HKBM 7003 Qualitative Research Methods







University of Wales Trinity Saint David

HKBM 7003 Qualitative Research Methods

Assignment Title	: Research Article 

Date				: Nov 6, 2023

Student Name		: Claudia Man Yuen Hodges

Student ID 			: 2235233

Words 				: 7906




Contents
1.	Overall abstract	4
1.1 Title: Understanding the Impact of Extrinsic Motivation on Generation Z Financial Planners in the Hong Kong Insurance Sector	4
1.2 Purpose	4
1.3 Research problem	4
1.4 Methodology	4
1.5 Findings	5
1.6 Key words	6
2.	Evaluation of a current research article:	6
2.1 Study Overview	6
2.2 Research problem	7
2.3 Research question	7
2.4 Literature Review	8
2.4.1 Definition of Gen Z	8
2.4.2 Gen Z Characteristics	9
2.4.3 Work Environment Preferences	9
2.4.4 Personality Traits	9
2.5 Method	10
2.6 Limitations	10
2.6.1 Selection and sampling of participants	10
2.6.2. Participants age	10
2.6.3 Organization size	11
2.6.4 Ethical consideration	11
2.6.5 Data Analysis	11
2.7 Findings:	11
2.8 Recommendations:	12
2.9 Discussion:	12
3.	Research proposal	13
3.1 Introduction	13
3.1.1 Economic background	13
3.1.2 Business challenges	14
3.1.3 Research question	15
3.2 Theoretical Background:	15
3.2.1 Goal Attainment	15
3.2.2 Instant gratification	16
3.2.3 Self-determination	16
3.2.4 Perception of well-being	17
3.2.5 Social identity	18
3.3 Conceptual framework	18
3.4. Methodology	19
3.4.1 Participant Selection	19
3.4.2 Interview and Focus Group Structure	20
3.4.3 Procedure	21
3.4.4 Analysis strategy	22
3.4.5 Limitations	23
3.4.6 Discussion	24
Reference	25



1. [bookmark: _Toc149383906]Overall abstract 

[bookmark: _Toc149383907]1.1 Title: Understanding the Impact of Extrinsic Motivation on Generation Z Financial Planners in the Hong Kong Insurance Sector

[bookmark: _Toc149383908]1.2 Purpose: 
The primary goal of this study is to understand the influence and effectiveness of extrinsic rewards, including financial incentives, recognitions, and commendations, on Generation Z financial planners in the Hong Kong insurance industry.

[bookmark: _Toc149383909]1.3 Research problem:

While numerous insurance companies endeavour to motivate their salespeople to achieve business objectives by employing various extrinsic rewards such as monetary incentives, incentive trips, and public recognition, management executives often lack confidence in their ability to control the performance outcomes. This lack of control becomes particularly challenging when managing sales teams composed of Generation Z members. This research will address three main research questions: Firstly, it aims to understand how young financial planners navigate the process of achieving their objectives and their emotional responses when they receive extrinsic rewards such as financial incentives, commendations, and acknowledgments. Secondly, it seeks to define what "effectiveness" means in the context of extrinsic rewards for the Generation Z workforce in the insurance industry, incorporating their viewpoints on the monetary value of rewards, the frequency of reward schemes, and the systems employed to distribute these rewards. Finally, the study examines the influence of individual self-determination in goal attainment, particularly within the specific context of Generation Z financial planners in the Hong Kong insurance industry.


[bookmark: _Toc149383910]1.4 Methodology:  

This study adopts an Interpretative Phenomenological Analysis (IPA) as the primary research methodology.  With its in-depth qualitative approach, IPA helps to explore how individuals perceive and make sense of their experiences. The study capitalizes on this approach by using semi-structured interviews and focus group discussions to delve into the participants' personal experiences.

The research sample is comprised of 20 carefully selected participants who are currently contracted in the insurance sector in Hong Kong. The first group includes ten individuals who have been engaged in the sector for a period of no more than three years, positioning them as relatively recent entrants to the field. The approximate average age of this group is 23 years, implying they were born post-2000, thus categorizing them within the Generation Z demographic.  The second group in the study will comprise five participants drawn from the Hong Kong-centric business agency office, alongside five counterparts from the mainland China-focused business agency office.  Lastly, the third group will entail an additional ten participants who will be randomly invited to participate in the focus group sessions through the Life Underwriters Association, serving as a control group for this study.


Rigorous procedures are used to maintain the credibility and trustworthiness of the research findings. The researcher personally conducts twenty individual interviews and two focus group sessions. These one-on-one interview sessions explore participants' experiences and perceptions and provides rich and meaningful data.  In addition to the individual interviews, the researcher also facilitates two focus group sessions (i.e. five participants per session). These sessions serve as platforms for participants to exchange views and experiences, sparking discussions that could shed light on shared or contrasting perceptions. The dynamic interplay during these group discussions often brings insights that may not emerge during individual interviews.


By adopting these methods, the study aims to construct a well-rounded understanding of the participants' experiences, capturing both individual nuances and collective perspectives. This holistic approach is designed to provide a comprehensive view of how Generation Z employees in the Hong Kong insurance sector perceive and respond to extrinsic motivational factors.


[bookmark: _Toc149383911]1.5 Findings: 

This study reveals that the distinctive traits of Generation Z significantly influence the effectiveness of extrinsic motivation in numerous ways. One of the most salient characteristics of Generation Z is the desire for instant gratification, which markedly affects their response to monetary rewards and the design mechanisms of these rewards.  Organisations should consider the timing and regularity of incentive schemes to optimise the impact of extrinsic motivating factors. A consistent and timely approach ensures that the rewards resonate with the instant gratification tendencies of this generation.


