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Abstract 

In the next five-to-ten years, Generation Y (born between 1979 and 1994) will be the largest 

group in Chinese firms. This generation is better educated and has unique characteristics. 

However, most of Chinese firms still employ a classic control system in management process. 

We argue that unless companies take MCSs as a package and consider HRM in the whole 

management process, they cannot reduce the agency conflict with highly-educated Generation Y 

employees. In order to reduce the agency conflict, the key thing is to identify the motivations 

among highly-educated Generation Y. This research firstly reviews the extrinsic and intrinsic 

motivations based on the relevant studies. Then through the in-depth interviews with HR and 

middle managers, we find the special opinions of HR and middle managers in Chinese firms. 

After that, we design a questionnaire and conduct a survey. Our study identifies that the 

motivation scales among the Chinese highly educated Generation Y are different from those in 

the theoretical studies, and the most important scale for Generation Y is Reward, Personal fit and 

Self-fulfillment. Besides, the 1980s and 1990s groups have significantly different requirements 

from the work environment. Our research indicates that companies should take the ten scales of 

motivations into consideration in the whole process of management control, and supervisors 

should know the motivations of their employees, thereby avoiding misunderstanding. 
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1. Introduction 

Can you believe that, in China, most organizations still use a punch clock to record the 

attendance rate of their staff? In firms, or even public organizations, employees who are just half 

an hour late lose their whole salary for that day, but if they are on time for 30 straight days they 

receive a bonus. In universities, students are required to record their attendance at each lecture by 

punching the clock; otherwise, they will not pass their courses. 

 

The wide use of the punching clock is based on the necessity for financial performance control. 

This kind of classic control system is based on the Agency theory, which states that employees 

should do what their organizations tell them to do. However, too much pressure will lead to 

problems with employee relations or even administrative problems (Gerhart and Fang, 2014). 

Researchers suggest that organizations should pay more attention to employee relationships and 

give greater consideration to employees’ job motivation. 

 

Management often fails to motivate employees and channel their behaviour towards a better 

performance (Stroh, 2001). Human Resource Management indicates that, in order to improve 

organizations’ MCS, individual motivation should be considered. Herzberg’s Two-factor theory 

laid the foundation for motivation; it indicated that, in order to stimulate employees, 

organizations should consider both extrinsic and intrinsic factors (Herzberg et al., 1959). 

 

In the next five-to-ten years, Generation Y (born between 1979 and 1994) will be the largest 

group in lower and middle levels of companies, and these demographic changes are currently 

occurring in many countries (Baum and Szivas, 2008; Solnet et al, 2012), as well as in China. 

This generation is better educated and has unique characteristics (Ma, 2015). Those 

characteristics will extend to different employee values and job expectations (Steers and Rohodes, 

1978; Steel et al., 2007) of the new generation of employees.  This creates a growing challenge 

for managers to find job motivations to make the new generation of employees more productive 

(Steers and Rohodes, 1978; Steel et al., 2007). 
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However, we argue that organizations need to take individual motivations into consideration at 

each level of MCSs, rather than concentrating on MCSs themselves independently. Our research 

will focus on the motivation of highly-educated Generation Y people on the Chinese mainland. 

Everyone born in the 1980s and 1990s (1990-1994) belongs to Generation Y, but these people 

grew up in different periods and environments, resulting in them having different needs from 

work. We will try to determine whether there are any differences between them in terms of 

individual motivations. Hence, our research question is: 

 

What kinds of motivation should be considered to develop a management control system, based 

on the Chinese highly-educated young generation? And what differences are there between those 

born in the 80s and those born in the 90s. 
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2. Literature review 

In Chapter 2, we will first introduce Agency theory, MCSs and HRM. We will then introduce 

work motivations from extrinsic and intrinsic perspectives. 

 

The agent and principal may have conflicting interests, in which case the MCS either controls or 

motivates the agent to do what the principal wants. One possibility is to align interests in order to 

avoid a conflict. If the young generation gains fulfilment in their work, they are not in conflict 

with the principal. Organizations need to take human resources into consideration to understand 

the interest or motivations for the young generation in their work. But how do we identify their 

interests or motivations? Herzberg’s two-factor theory indicated that we should pay attention to 

both intrinsic and extrinsic factors (Stroh, 2001). 

 

2.1 Agency Theory 

Mitchell and Meacheam (2011) defined Agency theory as follows: Agency theory is based on the 

relationship between one party, the principal, who designates certain tasks and decisions to 

another party, the agent. The two parts are engaged in cooperative behaviour, but they have 

differing goals and differing attitudes to risk (Eisenhardt, 1989). Agency theory developed along 

with the Industrial Revolution, the stock market, organized labour and unions, and scientific 

management. Scientific management has an important position in modern industry as it has the 

fundamental role of pushing forward agency theory. But since scientific management is in favour 

of the owner, it has intensified the conflict. The Hawthorne studies represent a way of resolving 

some of the agency conflict between managers and workers, i.e. social advancement for workers; 

they also provide a forum where workers and management can find some common ground that is 

not often defined in typical principal-agent contracts (Bendickson et al., 2016). 

