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Introduction
A research paradigm is a cornerstone of every study as it influences every aspect of the research, including the research design, methodology, methods, ethical considerations and the findings. A paradigm is a set of beliefs that form the building blocks of the research development. Research paradigms are composed of either one of the following components: epistemology, ontology, methodology, theoretical perspectives and research designs. The following paper analyzes the research paradigms adopted by several studies focusing on the impact of stretch goals on organizational performance. The paper critically analyzes the epistemological, ontological, methodological and theoretical perspectives of these paradigms. The second part of the paper critically analyzes one research paper focusing on the research philosophy, ethics as well as approaches to reliability and validity. 
Literature Review: Impact of Stretch Goals on Organizational Performance
What are stretch goals?
Various scholars have attempted to define stretch goals and in effect reflected the research paradigms underpinning their studies. Cunha (2016) describes stretch goals as extremely novel and difficult, which can be vertically aligned or horizontally aligned with current organizational activities. Similarly, Sitkin et al. (2011) define stretch goals as goals whose probability of achievement is unknown in light of the employees’ present skills, knowledge and practices. Furthermore, in defining stretch goals, Cunha et al. (2016) note that the practical aspect of stretch goals indicate that they may be attainable under certain conditions albeit theoretically they are supposed to deflate employee motivation and by extension, organizational performance. From an ontological aspect, this characteristic of stretch goals as underlined by the aforementioned scholars reflects a pragmatic research paradigm. This paradigm holds that reality is regularly debated, interpreted and renegotiated in line of emerging, unpredictable situations. In providing this characteristic of stretch goals, Cunha et al. (2016) exhibit a pragmatic view of stretch goals that the reality of their attainment may be different from their theoretical foundation, which dictates that their achievement will be an uphill task for the employees concerned. 
In Sitkin et al. (2011) study, the authors acknowledge that the level of extreme difficulty of stretch goals varies in different organizational contexts. Viewed through an ontological lens, this statement is an indicator of the constructivist research paradigm adopted by the researchers. According to constructivists, the construction of social reality varies from individuals to individuals or social groups to social groups (Makombe, 2017). With this understanding of constructivism, the picture painted by the aforementioned description of stretch goals by Sitkin et al. (2011) is that what may seem difficult in one context may seem an attainable goal in another context. In a direct contrast to the constructivist view adopted by Sitkin et al. (2011), Gary et al. (2017) adopts a positivist research paradigm in examining the effects of stretch goals on performance distribution within companies. From an ontological view, positivism is a realist perspective of reality where reality is not constructed by innate ideas rather it is guided by empirical evidence. In their study, Gary et al. (2017) argue that the notion that stretch goals improve employee and organizational performance is not influenced by any empirical evidence and thus, cannot be prescribed as an effective solution for organizations seeking to improve their performance.   

 
Positive impacts of stretch goals
Various studies seek to identify and examine the positive effects of stretch goals on organizational performance. Subsequently, these studies are guided by varied research paradigms. For example, Yang’s (2015) study examines the connection between stretch goals and performance distribution. The study exhibits a positivist research paradigm considering the use of quantitative methodological approach in the form of three experimental studies. The first study examines the link between stretch goals and performance distribution at the organizational level; the second one explores the link between stretch goals and performance distribution at the individual level; and the third study explores the effect of multiple goals on performance distribution (Yang, 2015). The use of quantitative methodology reflects the epistemological perspective of the positivist research paradigm that holds that knowledge can be obtained through empirical evidence. 