Secondly, the research findings underscore that Generation Z places a high value on meaningful work, such as efforts that contribute to the welfare of others. This aspect significantly impacts the effectiveness of extrinsic motivation. Consequently, incorporating a sense of purpose into the roles of Generation Z employees has been proven to affect their goal attainment positively.  In addition, the research acknowledges the simultaneous influence of diverse backgrounds, including financial planners from mainland China and Hong Kong, on the goal achievement process. Clear evidence indicates that cultural differences can affect team performance, potentially leading to managerial challenges in leading and managing sales teams.  Moreover, the personal experiences of extrinsic rewards and the interpretation of what constitutes effective extrinsic rewards vary among individuals. These experiences and interpretations can influence their sense of engagement and recognition, ultimately shaping their willingness to sustain their efforts over the long term. Thus, it is crucial for organisations to understand and consider these individual differences when designing and implementing reward systems.

By thoroughly examining these factors, the study attempts to illuminate the underlying dynamics that drive goal achievement among Generation Z financial planners. This research could present valuable insights and actionable recommendations for sales organizations and their management teams.  Furthermore, it is worth noting that the generational differences between leaders (predominantly from Generations X and Y) and young financial planners (Gen Z) require additional study. The impact of these generational differences on extrinsic motivation remains an area of interest, and understanding this could further enhance the effectiveness of motivational strategies within the workplace.  Sales management could deploy more refined and effective management techniques to improve individual performance and overall organizational productivity.

[bookmark: _Toc149383912]1.6 Key words - Generation Z, work motivation, goals setting theory, self-determination theory, generation differences, work value

2. [bookmark: _Toc149383913]Evaluation of a current research article:

Article:  Generation Z in the workplace through the lenses of human resources processionals – A qualitative Study (Dan Irini & Racolta-Paina, 2021)
Dan Irini, R., & Racolta-Paina, N. D. (2021). Generation Z in the Workplace through the Lenses of Human Resource Professionals-A Qualitative Study. https://www.researchgate.net/publication/352374489
 

[bookmark: _Toc149383914]2.1 Study Overview: 

This research focuses on comprehending the distinctive attributes of Generation Z within the workforce and the rising presence of this demographic in today's labour market. The emergence of Generation Z has crucial implications for Human Resources strategies, influencing the techniques employed to attract, motivate, and retain these individuals within organizations.


The study is carried out in Romania, a country where Generation Z accounts for a significant portion of the total workforce, ranging from 11% to 58%. This cohort has become a primary influence in contemporary organizations. Consequently, it is vital to understand and scrutinize their viewpoints regarding critical aspects such as the recruitment process, work motivation, and retention strategies. Understanding the mindset and preferences of Generation Z can provide invaluable insights for Human Resources professionals, helping them to tailor their strategies effectively. Furthermore, these insights can potentially enhance organizational productivity and employee satisfaction, thereby contributing to long-term business success.



[bookmark: _Toc149383915]2.2 Research problem:

The researchers' commitment to addressing the management of an age-diverse workforce in Romania is evident in their clear statement of the research problem. They recognize that age has emerged as a significant diversity dimension, posing challenges for management in the country. This acknowledgement aligns with the recommendations of diversity management advocates, who emphasize the importance of confronting and addressing such issues for the benefit of both organizations and employees. 


To gain an in depth understanding of the topic, the researchers deliberately interviewed human resources professionals. By collecting their views and personal experiences, the researchers aimed to explore various aspects of managing the Gen Z workforce, including attending to their specific needs, implementing appropriate processes, and understanding how these young individuals are perceived upon entering the workplace. Including human resources professionals as interviewees provides valuable insights from those directly involved in managing the workforce and offers a practical perspective on the challenges faced. 


In terms of research methodology, the researchers opted for a qualitative approach, indicating their intention to understand and explore personal experiences using an inductive method. This choice demonstrates a desire to gather data meaningfully, allowing for a rich understanding of the topic. Qualitative research methods help to provide valuable insights into complex phenomena, and the researchers' decision to adopt such an approach aligns with the intention to capture the multifaceted aspects of managing the Gen Z workforce. By employing a qualitative method, the researchers aim to enhance the trustworthiness of their research. They recognize that personal experiences and subjective interpretations bring depth and context to the study. Although qualitative research alone may not yield generalizable findings, it can provide valuable insights and contribute to a comprehensive understanding of the topic.


[bookmark: _Toc149383916]2.3 Research question:

The researchers demonstrated clarity and focus by formulating a simple, specific research question: "How do HR professionals deal with Gen Z in the workplace?" (Dan Irini & Racolta-Paina, 2021, p. 78). This question serves as a guiding framework for their study and provides a clear direction for their investigation. By narrowing the research scope to the interactions between HR professionals and Gen Z employees, the researchers aimed to understand the dynamics of managing this specific generational cohort. 


Additionally, the researchers outlined three specific objectives that further elucidate the research focus. These objectives include identifying the characteristics of Gen Z as perceived by HR professionals, understanding the managerial actions taken to attract, motivate, and retain Gen Z employees, and examining the impact of Gen Z in the workplace. By defining these objectives, the researchers provided readers with a comprehensive overview of the research areas they aimed to explore. Identifying Gen Z characteristics from the perspective of HR professionals allows for a deeper understanding of how this generation is perceived within the workplace. This insight is valuable for researchers and practitioners in tailoring strategies to effectively manage and engage Gen Z employees.


Furthermore, by assessing the managerial actions taken to attract, motivate, and retain Gen Z employees, the researchers address a critical aspect of talent management. Understanding the specific approaches and strategies employed by HR professionals can contribute to developing effective practices that align with the preferences and needs of Gen Z individuals.  Lastly, the researchers' objective to examine the impact of Gen Z in the workplace acknowledges the significance of this generational cohort and its potential influence on organizational dynamics. By exploring the consequences of integrating Gen Z employees into the workforce, the researchers shed light on the broader implications for organizational culture, productivity, and innovation.