 

Broadly speaking, there are various types of principal-agent relationships, such as the 

bondholder-shareholder relationship (Smith and Warner, 1979), the client-service relationship 

(Mills, 1990), the shareholder-CEO relationship (Eisenhardt, 1989), the employer-employee 
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relationship (Harris and Raviv, 1978), etc. This paper is based on the relationship between 

employer (or manager) and employee. 

 

2.2 Management Control System 

Agency theory is one of the theories in MCS (Hatch and Cunliffe, 2013). MCSs are used to 

control and motivate employees. There are various definitions of management control systems 

but most of them are too narrow or too broad. Malmi and Brown (2008) defined them as follows: 

“those systems, rules, practices, values and other activities management put in place in order to 

direct employee behavior should be called management control”; they argued that MCSs should 

be regarded as a package with three levels: 

 

The first level is inputs controlling; this is the foundation of MCS, as it creates the structure for 

other controls. Malmi and Brown (2008) call it Administrative as it directs employee behaviour 

and specifies the procedures. 

 

The second level is outputs controlling. This is the core of MCS, as it provides mechanisms to 

monitor subordinate managers’ goal congruence and behaviour. Malmi and Brown (2008) 

divided this level into three parts: Planning, Cybernetic and Reward. Planning is an ex ante 

control (Flamholtz et al., 1985) which sets out the goals and provides the standards to be 

achieved (Malmi and Brown, 2008). Cybernetic control has five characteristics (Green and Welsh, 

1988): quantification measures; standards of target or performance to be met; a feedback process; 

variance analysis arising from the feedback; and the ability to modify the system’s behaviour. 

The attachment of rewards might be used to control the effort direction, duration and intensity of 

each individual or group (Malmi and Brown, 2008). 

 

The final level is ideological controlling. Malmi and Brown (2008) call this Cultural Control. 

Cultural Control is broad, but it is still a subtle form of control. It provides a contextual frame for 

other controls ((Malmi and Brown, 2008). Culture comprises the values, beliefs and social norms 

that have an established influence on employees’ behaviour (Birnberg and Snodgrass, 1988; Dent, 

1991; Pratt and Beaulieu, 1992). This part has received less attention in empirical research 
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(Malmi and Brown, 2008), but since employees have more ideological expectations, 

organizations should pay more attention to this part. See Figure 1: 
Fig1. MCSs package 

 
Source: Malmi T. and Brown D. A., Management control systems as a package - Opportunities, challenges and 

research directions, Management Accounting Research 19 (2008) 287-300 

 

2.3 Human Resource Management 

Human Resource Management (HRM) is a group of policies, programmers and plans that 

organizations adopt with the objective of making full use of the people they employ (Coyle-

Shapiro et al., 2013). It developed through four stages: a) HRM as welfare and administration, b) 

HRM as welfare, administration, staffing and training, c) HRM and strategic HRM, d) SHRM 

(Davidson,2011). See Figure 2. 
Figure 2. Development of HRM 

 
Resource: Davidson, M.C., McPhail, R. and Barry, S. (2011). Hospitality HRM: past, present and the future. 

International Journal of Contemporary Hospitality Management, 23(4), pp.498-516. 
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In the first stage, personal management functions were fragmented, performed by line managers 

and supervisors, which is similar to the classical management approach. In the second stage the 

Hawthorne studies had a significant impact on personal management (Davidson et al., 2011). It 

was concluded that workers are not only motivated by money:  human relations are also 

important in organizations (Greenwood et al., 1983). Hawthorne studies provide an alternative 

explanation to the management-centred approach (Meijerink et al., 2015). In the third stage, 

organizations placed a significant focus on quality and strategic outcomes of HRM. Now that 

HRM extends to general managers, organizations tend to promote a harmonious work culture and 

climate. The fourth stage is a new age of HR called SHRM: strategic human resource 

management. This saw a focus on high-performance workplaces, talent management and re-

examination of strategic HR. In SHRM, workforce performance is a concept as a function of 

capabilities, motivation, work organization and employment relations. See Fig. 3. 

 
Figure 3.  Organizing framework 

 

Resource: Coyle-Shapiro J., Hoque K., Kessler I., Pepper A., Richardson R. and Walker L. (2013). Human 

Resource Management. [ebook] London: University of London. 