Similarly, Maheshwari and Vohra’s (2018) study adopts a positivist research paradigm in investigating the link between goal setting and creating work meaningfulness. One of the tell-tale signs of a positivist research paradigm is its use of quantitative research method, which is usually a necessity for generalization. Maheshwari and Vohra (2018) employ the Locke Latham scale of goal setting as well as the Work and Meaning Inventory Scale to measure work meaningfulness in assessing 61 professionals working at a new age IT company. As is synonymous with a positivist research paradigm, their use of quantitative methodology is borne out of the epistemological foundation of the paradigm, which holds that reality is measurable. Furthermore, the use of a positivist research paradigm by these researchers is reflected in their use of sampling method in selecting the target population to be interviewed. One hundred employees were randomly sampled and taken through a research questionnaire after which 61 responses were obtained, a response rate of 61 percent (Maheshwari and Vohra, 2018). Additionally, as is common with positivism, the study employs a descriptive research design that is guided by a hypothesis. The hypothesis for the study is that goal setting has no significant effect on work meaningfulness. Makombe (2017) notes that one feature of positivism is that the researcher makes generalizations from the sample population to the general population. In the case of Maheshwari and Vohra (2018), the conclusion is that there is a positive link between goal setting and work meaningfulness based on the findings of the questionnaires administered among the 61 employees. 
In contrast to the two aforementioned studies, Goerg’s (2015) study adopts a constructivist research paradigm in examining the link between goal setting and employee morale. In reflecting the ontological perspective of stretch goals, the researcher highlights two different realities (pros and cons) of stretch goals on worker motivation. While goal setting can boost employee morale, they can lead to low quality work especially when they are solely concerned with output quantity (Goerg, 2015). Furthermore, the research adopts critical inquiry as a theoretical perspective of the constructivist research paradigm. Goerg (2015) collects and evaluates varied perspectives on the impact of stretch goals on organizational performance and then comes up with strategies to adopt to reap benefits from goal setting as far as the side effects of stretch goals are concerned. Latham’s (2004) study adopts a pragmatic research paradigm in exploring the positive impacts of stretch goals on organizational performance. This is reflected in the methodological approach adopted by the researcher which is the use of mixed methods in the acquisition of knowledge. Apart from the acquisition of knowledge through a priori, Latham (2004) uses a case study of American Pulpwood Association in identifying and examining the positive impacts of stretch goals on employee productivity. The use of a case study is a form of empirical evidence to highlight the link between stretch goals and organizational performance. Noteworthy is also the fact that case study is one of the data collection methods that emerge from a constructivist research paradigm. From an ontological perspective, Latham (2004) reconstructs the reality of stretch goals by considering the different circumstances or contexts under which stretch goals may impact employee motivation either positively or negatively. Positive outcomes of stretch goals require that employees should be empowered (knowledge and ability) to pursue and achieve the stretch goals as well as provided with the necessary resources (Latham, 2004).  
Choon and Patrick’s (2016) study investigates the positive impacts of goal setting and stretch goals on organizational performance at the XYZ High-Tech Company in Singapore. Similarly, an analysis of the study reveals that the researchers adopted a constructivist research paradigm. The first indicator of this paradigm is their epistemological approach as far as the acquisition of knowledge is concerned. The two researchers use the case study of XYZ High Tech Company to gather empirical evidence on whether stretch goals impact organizational performance on a positive or negative level. The search for the empirical evidence is guided by three hypotheses that are tested for their reliability and validity via a qualitative research (Choon and Patrick, 2016). Furthermore, the researchers undertake a literature review by analyzing studies that have highlighted the positive effects of difficult goals on employee motivation and organizational performance. Although most studies influenced by constructivist research paradigm adopt research questions as the research design, some researchers use hypotheses (Makombe, 2017).  In the case of Choon and Patrick (2016), they choose to use hypotheses that they subsequently test in order to arrive at a conclusion. The three hypotheses include the following: goal setting would have a positive impact on employee effectiveness; goal setting would be positively related to organization effectiveness; and employee effectiveness would lead to improved organization effectiveness (Choon and Patrick, 2016).  
