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	Module Learning Outcomes 
(from module syllabus)

	
By the end of this module students should be able to:
1. Critically consider the underpinnings of qualitative research principles and be able to recognise strengths and limitations of qualitative research techniques.
2. Critically assess the contexts appropriate for qualitative research techniques, and be able to apply qualitative data collection and analysis techniques in order to address a research question. 
3. To generate a preliminary research proposal around some topic of interest that will culminate in a research presentation and paper.






	
TASK DESCRIPTION



Part 2: Proposal/Data Collection/Analysis 
· You will identify a research topic that can be addressed using qualitative data collection techniques. Confirm your choice of research question with the module leader (can be done verbally in class).
· In this stage, you will need to identify how this research question is grounded in existing literature AND how your question fills a gap or contradicts existing thinking. 
· You must propose a data collection guide that highlights the three data techniques you plan to employ. This means your mean data collection / data analysis / data validation
· You must then present a preliminary analysis of findings that includes initial insights about the topic and possible refinements to the topic that may emerge. 
· Write a qualitative research proposal (2,500- 3,000 Words) 

Note: Mixed mode of research methodology is NOT allowed. Only qualitative methods can be used.
Your proposal should include the following;
· a. Abstract 
· b. Research questions {include Aims and Objectives}
· c. Research Philosophy
· d. Literature review 
· e. Description of context and participants 
· f. Explanation of data collection steps 
· g. Explanation of data analysis 
· h. Preliminary findings 
· i. Discussion that emerged from findings 
· j. Appendix with your personal reflections 

	FORMATTING AND LAYOUT



Please note the following when completing your written assignment:
1. Writing: Written in English in an appropriate business/academic style
1. Focus: Focus only on the tasks set in the assignment.
1. Formatting: Typed on A4 paper in Times New Roman or Arial font 12 with at 2 centimetre space at each edge, 1.5 spaced and pages numbered.
1. Document format: Word 
1. Ensure the assignment specification (Page 1) is attached to your assignment and a bibliography using Harvard referencing throughout is also provided.
1. Research: Research should use reliable and relevant sources of information e.g. academic books and journals that have been peer reviewed. The research should be extensive. 


[bookmark: _GoBack]The use of a range of information sources is expected – academic books, peer reviewed journal articles, professional articles, press releases and newspaper articles, reliable statistics, company annual reports and other company information.
































	GUIDANCE FOR STUDENTS IN THE COMPLETION OF TASKS



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

1. Application of QR techniques to a research question

Tailoring to your research question, apply the most appropriate qualitative research techniques. 


2. Literature review

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


3. Critical discussion of selected data collection method/s

Critically analyse the methods selected, i.e. analysing the pros and cons of methods.  Suggest ways to improve or alternative methods.     


4. Critical discussion of ethical and methodological issues in your proposal

Critically analyse the ethical and methodological issues.  Suggest ways to improve or alternative methods.     


5. Writing clarity, style, grammar

Write in academic style to clearly convey your ideas and arguments.  


6. Personal reflections

Reflect on the strengths and limitations of your proposal.  What have you learnt? What have you discovered upon completion of your assignment? 





	
     STUDENT FEEDBACK FORM



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

	1. Application of QR techniques to a research question
	10
	

	





	
	

	
	
	

	2. Literature review

	5
	

	





	
	

	
	
	

	3. Critical discussion of selected data collection method/s

	10
	

	





	
	

	
	
	

	4. Critical discussion of ethical and methodological issues in your proposal
	5
	

	





	
	

	5. Writing clarity, style, grammar

	5
	

	





	
	

	
	
	

	6. Personal reflections

	5
	

	





	
	

	
	
	

	
	
	



	Assessment Mark (Assessment marks are subject to ratification at the Exam Board.  These comments and marks are to give feedback on module work and are for guidance only until they are confirmed. )
	Late Submission Penalties (tick if appropriate)
	%

	
	Up to 1 week late (50% Max)
	
	

	
	Over 1 week late (0%)
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	GENERIC ASSESSMENT CRITERIA



