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Abstract  

Employee commitment, as a form of positive work characterized by zeal and selflessness, is under severe attack 

in contemporary enterprise organisations. Based on a review of social exchange theory, this study developed a 

research model that included the following components: promotion speed, professional ability, organisational 

rewards, organisational identification, and job engagement with the goal of increasing knowledge workers' job 

engagement in the organisation. The study's objective is to ascertain the effect of promotion speed, professional 

ability, and organisational rewards on job engagement dimensions and to ascertain how organisational 

identification altered their relationships. To test the hypothesis, this research used a self-administered 

questionnaire survey and treated knowledge workers as study subjects by distributing online questionnaires. A 

total of 168 valid samples were obtained. The aforementioned variables were tested with Pearson correlation and 

multiple regression analysis. The findings indicated that promotion speed, professional ability, and organisational 

rewards have a positive effect on job engagement, while organisational identification reveals the moderating effect 

on job engagement. Finally, this paper suggests that information technology organisations should establish a 

reasonable training, compensation, and promotion system that takes career growth and organisational 

identification into account, as well as develop an innovative corporate culture that increases knowledge workers' 

job engagement. 

Keywords: Knowledge-workers, promotion speed, professional ability, organization rewards, organizational 

identification, job engagement 

 

1. INTRODUCTION  

As a consequence of digitalization, a growing need arises for organisation management attitude 

regarding expert knowledge with job engagement for sustainable competitive advantage 

(Shujahat et al., 2021; Stander & Rothman 2010; Kim & Park 2017). The key characteristics 

in these modern knowledge work highlights the growth of autonomy and demand for flexibility 

in work arrangements (Wright et al., 2018; Stoyanova & Iliev, 2017; Kim & Park 2017). 

As an occupational group, knowledge workers refer to people who own the special means of 

production, for example knowledge capital and ability to apply knowledge to novel projects 

(Del Giudice & Maggioni, 2014; Kianto et al., 2019). This can be interpreted as engaged 

employees referred as having ability to be innovative and take the initiative in restructuring 

their job resources in conformity with organizational objectives (Park et al., 2018; Del Giudice 

& Maggioni, 2014; Kianto et al., 2019). Maintaining these workers for competitive advantage 

and productivity in the industry poses a challenge to business and its management. 
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Numerous studies have demonstrated that a high turnover rate among knowledge workers is a 

natural consequence of today's volatile, uncertain, complex, and ambiguous business 

environment (Del Giudice & Maggioni, 2014; Kianto et al., 2019; Oliva Fabio et al., 2019; 

Oliva Fabio and Kotabe, 2019; Park et al., 2018; Wright et al., 2018). Recent empirical studies 

demonstrate that employee turnover exposes organizations to several knowledge management 

risks such as knowledge loss and knowledge leakage to other organizations (Park et al., 2018; 

Sumbal et al., 2020; Wright et al., 2018). 

Empirical finding has also shown that only 14% of employees in organizations around the 

world are fully engaged in their work (Stoyanova and Iliev, 2017). The emergence of this 

situation shows the need for a high level of work commitment and the finding are worthy of 

reflection. As shown from the finding the factors of complexity, ambiguous business 

environment, worker enthusiasm, and self-imposed work commitment, has led to the difficulty 

for employees to achieve a high level of work engagement and in order to prevent knowledge 

management risk it is important to emphasise knowledge workers job engagement in 

organisation. Therefore, there is need to find ways to increase the input of knowledge workers 

and enhance their job engagement level. Additionally, there is a need to investigate the 

relationship between business and its leadership and employee relationships, as well as the 

possibility of employee engagement serving as a mediator for innovative behaviour (Kim & 

Park, 2017; Stander & Rothmann, 2010; Shujahat et al., 2021; Sumbal et al., 2020). 

 

2. LITERATURE REVIEW 

The economy's rapid development is inextricably linked to the advancement of knowledge. As 

creators and carriers of knowledge, knowledge workers are critical core resources for 

enterprises seeking competitive advantages. Knowledge workers are more innovative and have 

a strong motivation for career advancement, primarily because they place a higher premium on 

personal career development, are willing to learn, are constantly on the lookout for ways to 

satisfy individual needs, and are adept at setting and achieving goals (Fok & Yeung, 2016; 

Kidd, 1994; Shujahat et al., 2021; Kim & Park 2017; Sumbal et al., 2020; Stander & Rothmann, 

2010). Demand for knowledge workers continues to grow, and this has a significant impact on 

job engagement as a critical factor among knowledge workers (Wright et al., 2018; Kianto et 

al., 2019). 