Unlike the aforementioned studies, Lunenberg (2011) adopts a subjectivist approach in highlight the positive impacts of stretch goals on organizational performance. From an ontological viewpoint, subjectivists consider reality to be what they perceive as real. In the case of Lunenberg (2011), this is exhibited at the start of his paper in which he voices support for Locke and Latham’s theory of goal setting and its effects of employee motivation. Various studies have indeed vindicated Locke and Latham’s goal setting theory by showing that the best performance materializes when employees are assigned goals that are challenging and specific (Lunenberg, 2011). Another indicator of Lunenberg’s subjectivist research paradigm is the use of literary analysis as a method of collecting data to firm up his perception. A literary analysis involves the evaluation and examination of a literature or research study to bring to the fore the main theme(s) or topics and to provide a personal opinion on the same. Lunenberg (2011) focuses on several studies by Edwin Locke and Gary Latham, which have examined and revealed positive links between difficult goals and employee motivation. He commences his analysis by noting that the two scholars have conducted approximately 400 studies concerning the theory of goal setting and its link to task performance. As has been evidenced by Locke and Latham, challenging goals stimulate attention and direct action while mobilizing energy and fostering persistence (Lunenberg, 2011).  The same paradigm is adopted by Heslin et al. (2009) in their study that explores the practicality of goal setting theory in performance management. Just like Lunenberg, Heslin et al. (2009) point to Locke and Latham’s studies as evidence that challenging or stretch goals positively impact performance at an individual and organizational level. 


Negative impacts of stretch goals 
Several studies have examined the negative impacts of stretch goals on organizational performance. For instance, Seijts and Latham (2005) argue that stretch goals can be detrimental to organizational performance if the employees are not provided with the means or resources to pursue these goals. To firm up their assertion, the scholars provide empirical evidence of organizations that encountered the negative effects of stretch goals rather than the positive ones insofar as employee performance is concerned. The adoption of an evidential perspective points to a positivist research paradigm underpinning this study. Evidentialism is a school of thought, which holds that a belief is justified on the basis of the evidence provided (Makombe, 2017). Seijt and Latham (2005) provide the evidence of Lucent scandal and Sears Inc. to justify their belief that stretch goals are counterproductive to organizational performance because they precipitate unwarranted pressure on employees, increase workplace stress, compel employees to engage in unethical behavior and result in burnout and reduced productivity. Empirical evidence provided by the two scholars to construct their reality (ontology) regarding the impact of stretch goals on organizational performance includes the Lucent scandal and Sears, Roebuck and Company.  In the former case, the then Lucent CEO Richard McGinn imposed risky goals on his managers and subsequently prompted some of them to violate their legal obligations in pursuing these goals. In Sears’ case, the company clung on to the past and was more concerned with performance goals to realize that the times were changing as far as their competitive landscape was concerned; this put it in a near-death situation (Seijt and Latham, 2005). From an epistemological perspective, the aforementioned empirical evidence indicate that the researchers adopted a posteriori means of acquiring knowledge where their understanding of stretch goals was informed by the experiences that Lucent and Sears had with this form of goal setting. 
Similarly, Gary et al. (2017) positivist research paradigm is reflected in their acquisition of knowledge on the impacts of stretch goals on organizational performance. Their study explores the effect of stretch goals on distribution of performance within an organization in comparison to moderate goals. Noteworthy is that the epistemological perspective of a positivist research paradigm dictates that reality is measurable through the use of valid and reliable tools. This is the case for Gary et al. (2017) in which they employ two experimental studies that measure the impact of stretch goals on variance, median, skewness and mean of organizational performance. The study is carried out in the form of a laboratory experiment involving two sets of participants who assume the role of managers in charge of start-up. One set is provided with stretch financial performance goals whereas the other set of participants is provided with moderate financial goals (Gary et al., 2017). It is from these studies that the researchers obtain empirical evidence to construct the reality that stretch goals leads to a skewedness in the distribution of organizational performance. Evidence indicates those entrusted with stretch goals later downgraded their goals to moderate levels. 