	Level 7

	In accordance with the Framework for Higher Education Qualifications, at the end of Level 7 students should be able to demonstrate: a systematic understanding of knowledge, and a critical awareness of current problems and/or new insights, much of which is at, or informed by, the forefront of their academic discipline or area of professional practice; a comprehensive understanding of techniques applicable to their own research or advanced scholarship; originality in the application of knowledge, together with a practical understanding of how established techniques of research and enquiry are used to create and interpret knowledge in the discipline; conceptual understanding that enables the student to evaluate critically current research and advanced scholarship in  the discipline to evaluate methodologies and develop critiques of them and, where appropriate, to propose new hypotheses. They will be able to deal with complex issues both systematically and creatively, make sound judgements in the absence of complete data, and communicate their conclusions clearly to specialist and non-specialist audiences.  They will demonstrate self-direction and originality in tackling and solving problems, and act autonomously in planning and implementing tasks at a professional or equivalent level to continue to advance their knowledge and understanding, and to develop new skills to a high level. They the qualities and transferable skills necessary for employment requiring the exercise of initiative and personal responsibility; decision-making in complex and unpredictable situations/professional environments; and the independent learning ability required for continuing professional development.



	Level 7
	FAIL
	FAIL
	MARGINAL FAIL
	SATISFACTORY
(Pass)
	GOOD to VERY GOOD
(Merit) 
	EXCELLENT
(Distinction)
	EXCEPTIONAL
(Distinction)

	Category
	0-29%
	30-44%
	45-49%
	50-59%
	60-69%
	70-84%
	85-100%

	Application of QR techniques to a research question
	Little or no application of QR techniques to a research question.
	Poor application of QR techniques to a research question.
	Limited application of QR techniques to a research question.
	Reasonable application of QR techniques to a research question.

	Good application of QR techniques to a research question.
	Excellent application of QR techniques to a research question.
	Outstanding application of QR techniques to a research question.

	Literature review
	Little or no evidence of reading and/or reliance on inappropriate sources.
Views and findings mostly unsupported and non-authoritative.
Referencing conventions used incoherently or largely absent.
	Poor engagement with essential reading. No evidence of wider reading. Reliance on inappropriate sources, and/or indiscriminate use of sources. Heavily reliant on information gained through class contact. Inconsistent and weak use of referencing.
	Engagement with a limited range of mostly relevant and credible sources. Some omissions and minor errors.
Referencing conventions evident though not always applied accurately or consistently.
	Engagement with an appropriate range of research-informed literature, including sources retrieved independently. Some over-reliance on texts. Referencing may show minor inaccuracies or inconsistencies.
	Engagement with a wide range of research-informed literature, including sources retrieved independently.
Selection of relevant and credible sources.  Very good use of referencing, with no/very few inaccuracies or inconsistencies.
	Engagement with an extensive range of relevant and credible literature, informed by the latest research. Consistently accurate application of referencing. 
	Exceptional engagement with an extensive range of relevant and credible literature, informed by the latest research. High-level referencing skills consistently and professionally applied.

	Critical discussion of selected data collection method/s 
	Little or no critical discussion of the data collection methods used.
	Poor discussion of the data collection methods used. 
	Limited discussion of the data collection methods used.
	Reasonable amount of discussion of the data collection methods used.
	Sound discussion of the data collection methods used.  
	Excellent discussion of the data collection methods used.
	Outstanding discussion of the data collection methods used.

	Critical discussion of ethical and methodological issues in your proposal
	Wholly or almost wholly descriptive work. Little or no evaluation or critique.

	Largely descriptive work, with superficial evaluation of ethical and methodological issues.
	Limited attempt at critical evaluation/ critique of ethical and methodological issues, tending towards description.

	Some critical evaluation/ critique of ethical and methodological issues, though slightly underdeveloped in places.
	Sound critical evaluation/ critique of ethical and methodological issues.
	Excellent critical evaluation/ critique of ethical and methodological issues.

	Exceptional critical evaluation/ critique of ethical and  methodological issues.

	Writing clarity, style, grammar
	Unacceptable writing clarity, style, or grammar.
	Poor writing clarity, style, or grammar.

	Limited writing clarity, style, or grammar.
	Satisfactory writing clarity, style, or grammar.

	Good writing clarity, style, or grammar.
	Excellent writing clarity, style, or grammar.
	Outstanding writing clarity, style, or grammar.

	Personal reflections
	Little or no analysis of the strengths & limitations of the Qualitative Research Article.

	Poor discussion of the strengths & limitations of the Qualitative Research Article.
	Limited discussion of the strengths & limitations of the Qualitative Research Article.
	Reasonable amount of discussion of the strengths & limitations of the Qualitative Research Article.

	Good discussion of the strengths & limitations of the Qualitative Research Article.
	Excellent discussion of the strengths & limitations of the Qualitative Research Article.
	Outstanding discussion of the strengths & limitations of the Qualitative Research Article.




