Ministry of Energy in Thailand which has obligation to
generate and pass on electric power supply to the whole country, and also involves in
energy related business in local and foreign countries.

1.6.2 Internal communication can be described as information transfer
between leadership team and employees within organization formally and informally.
It can be either written or face-to-face communication with chances to voice out their
opinions, being well informed on organization updates, feeling that their management
is engaged to organization.

1.6.3 Employee engagement is employee’s psychological commitment and
desire to obtain remarkable outcome for the organization including vigor (i.e., effort
with high energy), dedication (i.e., emotion of importance, stimulation, motivation,
glorification, and challenge), and absorption (i.e., fully pay attention and entirely
devote themselves causing the time go by faster at work).

1.6.4 Generation Y, or Millenials, refers to those born between 1982 and 1996
who stand out for high-tech generation as they were born in the era of technology.

1.6.5 Intention to stay is a desire to remain to work in current organization
which is an effect of when higher level of employee engagement (Fernandes & L,

2018; Gupta & Shaheen, 2017).



CHAPTER 2
LITERATURE REVIEW
This chapter summarized into relevant previous studies and synthesizes
concepts related to internal communication, brand equity, employee engagement, and

Generation Y which is the premise of this study.

Concepts of Internal Communication

Internal communication, sometimes called employee communication, can be
described as information transfer between leadership team and employees within
organization formally and informally (Balakrishnan, 2013). It plays an important role
of interactions between organization and employees (Karanges, Johnston, Beatson,
Lings, 2015) as it is used to allow employees being on the same page as well as to
develop organization-employee relationships (Sripirom, 2017).

Burmann & Zeplin (2005) mentioned that organization should keep their
employees informed about general information and updates through different
available tools; such as, newsletter, meetings, in order to be able to effectively
communicate aligned message. However, Cheney (1999) found that face-to-face
communication provided detailed information including non verbal cues and more
trustworthy than written communication. Truss, Soane, Edwards, Wisdom, Croll,
Burnett (2006) stated that there are three elements driving the key outcome of internal
communication to employee engagement which are: chances to voice out their
opinions, being well informed on organization updates, and feeling that their
management is engaged to organization. Moreover, Hayase (2009) also found that

quality of communication has positive relationship to employee engagement. Thomas,



Zolin, Hartmann (2009) highlighted that openness is a key encouraging employees to
feel that they are a part of organization’s goal and they are safe to express themselves.
Sawagvudcharee (2012) observed internal communication in Provincial Electricity
Authority (PEA), a government enterprise providing electricity services in regions of
Thailand, and found the lack of communication to their staffs which brings
misunderstanding and affects staffs’ attitudes and motivational level. Furthermore, a
number of scholars concluded that there is positive relationship between internal
communication and employee engagement (Balakrishnan, 2013; Chong, 2007,

Karanges, Johnston, Beatson, Lings, 2015; Saks, 2006; Weltch, Jackson, 2007).

Concepts of Employee Engagement

Only company satisfaction is insufficient in making employees to feel fully
included in the organization. Employees will take things into their account when they
are engaged (Nink & Welte, 2011).

Employee engagement is employee’s psychological commitment and desire to
obtain remarkable outcome for the organization (Aon, 2018). In other words, engaged
employees are likely to stay with organization and go beyond their minimum
requirement of their jobs. Mishra, Boynton, Mishra (2014) noticed that employees
feel belong when the firm circulate information regularly, sincerely, and openly.
Employee engagement can be identified by using vigor, dedication, and absorption as
its characteristics (Schaufeli, Salanova, Gonzalez-roma, Bakker, 2002). Vigor is
willing to put effort with high energy in work and being to cope with obstacles
(Schaufeli, Salanova, Gonzalez-roma, Bakker, 2002). Dedication can be described as

an emotion of importance, stimulation, motivation, glorification, and challenge



(Schaufeli, Salanova, Gonzalez-roma, Bakker, 2002). Lastly, absorption is employees
who fully pay attention and entirely devote themselves causing the time go by faster
at work (Schaufeli, Salanova, Gonzalez-roma, Bakker, 2002).

Nowadays human resources are considered as one of the most important
resource in organization (Gabcanova, 2011); therefore, employee engagement is
important in this surroundings. Engaged employees will increase loyalty and better
work performance in the organization which will result in decreasing attrition rate

(Balskrishnan, 2013).

Lifestyle and Values of Generation Y

According to Manpower Group (2016), Generation Y, or Millenials, refers to
those born between 1982 and 1996 which expects to compose more than a third of
worldwide human resources by 2020.

Despite negative stereotypes of this generation, Myers & Sadaghiani (2010)
argued that this group is motivated and good at teamwork and technological access;
however, they prefer management to share information openly and constantly. This is
because this generation is surrounded by technology and multicultural environment as
they are connected with others through social media (Naim & Lenka, 2017). Although
there are online articles saying about turnover of this generation workforce, previous
studies found that this group of people actually seeks career security (Guillot-soulez
& Soulez, 2014; Manpower Group, 2016). The data from Manpower Group (2016)
also shows that Generation Y is working hard, looking for advancement opportunities
from their employers, and expecting to work longer than older generations; almost 80

percent of them believe that they will work until they are over 70 years old.
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Walden, Jung, and Westerman, (2017) suggested that employers should
perform communication which is transparent, in-depth, and relevant to their day-to-
day operation while giving particular observation on this generation’s information
needs for long term management. Park & Gursoy (2012) found that turnover of this
generation is high likely to be decreased when they are engaged with organization,

comparing to Generation X and Baby Boomer generations.

Related Theories that Highlighted Factors Affecting Employees’ Intention to
Stay with Organization

1. Social Exchange Theory

According to Cropanzano & Mitchell (2005), the relationship develops
throughout the extent of time into trust, loyal, and common adherence by the rules of
give and take continuously. Saks (2006) found that the level of engagement either in
job or organization is influenced by the level of organizational support that employees
receive. In other words, with the most desired facilities and advantages, there is high
potential to initiate organizational commitment with higher level of engagement.

2. Saks Model of Antecedents of Employee Engagement

Saks (2006) examined a model of antecedents of job and employee
engagements which was based on social exchange theory. The result demonstrated
that job and employee engagements can be predicted by various variables which are
perceived organizational support and job characteristics. Job and organization
engagements help to conciliate the relationships among job satisfaction,
organizational commitment, intentions to stay, and organizational citizenship

behavior.
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3. Kang Model of Employee Engagement

Kang (2014) proposed a model of employee engagement using social
exchange theory as a framework for conceptualization. The study revealed that level
of organizational engagement determines their satisfaction, extra role behavior, and
turnover intention. She further explained that employee engagement has significant
effect on satisfaction which can indirectly lead to intention to stay. In addition, the
study proved the consequences of employee engagement among antecedents
(psychological capital, service climate), satisfaction, organizational citizenship

behavior, and intention to stay.

Hypothesis

Hypothesis 1: Internal communication can significantly influence to
Generation Y employee engagement.

Hypothesis 1.1: Employee satisfaction of face-to-face communication and
written communication significantly influences Generation Y employees’ employee
engagement.

Hypothesis 1.2: Generation Y employees’ feeling toward the opportunity to
communicate with upper management and same level of management as well as
feeling toward their perceived quality of the information significantly influence their
employee engagement.

Hypothesis 2: Generation Y Employee Engagement significantly influences

their intention to stay with Electricity Generating Authority of Thailand.



Theoretical Framework

Internal Communication

1. Generation Y employees
satisfaction of face-to-face
and written communication
- Face-to-face

communication
- Written communication
2. Generation Y employees’
feeling toward the
opportunity to communicate
with upper management and
the same level of
management as well as
feeling toward their
perceived quality of
information
- Chances to voice out
their opinions

- Being well informed on
organization updates

- Feeling that their
management is engaged
to organization

Figure 1: Theoretical Framework

HI
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Generation Y
Employee Engagement

- Vigor
- Dedication
- Absorption

H2

Intention to stay with
EGAT

- High
- Medium

- Low




CHAPTER 3
METHODOLOGY
This chapter described the procedures and research design using to examine

the relationship between internal communication and employee engagement.

3.1. Research design

The study focuses on relationship between internal communication and
employee engagement in Operation and Maintenance Division in Electricity
Generating Authority of Thailand (EGAT). The survey research used three main
scales which are internal communication, employee engagement, and intention to
stay.