In adopting a pragmatic research paradigm, Cunha et al. (2017) not only highlights the side effects of stretch goals but also highlights their positive effects on organizational goals. From an epistemological perspective, this feature of pragmatic research paradigm is reflected in the way that the researchers acquire knowledge from multiple sources. Use of pragmatic research paradigm is an indicator that the researchers realize that there are varying ways of constructing reality.  Cunha et al. (2017) cite multiple sources of information on the positive aspect of stretch goals on organizational performance. The case of Southwest Airlines – which adopted a stretch goal of turnaround of planes at the gate in 10 minutes – and the adoption of stretch goals at Apple Inc. by Steve Jobs are examples that stretch goals can positively impact organizational performance by stimulating employee morale. Conversely, they provide evidence showing negative effect of stretch goals on organizational performance, such as Nokia and Volkswagen. In the latter’s case, employees resorted to unethical practices when they felt pressured to meet challenging goals that were – in their perception – unattainable. 
From an epistemological perspective, Sitkin et al. (2011) constructivist research paradigm brings to the fore rationalism as a theory of acquiring knowledge. This theory holds that knowledge acquisition is not experience-based rather it is based on innate forms or a priori processes. In the case of Sitkin et al. (2011) study, the researchers construct a reality of the impact of stretch goals on organizational performance by developing a contingency framework that examines the organizations that are best positioned to use stretch goals to their advantage. As stated by the researchers at the beginning of their research paper, their development of the framework is guided by their prior knowledge of the mechanisms that enhance the effect of stretch goals on organizational performance and learning. The study examines the different contexts in which organizations operate and subsequently interprets the reality regarding the impact of stretch goals on organizational performance.  One epistemological feature of the constructivist point of view is that the interpretation of reality requires identifying and understanding the underlying significance of activities and events. This is exhibited in a later study by Sitkin et al. (2017) that explores the factors that determine the success of stretch goals within organizations. Using case studies of companies that have used stretch goals to their success (or failure), the researchers highlight the factors that determine whether stretch goals impact negatively or positively on organizational performance. Noteworthy, case study is one of the methods that arise out of a constructivist research paradigm. For example, the case study of Toyota indicates that an abundance of resources is a necessity for better management of the risks associated with stretch goals (Sitkin et al., 2017).  Another case study is that of Nypro whose successes with stretch factors in the 1980s led the researchers to conclude that prior organizational performance can determine whether stretch goals can positively or negative affect organizational performance. Nypro’s success with the development of the first disposable contact lenses in 1985 was a motivator for employees when the company embarked on setting difficult goals (Sitkin et al., 2017). 
Another study that adopts a constructivist research paradigm is Locke (2004) that explores the link between goal setting and monetary incentives. Considering that positivism holds that there is no single reality – as far as the ontological aspect is concerned – the study puts this paradigm into perspective by highlighting the different sides of the coin as far as the impact of stretch goals is concerned. Although stretch goals can motivate already motivated employees to increase their productivity, stretch goals can be a temptation for employees to engage in unethical behavior to meet these goals hence stifling innovation and creativity (Locke, 2004). They can also be demoralizing for employees if they expend their energies on pursuing them and fail to earn their monetary incentives as a result of failing to meet the stretch goals.  From a theoretical perspective, constructivism is hinged on critical inquiry, phenomenology, hermeneutics and symbolic interactionism (Makombe, 2017). In the case of Locke (2004), the study adopts the critical inquiry theoretical perspective by collecting and analyzing information, assumptions and ideas from different perspectives on the impact of stretch goals on organizational performance. The end-goal of critical inquiry is to produce new ideas or pose questions through an articulate analysis and understanding. This aspect is reflected in the case of Locke (2004) where the researcher outlines new ideas on how to prevent unethical behavior occasioned by stretch goals attached to employees. Formulating explicit rules of conduct, such as ethical standards – and subsequently communicating these standards to the employees – will go a long way in ensuring that unethical practices do not emerge in the course of pursuing stretch goals (Locke, 2004). 