Job engagement is just as critical to employees' well-being as personal work-related 

engagement. Personal commitment to one's work is a result of motivation, particularly intrinsic 

motivation (Sumbal et al., 2020; Stander and Rothmann, 2010). This has been conceptualised 

as an individual's total commitment to a job role (Rich et al., 2010). As such, job engagement 

is a critical factor in determining successful job performance (Rich et al., 2010), as it affects 

both individuals and organisations. While the value of job engagement for productive work 

and employee well-being has been widely recognised (Li, 2018; O'Neill et al., 2014; Del 

Giudice & Maggioni, 2014), only a few studies have acknowledged it – particularly in the 

context of knowledge workers in information technology organisations. Indeed, scholars have 

argued that empirical research on job engagement is lacking in the context of knowledge 
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workers (Gilson et al., 2015; O'Neill et al., 2014; Del Giudice and Maggioni, 2014; Kianto et 

al., 2019; Oliva Fabio et al., 2019). 

The other essential factor is the professional ability of workers that contributes to job 

engagement.  Professional ability is a psychological element that is additionally analyzed 

from the work task. Therefore, its acquisition requires the basis of work task analysis from 

psychological element (Oliva Fabio et al., 2019; Kianto et al., 2019; Gilson et al., 2015). 

Professional ability is an indispensable factor for any employee. Employee can improve the 

organization productivity and effectiveness through efficient skill application with minimal 

resource expenditure. Airila et al. (2014) found that professional ability has a positive 

relationship with job engagement. Generally, people with high professional ability have 

higher pursuits and are not satisfied with the status quo. They all have the motivation to 

improve themselves, and they are constantly learning and strengthening themselves (Schaufeli 

et al., 2002; Shujahat et al., 2021; Kim & Park 2017). 

According to scholars, a job with a high degree of autonomy enables an individual to actively 

seek out and apply new knowledge (Shujahat et al., 2021; Moreno & Cavazotte, 2015). A job 

that provides greater job autonomy in knowledge work requires workers to acquire or create 

knowledge of the methods and task priorities that are chosen (Shujahat et al., 2021; Cabrera et 

al., 2006). Additionally, knowledge work is more implicit, dynamic, complex, and evolving, 

requiring workers to constantly consider their job responsibilities (Shujahat et al., 2021; Moreno 

& Cavazotte, 2015). As a result, professional ability is a critical component of an employee's 

success. 

In the context of promotion speed and organizational rewards there is a relationship between 

work engagement and career growth (James et al., 2011; Simon, 2012). Scholars have argued 

in their finding that, career growth can be conceptualized into four factors: career goal, 

promotion speed and organizational rewards (Weng & McElroy, 2012; Li, 2015; Schaufeli et 

al., 2002). According to theory of social exchange from Aryee et al., (2002), when an 

organization gives employees the benefits or promotion, employees will repay the organization, 

try to return to the organization through full-hearted work, high-quality completion task and 

give suggestions. Therefore, promotion speed, organisation rewards must be taken into 

consideration and as it might play a role in determining job engagement.   

Studies have also argued on career development from multiple perspectives with work 

engagement as an area of importance in the field of human resources and organisation 

competitive advantage (Carasco-Saul et al., 2015; Weer, 2006; Li, 2018). But, substantial 

evidence are not clearly shown on the relationship between promotion speed, and organisation 

rewards towards  employees job engagement, mainly because these variables are easily 

subjectively operated and the measurement cycle is too long (Carasco-Saul et al., 2015; Li, 

2018; Shujahat et al., 2021).  

The other key consideration is the factors in organizational identity which is seen in 

organisation as a state of mind (Dutton et al., 1994; Rousseau, 1998). This can be understood 

as the employee's psychological perception of the organization's consistency in values and 
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goals (Chen et al., 2016). Employees' recognition of the organization will lead to positive work 

behaviour and proactively solve the difficulties encountered (Macey & Schneider, 2008; Costa 

et al., 2001). Organizational identification makes employees psychologically aware that their 

future development is closely linked to the development prospects of the organization. 

Employees with high organizational identity will make more decisions that are beneficial to 

the organization (Stander & Rothmann, 2010; Stoyanova & Iliev, 2017). According to Guarana 

(2010), it has been stated that organizational identification moderated the relationship between 

workload and job engagement.  