A humorous work climate as a mediating factor to influence small and medium enterprise employees’ innovative behavior under empowering leadership


Abstract
Purpose – In Hong Kong, most of the local enterprises are small and medium enterprises (SMEs) facing the challenge of recruiting, coaching, and retaining young talents. Some employers of SMEs do not build a good relationship with young talents because of the high turnover rate. As a result, some SMEs cannot obtain good business outcomes under such kind of work climate. The purpose of this paper is to explore the mediating role of humorous work climate (HWC) whether it can create a positive impact on SME employees’ innovative behavior (IB) under empowering leadership in Hong Kong. 

Design/methodology/approach – Focus group with 6 employees in a SME of the cultural industry is conducted and qualitative analysis is used.

Findings – The findings show the selected SME is using empowering leadership and humor to improve both team and individual effectiveness during the process of workplace communication in three parts: engagement, motivation, and creativity. It is an example of HWC as a mediator to have a positive impact on IB. Young talents think they can have fun at work, playing with different ideas, and freeing from old mindset to generate feasible proposals and solutions.

Research limitation/implications – This study shows the result from one SME of the cultural industry that cannot generalize the positive impact of humorous work climate in the cultural industry in Hong Kong. Future study is suggested to cover a certain number of SMEs to collect data.

Practical implication – SME employers can try to use “humor” in the workplace to create a learning culture and team climate for fostering employees’ creativity and innovative behavior to obtain better business outcomes. 

Originality/Value – This paper adds literature of studying the impact of HWC as a mediator on empowering leadership-innovative behavior link in China’s city. Researchers can extend the study to other sectors of industry in Hong Kong, and even other China’s cities. The findings provide knowledge for SME employers to learn the factor of “humor” may have benefits to team building, job satisfaction, and work performance under limited resources as well as the fierce competitive environment. 

Keywords Small and Medium Enterprise, Empowering leadership, Humorous work climate, Innovative behavior, Qualitative research 
Introduction
According to the Trade and Industry Department, 98% of business establishments in Hong Kong are small and medium enterprises (SMEs) and the number is over 330,000 employing about 46% of the workforce. The common issue of human resource of SMEs is a high turnover rate of young talents. One of the reasons is employers do not invest in staff training and development, because they do not recognize the benefits of coaching junior staff to business outcomes. Another reason is employers always think the employees are too busy to handle the daily workload, and they do not have extra time to attend training. To overcome these issues, some SMEs try to use empowering leadership, humor leadership, and participation leadership to delegate greater freedom to employees to generate and implement ideas. Slåtten et al. (2011) state in the journal “Empowering leadership and the influence of a humorous work climate on service employees' creativity and innovative behavior in frontline service” that such kind of leadership style may help employees to identify problems, search information, and generate ideas which are the features of innovative behavior. Landstad et al. (2017) point out participation leadership may have positive influences on motivation and problem solving to obtain a good business result. Regarding the use of humor, a study of Holmes (2007) states that humor not only has a positive influence on building workplace relationship, but also stimulate intellectual activity and workplace creativity.

Recent studies on the impact of empowering leadership and humor leadership are conducted in Western and Asian countries or cities, but little attention has been given to study the topic in Hong Kong. Therefore, many SMEs do not recognize they are using such kind of leadership style and they cannot evaluate the effectiveness and obtain knowledge from the idea generation and implementation processes to keep improving the company and individual performances. On the other hand, Cooper (2008) in the journal “Elucidating the bonds of workplace humor: A relational process model” states the ability of humor can create and destroy workplace relationship that shows the negative impact of workplace humor. If the use of humor can help a SME in Hong Kong to engage and coach young talents to perform better, how can this study provide evidence to support the topic?    


Aim and research questions
The objective of this research is to explore the use of humor in SMEs in Hong Kong from the perspectives of supervisors and followers.

Three research questions are addressed:

RQ1. What do employees describe the team climate with the use of humor?

RQ2. Does humorous work climate (HWC) generate positive influence on employees’ innovative behavior (IB) under empowering leadership?

RQ3. Does perceived humorous work climate moderates the relationship between HWC and IB?

Focus group of qualitative research techniques is applied in this study to collect data from a SME of the cultural industry. To have a meaningful conversation with the participants, the author invites all the six employees of the company. It is an approach of purposive sampling to determine the type of participants (Morgan, 1997). Different genders and different years of experience in the company may help the author to have different perspectives to study the topic. 