Among these studies, Ordonez et al. (2009) study stands out for its adoption of a subjectivist research paradigm. Ontologically, this paradigm holds that the nature of reality is shaped by our subjectivity or our perceptions. From the onset of the study, the researchers develop a perspective on the impact of stretch goals on organizational performance and delve into articulating their point of view. Ordonez et al. (2017) argue that the beneficial effects of stretch goals have been overestimated at the expense of their harmful effects on employee behavior and organizational behavior. Consequently, the epistemological characteristic of subjectivism is that acquisition of knowledge is guided by human perceptions. Methodologically, the methods used to acquire this knowledge include literary analysis, semiotics, intertextuality and autoethnography (Makombe, 2017). For Ordonez et al. (2009) study, in particular, the scholars undertake a literature review of previous studies that have highlighted the negative effects of stretch goals on organizational performance, such as unethical behavior, reduced employee motivation, unhealthy competition, inhibited organizational learning and poor risk management. The fact that the studies cited by the researchers focus on the negative impacts of stretch goals are an indicator of the influence of their subjectivist research paradigm on the acquisition of knowledge. It is also an indicator that their acquisition of knowledge is non-empirical and independent of any experience insofar as the impact of stretch goals is concerned. 

Discussion of a study on the research topic
Background of study
The study was conducted in 2016 by Dr. Teo Teck Choon and Prof Dr Low, Kim Cheng Patrick to investigate the impact of goal setting on employee effectiveness and subsequent impact on organizational effectiveness. Choon is the Head of the School of Business at the London School of Business and Finance in Singapore whereas Prof Dr Patrick is a Visiting Professor from the University of the South Pacific in Suva, Fiji. The research was commissioned by XYZ (Singapore) PTE Ltd, a Singapore-based multinational firm that specializes in the production of Hi-Tech semiconductor systems as well as equipment. Established in 1968, the company had a headcount of 100 employees at the time of the study at its Singaporean headquarters. It was among these employees that the study was carried out to test the validity and reliability of three hypotheses that were guiding the research. The hypotheses were the following:
· Goal setting would have a positive impact on employee effectiveness (H1)
· Goal setting would be positively related to organization effectiveness (H2)
· Employee effectiveness would lead to improved organization effectiveness (H3)
Apart from the hypotheses, the study was guided by a research question from which the hypotheses were formulated: does goal setting have an impact on employee effectiveness and ultimately improve organization effectiveness? 
Role of theory, epistemology, axiology and ontology in interpretation of the research
The researchers adopt a constructivist research paradigm that is reflected in the various aspects of the study. As aforementioned, this paradigm holds that there is no single reality and that reality is socially constructed depending on contextual factors (as far as the ontological aspect is concerned). In the case of Choon and Patrick (2016) this ontological feature of their interpretivist paradigm is reflected in their literature review in which they analyze various studies that have provided mixed or varied findings on the impact of difficult or stretch goals on employee effectiveness and organizational effectiveness. For example, the researchers quote Latham’s (2004) study that states that stretch goals can better employees’ performance. On the other hand, they cite Luthans’ (1995) study that warns that goal setting can be detrimental to employee productivity if the employees are not empowered to pursue these goals. The focus on two sides of the coin by Choon and Patrick is clearly an attempt at showing that the reality of the impact of stretch goals is dependent on various contexts. 