 

Employment relations are a key responsibility of the HRM function (Coyle-Shapiro et al., 2013); 

they offer great potential to reduce the gap between managers and workers (Bendickson et al., 
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2016). Meijerink (2015) indicated that employees should be seen as active agents in the 

employment relationship. Organizations can, through HRM services, leverage employees’ 

knowledge and skills, thus increasing the outcome of the employment. We argue that 

management should take employment relations into consideration when seeking to stimulate 

employees. In order to stimulate employees and help them to achieve a better performance, it is 

important to find the motivations of employees. 

 

2.4 Work Motivation 

Work motivation could be defined as the employees’ willingness to work with high levels of 

passion and effort to reach corporate goals (Robbins, 2003). Knowing work motivations could 

help companies to improve employees’ enthusiasm (Furnham et al., 2009). The two-factor theory 

of motivation (Herzberg et al., 1959) argued that “hygiene factors” and “motivators” were the 

two separate parts. Hygiene factors are related to extrinsic parts, such as work environment, 

policies, salary, interpersonal relationships and the mode of supervision. Motivators are intrinsic 

parts to encourage employees to achieve a better performance in their jobs. Examples include 

recognition, accomplishment, promotion, responsibility and individual growth. Hygiene factors 

may not directly enhance the workers’ desires to improve their work performance, but they are 

prerequisites for motivators. Herzberg (1966) indicated that money is not a prime motivator but it 

is important as a means of obtaining things that do motivate (Stroh, 2001).  Hence, in this part, 

we will discuss how intrinsic and extrinsic factors may be linked to the choice of job and the 

improvement of performance for the Chinese highly-educated Generation Y. 

 

2.4.1 Extrinsic Motivation 

Results from previous studies have challenged the view that extrinsic motivations cannot 

motivate individuals. For example, Kinicki and Kreitner (2003) believe that extrinsic motivation 

could impact employee commitment. It also impacts accomplishments for individuals (Crompton, 

2003) and decreases turnover intentions (Wegge et al., 2006). Thus, we can see that extrinsic 

motivation is a powerful determinant in motivating employees’ behaviour (Mafini and Dlodlo, 
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2014). We can divide extrinsic motivation into three dimensions: Salary, Quality of work life and 

Supervision. We will discuss them in detail below: 

 

Reward and individual motivation:  Reward refers to the financial motivation. Financial 

motivation is very important; it is considered one of the best ways of achieving performance and 

is sometimes even synonymous with performance (Mihaela-Andreea, 2015). A number of 

researchers have highlighted the link between financial rewards and the contribution to work 

(Roberts et al., 2006). In the reward system, there are two types of reward: direct rewards and 

indirect rewards. Direct rewards are composed of salary (basic salary, bonuses and allowances), 

incentives (prizes, vouchers), and other forms of pay (daily allowance and travel allowance), 

while indirect rewards are composed of protection programs (insurance), payment time not 

worked (lunch breaks, holidays), and services and other rewards (cars, leisure facilities) 

(Mihaela-Andreea�2015). 

 

Quality of work life and individual motivation: There are various definitions of QWL (Ahmad, 

2013). In a broader sense, the perception of QWL is important because it will influence an 

employee’s decision to enter, stay with or leave the company (Bagtasos, 2011). In this paper we 

consider QWL as the company’s objective conditions that enable employees to perceive that they 

are safe and satisfied (Ahmad, 2013), the job characteristics and work stresses; the core 

dimension is to improve employees’ wellbeing and productivity (Lawler, 1982). QWL has a 

positive influence on work satisfaction, commitment to the company and cooperation (Lee et al., 

2007).  Researchers suggest that it is efficient for a company to improve its workplace conditions 

to meet the needs of a well-educated workforce and to improve quality and productivity (Cherns 

and Davis, 1975; Wild, 1975). Indeed, there is growing evidence of direct connections between 

the work environment, as perceived by employees, and important organizational outcomes (Chi 

and Gursoy, 2009; Nishii et al., 2008; Salanova et al., 2005; Solnet et al., 2012) 

 

Interpersonal relationships and individual motivation: The basis of human relationships is 

sensitivity to the circumstances and feelings of others (Ahmad, 2013). When individuals seek 

affiliation, they prefer to create warm and collaborative relationships with others (Stahl and 

Harrell, 1982). Social relationships in the workplace and employee morale become equally 



9 
	

important objectives for individuals to improve their performance(Ahmad,2013). Manager-

worker relationships play a vital part, because employees’ morale in the company is determined 

by supervisors (Ramsey, 1997). Meanwhile, the supervisor’s capability refers to the provision of 

both technical and spiritual support at work (Robbins, 2003). Work-related complaints might also 

be caused by supervisors’ attitude and work style (Sherman and Bohlander, 1992). 