Research philosophy
The grounded theory of this paper will be based on the study of Conger and Kanungo (1988) stating the five stages of the empowerment process. They include organizational factors, participative management, self-efficacy information, results in empowering experience, and behavior effects. Regarding the contextual factors of the empowerment process, supervisory style, reward system, and job design will have positive influences on employees’ working behavior. Under empowering leadership, motivation and innovation behavior of followers may be strengthened. Holmes (2007) in the journal “Making humour work: Creativity on the job” states the use of humor not only have positive influences on building workplace relationships, but also stimulating workplace creativity. It means the beneficial effect of workplace humor may help to foster employees’ creativity and innovative behavior under empowering leadership style.


Literature review
Leadership, communication and humor
Communication or workplace interaction is a way to help employees to build the identity in a workplace (Holmes et al., 2007). Leaders can change the workplace culture by communicating leadership style to share their values with followers. Moreover, leaders can use empowering leadership to allow followers to participate in the decision-making process. Furthermore, leaders can use a tone of humor to communicate with followers feeling a friendly atmosphere. It helps to encourage teamwork and individual accountability. Holmes (2007) states that humor is a flexible indirect strategy for constructing leadership. It may have a positive impact on problem-solving, decision making, and mediating conflicts.
In contrast, Cooper (2008) states negative humor can harm or destroy workplace relationships.

Humor, creativity and innovative behavior
Leaders can use humor to improve relationships between leaders and followers, and to build a strong team. Creativity of team members can be increased when they are exposed to a humorous atmosphere (Tang, 2008). On one hand, through the interaction between employees, it will help to create knowledge. On the other hand, it is suggested the use of humor may not be able to have an impact on employees’ innovation unless the supervisors were trained and encouraged. Humor may have a moderating effect between leadership and creativity (Arendt, 2009). It also helps to strengthen task motivation that can encourage employees to work independently, willingness to take ad-hoc jobs. Hughes (2009) also agrees in humor delivery may have positive influences on followers’ creativity and innovation. Besides, it is an important key to bring positive emotions and creative performances as well as business outcomes. Pundit (2015) also agrees humor behavior may play a role in fostering IB, but it is suggested to pay attention to avoid the negative use of humor. Sometimes, employees may suspect leaders to have a hidden agenda when they pretend to humorous behavior.

Humorous work climate
Work climate can be observed through work processes, practices, and behaviors. Under empowering leadership, leaders can create HWC to foster frontline employees’ IB (Slåtten et al. 2011). Employees’ creativity will be stimulated to identify the problem, search information, and generate the idea to solve the problem. Leaders can use humor to engage team members combining the behaviors of emotion agility, efficient delegation, and quality feedback to have a positive impact (Sharma, 2017). Open communication with the use of humor not only create a team climate to engage team members, but also provide a workplace encouraging creativity and IB. Employees can generate and implement an idea without fear of negative feedback from supervisors or leaders.


Discussion of selected data collection methods
Description of context and participants
Focus group is conducted to collect data from all 6 employees a SME (Active Concept Limited) of the cultural industry. Business activities of the company include cultural workshop, corporate training, event management, and online marketing. The team structure consists of two supervisors and four followers. Working experience of the employees in the company is ranged from 4 months to 8 years. Employees are aged from 21 to 35, and they are so-called “millennials”. With regards to their job description, each employee has to work independently to do research, idea generation, and idea implementation after accepting the assignment from top management or supervisor. When necessary, the team will conduct meetings to solve problems or conflicts. Apart from communicating with teammates, each employee has to work and communicate with different external stakeholders including school teachers, parents, students, and tutors. All of them said they did not have knowledge of humor leadership, and they did not receive management training after graduated from universities.













Table I. 
Participants
Active Concept Limited
Employees in total				6

Gender
Men						2
Women						4

Age
21-25						3
26-30						2
31-35						1

Years in the company
>1						3
1-2						2
>2						1



Explanation of data collection steps
Having learned the qualitative research method from Susan and Ellen (2008) studying the charismatic leadership of television directors in creative teams, the author adopted some steps to collect data. Before conducting the focus group, the author asked permission from the top management of Active Concept Limited. Then, all 6 employees were invited and agreed to participate the focus group at lunchtime on a specific date and time. At the beginning of the focus group, the author played the role of moderator to explain the objective of the study, and ask the permission of each participant to use the data for the academic purpose.  

Six open-ended questions were designed to ask each employee:

Q1. Do your jobs need creativity?

Q2. Do you feel the company promoting a climate of creativity or innovation?

Q3. What is your most creative or innovative performance during the past 3 months?