[bookmark: _Toc149383917]2.4 Literature Review:

In a comprehensive literature review, researchers delineated four distinct categories, which were established based on substantial peer and evidence reviews. These categories serve as the bedrock on which a robust conceptual framework is constructed, ensuring that the study’s findings are trustworthy and well-anchored to potent theories. This approach suggests that the study’s outcomes would enable organizations to cultivate effective communication and learning strategies by acknowledging generational differences and similarities and leveraging them within a professional work environment (Micu, 2009).

The four categories are outlined as follows:

[bookmark: _Toc149383918]2.4.1 Definition of Gen Z: 

The Gen Z cohort is recognized as a global phenomenon born between the years 1995 to 2000, categorized by their behaviours, learning styles, usage of technology, active engagement with social media, reactions to significant events such as social justice movements, and the societal conditions in which they were raised (Wood, 2013). This category also includes various labels ascribed to Gen Z, including:

· Internet Generation or iGen (Dorsey, 2016)
· Post-Millennials, Centennials (Dorsey, 2016)
· Digital Natives (Mohr & Mohr, 2017)
· Gen Wii, Generation Text (Flippin, 2017)


[bookmark: _Toc149383919]2.4.2 Gen Z Characteristics: 

This category focuses on understanding Gen Z’s interactions, strengths, and weaknesses. This knowledge can assist managers in formulating influential people development strategies tailored to this generation. Characteristics include:

· Openness to diversity and acceptance of religious, social class, race, and cultural differences reflecting the impact of globalization (Bolser & Gosciej, 2015; Kapil & Roy, 2014; Bharat & Ragendra, 2018)
· Being digital natives (Grow & Yang, 2018)
· Good listening skills but in contrast with poor writing abilities due to reliance on abbreviations and emojis in digital communication. However, they prefer in-person interactions and acknowledge their shortcomings in personal interaction (Half, 2015; Jan Ferri-Reed, 2016; Deloitte’s Center for Integrated Research, 2017)


[bookmark: _Toc149383920]2.4.3 Work Environment Preferences: 

This category aims to understand Gen Z’s ideal work environment, providing organizations with insights into this generation’s workplace priorities.

· Flexibility regarding work location and a willingness to travel
· Nonchalance towards geographical distance or differing time zones (Seemiller & Grace, 2016)
· Embracing diversity and openness to cultural, ethnic, generational, and gender differences (Lanier, 2017)


[bookmark: _Toc149383921]2.4.4 Personality Traits: 

The final category provides a deeper understanding of Gen Z’s personality traits, allowing managers to devise effective coaching, on-the-job training, and career development strategies.

· Traits include conscientiousness, individualism, flexibility, and perseverance in tasks. They tend to disengage when bored (Bunei, 2016)
· A strong belief in professionalism and a desire to learn and emulate professional conduct (Lorgulescu, 2016)
· They valued soft skills training such as communication, teamwork, and time management. They are less sensitive to compliance-related tasks due to their ubiquitous access to technology (Sandu, Stoica & Umbres, 2014). Their job preferences prioritize salary, followed by job security, task satisfaction, career development, and good working relationships (Sandu, Stoica & Umbres, 2014).


[bookmark: _Toc149383922]2.5 Method: 

This study adopted a qualitative approach using semi-structured interviews to explore the personal experiences of four human resource (HR) professionals. The researchers designed 13 open-ended interview questions, with an additional close-end question for comprehensive data gathering. However, without the inclusion of the interview guide in the research paper, assessing the effectiveness of this tool becomes unattainable. 


In qualitative research, a deep understanding of the nature and interconnectedness of the interview questions is paramount. Each question should serve a specific purpose and facilitate the participants in elaborating their personal experiences, and through leading, clarifying, and follow-up questions, further valuable insights could be found.


In this study, the researchers justified their selection of only four HR professionals, explaining their intent to gather substantial information from a focused group (Sandor, 2013). The criteria for participant selection, as presented in Table 1, included being part of Generation Z or not, having a minimum of three years of HR work experience, employment across various sectors (such as software services, security services, recruitment, and technical consultancy), and working for organizations that employ between 11%-58% of Generation Z individuals. The average organization size ranged from 50 – 700 employees.  


[bookmark: _Toc149383923]2.6 Limitations:

[bookmark: _Toc149383924]2.6.1 Selection and sampling of participants - the study has limitations, particularly regarding the selection and sampling of participants. Firstly, the small sample size (i.e., four participants) may not adequately represent the broader population of HR professionals. The participants' HR experience varied significantly, with the most experienced participant belonging to Generation X, having 18 years of service. According to some research, Generation X comprises individuals born between 1965 – 1981, Generation Y includes those born between 1982 – 1999, and Generation Z represents individuals born after 2000 (Twenge et al., 2010). 


[bookmark: _Toc149383925]2.6.2. Participants age - considering the age gap, expanding the interview group to include at least four participants from each generation is recommended. This will provide a more comprehensive understanding of each group's experiences in attracting, motivating, and retaining Generation Z in the workplace, enhancing the study's trustworthiness and usefulness.


[bookmark: _Toc149383926]2.6.3 Organization size - the diversity in organization sizes also impacts the method's reliability. Small organizations are typically more flexible and nurturing than larger ones due to differences in policy guidelines and budget considerations. In light of this, it would be beneficial to categorize organizations into small (under 100 employees), medium (100 – 300 employees), and large (over 300 employees). This will help understand the HR professionals' responsiveness to the Generation Z workforce and their managerial strategies to meet their needs.