Because there are multiple realities or perspectives to a reality – according to the ontological aspect of the constructivist research paradigm, the epistemological aspect holds that reality needs to be interpreted. In the case of this study, the researchers employed a qualitative methodology in an effort to unearth these realities. The qualitative methodology consisted of eleven closed-ended and open-ended interview questions that were formulated and administered to the respondents to test the reliability and validity of the three hypotheses (Choon and Patrick, 2016).  Consequently, a qualitative approach helps in uncovering these multiple realities by revealing salient and relevant data that can be critical to enhancing an indepth understanding of the research topic or issue. Researchers with a constructivist research paradigm often approach the fieldwork phase with some prior knowledge of the issue or topic but with the assumption that this knowledge is insufficient owing to unpredictable and multiple characteristics of what is considered as reality. In the case of this research, the researchers’ prior insight of the impact of stretch goals is reflected by their literature on what they know or have learnt thus far regarding goal setting and its impacts on employee and organizational effectiveness. From an epistemological aspect, this indicates their acquisition of knowledge through a priori or non-empirical means. Choon and Patrick (2016) base their knowledge on previous studies that have focused on the impact of stretch goals on employee effectiveness. Nonetheless, the empirical study represents their efforts to interpret reality from the perspective of the research participants – in this case, employees of XYZ Ltd.  Indeed, the research findings indicated multiple realities of organizational goals from the perspective of the managers. For example, Choon and Patrick (2016) reveal that the 80 percent of the 11 managers who were interviewed had different conceptualizations of the company’s organization goals albeit they were aware of these goals. 
From a theoretical perspective, the influence of the interpretivist paradigm was reflected in the use of phenomenological research. This qualitative research method seeks to understand and describe how research participants experience specific phenomena. For Choon and Patrick (2016), their study sought to understand managers’ experiences with goal setting insofar as impacts on employee and organizational effectiveness at XYZ is concerned.  Indeed, the study findings revealed a variation in the managers’ experiences with stretch goals and general goals. While some managers observed that stretch goals enable employees to maintain their focus and motivates them, other managers noted that general goals provided room for employees to be creative and innovative (Choon and Patrick, 2016).  Phenomenology also seeks to make generalizations on the way a particular phenomenon is experienced or perceived. For this particular study, the use of qualitative data collection and analysis enables the researchers understand general perception of the impact of goal setting on employee and organizational effectiveness within the context of XYZ Ltd. Company. 

Approaches to reliability, validity and bias
One of the criticisms often levelled at interpretivist research paradigm is the lack of research legitimization. Kelliher (2005) observes that questions are often raised regarding the reliability, validity and generalization of qualitative research findings. In addition, the risk of researcher bias has often been used as a reason to prop up quantitative research as a better option than the qualitative studies (Noble and Smith, 2015). However, qualitative researchers often apply varied strategies at ensuring reliability and validity of their studies in addition to minimizing researcher bias. One of the approaches to ensure reliability is to hinge the study on a broad research question and cascade to a systematic data collection process to ensure reliability (Kelliher, 2005). Reliability is the consistency of a research finding should the study be repeated. This is the approach adopted by Choon and Patrick (2016) who begin with the following broad research question: does goal setting have an impact on employee effectiveness and ultimately improves organization effectiveness? Furthermore, the researchers provide a systematic description of the data collection process beginning with the formulation of the hypotheses. Development of the three hypotheses is influenced by a review of the literature on goal setting and its impacts on employee and organizational performance (Choon and Patrick, 2016).  Furthermore, the study describes the situational context of the organization that is under study including the number of employees, its specializations and the year in which it was formed. Thereafter, the description of the data collection process highlights the process of selecting the participants, including the documents that were provided to enable them understand what the research entails. Choon and Patrick (2016) also describe the number of managers who participated in the study, their gender composition, managerial levels, age, tenure and number of employees that they manage. Another approach to establishing the reliability of their study is through the combination of literature review and qualitative interviews. Noble and Smith (2015) note that the combination of different methods – also known as triangulation – helps to strengthen the findings of a qualitative research. In the case of the Choon and Patrick (2016), the literature review analyzes previous studies on the effects of goal setting on organizational performance and employee morale. This leads to the formulation of the three hypotheses that are tested through qualitative interview questions built around them. 