Concurrently, Okurame (2012) argued that there is a significant relationship between 

organizational identification and organizational citizenship behaviour. Crawshaw et al., (2012) 

pointed out that promotion speed, and organisation rewards as in career growth is a complex 

dimension. When observing this variable, there should be more independent variables because 

it will affect many aspects, such as job performance, work attitude, and other employee 

evaluation factors. 

Organizational identification is basically a specific feeling that arises from the interaction 

between the members and organization which leads to a positive or negative impact on the 

organization. Therefore, the study of organizational identification is associated with factors 

related to the behavior of organizational members. Ashforth et al., (2008) generalize 

organizational identity as individuals define themselves in a particular organization and are 

part of the collective system. 

Scholars have shown that the stronger the organizational identity, the closer the relationship 

between the individual and the organization and it will improve employee attitudes and 

produce higher interest level on their job (Kumar & Singh 2012; Riketta, 2005; Crawshaw et 

al., 2012).   

This was confirmed by a meta-analysis of 81 studies, demonstrating that organisational 

identification can be a highly effective intervention for increasing employee retention (Riketta, 

2005). Additionally, current empirical evidence indicates that when employees believe they are 

a part of the organisation, they will not demand a change in their current position (Bharadwaj & 

Yameen, 2020). 

From the literature view of professional ability development, promotion speed, organizational 

rewards and organizational identification with its determinants in relations to job engagement 

the following hypotheses are formulated: 

H1: Employee professional ability development has a positive impact on job engagement. 

H2: Employee promotion speed has a positive impact on job engagement. 

H3: Employee organizational rewards have a positive impact on job engagement. 

H4a: The organizational identification has a significant positive moderating effect between 

promotion speed and job engagement. 
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H4b: The organizational identification has a significant positive moderating effect between 

professional ability and job engagement. 

H4c: Employee organizational identification has a significant positive moderating effect 

between organization rewards and job engagement. 

 

3. METHODOLOGY 

The mechanism of the influence of knowledge-based employees’ on their work input is 

discussed, and the regulatory role played by organizational identity is demonstrated through 

empirical tests. Therefore, this paper used quantitative research procedures to propose research 

hypotheses based on the literature review. The research model is constructed, and appropriate 

measurement tools are selected for each type of variable and revised in combination with the 

actual so that the sample data collection is more specified. Then, the collected raw data is 

analyzed and interpreted by means of statistical analysis tools that is SPSS (Statistical Project 

of Social Sciences) version 25 to verify the proposed research hypotheses and theoretical 

model.  

The measurement factors includenvolved include” the ’questionnaire include organizational 

identification, promotion speed, professional ability, organization rewards, and job 

engagement. All items in the questionnaire were scored using the 5-level Likert scale. 

The information collection channels of this study mainly adopted online where questionnaire 

were distributed by means of various communication software such as WeChat, email to the 

employees of the organisation. Although many questionnaires were distributed, only 168 sets 

were valid to be analysed. Thus, the sample size of this study is taken to be 168. 

 

4. FINDINGS 

4.1 Reliability Test 

The reliability analysis was performed on the constructs of promotion speed, professional 

ability, organization rewards, organizational identification, and job engagement. The reliability 

analysis of variables in this study is shown in Table 1. Based on the table, majority of the 

variables had coefficients exceeding the acceptable level 0.7 as suggested by Kline, (1998). 

More concretely, promotion speed α = 0.917, professional ability α = 0.930, organizational 

identification α = 0.937, organization rewards α = 0.917 and job engagement α=0.931. All of 

these variables were greater than 0.9. Hence, these data show that there is good internal 

consistency among the variables, and the reliability of the questionnaire and the scale is 

verified. 
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Table 1: Results of reliability test 

Variable Cronbach’s 

Alpha 

Items 

Promotion Speed 0.917 5 

Professional Ability 0.930 5 

Organization Rewards 0.917 4 

Organizational Identification 0.937 5 

Job Engagement 0.931 7 

4.2 Correlation Analysis 

The research model of this paper mainly involved the variables of promotion speed; 

professional ability; organization rewards; organizational identification; job engagement. The 

correlation coefficient matrix is presented in Table 2. Based on the results, it is shown that there 

was a significant positive correlation between organizational identification and job engagement 

(r = 0.486, p < 0.01). In addition, there was also have a significant positive correlation between 

promotion speed and job engagement (r = 0.369, p < 0.01), followed by professional ability 

and job engagement (r = 0.459, p < 0.01) and organization rewards (r =0.420, p <0.01). 