Q4. During the process from idea generation to implementation, how do the team members communicate ideas and deal with conflicts?

Q5. How do you communicate with external stakeholders?

Q6. Do you think the company needs to change the ways of communication at work     to improve the team climate?

Follow-up questions were asked how the employees described “humor” activities including “joking”, “self-depreciation humor”, “playing ideas”, and so on. Besides, the author asked employees to describe the atmosphere of meeting at the office with the wordings such as “fun”, “relax” and “free”. During the focus group, the author took notes of the answers from each employee and used a smartphone to record the audio answers. It took 92 minutes to finish and the author asked each employee whether he or she wanted to add extra points near the end of the interview. 

Explanation of data analysis
To analyze data, the author transcribed the answers of each employee in Chinese. Then, the transcripts were translated into English. The author selected the keywords relating the use of humor and team climate (Sharma and Bhatnagar, 2017), humor leadership (Pundt, 2015), humor and workplace interaction (Holmes, 2007), and he counted the frequency of the keywords mentioned from the interview answers. 


Table II. 
Coding with the frequency of keywords mentioned

Keywords				Frequency of mention
Fun at work					8
Joke						6
Quality feedback					5
Team climate					5
Relax						4
Self-depreciation humor				4
Open communication				3
Playfully combining ideas				3
Idea generation					3
Task motivation					3
Time pressure					3
Supportive					2
Empowering					2
Natural part					2
Information searching				2
Workplace creativity				2
Satisfaction					2
Positive mood					1
Freeing from old mindsets				1
Nonsense		



To find out the positive influences of humor work climate, the author analyzes the data with the concept of the creative process (Zhang and Bartol, 2010), and uses three topics to group the data. Moreover, each keyword is marked positive or negative feeling to learn how the employees perceive the team climate with the use of humor linking with empowering leadership.  


Table III.
Coding with the concept of the creative process	

		
Preliminary findings
Regarding the interview answers from the 6 employees, they show a positive feeling with the humorous work climate (HWC), and it helps them to generate and implement ideas to handle their tasks. Therefore, HMC may have a positive impact on SME employees’ creativity and innovative behavior. Besides, most employees agree a humor work climate providing fun, relax feeling, joking, playful to combine ideas, and self-depreciation humor will improve creativity confidence, individual effectiveness as well as job performance. It meets the findings of some researchers studying the relationship of humor and performance under transformational leadership style. Higher humor will have a positive impact on higher goal achieved (Arendt, 2009). Motivation of employees may be strengthened and willing to contribute more.   

Example 1
Dom (supervisor):

1. I think most of my jobs need creativity to develop and deliver programs.
2. When brainstorming with team members, we love to have open communication to have fun at work and playfully combine different ideas. 
3. Fun atmosphere may help me to do information search to seek a solution.
4. I think our company does not mention a culture of innovation, but it is a natural part in our workplace.   
5. I love to combine ideas playfully with a relaxed mood. Sometimes, I can communicate the ideas in a nonsense way to develop new ideas.
6. Time pressure or deadline makes me aware to use of humor carefully.
7. To engage students, I love to use self-depreciation humor and jokes.

Although employees think the use of humor may have positive influences on their creativity or improve their effectiveness, they also aware of the negative side of humor. They think it is not appropriate to communicate with external stakeholders to create a “bad” impression that may harm the collaboration. Tremblay (2017) in the journal “Humor in teams: Multilevel relationships between humor climate, inclusion, trust, and citizenship behaviors” state that offensive humor will create a hostile humor climate. It will destroy the team, and all employees of the company pay attention to the dark side of humor. 

Example 2
Mann (follower):

1. Last time, I got a problem of attracting the attention of students, and the team went out to have lunch.  We had open communication to brainstorm ideas and developed a way to gamify the activity……To, generate ideas in a playful way is a natural part of our team.
2. During many meetings, I have a feeling of fun, and it helps me to generate ideas. I believe the atmosphere strengthening my task motivation, and even stimulate me to do information search to seek other options……Time pressure sometimes may stop me to spend the time to develop ideas.
3. I feel a strong team climate and love to generate ideas in a playful work environment. I think top management supports us to exchange ideas and share knowledge. I hope we can get quality feedback to improve my performance from supervisors or top management.
4. I will use self-depreciation humor to have with students and to engage them. Sometimes, I make jokes or praise the works of students……However, I will not use humor to communicate with NGOs. They will prefer to use “normal” way to communicate. 