 

2.4.2 Intrinsic Motivation 

Ryan and Deci (2000) found that employees who are more intrinsically motivated in their work 

are more self-driven and autonomy-oriented than employees with low intrinsic motivation. 

Moreover, Lawler (1973) clarified that different employees are likely to treat a certain reward 

with different values. Personality and demographic variables (Furnham et al., 2009) also have 

significant associations with job motivation. Intrinsic motivation is an indicator for employees to 

find interesting, challenging and satisfying jobs for themselves (Hon and Leung, 2011). Three 

forms of intrinsic motivation are identified by McClelland (1985): the need for achievement, 

power and affiliation. Affiliation is about creating a warm and collaborative relationship with 

others (Stahl and Harrell,1982); however, based on Herzberg’s Two-factor theory, we have 

divided this form into extrinsic factors. In common with other researchers on intrinsic motivation, 

we will divide intrinsic motivation into three parts in this paper: achievement, power and job 

resource. 

 

Achievement and individual motivation:  The need for achievement can be seen in those 

striving for success and showing a high level of excellence, as well as pursuing social status and 

personal fulfilment. This kind of employee prefers to work alone or with people like themselves; 

they prefer to work for companies with creativity and a culture of accomplishment (McClelland, 

1985).  Staw (1986) also argued that an individual’s personality may have an extensive influence 

on performance and it will affect the type of work that employees choose. Personality refers to 

the individual’s typical way of behaving and thinking, and their preferences and feelings (Saville 

et al., 1984). A particular company’s culture is best suited to employees who share similar values 

with the company (Caldwell and O’Reilly, 1990). Many theories of fit are related to interactional 

psychology, which has emerged in people’s careers (Holland, 1985), job selection (Cable and 



10 
	

Judge, 1996), promotion and success (Judge et al., 1995). Research shows that the more the 

values of candidates match the company’s values, the quicker they will adjust to the company, 

the more satisfied they will feel and the longer they will stay (Chatman, 1991). However, Tett 

and Burnett (2003) go a little further; they consider the fit not only at the organizational level, but 

also at the social and task level. Researchers have also examined whether the motivations of the 

pursuit of the public good, making a difference to society, and the desire to contribute to society 

might exist both inside and outside the public sector (Chetkovich, 2003; Gossett and Ng, 2013; 

Ko and Jun, 2015). 

 

Power and individual motivation: The need for power is the desire to control and influence 

others, as power-seekers obtain satisfaction by gaining a reputation in the workplace (McClelland, 

1985). We believe that, with greater participation in the decision-making process and by passing 

their knowledge on to other employees, such people may enhance their reputations. When their 

judgement and pride are at stake, their commitment to making their plans succeed is redoubled 

(Stroh, 2001). Responsibility at work implies two aspects: opportunities for employee 

participation and the employee’s experience of being appreciated for his/her capabilities (Harteis, 

2012). Employees will be motivated if they have the autonomy to plan their own work and to 

solve their own problems (Mol, 1992). It is good form to show faith in the employee’s abilities by 

asking him or her to help train others for the job, which is also a good way of showing 

recognition for quality performance (Stroh, 2001). 

 

Job resources and individual motivation: Job resources here refer to the opportunities for 

employees to learn something new or for personal development and promotion. Grant (1990) 

identifies 25 ways in which managers can help employees acquire those abilities to perform well, 

a large proportion of which concern training programs on different kinds of working abilities. 

Employees will be motivated to become engaged in higher development if they accept the value 

of professional growth, and a company can create a training climate through formal and informal 

training and development (Tracey and Tews, 2005). 

 

A numbers of researchers (McCausland et al., 2000; Saari and Judge, 2004) emphasize that there 

is a positive association between job satisfaction and opportunities for promotion, which could 
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guide people in their choice of jobs. When employees feel that it is easy to gain promotion, they 

will work harder to achieve a greater performance (Dessler, 2008). Additionally, Generation Y 

employees place a high value on learning and development (Solnet et al., 2012). And younger 

employees are more involved in opportunities for career advancement than the older generation 

(Wong et al., 2008). 

2.5 Summary of literature review 

From the literature review, we found that Taylor’s scientific management has a fundamental role 

in agency theory; since it favours the owners, the agency conflict will increase. Recently, more 

and more researchers have noticed the importance of human relations, since it is employees who 

really create value. HR should be taking into consideration all levels of MCSs. Individual 

motivation is an important part of HR, and we divided it into two main parts, as shown in Figure 

4. This figure forms the basis of our interview questions, and the results from the questionnaire 

will be combined with the results from the interviews and this figure. 