The first scale examines employee self-perceived of internal communication
of Operation and Maintenance Division in Electricity Generating Authority of
Thailand (EGAT). The second scale is employee engagement that aims to investigate
work engagement on individuals with 3 non-physical conditions: vigor, dedication,
and absorption. Lastly, the third scale is to inspect their intention to stay in this

organization.

3.2 Population and sampling method

Due to high volume of rivalry in engineering industry, this study focuses on
Generation Y employees of Operation and Maintenance Division in Electricity
Generating Authority of Thailand (EGAT). Presently, there are 261 employees in total
who were born between 1982 to 1996 in Operation and Maintenance Division of this

organization including 166 people of technicians, 56 people of engineers, 15 people of
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experienced level, 12 people of trainers, 9 people of general staffs, and 3 people of
programmers.

The researcher selected 150 respondents with approximately 5% of margin of
error and 95% of confidence level according to CheckMarket (2019) and used
purposive sampling as well as convenience sampling methods in order to bring
specific features of population into a focus (Lunch Research, 2012). The male ratio of
respondents is higher due to nature of this occupation which is consistent to data
provided by Ministry of Labour (2017) that the number of male received skill training

including engineering skilled labours is higher than female.

3.3 Research instrument

The self-administered online questionnaire will be divided into 4 parts.
Statements in questionnaire are taken and adapted from Dennis (1974), Hayase
(2009), Schaufeli et al. (2002), and Suntorawatanakij (2011) to examine hypotheses of
this study.

Part I: Demographic Information of the Sample

This part contains multiple-choice questions of general information including
gender, age, level of education, marital status, monthly income, and service years in
EGAT.

Part II: Gen Y Employees' Feeling toward Internal Communication

This part has 5 sub-segments in total. There are 4 sub-segments with 38
statements using likert scale ranging from strongly disagree to strongly agree to
describe how they feel toward their internal communication which are taken and

adapted from Dennis (1974).
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The scale of feeling about relationship with immediate supervisor has
cronbach alpha of 0.94 which include the statements as below (Lockhart, 1987).

1. Your superior makes you feel comfortable to talk with him/her.

2. Your superior really understands your job problems.

3. Your superior encourages you to let him/her know when things are going
wrong on the job.

4. Your superior provide good support for you to do your best work.

5. Your superior expresses his/her confidence with your ability to perform the
job.

6. Your superior encourages you to bring new information to his/her attention,
even when that new information may be bad news.

7. Your supervisor makes you feel that things you tell him/her are really
important

8. Your superior is willing to tolerate arguments and to give a fair hearing to all
points of view.

9. Your superior has your best interests in mind when he/she talks to his/her
boss.

10. Your superior is a really competent, expert manager.

11. Your superior listens to you when you tell him/her about things that are
bothering you.

12. You feel safe to say what you are really thinking to your superior.

13. Your superior is straightforward.

14. You feel comfortable to communicate job frustrations to your superior.



15.

16.

17.

18.

19.

20.

21.

16

You feel comfortable to tell your supervisor your attitude towards his/her
management.

You feel comfortable to tell your superior that you disagree with him/her.
You think you are safe in communicating "bad news" to your superior without
fear of retaliation on his/her part.

You believe that your superior thinks he/she really understands you.

You believe that your superior thinks that you understand him/her.

Your superior really understands you.

You really understand your superior.

The scale of quality of information in current position has cronbach alpha of

0.88 which includes statements as below (Lockhart, 1987).

1.

You think that people in this organization say what they mean and mean what
they say.

People in top management say what they mean and mean what they say.
People in this organization are encouraged to be really open and candid with
each other.

People in this organization freely exchange information and opinions.

You are kept informed about how well company's goals and project's
objectives are being met.

Your organization succeeds in rewarding and praising good performance.
Top management is providing you with the kinds of information you really
want and need.

You receive information from the sources available to you (e.g. from your

superiors, department meetings, co-workers, newsletters).
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9. You are pleased with the management's efforts to keep employees up-to-date
on recent developments that relate to the organization's welfare - such as
success in competition, profitability, future growth plans, etc.

10. Superior notified you in advance of changes that affect your job.

11. You are satisfied with explanations you receive from top management about
why things are done as they are.

12. Your job requirements are specified in clear language.

The scale of opportunities to communicate has cronbach alpha of 0.89 which
include statements as below (Lockhart, 1987).
1. Your opinions are taken into consideration by upper management people’s
decision before they make a decision that affects your job situations.
2. You believe your views have real influence in your organization.
3. You can expect that recommendations you make will be heard and seriously
considered.
The scale of information reliability has cronbach alpha of 0.83 which include
statements as below (Lockhart, 1987).
1. You think that information received from management is reliable.
2. You think that information received from your colleagues (co-workers) is
reliable.
The statistical mean is to be interpreted as follows. According to Luo (2014),

the highest level minus lowest level divided by the number of level (5-1)/5=0.80



18

Table 1: Interpretation of feeling toward internal communication

Mean Interpretation
4.21-5.00 Strongly agree with statement
3.41-4.20 Agree with statement
2.61-3.40 Neutral with statement
1.81-2.60 Disagree with statement
1.00-1.80 Strongly disagree with statement

On the other hand, the last sub-segment which taken from Hayase (2009)
which examined their satisfaction of 14 communication channels which are internet,
intranet, printed newsletter, blogs, posters, emails, mailbox letter, recognition
ceremonies or presentation, training classes, meetings with senior management, pre-
shift information or meeting, company televisions or videos, audio recordings or
phone messages, e-newsletter. The range is from very dissatisfied to very satisfied.
Also, the highest level minus lowest level divided by the number of level (5-1)/5=
0.80

Table 2: Interpretation of communication channels satisfaction

Mean Interpretation
4.21-5.00 Very satisfied
3.41-4.20 Satisfied
2.61-3.40 Neutral
1.81-2.60 Dissatistied
1.00-1.80 Very dissatisfied

Part III: Employee Engagement

This part is Utrecht Work Engagement Scale (UWES) which taken from
Schaufeli et al. (2002) to measure their engagement with current job containing of 3
elements: vigor, dedication, and absorption. There are 17 items measured on likert
scale ranging from never to always. The cronbach alpha of the original scale is 0.82

(Luo, 2014). The statements include:



10.

11

12.

13.

14.

15.

16.

17.

Vigor

. At my work, I feel energetic.

At my job, I feel strong and vigorous.
When I get up in the morning, I feel like going to work.
I can continue working for very long hours at a time.

At my job, I am very resilient, mentally.

At my work I always persevere, even when things do not go well.

Dedication

I find the work that I do full of meaning and purpose.
I am proud of the work that I do.
To me, my job is challenging.

I am enthusiastic about my job.

. My job inspires me.

Absorption

Time flies when I’'m working.

When I am working, I forget everything else around me.

I feel happy when I am working intensely.
I am very focused in my work.
I get carried away when I’'m working.

It is difficult to detach myself from my job.
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The statistical mean is to be interpreted as follows. According to Luo (2014),

the highest level minus lowest level divided by the number of level (5-1)/5= 0.80

Table 3: Interpretation of employee engagement

Mean Interpretation
4.21-5.00 Always
3.41-4.20 Very Often
2.61-3.40 Sometimes
1.81-2.60 Rarely
1.00-1.80 Never

Part IV: Intention to Stay

This part is used to measure Generation Y employees’ intention to stay

through 5 statements taken and adapted from Siripong Suntorawatanakij. The scale is

measured on likert scale ranging from strongly disagree to strongly agree. The

cronbach alpha of the scale is 0.82 (Suntorawatanakij, 2011). The statements are as

below.

1.

2.

You have an intention to work here until retirement.

If other organizations offer job position with higher salary, you will refuse the

offer.

This organization is the best place to work for you.

You try to persuade colleagues to work for organization development.

You are proud to be employee of this organization.

The statistical mean of intention to stay is to be interpreted as follows. The

highest level minus lowest level divided by the number of level (5-1)/5= 0.80 (Luo,

2014).



Table 4: Interpretation of intention to stay
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Mean Interpretation
4.21-5.00 Strongly agree with statement
3.41-4.20 Agree with statement
2.61-3.40 Neutral with statement
1.81-2.60 Disagree with statement
1.00-1.80 Strongly disagree with statement

On the other hand, the degree of gratification from Zhu (2018) is used to

indicate level of intention as follows.

Table 5: Interpretation of gratification degree

Mean Interpretation
3.68-4.00 High level
2.34-3.67 Medium level
1.00-2.33 Low level

3.4 Instrument pretest

The researcher distributed questionnaire to 30 people of target population for

pretest to evaluate reliability and accuracy of questions. Given the cronbach alpha in

Table 6 is 0.95, 0.91 and 0.78 for internal communication, employee engagement, and

intention to stay respectively, overall scales are acceptable to execute actual data

collection with 150 samples.