In additional to autonomy and job satisfaction that the employees can obtain from the creative process with the use of humor, the employees also asked for quality feedback from supervisors or top management to improve their performance. The projects of the company always face the challenge of time pressure, and the employees need to generate and implement ideas in a short period of time. Sometimes it needs leadership to engage the team and team members to collaborate to seek solutions and the quality of feedback is important to have a positive impact (Sharma and Bhatnagar, 2017).

Example 3
Blue (follower):

1. The company has delegated me to be the project owner to deal with a cultural performing event……I am free to develop and implement my ideas including music selection and dancing style……I am satisfied with the outcomes, and it helps to strengthen my task motivation.
2. Sometimes I will use self-depreciation humor and jokes to engage team members……It is not easy to group together because we have to deal with the projects individually.
3. I will not use humor with tutors because I do not want to make them look down the job requirement and objective.
4. I do not mind the supervisors or top management not to use humor to comment on my performance, because I want to have quality feedback from them to improve my effectiveness.


From the interview answers, the participants have described what type of humor activities they are using in the workplace. They think the use of humor or HWC can have positive influences on motivating them to create new ways to deal with their project. It shows the employees play the role of “mini-leader” or project owner, and they will use humor at work to support them to complete their tasks. Under this circumstance, HWC can help to moderate the relationship between empowering leadership and IB.


Discussion of ethical and methodological issues
Ethics
The focus group of this study has followed the steps of the qualitative research method of other researchers (Susan and Ellen, 2008). Two ethical issues are going to be addressed. First, the author asked the permission of each participant verbally. It is suggested to get written consent from each employee of the company to improve the level of ethics applied in this research. Second, the focus group is conducted in a restaurant during lunchtime. Even though the environment is quiet enough to talk, the privacy of the employees is not carefully considered to avoid the conversation heard by other people. It is suggested to arrange a proper venue to protect privacy.

Methodology
Having reviewed the research process, five methodological issues will be addressed. First, the author has faced the challenge to explain the context of HWC or humor behavior at the beginning of the focus group. Some researchers state it is difficult to define and operationalize humor at work (Mesmer-Magnus, 2012). The author has to spend the time to make use the examples of humor behavior at work to the participants before asking them open-ended questions. Actual time of interview is shortened. It is suggested to have a section of short briefing about the definition of HWC with the support of audio-visual storytelling at the beginning of the focus group. Second, there is a limitation on the follower’s perspective to describe humor activities. It is suggested to study the topic with a cross-level approach to get the data from top management. It can help to increase the level of validity of the research. This time, the CEO of Active Concept Limited rejected the request to participate an in-depth interview. Third, the sampling of this study is limited to one SME of the cultural industry. It is suggested to conduct focus group or in-depth interview with more SMEs to study the topic. Fourth, the participants need to recall their memories to describe humor activities and feelings during the creative process of idea generation and implementation. Researchers should aware the issue of reliability, because the participants answer the questions in a setting of focus group facing other team members. The participants may modify the answers to deliver a positive image of an innovative employee in the company. Besides, they may not want to harm the leader-member relationship by modifying the answers. Fifth, time pressure is a constraint that the author cannot ask more questions to get more data about the relationship between HWC and company performance. It is suggested future research can add dimension to study the HWC-performance link to have a deeper understanding of the topic. 


Appendix: Personal reflections
Audio recording device
Even though the author has used the smartphone (iPhone) to do audio recording with the participants. Nonetheless, several incoming calls disturb the focus group and interview, and it may affect the answers of the employees. The author suggests using a tape recorder instead of a smartphone.

Timing
The focus group is conducted at lunchtime on a weekday, and the total talking time with 6 participants is about 92 minutes. Average talking time with each participant is about 15 minutes. If the time of the focus group is arranged at breakfast time on a weekend, the participants may have more time to share.

Background briefing
All participants of this focus group do not have knowledge of HWC, humor leadership, empowering leadership, and IB. Some participants say they cannot give “good” answers to the research questions. With regards to this situation, the author suggests researchers can provide background briefing or background information with the support audio-visual material before attending the focus group or in-depth interview. It may help the participants to give “good” answers.
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Motivation


task motivation (+)


time pressure (+/-)


Engagement


fun at work (+)


joke (+/-)


Creativity


playful to combine ideas (+)


idea generation (+)


workplace creativity (+)


self-depreciation  humor (+)


relax (+)


positive mood (+)


natural part (+)


supportive (+)


empowering (+)


satisfaction (+)


freeing from old mindsets (+)


nonsense (+/-)


information search (+)
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