 

Figure 4. The relevant research model 
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3. Methodology 

In chapter 3, we explain qualitative research, introducing the in-depth interviews, sampling and 

data collection. In terms of quantitative research, we will introduce sampling and the procedure 

for data collection. After that, we will show the questionnaire’s construct. Finally, we will show 

the process of the statistical tests. 

 

3.1 Research Design 

Quantitative research and qualitative research are widely used in the social sciences (Bryman and 

Bell, 2015). Hence, this study uses both quantitative and qualitative research methods. 

3.2 Qualitative Research 

Qualitative research helps us to understand variables (Bryman and Bell, 2015). We mainly use in-

depth interviews in qualitative research. In order to understand the concrete individual 

motivations, ten in-depth interviews were conducted both online and face to face to collect 

qualitative data. Our interviewees are all from Shanghai, there were several reasons for choosing 

Shanghai. First, Shanghai is the economic centre of China and it attracts millions of graduates to 

work there. Moreover, there are many universities and companies located in Shanghai. Therefore, 

those interviewees’ opinion would be representative. 

 

We divided the respondents of the in-depth interviews into two groups: HR and middle managers. 

Because HR and middle managers have different opinions on the job motivation of the Chinese 

young generation, we can collect relatively complete data about motivations. One of the 

researchers is in China; hence, most of the interviews were conducted face to face. The remaining 

interviews were conducted via Skype. 

 

We discussed the same interview questions with all ten people. First, we introduced the aim of 

the interview and then we proposed nine questions one by one. During each interview, we 

encouraged them to answer all the questions with more individual views. Both HR and middle 
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managers in diverse industries provided us with valuable points. The lead time for each interview 

was 60 minutes. During each interview, we wrote down all the comments. The questions, which 

are listed in Appendix I, are based on the literature review. 

 

In-depth interviews are an effective way of understanding the work motivations of the Chinese 

young generation. However, the qualitative results alone were insufficient for us to uncover the 

relevant factors of job motivation for the Chinese young generation in general. We wanted to 

know whether the motivation scales based on the theoretical review and interview results are 

suitable for the Chinese highly-educated young generation. Therefore, we combined these 

findings with what we learned from the theory to formulate the questionnaire.  The questionnaire 

allowed us to quantify and test the variables identified in the in-depth interviews and literature 

review. 

 

3.3 Quantitative Research 

Quantitative research is a deductive method for finding the relationship between research and 

existing theories (Bryman and Bell, 2015). In order to understand the work motivations of the 

Chinese highly-educated generation Y, the study uses a questionnaire survey to collect 

quantitative data (Denscomebe, 2014). The analysis of quantitative data is the foundation for the 

in-depth interpretation of data (Denscomebe, 2014). Therefore, our study used an online 

questionnaire to obtain the data with the aim of helping us determine whether these findings 

obtained from the interviews and theoretical review are generalizable to the larger group of 

Chinese highly-educated generation Y. 

 

3.3.1 Sampling 

The purpose of the study was to focus on the factors of job motivation for the Chinese young 

generation. In this study, we applied snowball sampling. After conducting the in-depth interviews, 

we asked people from the interviews to launch our snowball sampling. They invited new people 

to become involved in this survey. The new people qualify according to our criteria. In this 

method, a small sample becomes larger and larger, like a rolling snowball (Denscomebe, 2014).  
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There are some limitations to snowball sampling. The first is similarity. People usually have good 

relationships with the same type of person, resulting in a similar motivation in the sample. This 

may cause a bias in the result. The second limitation is inaccurate results, because people may 

follow their friends’ answers; hence, the result may not represent the real motivation. 

  

In order to avoid these limitations, our sampling objects also included college students. We 

published the questionnaire link on universities forum, sent it to our friends who are instructors at 

the university in Shanghai. This was expected to make our sampling more complete. The online 

survey lasted for one week, from 3rd May to 8th May, 2016. 

 

3.3.2 Measurements 

In the research, proposed factors and hypotheses were based on existing studies. The 

questionnaire included ten categories. Table 1 lists the category definitions with the relevant 

studies. A seven-point Likert scale was adopted in this questionnaire, where 1 = “strongly 

disagree” and 7= “strongly agree” (Bryman and Bell, 2015). 