Table 6: Cronbach Alpha of the Questionnaire

Variable Cronbach Alpha
Internal communication 953
- Feeling to immediate supervisor
- Feeling toward the quality of information
- Feeling toward the opportunities to communicate
- Feeling toward communication channel
Employee engagement 918
- Vigor
- Dedication
- Absorption
Intention to stay 785
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3.5 Data collection procedure

The questionnaire was created in English, except the part of intention to stay
which is originally in Thai. As target population is Thai citizens located in Thailand,
questionnaire was interpreted into national language of Thailand to avoid the issues of
language barrier and miscommunication which can possibly lead to inaccurate results.
The researcher had 2 lecturers who are specialists of communication arts at Bangkok
University to check index of consistency and the results of cronbach's alpha is 0.96
and 0.94 respectively. With the number higher than 0.7 which is an appropriate value,
scales are acceptable.

After questionnaire was finalized, the researcher distributed questionnaires in
the print questionnaire to Operation and Maintenance Division in Electricity
Generating Authority of Thailand (EGAT) to do pretest with 30 respondents while
another 150 respondents for actual data collection was gathered through online self-

administered survey tool with SPSS program for data analysis.

3.6 Summary of Demographic Data

The demographic profile of 150 samples is included information of gender,
age, level of education, marital status, monthly income, and service year at EGAT
which summarized and presented in Table 7-12.

The descriptive findings showed that there are 45.3% of male (n= 68) and
54.7% of female (n= 82) participated in this study. The majority of sample is in the
age range of 23-27 which is 49.3% (n= 74), followed by 31.3% (n=47) for the age
range of 28-32, 10.7% (n= 16) of those who are higher than 37 years old, and another

8.7% (n=13) of respondents who are 33-37 years old, respectively. In terms of
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education, 75.3% of respondents (n= 113) has bachelor degree as their highest level of
education followed by 18.7% of respondents (n= 28) with master degree. As for
marital status, 81.3% (n= 122) is single while only 18 respondents are married which
is 18.7% of overall sample. The result also shows that 58.7% of samples (n= 88)
receives 20,001-30,000 Baht monthly, followed by 16% of samples (n= 24) who has
salary that isbelow-20,000 Baht. Additionally, almost half of samples (n= 74) or
49.3% has been working at EGAT for 1-3 years, followed by 26.7% of samples (n=
40) working for 4-6 years and 12.7% of those being in this organization more than 9

years (n=19).

Table 7: Statistical mean of gender

Gender

Frequency Percent
Male 68 45.3
Female 82 54.7
Total 150 100.0

Table 8: Statistical mean of age

Age
Frequency Percent
23-27 years old 74 49.3
28-32 years old 47 31.3
33-37 years old 13 8.7
Higher than 37 years old 16 10.7
Total 150 100.0




Table 9: Statistical mean of education level

Level of education

Frequency | Percent
High school diploma 1 i
Vocational diploma 7 4.7
Bachelor's degree 113 75.3
Master's degree 28 18.7
Higher than Master's degree 1 7
Total 150 100.0
Table 10: Statistical mean of marital status
Marital status
Frequency Percent
Single 122 81.3
Married 28 18.7
Total 150 100.0
Table 11: Statistical mean of monthly income
Monthly income
Frequency Percent
Below-20,000 Baht 24 16.0
20,001-30,000 Baht 88 58.7
30,001-40,000 Baht 17 11.3
40,001-50,001 Baht 4 2.7
More than 50,001 Baht 17 11.3
Total 150 100.0
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Table 12: Statistical mean of service year at EGAT

Service years at EGAT

Frequency Percent

Less than 1 year 12 8.0

1-3 years 74 49.3

4-6 years 40 26.7

7-9 years 5 33

More than 9 years 19 12.7

Total 150 100.0
3.7 Data Analysis

The answers from 150 respondents were coded and analyzed through SPSS.
The standard statistical significance level of 0.05 is determined the acceptance of each
hypothesis. The lower alpha number indicates the stronger significance level (Frost,
2019).

Hypothesis 1: Internal communication can significantly influence to
Generation Y employee engagement.

Independent variable: Internal communication including face-to-face
communication and written communication (Likert scale)

Dependent variable: Employee engagement and intention to stay (Likert scale)

Statistical analysis: Stepwise Regression Analysis

Hypothesis 1.1: Employee satisfaction of face-to-face communication and
written communication significantly influences Generation Y employees’ employee
engagement.

Hypothesis 1.2: Generation Y employees’ feeling toward the opportunity to

communicate with upper management and same level of management as well as
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feeling toward their perceived quality of the information significantly influence their
employee engagement.

Hypothesis 2: Generation Y Employee Engagement significantly influences
their intention to stay with Electricity Generating Authority of Thailand.

Independent variable: Employee engagement including vigor, dedication, and
absorption (likert scale)

Dependent variable: Intention to stay

Statistical analysis: Stepwise Regression Analysis



CHAPTER 4
FINDINGS

The survey research used three main scales to test hypotheses, which are
internal communication, employee engagement, and intention to stay by utilizing
stepwise regression for statistical analysis.

4.1 Descriptive analysis of internal communication

According to Table 13, the descriptive revealed that samples have feeling
toward their internal communication at “agree” level (Mean= 3.73, SD= 0.53)
including aspects of information reliability (Mean= 3.96, SD= 0.75), relationship with
supervisor (Mean= 3.89, SD= 0.64), opportunities to communicate (Mean= 3.86, SD=
0.83), and quality of information (Mean= 3.72, SD= 0.72). However, as for
communication channels, the result can be identified at “neutral” level (Mean= 3.39,

SD=0.67).

Table 13: Statistical mean of internal communication

Descriptive Statistics

Mean Std. Deviation | Interpretation

5 dimensions of Internal 3.73 53 Agree
communication

Relationship with supervisor 3.89 .64 Agree
Quality of information 3.72 72 Agree
Opportunities to communicate 3.86 .83 Agree
Reliability of information 3.96 75 Agree
Communication channels 3.39 .67 Neutral

As shown in Table 14, the statement “Your superior is a really competent,
expert manager” is at “strongly agree” level (Mean =4.29, SD = (0.75) while the

remaining 20 items are identified to be at “agree level”. The statement with lowest
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mean in this sub-segment is “You feel comfortable to tell your supervisor your

attitude towards his/her management.” (Mean = 3.49, SD = 0.93).

Table 14: Statistical mean of feeling toward relationship with immediate supervisor

Descriptive Statistics

Mean Std. Deviation | Interpretation
1. Your superior makes you feel 3.79 77 Agree
comfortable to talk with
him/her.
2. Your superior really 3.93 .82 Agree
understands your job problems.
3. Your superior encourages you 4.03 74 Agree
to let him/her know when things
are going wrong on the job.
4. Your superior provide good 4.14 a7 Agree
support for you to do your best
work.
5. Your superior expresses 4.13 74 Agree
his/her confidence with your
ability to perform the job.
6. Your superior encourages you 4.14 77 Agree

to bring new information to
his/her attention, even when that
new information may be bad

news.

(Continued)
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Table 14 (Continued): Statistical mean of feeling toward relationship with

immediate supervisor

7. Your supervisor makes you
feel that things you tell him/her

are really important.

3.99

.79

Agree

8. Your superior is willing to
tolerate arguments and to give a

fair hearing to all points of view.

4.04

.79

Agree

9. Your superior has your best
interests in mind when he/she
talks to his/her boss.

4.05

74

Agree

10. Your superior is a really

competent, expert manager.

4.29

75

Strongly Agree

11. Your superior listens to you
when you tell him/her about

things that are bothering you.

3.99

.79

Agree

12. You feel safe to say what
you are really thinking to your

superior.

3.65

.88

Agree

13. Your superior is

straightforward.

4.08

78

Agree

14. You feel comfortable to
communicate job frustrations to

your superior.

3.56

.90

Agree

15. You feel comfortable to tell
your supervisor your attitude

towards his/her management.

3.49

.93

Agree

16. You feel comfortable to tell
your superior that you disagree
with him/her.

3.86

.80

Agree

17. You think you are safe in
communicating "bad news" to
your superior without fear of

retaliation on his/her part.

3.79

.86

Agree

(Continued)
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Table 14 (Continued): Statistical mean of feeling toward relationship with

immediate supervisor

18. You believe that your
superior thinks he/she really

understands you.