Table 2: Results of correlation analysis 

 PS PA OR OI JE 

PS Pearson Correlation 1 
.265

**
 .344

**
 .209

**
 .369

**
 

 Sig. (2-tailed)  .001 .000 .007 .000 

 N 168 168 168 168 168 

PA Pearson Correlation 
.265

**
 

1 
.352

**
 .274

**
 .459

**
 

 Sig. (2-tailed) .001  .000 .000 .000 

 N 168 168 168 168 168 

OR Pearson Correlation 
.344

**
 .352

**
 

1 
.249

**
 .420

**
 

 Sig. (2-tailed) .000 .000  .001 .000 
 N 168 168 168 168 168 

OI Pearson Correlation 
.209

**
 .274

**
 .249

**
 

1 
.486

**
 

 Sig. (2-tailed) .007 .000 .001  .000 

 N 168 168 168 168 168 

JE Pearson Correlation 
.369

**
 .459

**
 .420

**
 .486

**
 

1 

 Sig. (2-tailed) .000 .000 .000 .000  

 N 168 168 168 168 168 

Notes: 

1. PS = Promotion Speed; PA = Professional Ability; OR = Organization Rewards; OI = 

Organizational Identification; JE = Job Engagement 

2.  ** Correlation is significant at the 0.01 level (2-tailed). 
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4.3 Regression Analysis 

Simple linear regression was used to test the effect of promotion speed; professional ability; 

organization rewards on job engagement. The finding of the regression analysis are highlighted 

in Table 3 and the Sig. values of the three regression equations all approached zero, indicating 

that the model can be accepted. The regression coefficient of the independent variable 

promotion speed to job engagement (β = 0.198, p < 0.01), which indicated that higher post in 

an organization reflected on higher professional ability. Thus, Hypothesis 2 (H2) is supported. 

Based on results, the employee Professional Ability has the greatest impact on employee job 

engagement (β = 0.325, p < 0.001) and employee organizational rewards also has a positive 

impact on job engagement (β = 0.229, p < 0.05). Therefore, Hypothesis 1(H1) and Hypothesis 

3 (H3) are supported. Meanwhile, this also has the preconditions to test the moderating effect 

of organizational identification. 

Table 3: Coefficients of regression analysis 

Variables 
Unstandardized coefficient 

Standardized coefficient Sig. 
Beta (β) Std. error 

(Constant) 1.211 0.444  0.007 

PS 0.195 0.071 0.198 0.001 

PA 0.314 0.070 0.325 0.000 

OR 0.199 0.065 0.229 0.003 

Notes: 

PS=Promotion Speed; PA=Professional Ability; OR=Organization Rewards; 

Dependent Variable: Job Engagement 

4.4 Moderating Effect of Organizational Identification 

Table 4 highlights the moderating test. The first step was to verify the main effect between 

promotion speed and job engagement, Standardized Coefficients (β = 0.148, p < 0.05). In the 

second step, the moderate variable was added, and the main effect relationship was still 

significant (β = 0.315, p < 0.001). The third step, after adding the interaction item, it is shown 

the standardized coefficients β = 0.139 (p < 0.05) which indicated that organizational 

identification has a significant positive moderating effect between promotion speed and job 

engagement. Hypothesis 4a is supported. 

Next, is to examine the moderating role of organizational identification between professional 

ability and job engagement. As shown in Model 2, the first step was to verify the main effect 

between professional ability and job engagement, Standardized Coefficients (β = 0.239, p < 

0.001). In the second step, added the moderate variable and the main effect relationship was 

still significant (β = 0.348, p < 0.001). The third step, after adding the interaction item, the 

standardized coefficients (β = 0.185, p < 0.01) which signified that organizational identification 

has a significant positive moderating effect between promotion ability and job engagement. 

Hence, hypothesis 4b is supported. 
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Besides, examining the moderating role of organizational identification between organization 

rewards and job engagement was also carried out. As shown in Model 3, the first step was to 

verify the main effect between organization rewards and job engagement, Standardized 

Coefficients (β = 0.186, p < 0.001). In the second step, added the moderate variable and the 

main effect relationship was still significant (β = 0.352, p < 0.001). The third step, after adding 

the interaction item, the standardized coefficients (β = 0.156, p < 0.01) which proved that 

organizational identification has a significant positive moderating effect between organization 

rewards and job engagement. Hypothesis 4c is supported. 