 

Table 1: The Categories of the adapted research model with relevant studies 
 

Type of 

motivation 

Category Elements Reference No. of 

Items 

External 

Motivation (E) 

Reward(RWD) Pay Furham, 2009; 

Stroh, 2001; 

Ko and Jun, 2015 

 

5 

Benefits 

Bonuses 

Insurance 

Perks 

Quality of Work Life 

(QWL) 

Comfort Furham, 2009; 

Ko and Jun, 2015; 

Stroh, 2001; 

 

12 

Conditions 

Safety 

Location 

Flexibility 
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Balance 

Regulatory 

Security 

Tranquility 

Variety 

Reward Probability 

Objectives 

Interpersonal 

Relationship (IR) 

Trust Ko and Jun, 2015; 

Edey Gamassou, 

2014; 

Furham, 2009; 

Stroh, 2001 

9 

Associate 

Social interaction 

Teamwork 

Independence 

Supervision 

Feedback 

Support 

Friendship 

Intrinsic 

Motivation (I) 

Achievement(ACM) Contribution Furham, 2009; 

Ko and Jun, 2015; 

Hon and Leung, 

2011; 

Edey Gamassou, 

2014 

9 

Effortlessness 

Simplicity 

Creativity 

Teaching 

Visibility 

Personal-culture 

Personal-position 

Value 

Power (PWR) Power Furham, 2009; 

Ko and Jun, 2015; 

Stroh, 2001; 

 

8 

Responsibility 

Clarity 

Decision-making 

Competition 
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Image 

Recognition 

Status 

Job Resource(JR) Intellectuality Furham, 2009; 

Ko and Jun, 2015 

10 

Personal growth 

Personal relevance 

Stimulation 

Learning 

Exercise 

Title 

Promotion 

Fairness 

Job-hopping 

 

 

3.3.4 Data Collection 

The questionnaire was posted on http://www.sojump.com, which is a popular online survey 

system in China. It ensured that one IP address could only file the questionnaire once. The online 

questionnaire could save time and avoid geographical restrictions (Cheng et al., 2012). And this 

was an efficient way to improve the accuracy of the data collection. The online survey system 

would record the answers automatically once a questionnaire had been completed. Because our 

respondents were Chinese, they would find it easier to understand our topic in Mandarin Chinese; 

hence, we formulated the original version in Chinese and then translated it into English (see 

Appendices II and III). 

 

According to Denscombe (2014), it is important to test the questionnaire with a small pilot study, 

as this would help us reduce the possibility of obtaining less relevant results (Oppenheim, 2004). 

Therefore, we sent the questionnaire link to a small target group to discover whether the 

questionnaire is strongly linked to our research. Positive feedback would enable us to send it to 

the whole target group; otherwise, we would have to revise it before sending it out. 
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3.4 Statistical Tests 

We used the SPSS statistical tool to analyze the data collected from the online questionnaire: 

1. This study describes the data on the respondents’ characteristics. 

2. This study applies factor analysis to re-scale the elements. 

3. This study applies reliability analysis to test each factor’s reliability in new scales 

4. This study applies a T-test to find the differences between 80s and 90s in each new scale. 
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4.  Results and Analysis 

The duration of the online survey was six days, from 3rd May to 8th May, 2016. In this research, 

the initial sample size was ten interviewees and 40 of our friends, relatives and classmates. These 

people then sent the hyperlinks to their friends or on a social platform (e.g. Wechat). Finally, we 

received 216 questionnaires in the Chinese version through the survey website .com. Of these 

216 questionnaires, 36 were deleted because of disqualifications in the education and age 

categories. Therefore, 180 questionnaires contained valid data. 

 

4.1 Description of Data 

4.1.1 Characteristics of participants 

Table 2 provides the complete description of the participants’ characteristics. The following 

paragraphs describe each item. 

 

Gender 

Of the 180 valid questionnaires, 112 were submitted by female respondents and 68 by male 

respondents. 

 

Age 

The samples show that the distribution of the date of birth focuses on the range from 1985 to 

1989 and 1990 to 1994, accounting for 37.8% and 46.7% of the total respondents. The other dates 

of birth range from 1980 to 1984 (10%) and the period after 1995 (5.6%). The results have an 

unbalanced distribution among the different dates of birth, but we believe that the data are valid, 

since our purpose was to try to find the job motivation of the Chinese young generation. For the 

later test, we put the people born between 1980 and 1989 into the 80s, while the 90s represent 

those people born after 1990. 
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Working Time 

Among all the respondents, 38.9% have been working for less than one year, while the 

respondents whose working time is between one and three years, three-five years and over five 

years account for 15.6%, 20% and 25.5% respectively. The distribution is quite well balanced. 

Hence, the data are sufficiently valid for us to proceed with the analysis 

 

Education 

Our target objects are part of the highly-educated young generation; therefore, the educational 

levels of this research are bachelor’s degree (55%), master’s degree (41.1%) and Ph.D (3.9%). 

This indicates that our sample is characteristic of our target group of highly-educated young 

people. 

 

Marriage 

70.6% of the respondents are single, while 29.4% of them are married. Although the distribution 

of this item among different personal life statuses is unbalanced, the data may help us to find out 

whether different life statuses influence individuals’ job motivations. 