3.68

.90

Agree

19. You believe that your
superior thinks that you

understand him/her.

3.69

.88

Agree

20. Your superior really

understands you.

3.64

.86

Agree

21. You really understand your

superior.

3.70

.82

Agree

As shown in Table 15, all items can be interpreted to be at “agree” level. The

statement “You receive information from the sources available to you (e.g. from your

superiors, department meetings, co-workers, newsletters).” appeared to have the

highest score (Mean = 4.07, SD = 0.78), followed by “People in top management say

what they mean and mean what they say.” (Mean = 4.05, SD = 0.78) and “You think

that people in this organization say what they mean and mean what they say.” (Mean=

3.86, SD=0.91).

Table 15: Statistical mean of feeling toward information quality

Descriptive Statistics

Mean Std. Deviation | Interpretation
1. You think that people in this 3.86 91 Agree
organization say what they mean
and mean what they say.
2. People in top management say 4.05 78 Agree
what they mean and mean what
they say.
3. People in this organization are 3.51 95 Agree

encouraged to be really open

and candid with each other.

(Continued)
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Table 15 (Continued): Statistical mean of feeling toward information quality

4. People in this organization
freely exchange information and

opinions.

3.61

.89

Agree

5. You are kept informed about
how well company's goals and
project's objectives are being

met.

3.79

.87

Agree

6. Your organization succeeds in
rewarding and praising good

performance.

3.80

.90

Agree

7. Top management is providing
you with the kinds of
information you really want and

need.

3.50

.98

Agree

8. You receive information from
the sources available to you (e.g.
from your superiors, department
meetings, co-workers,

newsletters).

4.07

78

Agree

9. You are pleased with the
management's efforts to keep
employees up-to-date on recent
developments that relate to the
organization's welfare - such as
success in competition,
profitability, future growth

plans, etc.

3.61

.95

Agree

10. Superior notified you in
advance of changes that affect

your job.

3.74

91

Agree

11. You are satisfied with
explanations you receive from
top management about why

things are done as they are.

3.58

91

Agree

(Continued)
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Table 15 (Continued): Statistical mean of feeling toward information quality

12. Your job requirements are

specified in clear language.

3.54

92

Agree

According to Table 16, all 3 items are at “agree level”. The statement “Your

opinions are taken into consideration by upper management people’s decision before

they make a decision that affects your job situations.” has the highest score (Mean=

3.99, SD= 0.94), followed by statement “You believe your views have real influence

in your organization” (Mean = 3.81, SD = 1.08) and “You can expect that

recommendations you make will be heard and seriously considered.” (Mean = 3.78,

SD = 1.03).

Table 16: Statistical mean of feeling toward opportunities to communicate

Descriptive Statistics

Mean

Std. Deviation

Interpretation

1. Your opinions are taken into
consideration by upper
management people’s decision
before they make a decision that

affects your job situations.

3.99

.94

Agree

2. You believe your views have
real influence in your

organization.

3.81

1.08

Agree

3. You can expect that
recommendations you make will
be heard and seriously

considered.

3.79

1.03

Agree

Table 17 showed that statements in segment of information reliability are at

“agree” level. The statement “You think that information received from management

is reliable.” has the highest score (Mean = 4.02, SD = 0.90), followed by “You think
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that information received from your colleagues (co-workers) is reliable.” (Mean =

3.91,SD =0.74).

Table 17: Statistical mean of feeling toward information reliability

Descriptive Statistics

Mean Std. Deviation | Interpretation
1. You think that information 4.02 .90 Agree

received from management is

reliable.
2. You think that information 3.91 74 Agree

received from your colleagues

(co-workers) is reliable.

As shown in Table 18, 3 out of 14 items are at “satisfied” level which are
emails (Mean= 3.85, SD= 0.85), internet (Mean= 3.76, SD= 0.85), and intranet
(Mean= 3.59, SD=0.91). On the other hand, 11 out of 14 channels are at “neutral”
level which are meetings with senior management (Mean= 3.47, SD= 0.88), posters
(Mean = 3.44, SD = 0.76), printed newsletter (Mean = 3.43, SD=0.76), employee
recognition ceremonies or presentations (Mean = 3.39, SD = 0.89), e-newsletter
(Mean = 3.37, SD= 0.78), company television or videos (Mean = 3.35, SD= 0.93),
pre-shift information or meetings (Mean = 3.34, SD= 1.16), training classes (Mean=
3.28, SD = 0.98), audio recordings or phone messages (Mean = 3.14, SD = 1.03),
blogs (Mean = 3.12, SD = 0.96), and mailbox letter (Mean = 2.95, SD = 1.23),

respectively.

Table 18: Statistical mean of satisfaction toward communication channel

Descriptive Statistics

Mean Std. Deviation | Interpretation
1. Intranet 3.59 91 Satisfied
2. Internet 3.76 .85 Satisfied

(Continued)
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Table 18 (Continued): Statistical mean of satisfaction toward communication

channel
3. Printed Newsletters 3.43 .76 Neutral
4. Blogs 3.12 .96 Neutral
5. Posters, flyers, Brochures, 3.44 .76 Neutral
Banners
6. Emails 3.85 .85 Satisfied
7. Mailbox letter 2.95 1.23 Neutral
8. Employee recognition & 3.39 .89 Neutral
rewards ceremonies or
presentations
9. Training Classes 3.28 98 Neutral
10. Meetings with Senior 3.47 .89 Neutral
Management
11. Pre-shift information or 3.34 1.16 Neutral
meetings
12. Company television or 3.35 .93 Neutral
videos
13. Audio recordings or phone 3.14 1.03 Neutral
messages
14. e-Newsletters 3.37 78 Neutral

4.2 Descriptive analysis of employee engagement

Table 19 showed that samples feel engaged with their work “very often”

(Mean = 3.69, SD = 0.65). In addition, dedication aspect has the highest score (Mean

=3.73, SD = 0.81), followed by vigor (Mean = 3.68, SD = 0.66) and absorption

(Mean = 3.67, SD = 0.74), respectively.



Table 19: Overall statistical mean of employee engagement
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Descriptive Statistics

Mean Std. Deviation | Interpretation
3 dimensions of 3.69 .65 Very often
employee engagement
Vigor 3.68 .66 Very often
Dedication 3.73 .81 Very often
Absorption 3.67 74 Very often

As shown in Table 20, 5 out of 6 items under vigor segment are at “very

often” and 1 item is at “sometimes” level. The statement “At my work I always

persevere, even when things do not go well.” have the highest mean among all items

under this category (Mean = 4.00, SD= 0.81), followed by the statement “I can

continue working for very long hours at a time.” (Mean = 3.91, SD = 0.85). The

statement with lowest mean in this category is “When I get up in the morning, I feel

like going to work.” (Mean = 3.25, SD= 0.93) which can be interpreted as

“sometimes”.

Table 20: Statistical mean of vigor

Descriptive Statistics

Mean Std. Deviation | Interpretation
1. At my work, I feel energetic. 3.52 .80 Very often
2. At my job, I feel strong and 3.69 .88 Very often
vigorous.
3. When I get up in the morning, I 3.25 .93 Sometimes
feel like going to work.
4. I can continue working for very 3.91 .85 Very often
long hours at a time.
5. At my job, I am very resilient, 3.70 91 Very often
mentally.
6. At my work I always persevere, 4.00 81 Very often
even when things do not go well.
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The result of dedication aspect in Table 21 showed that majority of samples

feel “agree” to the statement, especially “I am proud of the work that I do.” with

statistical mean of 3.97 and SD of 0.90; on the other hand, the statement “My job

inspires me.” is at “sometimes” level (Mean = 3.45, SD = 1.06).

Table 21: Statistical mean of dedication

Descriptive Statistics

Mean Std. Deviation | Interpretation
7. I find the work that I do full 3.70 .86 Very often
of meaning and purpose.
8. I am proud of the work that I 3.97 .90 Very often
do.
9. To me, my job is challenging. 3.72 .96 Very often
10. I am enthusiastic about my 3.81 .86 Very often
job.
11. My job inspires me. 3.45 1.06 Very often

In Table 22, the result revealed that samples agree with the statement “Time

flies when I’'m working.” which is the highest score in absorption aspect (Mean =

3.91, SD = 0.89) followed by the statement “I get carried away when I’'m working.”

(Mean = 3.80, SD = 0.84). Nevertheless, the statement “It is difficult to detach myself

from my job.” is rated at “sometimes” level (Mean = 3.38, SD = 1.08).