[bookmark: _Toc149383927]2.6.4 Ethical consideration - the research paper omits some critical information related to ethical considerations, potentially affecting the study's trustworthiness. The researchers should have described how they recruited the participants (e.g., personal network or invitation) and the settings of the interview sessions, including the venue and whether the interviews were audio-recorded for transcription and analysis. They also did not discuss their coding method or how they developed themes and subthemes to characterize Generation Z based on word frequency or behavioural descriptions.


[bookmark: _Toc149383928]2.6.5 Data Analysis - it is worth noting that qualitative methodology can lead to biased conclusions as it largely depends on the researchers' interpretations of the transcriptions. Lacking standard analytics procedures for coding and scoring data would lead to misinterpretation and reduce the credibility of the findings.  Therefore, it is essential to ensure the standard coding method is incorporated and implemented to identify abstract words for theme and subtheme development. 


[bookmark: _Toc149383929]2.7 Findings:

This study's findings offer valuable insights into the correlation between generational characteristics and generational theory. A "generation" is typically a group sharing common birth years, ages, geographical locations, and significant life events during pivotal developmental stages (Kupperschmidt, 2000, p.66; Kirchmayer, 2020). Members of a particular generational cohort often exhibit similar mindsets due to mutual cultural, political, and economic experiences (Parry & Urwin, 2011; McCrindle, 2014), leading to shared beliefs, attitudes, behaviours, and values (Kirchmayer, 2020).


In this study, the unique attributes of Generation Z (Gen Z) were identified as dynamic, transparent, creative, innovative, involved, tolerant, socially responsible, emotional, knowledgeable, and individualistic (Dan Irini & Racolta-Paina, 2021). This generation anticipates a high salary and a flexible work schedule and values transparent communication and opportunities for career advancement within their organization. Gen Z members are drawn towards challenging work, showing a tendency towards noncompliance with standard procedures and authority. They appreciate regular feedback, support, and on-the-job training from their supervisors and are eager to express their opinions. As digital natives, they are heavily influenced by the internet, including social media.


[bookmark: _Toc149383930]2.8 Recommendations:

Based on these findings, the study provides valuable managerial implications for attracting, motivating, and retaining Gen Z employees. These recommendations enhance the transferability of the research. For instance, Gen Z employees are inspired by leaders who lead by example and serve as role models, fostering engagement and performance at work. They value one-on-one meetings with their superiors for personal growth and development.


Practices such as process improvement, diversity training, and personal skills development (including time management and communication) are viewed as beneficial by Gen Z. These skills not only enhance inter-generational workplace relationships but also increase the attractiveness of the compensation package. Most respondents agreed that regular feedback and 360-degree evaluations are effective tools for managing and leading Gen Z team members. Implementing mentorship programs and on-the-job coaching were also identified as successful strategies.


The research data collected from human resources professionals underscores the positive impact of Gen Z in the workplace. Gen Z can significantly contribute to an organization's growth in terms of productivity and professionalism. With their keen interest in innovation and technological advancement, Gen Z employees can provide alternative solutions and implement creative ideas. Their ability to adapt, innovate, be flexible, and think "outside the box" makes them a valuable asset for any organization.


[bookmark: _Toc149383931]2.9 Discussion:

2.9.1  Actionable Recommendations: The researchers synthesized their findings into practical recommendations for management strategies to attract, motivate, and retain the Gen Z workforce. For instance, fostering a transparent work environment through clear communication of company direction, strategies, policies, and internal procedures can encourage Gen Z's involvement in decision-making processes. Recognizing Gen Z's comfort with technology can also be beneficial as they can assist in overcoming organizational challenges like process efficiencies and enhancing customer experience. Investment in technology infrastructure and an open approach to innovation and new technologies can automate and replace inefficient activities or processes. Furthermore, a supportive work environment and quality relationships with leaders are crucial. Regular feedback and communication are recommended to engage and retain younger employees.

2.9.2  Stereotyping: Despite the study's well-structured presentation, the researchers highlighted a potential issue of over-generalizing or stereotyping Gen Z. The perspectives and responses towards Gen Z were personal and subjective, lacking direct insight from Gen Z themselves. This issue could result in a one-sided view, impacting the trustworthiness of the findings. To increase the study's rigour and trustworthiness, the research method should incorporate interviews with Gen Z employees to understand their personal experiences, motivations, and reasons for staying with or leaving an organization.

2.9.3 Insufficient Data Collection: The researchers acknowledged an insufficiency in data collection, particularly the lack of national-level references to Gen Z and Romanian employers' experiences with them in the workplace (Dan Irini & Racolta-Paina, 2021). Consequently, statistical data could not validate the findings due to the absence of employers' perspectives—for instance, hiring rates of Gen Z employees per year, Gen Z's turnover rates, and demographic data.

2.9.4 Cultural Differences: Considering that the research was conducted in Romania and all interviews were conducted in Romanian, certain concepts and terms might not be translated or interpreted accurately in other languages. This language barrier could limit the findings' applicability to the broader perspective of human resources professionals worldwide, potentially restricting the research findings' reliability and validity.

3. [bookmark: _Toc149383932]Research proposal 

[bookmark: _Toc149383933]3.1 Introduction: 

[bookmark: _Toc149383934]3.1.1 Economic background - Since 2020, Hong Kong has been dealing with a severe manpower crunch. This shortfall was particularly evident in 2021, when the population distribution displayed a marked decrease in the 15-24 (-2.9%) and 24-54 (-2.1%) age groups. This trend is likely linked to the social disturbances of 2019 and the ensuing three-year battle with the COVID-19 pandemic. During this period, significant demographic shifts occurred, with data indicating that between 75,000 and 88,000 individuals left Hong Kong each year in 2020 and 2021 (Chan et al., 2022). The 2023 Hong Kong Policy underscores this trend, highlighting a decrease of 140,000 in the local workforce over the previous two years. A survey conducted by the Hong Kong Institute of Asia-Pacific Studies in 2022 found that although 28.4% of respondents would consider moving abroad if the opportunity arose, this figure was significantly lower than the 42.0% reported in 2021. Of those considering relocation, 34.0% were ready to do so, making up about 9.2% of all respondents (Hong Kong Institute of Asia-Pacific Studies, 2022). 