 
Workplace 

About 40.6% of the respondents are working in their hometowns, while 36.1% of them will not 

be working in their hometowns after graduation. While there are still 23.3% of them haven’t 

decided yet since part of our samples are still student in colleges. 
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Table 2: Demographic details of the respondents (n=180) 
    
Measure Items Frequency Percentage (%) 
Gender Female 112 62.2 
 Male 68 37.8 
    
Age 1980-1984 18 10 
 1985-1989 68 37.8 
 1990-1994 84 46.7 
 after 1995 10 5.6 
    
Working time < 1year 70 38.9 
 1-3 years 28 15.6 
 3-5 years 36 20 
 >5 years 46 25.6 
    
Education Bachelor 99 55 
 Master 74 41.1 
 PhD 7 3.9 
    
Marriage Single 126 70 
 Married 53 39.4 
 Divorced 1 0.6 
    
Workplace In hometown 73 40.6 

 
Out of 
hometown 65 36.1 

 Haven’t decide 42 23.3 
 

4.1.2 Cross-tabulation 

From the interviews, we found that the life statuses of the 80s and 90s groups and the workplace 

have a greater influence on the individual motivation for choice of job and improved performance 

than any other condition, such as education, gender and working time. In this descriptive result, 

we also show the relationships between age and marriage, and age and workplace in detail. Table 

3 is the result of Age and Marriage cross-tabulation, while Table 4 is the result of Age and 

Workplace cross-tabulation. 
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Table 3 shows the result of Age and Marriage cross-tabulation. We can see that, among the 80s 

group, 43% are single and 55.8% are married. Most of the 90s group are single (94.7%). For the 

80s group, 29.4% are single in the whole single status while the remaining 70.6% are in the 90s 

group. 90.6% of married people are in the 80s group. 

 

Table 3: result of Age and Marriage cross-tabulation 

   Single Married Divorced 

Age 
80s Count 37 48 1 

% within Age 43.00% 55.80% 1.20% 

90s Count 89 5 0 
% within Age 94.70% 5.30% 0.00% 

 
 
Table 4 shows the result of Age and Workplace cross-tabulation. In the 80s group, only 31% of 

80s work or will work in their hometown, while this number among 90s is 44.7%. On the 

contrary, the number of 80s who work or will work out of hometown is larger than this number of 

90s, they are 43% and 29.8% relevantly. There are still 20.9% of 80s and 25.5% of 90s haven’t 

decide their workplace since we have students in our samples. 

 
Table 4: result of Age and Workplace cross-tabulation 

 

   
In 
hometown 

Out of 
hometown 

Haven’t 
decide  

Age 
80s Count 31 37 18 

% within Age 36.0% 43.0% 20.9% 

90s Count 42 28 24 
% within Age 44.7% 29.8% 25.5% 

 
 

4.2 Factor Analysis 

In the factor analysis, we firstly examined all the questions. Based on the results, we deleted 

those questions with factor loadings under 0.45 (Hair, 2006), which included trust (0.402), image 

(0.446), recognition (0.433), security (0.425) and creativity (0.411). Then we re-scaled all the 
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valid questions, resulting in 11 new scales. Finally, we conducted individual factor analysis for 

each of the 11 new scales. 

 

One scale with a KMO of 0.05 might not have worked well; therefore, we deleted it. Finally, we 

were left with ten valuable scales (Show in Table 6). 

 

4.2.1 Validity result 

Table 5 shows the validity results for the new scales. Apart from the scale “Cooperation”, the 

KMOs of the other scales are all above 0.6, which indicates that they are suitable for conducting 

further factor analysis. Hence, we deleted the “Cooperation” scale from our further analysis. 

 

Table 5: Result of Validity 
 

New scale KMO Bartlett df Sig. 
Self-expression 0.859 21 0.00 
Personal-fit 0.768 6 0.00 
Work Environment 0.823 10 0.00 
Reward 0.799 10 0.00 
Job Involvement 0.702 6 0.00 
Leadership 0.712 6 0.00 
Self-perception 0.623 3 0.00 
Work Flexibility 0.712 6 0.00 
Cooperation 0.500 1 0.00 
Personal fulfilment 0.824 6 0.00 
Reputation 0.693 3 0.00 

 

4.2.2 Factor Analysis 

Table 6 shows the final results of Factor Analysis. We found that the original six scales based on 

the literature reviews and the interview results are no longer suitable for the Chinese young 

generations (including 1980s and 1995s). The quantity of new scales for the Chinese young 

generation is ten: Self-Expression, Personal Fit, Work Environment, Reward, Job Involvement, 

Leadership, Self-perception, Work Flexibility, Personal Fulfillment, Reputation. 
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Table 6: The Result of Factor Analysis 

 Factor 
Item and classification 1 2 3 4 5 
Self-expression (scale 1)      