Table 22: Statistical mean of absorption

Descriptive Statistics

Mean Std. Deviation | Interpretation
12. Time flies when I’'m 3.91 .89 Very often
working.
13. When I am working, I forget 3.77 .90 Very often
everything else
14. 1 feel happy when I am 3.59 1.08 Very often

working intensely.

(Continued)
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Table 22 (Continued): Statistical mean of absorption

15. I am very focused in my 3.59 .92 Very often
work.

16. I get carried away when I'm 3.80 .84 Very often
working.

17. Tt is difficult to detach 3.38 1.08 Sometimes
myself from my job.

4.3 Descriptive analysis of intention to stay

According to Table 23, with the mean of 3.88 and SD of 0.88 which is

considered as “agree” level, it showed that samples have high level of intention to

stay in this organization.

Table 23: Overall statistical mean of intention to stay

Descriptive Statistics
Mean Std. Deviation | Interpretation
3.88 .88 High level

Intention to stay

Table 24 presented that the statement “You are proud to be employee of this
organization.” has the highest score (Mean=4.19, SD = 0.84), followed by “This
organization is the best place to work for you.” (Mean = 3.99, SD = 1.02) and “You

try to persuade colleagues to work for organization development.” (Mean = 3.94, SD

= 0.94).

Table 24: Statistical mean of intention to stay statements

Descriptive Statistics
Mean Std. Deviation | Interpretation

1. You have an intention to work 3.92 1.17 Agree

here until retirement

(Continued)
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2. If other organizations offer
job position with higher salary,

you will refuse the offer.

3.39

1.16

Agree

3. This organization is the best

place to work for you.

3.99

1.02

Agree

4. You try to persuade
colleagues to work for

organization development.

3.94

.94

Agree

5. You are proud to be employee

of this organization.

4.19

.84

Agree

4.4 Results of hypothesis testing

There are 2 main hypotheses in this study as below.

Hypothesis 1: Internal communication can significantly influence to

Generation Y employee engagement.

Hypothesis 1.1: Employee satisfaction on face-to-face communication and

written communication significantly influences Generation Y employees’

employee engagement.

In Table 25, regression result shows a positive significant influence between
employee engagement and internal communication channels including face-to-face
communication and written communication (Fi4s,1)= 12.86%*, p< 0.05). In addition,
Table 21, 22, and 23 illustrated the significant results of each employee engagement
dimensions; vigor, dedication, and absorption respectively. Internal communication

has the strongest positive effect on vigor (Beta = 0.307, F(14s,1)=15.3*, p< 0.05),

followed by absorption (Beta = 0.242, F(14s, 1y= 9.2*, p< 0.05) and dedication (Beta =

0.206, F(1as, 1)= 6.5%, p< 0.05), respectively. The findings suggested Generation Y



39

employees’ engagement is positively associated with their feeling of internal
communication, including face-to-face and written communication. Consequently,
hypothesis 1.1 is accepted.

Table 25: Stepwise regression analysis for the prediction between internal

communication channel and employee engagement

Model Summary®

M R R Adjus Std. Change Statistics
o] Squa ted R Error
d re Squa of the
e re Estima
I te
R F df df2 Sig. F Durbin-
Squ Chang 1 Change | Watson
are e
Cha
nge
1 .2832 .080 .074 .62393 .080 12.860 1 148 .000 1.918

a. Predictors: (Constant), Satisfaction of communication channels
b. Dependent Variable: Employee Engagement

ANOVA2
Model Sum of df Mean F Sig.
Squares Square
1 Regression 5.006 1 5.006 12.860 .000P
Residual 57.615 148 .389
Total 62.622 149

a. Dependent Variable: Employee Engagement
b. Predictors: (Constant), Satisfaction of communication channels

Coefficients?

Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1 (Consta 2.770 .262 10.552 .000 2.251 3.288
nt)
Channel 272 .076 .283 3.586 .000 122 422

a. Dependent Variable: Employee Engagement
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Table 26: Stepwise regression analysis for the prediction between internal
communication channel and vigor of employee engagement
Model Summary®
M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F Durbin-
Square | Chan 1 Change | Watson
Chang ge
e
1 .30 .09 .088 .62651 .094 15.34 1 148 .000 1.875
78 4 8
a. Predictors: (Constant), Satisfaction of communication channels
b. Dependent Variable: Vigor
ANOVA2
Model Sum of df Mean F Sig.
Squares Square
1 Regression 6.024 1 6.024 15.348 .000P
Residual 58.092 148 .393
Total 64.116 149
a. Dependent Variable: Vigor
b. Predictors: (Constant), Satisfaction of communication channels
Coefficients?®
Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1 | (Constant 2.666 .264 10.11 .000 2.145 3.187
) 6
Mean of .299 .076 .307 3.918 .000 148 449
Channel

a. Dependent Variable: Vigor
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Table 27: Stepwise regression analysis for the prediction between internal
communication channel and dedication of employee engagement
Model Summary®
M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F Durbin-
Square | Chan 1 Chang | Watson
Chang ge e
e
1 .20 .04 .036 79293 .043 6.575 1 148 .011 1.891
62 3
a. Predictors: (Constant), Satisfaction of communication channels
b. Dependent Variable: Dedication
ANOVA?
Model Sum of df Mean F Sig.
Squares Square
1 Regression 4.134 1 4.134 6.575 .011
Residual 93.052 148 .629
Total 97.186 149
a. Dependent Variable: Dedication
b. Predictors: (Constant), Satisfaction of communication channels
Coefficients?
Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1 | (Constant 2.893 .334 8.67 .000 2.234 3.552
) 3
Channel 247 .096 .206 2.56 .011 .057 438
4

a. Dependent Variable: Dedication
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Table 28: Stepwise regression analysis for the prediction between internal

communication channel and absorption of employee engagement

Model Summary®

M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F Durbin-
Square | Chang 1 Chang | Watson
Chang e e
e
1 .24 .05 .052 .72206 .059 9.206 1 14 .003 1.905
22 9 8

a. Predictors: (Constant), Satisfaction of communication channels

b. Dependent Variable: Absorption

ANOVA2
Model Sum of df Mean F Sig.
Squares Square
1 Regression 4.800 1 4.800 9.206 .003P
Residual 77.164 148 521
Total 81.963 149

a. Dependent Variable: Absorption
b. Predictors: (Constant), Satisfaction of communication channels

Coefficients?

Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1 | (Constant) 2.770 .304 9.12 .000 2.170 3.371
1
Channel .267 .088 242 3.03 .003 .093 440
4

a. Dependent Variable: Absorption
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Hypothesis 1.2: Generation Y employees’ feeling toward the opportunity
to communicate with upper management and same level of management as well
as feeling toward their perceived quality of the information significantly
influence their employee engagement.

As shown in Table 29, regression analysis revealed that information quality
has a positive significant influence on employee engagement (Fi4s, 1) = 36.53*, p<
0.05). Besides, the Table 30 showed that opportunity to communicate also has
positive significant effect on employee engagement (F4s, 1)= 36.53*, p<0.05). This
showed that the opportunity to communicate and perceived information quality has a

positive effect on Y employees’ engagement; hence, hypothesis 1.2 is accepted.

Table 29: Stepwise regression analysis for the prediction between information quality

and employee engagement

Model Summary®

M R R Adjust Std. Change Statistics
o Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F Durbin-
Square | Chan 1 Chang | Watson
Chang ge e
e
1 44 .19 .193 .58253 .198 36.5 1 148 .000 2.005
52 8 37
a. Predictors: (Constant), Quality of Information
b. Dependent Variable: Employee Engagement
ANOVA=
Model Sum of df Mean F Sig.
Squares Square
1 Regression 12.399 1 12.399 36.537 .000P
Residual 50.223 148 .339
Total 62.622 149




a. Dependent Variable: Employee Engagement
b. Predictors: (Constant), Quality of Information
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Coefficients?

Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1| (Constant) 2.210 .250 8.84 .000 1.716 2.704
1
Quality of .399 .066 445 6.04 .000 .268 529
Information 5

a. Dependent Variable: Employee Engagement

Table 30: Stepwise regression analysis for the prediction between opportunity to

communicate and employee engagement

Model Summary®

M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df1 df2 Sig. F Durbin-
Square | Cha Chang | Watson
Chang nge e
e
1 .37 14 134 .60338 .140 24.0 1 148 .000 1.929
43 0 06
a. Predictors: (Constant), Opportunity to communicate
b. Dependent Variable: Employee Engagement
ANOVA=
Model Sum of df Mean F Sig.
Squares Square
1 Regression 8.740 1 8.740 24.006 .000P
Residual 53.882 148 .364
Total 62.622 149

a. Dependent Variable: Employee Engagement

b. Predictors: (Constant), Opportunity to communicate

(Continued)
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Table 30 (Continued): Stepwise regression analysis for the prediction between

opportunity to communicate and employee engagement

Coefficients?

Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1| (Constant) 2.56 .235 10.8 .000 2.100 3.030
5 96
Opportunity 292 .060 374 4.90 .000 174 410
to 0
communicate

a. Dependent Variable: Employee Engagement

Hypothesis 2: Generation Y Employee Engagement significantly
influences their intention to stay with Electricity Generating Authority of
Thailand.

As shown in Table 31, regression analysis revealed that Generation Y
employee engagement has a positive effect on their intention to stay within
organization (F4s, 1) =221.83*, p<0.05). According to the Table 32, when examining
ach key construct of employee engagement, the findings revealed the absorption has a
positive effect on intention to stay (Beta = 0.315, F46, 1)=9.343%*, p< 0.05), followed
by dedication (Beta = 0.304, F147,1)=28.811%*, p< 0.05) and vigor (Beta = 0.246, F(14s,
1= 135.038*, p< 0.05), respectively. The result presented that employee engagement
has a positive significant influence to remain in organization; therefore, hypothesis 2

is accepted.



46

Table 31: Stepwise regression analysis for the prediction of intention to stay against

overall employee engagement dimension

Model Summary®

M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F
Square Chan 1 Chang
Chang ge
e
1 .76 .58 .586 56311 .589 211.8 1 148 .000 2.107
72 9 39
a. Predictors: (Constant), Employee Engagement
b. Dependent Variable: Intention to Stay
ANOVA2
Model Sum of df Mean F Sig.
Squares Square
1 Regression 67.172 1 67.172 211.839 .000°
Residual 46.929 148 317
Total 114.102 149
a. Dependent Variable: Intention to Stay
b. Predictors: (Constant), Employee Engagement
Coefficients?
Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1 | (Constant .059 .267 222 .825 -.468 .586
)
Employee 1.036 .071 .767 14.5 .000 .895 1.176
engagem 55
ent

a. Dependent Variable: Intention to Stay
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Table 32: Stepwise regression analysis for the prediction of intention to stay among

each 3 dimensions of employee engagement

Model Summary

M R R Adjust Std. Change Statistics
o] Squ ed R Error
d are Square of the
el Estima
te
R F df df2 Sig. F
Square Chan 1 Chang
Chang ge e
e
1 .69 A7 474 .63493 477 135.0 1 148 .000
12 7 38
2 .75 .56 557 .58255 .086 28.81 1 147 .000
0P 3 1
3 .76 .58 .581 .56669 .026 9.343 1 146 .003 2.103
8¢ 9
a. Predictors: (Constant), Dedication
b. Predictors: (Constant), Dedication, Absorption
c. Predictors: (Constant), Dedication, Absorption, Vigor
d. Dependent Variable: Intention to Stay
ANOVA?
Model Sum of df Mean F Sig.
Squares Square
1 Regression 54.438 1 54.438 135.038 .000P
Residual 59.664 148 403
Total 114.102 149
2 Regression 64.215 2 32.108 94.612 .000°
Residual 49.886 147 .339
Total 114.102 149
3 Regression 67.216 3 22.405 69.769 .000¢
Residual 46.886 146 .321
Total 114.102 149

. Dependent Variable: Intention to Stay

. Predictors: (Constant), Dedication, Absorption

a
b. Predictors: (Constant), Dedication
c
d

. Predictors: (Constant), Dedication, Absorption, Vigor

(Continued)
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Table 32 (Continued): Stepwise regression analysis for the prediction of intention to

stay among each 3 dimensions of employee engagement

Coefficients?

Model Unstandardized Standard t Sig. 95.0% Confidence
Coefficients ized Interval for B
Coefficie
nts
B Std. Beta Lower Upper
Error Bound Bound
1| (Constant) 1.091 246 4.43 .000 .605 1.577
6
Dedication .748 .064 .691 11.6 .000 .621 .876
21
2| (Constant) 452 .255 1.77 .079 -.053 .956
0
Dedication 460 .080 425 5.76 .000 .303 .618
6
Absorption 467 .087 .395 5.36 .000 .295 .638
8
3| (Constant) .083 276 .300 .765 -.463 .628
Dedication .329 .089 .304 3.70 .000 .154 504
7
Absorption 372 .090 315 412 .000 194 .550
5
Vigor .328 107 .246 3.05 .003 116 .541
7
a. Dependent Variable: Intention to Stay
Excluded Variables?®
Model Beta In t Sig. Partial Collinearity
Correlation Statistics
Tolerance
1 Vigor .361° 4.532 .000 .350 493
Absorpti .395° 5.368 .000 405 548
on
2 Vigor .246¢ 3.057 .003 .245 434

a. Dependent Variable: Intention to Stay

b. Predictors in the Model: (Constant), Dedication
c. Predictors in the Model: (Constant), Dedication, Absorption



CHAPTER 5
DISCUSSION
This chapter provided an extensive discussion on data analysis in previous

chapter with implications and directions for further research.

5.1 Summary of Descriptive Findings and Discussion

The samples composed of 45.3% of male and 54.7% of female. The majority of
them were single and were in the age range of 23 to 27 which accounted for 49.3% of
total sample. As for education level, 75.3% of samples held bachelor’s degree as their
highest academic qualification and 58.7% of them had monthly income of 20,001-
30,000 Baht. In addition, 49.3% of them had stayed in EGAT for 1-3 years.

The respondents had feeling toward their internal communication at “agree”
level (Mean = 3.72, SD= 0.53). The satisfaction of information reliability received the
highest score (Mean = 3.96, SD= 0.75), followed by relationship with supervisor
(Mean = 3.88, SD= 0.64), opportunities to communicate (Mean = 3.86, Mean = 3.86,
SD = 0.83), quality of information (Mean = 3.72, SD= 0.72), and communication
channels (Mean = 3.39, SD = 0.67).

The respondents felt engaged with their work “very often” (Mean = 3.69, SD=
0.64) with overall 3 components of employee engagement. Dedication aspect has the
highest score (Mean = 3.73, SD= 0.80) followed by vigor (Mean = 3.67, SD= 0.66)
and absorption (Mean = 3.67, SD = 0.74) respectively.

The respondents had intention to stay in organization with “agree” level (Mean
= 3.88) which the statement with highest score was “You are proud to be employee of

this organization.” (Mean = 4.18, SD= 0.83), followed by “This organization is the



51

best place to work for you.” (Mean = 3.98, SD = 1.02) and “You try to persuade
colleagues to work for organization development.” (Mean = 3.94, SD = 0.93).

The descriptive findings pointed out that majority of respondents were satisfied
with their internal communication and felt engaged at very often level. It coincided
with Burmann & Zeplin (2005) and Thomas, Zolin, Hartmann (2009) that
organization should utilize different available communication tools to inform their
employees on organizational updates in order to make them feel included. As the
result, when employees are engaged and devoted themselves to organization, turnover
rate is likely to be decreased which aligned with Balskrishnan (2013) and Park &

Gursoy (2012).

5.2 Hypotheses Summary and Discussion of the Study

Hypothesis 1 results revealed the existence of positive significant effect
between internal communication and generation Y employee engagement in operation
and maintenance division in EGAT. Proven by stepwise regression analysis,
hypothesis 1.1 and 1.2 were accepted with p < 0.05, meaning that internal
communication, including face-to-face and written communication, is positively
associated with employee engagement especially on vigor, followed by absorption
and dedication. In addition, the opportunity to communicate and information quality
have positive significant influence on employee engagement.

The openness of internal communication is a crucial factor to encourage
employee to feel inclusive in organization, namely employee engagement, because
generation Y employees prefer transparent communication as suggested by Walden,

Jung, and Westerman, (2017). In addition, their boss should be open and value their
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opinions regardless of positive or negative matters which coincided with study of
Myers & Sadaghiani (2010). When employees feel engaged, included and valued,
they will try to breakthrough employer’s minimum expectation and maximize their
capabilities. Eventually, their work quality standard will be raised which aligned with
findings of Aon (2018) and Mishra, Boynton, Mishra (2014). The findings also
supported the assumption of social exchange theory which posited that relationship
develops throughout the extent of time into trust, loyal, and common adherence by the
rules of give and take continuously. In other words, employees will interchange the
positive organizational commitment when organization provides communication
which is considered as a resource that is beneficial and favorable to them.