Additionally, the Census and Statistics Department of the HKSAR government has pointed out considerable changes in the population's age structure. The last 30 years have seen a sharp drop in the child dependency ratio due to low birth rates, while the elderly dependency ratio has risen dramatically. The median age has also increased, moving from 44.3 in 2016 to 47.3 in 2021 (Census and Statistics Department, 2023). These demographic shifts have further exacerbated the manpower shortage, making it a pressing issue.


To address the acute manpower deficit, the HKSAR government has initiated measures, including creating new institutional structures and launching several initiatives. These efforts are designed to attract businesses, investments, and talent, thereby enhancing community competitiveness. The government’s commitment to sustaining Hong Kong’s position as one of the leading international financial centres and the primary offshore RMB business hub is unwavering. The financial services sector, integral to Hong Kong’s economy, is anticipated to impact the insurance industry positively. The government also focuses on enhancing asset and risk management, pinpointing family offices as a crucial growth sector within the asset and wealth management industry. In addition, a policy offering tax concessions for qualified family offices is slated for introduction in 2023, presenting insurance companies with opportunities to expand their high-net-worth businesses and attract top-tier talent (Hong Kong Special Administration Region Government of the People’s Republic of China, 2022).


The 2022 Hong Kong Policy introduces a "trawl for talents" initiative aimed at positively impacting the insurance sales industry. The government is not only nurturing local talent but also globally recruiting top professionals. Key strategies include a two-year Top Talents Pass scheme targeting young professionals from top 100 universities with at least three years of work experience, and modifications to the IANG, extending stay limits from on to two years. Population statistics from August 2023 show an 80% increase, due to factors like reopened borders, the talent import scheme, and the return of international organizations.


[bookmark: _Toc149383935]3.1.2 Business challenges - Since 2020, the insurance industry in Hong Kong has been attempting to capitalize on certain opportunities. However, it is now confronting several challenges, such as retaining its sales force, imparting the necessary skills to sell family office concepts, and attracting top talent from Mainland China. With a median age of 47.3 in Hong Kong, combined with the recent influx of the Gen Z workforce, this new working landscape brings about complications due to generational and cultural differences that affect motivation and organizational culture. It is imperative for sales executives to comprehend what motivates diverse generations and cultures. Younger generations often prioritize personal growth and work-life balance, whereas older ones may place a higher value on job security and monetary incentives.  Cultural differences between local and Mainland China recruits can influence work styles and perceptions, potentially causing conflicts if not well-managed.  To address this, executives should understand team motivations, foster continuous learning and adaptability, and implement flexible, inclusive leadership that respects diversity. Effective management requires an approach that considers both individual and collective needs while aligning them with organizational goals.

[bookmark: _Toc149383936]3.1.3 Research question - This study aims to comprehend Generation Z's responses to extrinsic motivation, particularly regarding monetary rewards, awards, praise, and recognition within the Hong Kong insurance industry. Additionally, the study explores how Generation Z's unique characteristics impact such extrinsic motivation's effectiveness.  However, due to the paucity of existing research on Generation Z's responses to extrinsic motivation, such as monetary incentives and public recognition in the Hong Kong insurance sector, it becomes crucial to delve into how this generation conceptualizes extrinsic motivation and how it affects their goal performance.   This study will adopt the qualitative method which provides valuable insights for sales executives in insurance organizations by elucidating Generation Z's perceptions of extrinsic motivation and detailing their experiences in their own words.


[bookmark: _Toc149383937]3.2 Theoretical Background: 

According to Bronner & Sprinkle (2002), most sales organisations consider and regard monetary incentives are the most effective method for motivating and improving the performance of sales related job (Atkison, Banker, Kaplan, Young, 2001, Zimmerman, 2000).  However, empirical evidence reveals that monetary incentives displayed a wide various effect on efforts but not necessarily mean it helps to improve the performance (Bronner et al, 2000).  

[bookmark: _Toc149383938]3.2.1 Goal Attainment - To understand Gen Z's attitudes towards external motivation, it is essential to delve into their views on the correlation between goal formulation and outcome performance.  Research indicates that setting ambitious targets can enhance performance, while modest objectives may lead to better results (Locke, Motowildo, and Bobko, 1986).  However, rewarding demanding and stretched goals could be challenging and lacking rewards attractiveness.  Studies suggested that when individuals perceive their progress as insufficient or the likelihood of reward attainment as low, it results in a dip in their self-belief, which could detrimentally affect performance.  This pattern is frequently observed among the young financial consultants with extended or complicated incentive goals.  Their reactions to these initiatives are often hesitant and minimal.  Nevertheless, Locke and Latham's (2002) referenced studies suggest that this decrease in confidence might not transpire when goals have a moderate level of complexity or when rewards are performance-based for ambitious targets.  Thus, sales organizations must adjust and achieve the equilibrium between attainable goals and anticipated outcomes.

Eisenberger and colleagues (1999) propose that rewards could help to enhance individuals' perceived self-determination, which contradicts cognitive evaluation theory.  Because the recipients getting the rewards also decide how they respond to them, those who give them cannot control the outcome.  In other words, the recipients exercise their perceived autonomy and act according to their own will, thereby increasing their sense of autonomy through rewards (Eisenberger et al., 1999).