Therefore, the findings indicates that, the organizational identification has a significant 

moderating effect between the dependent variable (job engagement) and independent variable 

(promotion speed, professional ability, organizational rewards). 

Table 4: Test result of the moderating effect of organizational identification 

Independent 

variable 

Dependent variable : Job Engagement 

Standardized coefficient beta (β) 

Model 1 Model 2 Model 3 

PS 0.148* 0.183** 0.159* 

PA 0.281*** 0.239*** 0.269*** 
OR 0.186** 0.203** 0.186** 

OI 0.315*** 0.348*** 0.352*** 

OI*PS 0.139*   
OI*PA  0.185**  

OI*OR   0.156** 

R Square 0.445 0.46 0.45 

F 14.069*** 14.949*** 14.381*** 

Notes;  

1. PS = Promotion Speed; PA = Professional Ability; OR = Organization Rewards; OI = 

Organizational Identification; JE = Job Engagement. 

2.  *P<0.05，**P<0.01，***P<0.001 

 

5. DISCUSSION AND CONCLUSION 

The empirical analysis in the previous subsections showed that promotion speed, professional 

ability, organizational rewards have a significant impact on job engagement, and organizational 

identification plays a moderating role in their relationships. This result is consistent with Liu 

et al., (2017) findings. This shows that there are two ways to improve job engagement. First is 

through projecting employee career growth with non-economic remuneration for a direct role 

in promoting work engagement; second with the application of moderating role of 

organizational identification can further strengthen the positive role of job engagement. With 

that information technology organisation can project employee career growth as a positive role 

in promoting work engagement.  
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From the regression analysis results, the promotion speed has a significant impact on job 

engagement (p < 0.01). For knowledge workers, they pursue the satisfaction of personal needs 

and the realization of personal goals, pay attention to personal career development and growth. 

Promotion speed refers to the space and possibility of knowledge workers position promotion 

in the organization. When the organization gives employees strong motivation for achievement 

growth opportunities, it will encourage them to make greater efforts for organizational 

development. This is also supported by Fok and Yeung (2016), argued that when knowledge 

workers get a faster promotion speed, it showed that employees efforts in the organization have 

been recognized, which makes employees involuntarily more active and energetic in doing 

their work. 

The finding on organizational rewards also shows a significant impact on job engagement (p < 

0.001). Organizational rewards come in many ways, such as salaries or opportunities to study 

abroad. If the current work is conducive to the realization of employees' career goals and 

expected salary, it will inevitably stimulate employees' enthusiasm and sense of pride in work 

and closely integrate their career goals with the strategic development of an organization. When 

employee fined possible conundrum in the organization, they will make suggestions on their 

own initiative to prove their dedication to the organization. 

Apart from the above the finding reveals that employees’ professional ability has a positive 

impact on job engagement (p < 0.05). Professional ability development refers to the promotion 

of professional knowledge and skills in current positions. The advent of the age of knowledge 

economy has changed the traditional value chain and capital composition, development of 

employees’ professional ability which is an important means to enhance their self-competitive 

advantages. When employees are able to accumulate experience, learn new knowledge and 

skills, and improve their professional ability, they will devote more attention to their work. At 

the same time, they will have a sense of achievement that will prevent employee from leaving 

the organisation. 

According to the empirical results of moderating effect, the moderating effect of organizational 

identification is significant, which is consistent with the finding from Karanika-Murray et al., 

2015) & Dutton et al., (1994). Knowledge workers’ organizational identity is an important 

situational variable, which has a direct impact on their actual performance. Employees with 

high organizational identity will form psychological contracts with the organization, and take 

pride in their work, and will implement more beneficial decisions for the organization. Under 

the condition of high organizational identity, the career growth of knowledge workers provided 

by organizations enhances their sense of belonging and stimulates their work potential and 

vitality. On the contrary, under the condition of low organizational identity, even if the 

organization gives certain career growth opportunities, it will not necessarily stimulate 

employees’ positive action and job engagement.  

In conclusion, this study reveals the importance of job engagement which is directly affected 

by promotion speed, professional ability and organizational rewards. On the continuing point 

organizational identification has the indirect influence on job engagement. Therefore, this study 

suggests that information technology organizations should pay more attention on the needs of 
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knowledge workers, take the initiative to help employees complete a comprehensive analysis 

of themselves and understand their interests, strengths, and weaknesses in order to increase job 

engagement in organisation. 
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