Furthermore, the findings pointed out that from 3 dimensions of employee
engagement, internal communication has the strongest contribution to vigor which
will influence employees to put more effort in work and get through difficulties,
following by absorption and dedication respectively. Vigor is an effort with high
energy; therefore, this was in agreement with Kwan (2011) which indicated that
management team should provide guidance to pin down their goals with generation Y
employees in order to build good relationship and to prove that they are energetic and
motivated.

Hypothesis 2 was accepted with p < 0.05 proven by stepwise regression
analysis. The results indicated that generation Y employee engagement has a positive
significant effect on their intention to stay with EGAT. Generation Y employees who
feel engaged are high likely to remain with organization which aligned with the
findings of Balskrishnan (2013) and Park & Gursoy (2012) because this generation

actually pursue job security (Guillot-soulez & Soulez, 2014; Manpower Group, 2016).



53

The finding also was supported by Berisha (2017) that organization should ensure
good relationship with its employees to keep them engaged and remained. It also
coincided with consequences of employee engagement given in Saks model of
antecedents of employee engagement as well as Kang model of employee engagement
that employee engagement has significant effect on satisfaction which can lead to
intention to stay. Interestingly, in agreement with Gilbert (2011), generation Y
employees intend to stay in organization when they are proud of their organization as
the finding also showed that the statement ““You are proud to be employee of this
organization.” obtained the highest statistical mean among other intention to stay
statements.

Moreover, absorption was shown highest score of relationship with intention
to stay. Absorption can be defined as being fully paid attention and absolutely devote
themselves causing the time goes by faster at work. The statement “Time flies when
I’'m working.” has the highest score, supporting Thompson & McHugh (2009) that
people generally work harder when they are satisfied. This also aligned with Tett &
Meyer (1993) and Tourangeau & Cranley (2006) that there is a correlation between
job satisfaction and retention. On the other hand, the statement “It is difficult to
detach myself from my job.” has the lowest score in absorption which interpreted to at
“sometimes” level, meaning that work-life balance is one of consideration for
generation Y employees to stay in organization which supported by Forbes (2018)
that this generation seek for career development that also fulfill their lives after
working hours, unlike baby boomers who have tendency to stay longer hours at the

office than other generations.
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In short, internal communication has a positive influence on employee
engagement. Besides, when employees feel engaged, the statistical result showed that
they are high likely to remain with organization. The hypotheses testing results are

given in Table 33.

Table 33: Summary of hypothesis testing

Hypothesis Result

H1 Internal communication can significantly influence to Generation | Accepted
Y employee engagement.

Employee satisfaction of face-to-face communication and written
communication significantly influences Generation Y employees’
engagement. Accepted

H1.1

Generation Y employees’ feeling toward the opportunity to
H1.2 | communicate with upper management and same level of
management as well as feeling toward their perceived quality of
the information significantly influence their employee
engagement.

Accepted

H2 Generation Y Employee Engagement significantly influences their | Accepted
intention to stay with Electricity Generating Authority of
Thailand.

5.3 Conclusion of the Study

The objective of this study is to examine how internal communication
including face-to-face, written communication, opportunity to speak, and perceived
information quality, affects Generation Y employee engagement which can lead to
intention to stay in organization. The results showed internal communication has a
positive effect on generation Y employees’ engagement. This generation preferred
openness and transparent communication that is relevant to their daily operations.

They will exchange the positive organizational commitment when receiving their
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perceived beneficial and favorable communication to them. Additionally, when these
employees feel engaged and devoted, they will go beyond their job requirements and
high likely to remain with organization, meaning the research objectives are achieved.
The findings in present study supported the assumption of social exchange
theory which highlighted the importance of series of exchange where give and take
are happened between organization and its employees. This theory was based for Saks
model of antecedents of employee engagement as well as Kang model of employee
engagement. Thus, organization should ensure to have proper execution plan for
internal communication to reinforce employees’ work performance and turnover rate

reduction.

5.4 Recommendation for Further Application

5.4.1 Corporate communication practitioners and human resource practitioners
should work together to develop effective employee communication strategies
because internal communication, employee engagement, and intention to stay were
shown to be linked in a chain. The study also emphasized the insights on generation Y
employees need which are transparent and persistent communication as well as work-
life balance. Therefore, corporate communication practitioners should sustain the
regularity of internal communication through intranet, internet, and emails because
these channels were ranked at satisfied level. In addition, in order to make generation
Y employee feel valued and included, communication practitioners should ensure to
have channel or session where two-way communication can be happened between
supervisors and subordinates. Besides, for organizations in countries with high

context cultures, practitioners may use written communication tools to leave
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comments and ideas as suggested by an anthropologist, Edward Hall, that individuals
in high context cultures are usually not straightforward in verbal messages to avoid
conflicts (Southeastern University, 2016). On the other hand, human resource
practitioners can enrich organization policy by encouraging work-life balance in work
environment to retain generation Y employees with organization. However, this
should be collaborated with corporate communication practitioners to ensure that the
message is delivered in appropriate time and tools.

5.4.2 Corporate communication practitioners should organize functional team
building events to encourage communication where employees can build connections
with their coworkers and to increase collaboration across the teams in workplace.
Through different activities, senior employees can create cohesive surroundings by
offering good mentorship such as sharing knowledge, career path, and work
experiences, to inspire generation Y employees and to increase the engagement.

5.4.3 Academic community will gain more knowledge about importance and
the linkage among internal communication, employee engagement, and intention to
stay among generation Y employees. This chain is consistent with the assumption of
social exchange theory which has been well known for a long time. Moreover,
together with a study of organizational communication, the study can contribute to
more in-depth knowledge which may reveal different aspects of communication
leading to employee engagement such as frequency of communication,

communication tools, and quality of information.
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5.5 Recommendation for Further Research

Given the study examined internal communication and engagement among
Generation Y employees of Operation and Maintenance Division in Electricity
Generating Authority of Thailand (EGAT) which can be neither represented nor
applicable to overall Generation Y employees. It would be interesting to conduct this
concept with Generation Y employee in other divisions, organization, and industries
as the results can be dissimilar.

Additionally, the scholars can conduct on how to increase level of employee
engagement in each dimension for better implication. It also might be interest of
scholars to evaluate other factors, such as employee benefits, workplace environment,
to include in correlation measurement of employee engagement and intention to stay

in organization.

5.6 Limitations of the Study

5.6.1 Due to time constraint on data collection, the study was only conducted
with Operation and Maintenance Division in EGAT which is located in Sai Noi,
Nonthaburi. As mentioned in chapter 1 and 3, the state enterprise was found to be lack
of communication which made it interesting to find out how it maintained its
employees. Plus, this division is chosen because of high competition to get employees
in engineering industry. Also, the sample size was only 150. Clearly, this was a
focused group of Generation Y employees in a specific industry that have been
chosen. Thus, the finding does not either represent this type of employees in other
divisions of the organization or other organizations in a different industry in Thailand.

In view of this limitation, the scholars are able to increase the sample size with more
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time allowed to achieve more accurate result and strengthen the reliability of the study
for Generation Y employees working in the dynamic service-oriented companies like
EGAT.

5.6.2 Approximately 10% of total sample size is out of the age range of
Generation Y employees. However, these employees have been working with the
organization for a long time. According to raw data collection, their answers were not
completely different from Generation Y employees. Consequently, the statistical
results showed the greatest positive significance which can help to explain that this
does not affect the fact that internal communication is very crucial to the employee
engagement.

5.6.3 Most of statements in questionnaire were originally developed in English
and translated into Thai language which possibly to have unequivalent words. In the
view of comparative linguistics, different languages were developed by different
ethnicity due to different cultural environment. Also, even within the same country, a
word can be defined or implied into different direction depending on organizational
culture and behavior. Therefore, before the questionnaire was distributed, index of

consistency was validated by 2 communication experts in the university.
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APPENDIX A
Questionnaire

This questionnaire is a partially fulfillment for the course ICA701 Independent
Study, Master Degree in Global Communication, Bangkok University. The objectives
of the questionnaire are to examine the feeling toward the internal communication of
the upper level and same level of management and to examine the Generation Y
employees' engagement and their intention to continue working with the Electricity
Generating Authority of Thailand. For this study, internal communication is the
exchange of information both informal and formal between management and
employees.

Please choose the answer that can best represent your opinion. Your response
will be remained anonymous and only used for educational purposes. Thank you in
advance for your valuable time and efforts that you will spend in filling out this
questionnaire.