[bookmark: _Toc149383939]3.2.2 Instant gratification - nowadays, sales organisations face an apparent performance management gap as the salesforce population, predominantly Generation Z, becomes younger.  Traditional theories may not be sufficient in explaining the daily challenges sales organisations face as the number and frequency of tactical monetary reward campaigns increase.  Monetary incentives are getting more extensive and attractive, while business and marketing strategies focus on short-term and quick wins.  However, monetary rewards are only perceived as effective if the recipients value and think the incentive goals are attainable.  This behaviour is commonly observed among Gen Z and could be identified as a unique characteristic of Generation Z - instant gratification.  Instant gratification is an urge for immediate satisfaction or reward without delay or deferment.   People prioritise or prefer immediate pleasure or fulfilment over long-term or delayed rewards.  This characteristic leads to a situational performance deviation in actual work situations where overall productivity decreases once incentive campaigns end until the next incentive campaign is launched.  This cyclical pattern is often fostered when reward schemes are continuously implemented to maintain motivation, and it becomes a "spoon-deeding" approach.  This approach differs from the traditional motivation approach, where people are motivated by the possibility of benefits and rewards in the long run, which can lead to better performance over time.

[bookmark: _Toc149383940]3.2.3 Self-determination - recent studies suggest that controlled environments, supported by extrinsic rewards, can shape and influence individual behaviours, fostering what is known as controlled motivation (Gagné & Deci, 2005). However, some research also points to a potential downside: these rewards might decrease autonomous motivation. This decrease is particularly evident when individuals are faced with mundane tasks or activities perceived as unimportant, which could reduce their motivation to achieve targeted goals unless tangible rewards are introduced.   To counteract this potential motivational decrease, a solution posited by self-determination theorists is to enhance the relevance of goals by infusing them with personal meaning or aligning them with individuals' values. As described by Gagné and Deci (2005), this strategy is part of a broader process known as 'internalisation'. This theory of internalisation is composed of three distinct processes: introjection, identification, and integration, which aren't always happened sequentially.

Introjected regulation happens when individuals feel obligated to behave in a certain way to maintain self-worth and involuntarily perceive assigned goals as self-selected.  On the other hand, identified regulation happens when individuals experience a greater sense of alignment between their behaviour and their assigned goals, personal values, and identities.  Integrated regulation, the third process, transpires when individuals fully embrace and integrate goals within themselves, demonstrating self-authenticity and passion about their life goals.  Although individuals demonstrating integrated regulation share qualities similar to autonomous motivation, it is still classified as extrinsic motivation, as Gagné and Deci (2005) stated.  It would be worth understanding how extrinsic motivation's effectiveness is affected when Gen Z experiences this internalisation process towards their goal attainment in real work situations.

[bookmark: _Toc149383941]3.2.4 Perception of well-being - studies have also revealed that Generation Z, unique in its characteristics, seeks purpose and meaning in life, hoping to contribute positively to the world and align their actions with their values. They attach importance to infusing their daily tasks with meaning to foster a sense of responsibility for achieving goals.   However, their multifaceted perception of well-being poses challenges for sales executives. They view well-being as encompassing various life aspects, with mental health being critical. Unlike previous generations, they prioritize mental well-being, openly discuss mental health issues, seek support, practice self-care, and work towards reducing mental health stigma.

This well-being focus makes managing young financial consultants a heavy task for sales leaders due to Gen Z's emphasis on work-life balance. They strive for harmony between personal and professional spheres, prioritizing personal time, hobbies, relationships, and career goals. As financial consultants, they leverage flexible work schedules but struggle with time management and self-determination, leading to performance challenges like low monthly active ratios.  Gen Z favours self-care practices such as mindfulness, meditation, and relaxation techniques to counter work-related stress.  Therefore, sales leaders are advised to provide more regular business coaching and establish buddy systems to help them perform and achieve their goals.   Additionally, Gen Z values meaningful connections with friends, family, and communities. Feeling connected, both online and offline, contributes significantly to their sense of well-being. They seek authentic and genuine relationships that provide a sense of belonging and support.  Therefore, organisational culture is crucial in positively influencing their working style and goal attainment. When they feel valued and cared for within the organisation, they are more willing to put effort and commitment to achieve goals.  

Over the past 15 years, Hong Kong's insurance sector has become dependent on business from Mainland Chinese Individuals (MCIs) and increased recruitment from the Immigration Arrangements for Non-local Graduates (IANG). This economic situation has led to a diverse sales force, necessitating tailored management strategies. Hong Kong's Generation Z values financial stability, while IANG recruits prioritize personal growth and financial success. It is worth understanding the cultural differences, which is crucial for understanding the impact on the effectiveness of extrinsic motivation in terms of monetary rewards to drive desired business outcomes.

[bookmark: _Toc149383942]3.2.5 Social identity - Social identity theory (Hogg & Abrams in 1988, Hogg et al. in 1995, Turner et al. in 1987, and Stets & Burke in 2000) proposes that people recognize their affiliation with a particular social group, forming a social identity.  A shared sense of social identification characterizes this group, where individuals perceive themselves as part of a collective social category.  Turner et al. (1987) pointed out that those identifying with the same group, like the Hong Kong team, are known as the 'in-group', while those who see themselves as distinct from the group, like the Mainland team, are deemed the 'out-group'.  Classifying a sales office's members into these 'in-group' and 'out-group' categories adds complexity to everyday operations and sales management.  The diversity of backgrounds requires varying leadership styles, communication strategies, and tailor-made incentive plans.

[bookmark: _Toc149383943]3.3 Conceptual framework

The conceptual framework of this research can be interpreted as in Figure 1.   

Firstly, the researcher will explore how the achievement of goals is significantly influenced by an individual's goal-oriented mindset, self-determination, and the perceived effectiveness of extrinsic rewards. As such, it is valuable to explore Gen Z's response to immediate gratification to the structure of incentive schemes.