The researchers’ approach to establish validity of the study is two-fold: internal and external. Validity refers to correctness and accuracy of a study insofar as the research findings is concerned. Internal validity – also known as credibility – is the level of trustworthiness of research findings depending on the quality of the data collected (Noble and Smith, 2015). In the case of this study, their approach to establishing internal validity was by consistently cross-checking information with research participants. Choon and Patrick (2016) reveal that they consistently sought clarifications from respondents to ascertain that the interpretations of their comments through data analysis were a true reflection of their perceptions as had been recorded during the interviews. Indeed, Kelliher (2005) observes that only research participants or key informants have the ability to strengthen the internal validity of the study. On the other hand, external validity – also known as transferability – is the extent to which the research findings are generalizable and can be replicated in other contexts, populations and settings. Choon and Patrick (2016) seek to establish the external validity of their study by explicitly describing the context of their study. This includes the company in which the study was conducted and its number of employees and the number of managers who were interviewed for the study. 
When it comes to bias, the researchers documented the challenges, including the limitations of their study. Noble and Smith (2015) point out that qualitative researchers should maintain self-reflective journal in which they document the challenges and issues encountered in the research process. One of the limitations was that the study was a cross-sectional one that did not examine employees’ behavior before the goal setting process as well as afterwards (Choon and Patrick, 2016). The researchers acknowledge that a longitudinal study would have helped clarify the cause-effect relationship between goal setting and employee effectiveness as well as organizational effectiveness.  
Examination of ethical considerations in the study
One of the ethical considerations applied by the researchers in this study is obtaining consent from the respondents. The principle of informed consent holds that the research participants – as is the case with other human beings – are rational enough to reason, act or decide to participate in the research study with the full knowledge of what their participation in the study entails (Miliken et al., 2018). In the case of this study, the participants were provided with a “request for participation” form seeking their consent to be interviewed for the research. This information was provided to enable the respondents participate in the study with an explicit understanding of what their participation in the study entails. Another characteristic of an informed consent is that the document should indicate how the data collected and provided by the respondents will be used and individuals or entities that will be in a capacity to handle the data (Sanjari et al., 2014). Another ethical consideration in the study is confidentiality of the respondents. Sanjari et al. (2014) observe that qualitative researchers grapple with maintaining confidentiality considering their interaction with research participants as is the norm with the constructivist research paradigm. For Choon and Patrick’s (2016) study, the interviews were undertaken in a meeting room to ensure confidentiality and privacy for individual respondents. Furthermore, the researchers reveal that identity of the respondents remained anonymous unless when the respondents consented to the revealing of their identities. The confidentiality was extended to the report writing process where the researcher maintained the anonymity of the respondents as well as that of the company CEO. 
As is expected of a social research, the study adhered to the ethical standard of voluntary participation. As an ethical principle of qualitative research, respondents’ participation should be voluntary and should be allowed to pull out of the study at any point should they feel uncomfortable. Choon and Patrick (2016) note that participation of the respondents was on a voluntary basis whereas their participation was reciprocated by the researchers through full cooperation, including providing honest and truthful answers to the concerns of the research participants. 
The study also adheres to the ethical principle of respect for privacy. This means that private information of the respondents, such as name and other identifying information should not be made public to unauthorized persons without the consent of the participants (Sanjari et al., 2014). In the case of this research, the researchers safeguarded the privacy rights of the participants by not using the real identities of the respondents unless with their consent. Furthermore, as aforementioned, the individual interviews were undertaken in a private room to enable the interviews be conducted in private environment (Choon and Patrick, 2016).  Closely related to maintenance of confidentiality is the ethical principle of non-maleficence that holds that research participants should not come to harm by participating in the study. By participating in this particular study, there was the risk that the participants would have been victimized by the senior management for some of the responses in the interview. The researchers ensured non-maleficence by maintaining the confidentiality and anonymity of the participants.  
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