Part I: Demographic
Please respond to the following questions by placing a check mark (\) in the
answer box that corresponds to your response.

1. Gender
1 1. Male
(1 2. Female
2. Age

[11.23-27 years old
[]2.28-32 years old
[13.33-37 years old
[] 4. Higher than 37 years old

3. Level of education
[1 1. High school diploma
[] 2. Vocational diploma
[ 3. Bachelor's degree
[ 4. Master's degree
[ 5. Higher than Master's degree

4. Marital status
[ 1. Single
[] 2. Married
[ 3. Divorced
[ 4. Separated
[15. Widowed
[ 6. Others



5. Monthly income
[] 1. Below-20,000 Baht
[]2.20,001-30,000 Baht
[13.30,001-40,000 Baht
[14.40,001-50,001 Baht
[J 5. More than 50,001 Baht

68

6. How long have you been working in Electricity Generating Authority of

Thailand?
[ 1. Less than a year
[J2.1-3 years
[] 3. 4-6 years
[14.7-9 years
[1 5. More than 9 years

Part II: Gen Y Employees' Feeling toward Internal Communication

You are requested to describe your feeling toward the internal communication
inside the Operation and Maintenance division of EGAT. Please respond to the
following statements by placing a check mark () in the answer box that corresponds

to your response.

2.1 Rate the following statements regarding how you feel about relationship with

immediate supervisor.

Statements describing your Strongly
feeling about quality of Disagree
information you receive in your
current position

Disagree

Neutral

Agree

Strongly
Agree

1. You think that people in this
organization say what they mean
and mean what they say.

2. People in top management say
what they mean and mean what
they say.

3. People in this organization are
encouraged to be really open and
candid with each other.

4. People in this organization
freely exchange information and
opinions.
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5. You are kept informed about
how well company's goals and
project's objectives are being met.

6. Your organization succeeds in
rewarding and praising good
performance.

7. Top management is providing
you with the kinds of information
you really want and need.

8. You receive information from
the sources available to you (e.g.
from your superiors, department
meetings, co-workers,
newsletters).

9. You are pleased with the
management's efforts to keep
employees up-to-date on recent
developments that relate to the
organization's welfare - such as
success in competition,
profitability, future growth plans,
etc.

10. Superior notified you in
advance of changes that affect
your job.

11. You are satisfied with
explanations you receive from
top management about why
things are done as they are.

12. Your job requirements are
specified in clear language.

2.2 Rate the following statements regarding how you feel about quality of information
you receive in your current position

Statements describing your
feeling about relationship with
immediate supervisor

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Your superior makes you feel
comfortable to talk with him/her.
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2. Your superior really
understands your job problems.

3. Your superior encourages you
to let him/her know when things
are going wrong on the job.

4. Your superior provide good
support for you to do your best
work.

5. Your superior expresses
his/her confidence with your
ability to perform the job.

6. Your superior encourages you
to bring new information to
his/her attention, even when that
new information may be bad
news.

7. Your supervisor makes you
feel that things you tell him/her
are really important

8. Your superior is willing to
tolerate arguments and to give a
fair hearing to all points of view.

9. Your superior has your best
interests in mind when he/she
talks to his/her boss.

10. Your superior is a really
competent, expert manager.

11. Your superior listens to you
when you tell him/her about
things that are bothering you.

12. You feel safe to say what
you are really thinking to your
superior.

13. Your superior is
straightforward.

14. You feel comfortable to
communicate job frustrations to
your superior.
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15. You feel comfortable to tell
your supervisor your attitude
towards his/her management.

16. You feel comfortable to tell
your superior that you disagree
with him/her.

17. You think you are safe in
communicating "bad news" to
your superior without fear of
retaliation on his/her part.

18. You believe that your
superior thinks he/she really
understands you.

19. You believe that your
superior thinks that you
understand him/her.

20. Your superior really
understands you.

21. You really understand your
superior.

2.3 Rate the following statements regarding how you feel about opportunities to
communicate to upper management

Statements describing your
feeling about opportunities to
communicate to upper
management

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. Your opinions are taken into
consideration by upper
management people’s decision
before they make a decision that
affects your job situations.

2. You believe your views have
real influence in your
organization.

3. You can expect that
recommendations you make will
be heard and seriously
considered.
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2.4 Rate the following statements regarding how you feel about reliability of
information you receive at organization

Statements describing your Strongly | Disagree

feeling about reliability of
information you receive at

organization

Disagree

Neutral

Agree

Strongly
Agree

1. You think that information
received from management is

reliable.

2. You think that information
received from your colleagues

(co-workers) is reliable.

2.5 Rate your satisfaction of communication channels that your organization uses.
The answer choices in this section are different from the previous section. Please
review the new answer choices prior to making your selection.

Statements
describing your
feeling about
communication
channels

Does
Not

Apply

Very Dissatisfied
Dissatisfied

Neutral

Satisfied

Very
Satisfied

1. Intranet

2. Internet

3. Printed
Newsletters

4. Blogs

5. Posters, flyers,
Brochures,
Banners

6. Emails

7. Mailbox letter

8. Employee
recognition &
rewards
ceremonies or
presentations
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9. Training
Classes

10. Meetings with
Senior
Management

11. Pre-shift
information or
meetings

12. Company
television or
videos

13. Audio
recordings or
phone messages

14. e-Newsletters

Part III: Employee Engagement

Please respond to the following statements by placing a check mark (\) in the

answer box that corresponds to your response.
e Always means everyday

e Very Often means a few times a week
e Sometimes means once a week

o Rarely means once a month or less

e Never means 0 time a week

Statements describing your
feeling about your work

Never

Rarely

Sometimes

Very
Often

Always

Vigor

1. At my work, I feel energetic.

2.At my job, I feel strong and
vigorous.

3. When I get up in the morning, [
feel like going to work.

4. I can continue working for very
long hours at a time.

5. At my job, I am very resilient,
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mentally.

6. At my work I always persevere,
even when things do not go well.

Dedication

7. I find the work that I do full of
meaning and purpose.

8. I am proud of the work that I do.

9. To me, my job is challenging.

10. I am enthusiastic about my job.

11. My job inspires me.

Absorption

12. Time flies when I’'m working.

13. When I am working, I forget
everything else around me.

14. 1 feel happy when I am working
intensely.

15. I am very focused in my work.

16. I get carried away when I’'m
working.

17. 1t 1s difficult to detach myself
from my job.

Part I'V: Intention to stay

Please respond to the following statements by placing a check mark (V) in the

answer box that corresponds to your response.

Statements describing your | Strongly
intention to stay Disagree

Disagree

Neutral

Agree

Strongly
Agree

1. You have an intention to
work here until retirement.
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2. If other organizations offer
job position with higher salary,
you will refuse the offer.

3. This organization is the best
place to work for you.

4. You try to persuade
colleagues to work for
organization development.

5. You are proud to be
employee of this organization.

Thank you for taking the time to complete this questionnaire.
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Degree level [ Bachelor 4 Master O Doctorate
Program_M - (om . Arts Department - School _Graduate School

hereafter referred to as “the licensor”

Bangkok University 119 Rama 4 Road, Klong-Toey, Bangkok 10110 hereafter referred

to as “the licensee”
Both parties have agreed on the following terms and conditions:

1. The licensor certifies that he/she is the author and possesses the exclusive rights of
disseﬁaﬁon/thesis/report of senior project entitled
The, Relationships berween lnternal (ommunication and Employee Trgagement
among Gneration N Employees in CledkriCity Generating Authority 0f Thailand

submitted in partial fulfillment of the requirement for M. Com _ Arts

of Bangkok University (hereafter referred to as “dissertation/thesis/ report of senior
project”).

2. The licensor grants to the licensee an indefinite and royalty free license of his/her
dissertation/thesis/report of senior project to reproduce, adapt, distribute, rent out the
original or copy of the manuscript.

3. In case of any dispute in the copyright of the dissertation/thesis/report of senior
project between the licensor and others, or between the licensee and others, or any
other inconveniences in regard to the copyright that prevent the licensee from
reproducing, adapting or distributing the manuscript, the licensor agrees to indemnify

the licensee against any damage incurred.



This agreement is prepared in duplicate identical wording for two copies. Both parties
have read and fully understand its contents and agree to comply with the above terms

and conditions. Each party shall retain one signed copy of the agreement.

- Licensor

( Jutakhip  Movadnon wattana )

_—_ Licensee

(Director, Library and Learning Space)

l Witness

(Dean, Graduate School)

_ Witness

(Program Director)