Secondly, since for Gen Z, meaningful work is a significant driver towards goal attainment, therefore it is crucial to delve into their perception of well-being and examine how this perception impacts their workplace effort.

Thirdly, it is noted that organizational culture is key in fostering a supportive environment for Gen Z, where recognition and social belonging can enhance goal attainment. Consequently, it is essential to understand and explore how diverse backgrounds influence this goal attainment process.


Figure 1:  Conceptual framework 
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[bookmark: _Toc149383944]3.4. Methodology

This study will employ an Interpretative Phenomenological Analysis (IPA) methodology, incorporating semi-structured interviews and focus groups. The aim is to explore the experiences of Generation Z, focusing on their responses to extrinsic motivation and their perceptions of its efficacy. Savelyeva (2003) stated, "Qualitative research is a mindset, and here we are making it grow." This approach enables the researcher to delve into the interviewees' personal experiences leading culturally diverse teams, their favoured management styles, work habits, and on-the-job training practices in their own words.

[bookmark: _Toc149383945] 3.4.1 Participant Selection

Three groups, comprising 30 active financial planners from various insurance companies, will be invited to participate in the semi-structured interview sessions and focus groups. With over three decades of training experience, the researcher has accumulated extensive contacts within three major insurance companies. The researcher will personally invite the chosen financial planners to participate in the interviews. 

The first group will consist of ten participants, currently contracted in the Hong Kong insurance sector, with up to three years of experience. These participants, all approximately 23 years old and born after the year 2000, represent the Generation Z demographic.

The second group, comprising ten participants, will be invited from two multinational insurance companies with differing business models and strategies. Two focus group sessions, each with five participants, will ensure a range of viewpoints and enable the observation of group interaction dynamics. Five participants will be invited from two distinct insurance agency offices, each with a significantly different business model; one primarily targets business in Mainland China, with 90% of the agency population being of Mainland China heritage, whereas the other focuses on Hong Kong-based business, with 90% of the agency population being native Hong Kong residents.

The third group will be selected based on two distinct criteria: those under the age of fifty and those who are Hong Kong-based financial planners. Ten participants will be invited through the Hong Kong Life Underwriters Association to boost the credibility, reliability, and robustness of the study's findings via a diverse selection process. This approach will explore their direct experiences with extrinsic motivators such as monetary gain, promotions, business travel, and workplace values. The researcher will examine the differences between the two work cultures and their respective aspirational states. This method draws on the work of Wallace et al. (1999), who posited that an organization's culture is a cognitive system influencing how individuals think, reason, and make decisions. It's understood that distinct cultural contexts present unique values, assumptions, and beliefs guiding an organization's operations.

[bookmark: _Toc149383946]3.4.2 Interview and Focus Group Structure

Prior to the individual interview and focus group sessions, a semi-structured interview guide will be carefully developed to ensure the research questions are unbiased, focused, and encourage open discussion.  The facilitator will be briefed on the objectives of the focus group session and the primary three research questions. Smith and Osborn (2003) emphasized that semi-structured interviews were the most effective method to collect data for qualitative studies in psychology.  The researcher will be equipped to adapt and respond spontaneously to any intriguing ideas that emerge during the interviews.  According to Smith et al. (2019), interview schedules should be concise, such as 35 minutes each, beginning with broad and general questions that allow the interviewee to outline the scope of the topics.  This approach ensures that the researchers do not impose their understanding of the phenomenon on the participant's narrative (Merrimack & Joseph, 2016).



Proposed interview questions:
1. Please describe their responses regarding the effectiveness of the extrinsic motivation they received, with particular attention to monetary rewards, praise and recognition, and business travel opportunities.
2. Have these motivational elements inspired them to achieve the goals assigned to them?
3. Could they elaborate on their personal experiences when they received extrinsic rewards?
4. Please provide more insights into their viewpoints on the extrinsic motivational forces that enhance their engagement.
5. What are their expectations or desired experiences when they receive external rewards?

The interviewer will be trained and equipped with essential questioning techniques such as introductory and open-ended questions, probing queries, structuring leads for questions, and interpretive questions to ensure the focus groups maintain a positive atmosphere where views and opinions can be freely expressed.  At the end of the interview, the participants will be invited to reflect upon the entire experience and allowed to assess the experiential significance of the situation.  The facilitator will also learn basic observation skills, such as interpreting participant body language and noting all relevant observations.  All interviews should be conducted fairly and sincerely.  For instance, the facilitator will maintain an open and balanced view of the issues relevant to the discussions.  According to Schwandt (2014), quality research should maintain a balanced view that presents all constructions and the values that underpin them.  Therefore, a pilot run will be beneficial to ensure that the interview guides are valuable and appropriate.  A pilot participant will be invited to suggest revisions and provide feedback on the interview guide afterward. The researcher will ensure that the interview guide is developed appropriately.

[bookmark: _Toc149383947]3.4.3 Procedure 

Individual consent forms and information sheets will be distributed to the selected participants before the interview and focus group session.  They will be briefed with the research background and their right to withdraw from the study at any time without negative consequences.  All interviews and focus groups will be conducted privately and confidentially once consent from the participants is obtained.  Both individual interviews and focus groups will take place in the meeting room at the researcher's training centre to ensure privacy and confidentiality. Since all interviews will be conducted and audio-recorded in Chinese (Cantonese dialect), the transcripts will first be transcribed in written Chinese and then translated into English.  All recordings and transcripts (Chinese and English versions) will be safely stored on the hard drive of the researcher's computer (HP ENVY), secured with fingerprint password protection.

[bookmark: _Toc149383948]3.4.4 Analysis strategy


Since IPA is an idiographic approach developed to make sense of the personal experiences with detailed analysis, it is crucial to familiarize with the participants background and fully immerse in the participants’ sharing (Aparicio et al., 2019). The researcher will follow Smith et al. (2009) suggestion to outline a six-step process for Interpretative Phenomenological Analysis (IPA).  The process commences with transcribing the participant's interview and a deep dive into the case background.  Rather than focusing on the mode of expression, the emphasis is on the content of the participant's narration (Howitt, 2016).  The researcher will make clear and precise initial comments and notes, allowing the researcher to immerse in the participant's narrative (Aparicio et al., 2019).


The second step involves active listening and summarization of the participant's input, enabling preliminary theme identification.  Initial notations can be categorized into three types: descriptive, linguistic, and conceptual (Aparicio et al., 2019).  Descriptive notes help categorize the participant's experience and comprehension of events, while linguistic ones capture their verbal responses and the language used to convey deeper meanings.  Conceptual notes remind the researcher to identify potential connections during the analytical phase.  Smith (2018) refers to this as a sense-making process.


In the third step, the researcher connects these notes, finds potential linkages, and searches for interconnected themes or emergent themes (Howitt, 2016; Aparicio et al., 2019).  Then the researcher will take the second level of meaning search, seeking to comprehend the contextualized meaning beyond the text (Smith, 2018).


Fourth, when all emergent themes are organized, a systematic theme table will be prepared (Howitt, 2016).  The fifth step reiterates the above process for each subsequent interviewee.  This repetition aids in developing a structure to comprehend each interviewee's experiences of the modified commission scheme.


[bookmark: _Hlk149383400]Finally, the researcher uses individual data to discern patterns of convergence and divergence, culminating in a comprehensive and productive theme analysis (Aparicio et al., 2019). 


Since the participants will directly interpret their reactions and perceptions and give their own meaning to the revamped commission scheme.  Each interview transcript will be studied three times to ensure the translation from Cantonese to written Chinese, and then English are precise and authentic in terms of expressions, words and meaning.

[bookmark: _Toc149383949]3.4.5 Limitations


Qualitative research presents limitations, one of which pertains to the time-intensive nature of analysing relatively small sample sizes (Rahman, 2020).  Conscious selection of sampling might influence the outcomes.  Thus, semi-structured interviews allow participants to express their perspectives freely.  However, the quality of these semi-structured questions is crucial for accurate and precise interpretation of findings.  To ensure correct emotional portrayal and understanding of the situation, clarifying follow-up questions should be used, mitigating subjective interpretation of transcripts.


Another limitation of qualitative research is the potential overlooking of significant underlying issues, as this method emphasizes personal experiences (Cumming, 2001).  It is noted during the interviews that external factors could influence personal experiences.  To maintain an in-depth focus, the researcher could make a subjective decision to overlook some contextual influences.


Given this, the study's validity could be compromised by the researchers' perception and choice of paradigm assumptions (Creswell & Miller, 2000).  The researcher's predispositions or belief systems could obstruct impartiality.  To mitigate this, the researcher adhered to Clark & Braun (2013) guidelines for data analysis.  This involved comprehensive verbatim transcription of all interviews, proper code assignment, inclusive and evidence-based theme generation, and ensuring themes were clear, relevant, and methodical.  Ultimately, accuracy in interpreting and translating all data can be ensured.  Regarding reliability, Rahman's study (2020) suggested that findings' repetition enhances reliability.  The findings of this research could achieve higher reliability when the researcher presents the positions with dependable emergent themes, each supported by empirical evidence and sufficient quotes, as referenced in the Analysis section.


Language considerations of this research are also one of the concerns.  The Cantonese dialect, spoken in Hong Kong, has subtle differences from formal Chinese, which may affect the precise transcription of participants' emotions.  In addition, proficiency in Mandarin is also essential in translating scripts and transcribing the meaning accurately during the process.  Moreover, the translation of transcripts from Chinese into English could impact the researcher's interpretation and understanding of the personal experiences.  The researcher could address this concern by employing a native Mandarin speaker to transcribe the transcripts before they are translated into English.


[bookmark: _Toc149383950]3.4.6 Discussion 

This research proposal provides a comprehensive study plan utilising the Interpretative Phenomenological Analysis (IPA) approach.  IPA is justified because it emphasises exploring and understanding participants' subjective experiences and perceptions.  This approach facilitates a deep dive into individual perspectives, enriching the overall research outcomes.  The participant selection process ensures a diverse range of insights.  It acknowledges the potential of each participant to contribute valuable information to the study.  However, the conscious selection of participants could introduce bias, which should be carefully managed. The procedure outlined in this proposal, including semi-structured interviews, is designed to allow free expression of participants' viewpoints.  Using follow-up questions to clarify responses further strengthens the dependability of the data.  However, the inherent subjectivity of this method is a limitation.  Additionally, the time-intensive nature of handling small sample sizes in qualitative research, as noted by Rahman (2020), could pose a challenge.

The data analysis section outlines a systematic approach, adhering to the guidelines provided by Clark & Braun (2013).  It emphasises the importance of thorough transcriptions, proper coding, and evidence-based theme generation.  Although this approach ensures a high degree of validity, potential biases stemming from the researcher's perceptions and paradigm assumptions (Creswell & Miller, 2000) must be considered.  The study's limitations should be acknowledged, including the potential overlooking of significant underlying issues and the impact of language nuances on transcription and interpretation.  However, these challenges could be addressed by focusing on personal experiences and using careful translation of transcripts, respectively.

Overall, this research proposal presents a thoughtful and comprehensive plan for conducting a qualitative study using the IPA approach.  Despite the identified limitations, the careful selection of participants, rigorous data analysis strategy, and acknowledgement of potential biases ensure the potential for valuable insights and findings.  The findings of this research will also represent the critical element – trustworthiness, of the qualitative method.  
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