Visibility 0.748     

Competition 0.747     

Decision-making 0.693     

Teaching 0.64     

Exercise 0.621     

Power 0.606     

Contribution 0.59     
Personal Fit (scale 2)      

Personality-culture  0.777    

Value  0.763    

Personality-position  0.68    

Stimulation  0.645    

Work Environment (scale 3)      

Comfort   0.739   

Safety   0.701   

Condition   0.687   

Location   0.656   

Regulatory   0.557   

Reward (scale 4)      

Benefits    0.834  
Pay    0.814  
Insurance    0.553  
Bonuses    0.546  
Perks    0.538  
Job Involvement (scale 5)      

Simplicity     0.8 
Effortlessness     0.763 
Tranquility     0.72 
Objectives     0.553 

 

Continue 

 factor 
Item and classification 6 7 8 9 10 
Leadership (scale 6)      
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Support 0.788     

Feedback 0.653     

Friendship 0.542     

Supervision 0.514     
Self-Perception (scale 7)      

Clarity  0.67    

Responsibility  0.591    

Fairness  0.47    

Work Flexibility (scale 8)      

Flexibility   0.646   

Balance   0.567   

Job-hopping   0.567   

Independence   0.501   
Personal Fulfilment (scale 9)      

Intellectuality    0.646  
Personal growth    0.625  
Personal relevance    0.576  
Learning    0.534  
Reputation (scale 10)      

Status     0.692 
Title     0.621 
Promotion     0.583 

Note: n=180; Loadings of less than 0.45 are suppressed. 

 

4.3 Reliability Analysis 

In order to examine the reliability of the new scales after the factor analysis, we tried to use 

reliability analysis to determine whether the measurement items have efficient internal reliability. 

 

Cronbach’s coefficient alpha is frequently used in statistics to measure the reliability of internal 

consistency. Its value is between 0 and 1 (0 indicates no internal consistency reliability and 1 

indicates great consistency reliability) (Bryman and Bell, 2015). The minimum acceptable value 

of Cronbach’s Aplha is 0.7, indicating a good level of internal consistency reliability. Values 

above 0.8 indicate great internal consistency reliability for the scale (Pallant, 2010:100). Table 7 

shows the results of the reliability test. 
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From the results, we find the new scales indicate very good internal consistency reliability in this 

sample because all ten Cronbach’s alpha values are above 0.7, indicating that all the 

measurements in this sample have efficient internal reliability. Moreover, the six Cronbach’s 

alpha values of Self-expression, Personal-fit, Work Environment, Reward, Involvement, and 

Personal fulfilment are 0.868, 0.848, 0.81, 0.824, 0.818 and 0.857 respectively. All the alpha 

values are over 0.8, indicating perfect consistency reliability for their scales in this sample. 

 

Table 7: The Results of Reliability Test 

Variables Items Mean Cronbach's 
Alpha 

Self-expression (SE) 7 38.64 0.868 
Personal-fit (PF) 6 36.24 0.848 
Work Environment (WE) 6 35.64 0.81 
Reward (RD) 6 36.56 0.824 
Job Involvement (JI) 4 18.84 0.811 
Leadership (LD) 4 23.28 0.769 
Self-perception (SP) 4 23.63 0.789 
Work Flexibility (WF) 4 22.03 0.718 
Personal Fulfilment (PF) 4 24.01 0.857 
Reputation (RT) 3 16.88 0.772 

 

4.4 T-test 

In order to find the difference between the 80s and 90s in the new scales, we conducted a T-test. 

According to Levene’s Test for Equality of Variances, we find that only the p value of WE 

(Work Environment) is under 0.05, indicating a significant level. We need to use the t-value in 

Equal variances not assumed for further comparisons. For rest scales, we will see the t-value in 

the Equal variances assumed category. Table 6 shows the results of the T-test and Table 7 shows 

the results of group statistics. 

 

Table 8 shows the T-test result. We can easily see that only one scale’s (WE) p value (2-tailed) is 

less than 0.05, indicating a significant difference between the 80s and 90s generations on WE. 

The Mean values of WE show that the 80s are more sensitive about work-environment than the 
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90s when they choose a job. Combined with the results in Table 8, the remaining nine new scales 

show no significant differences between the 80s and 90s. 

 

Table 8: Results of T-Test 
 

One-Sample T-Test 
  Levene's Test T-test 

  
F Sig. (p) t df Sig. (2-

tailed) (p) 
SE Equal variances assumed 0.611 0.436 0.593 178 0.554 
PF Equal variances assumed 0.046 0.831 -0.4 178 0.968 
WE Equal variances not assumed 4.277 0.04 -1.221 171 0.224 
RD Equal variances assumed 0.067 0.796 0.029 178 0.977 
JI Equal variances assumed 1.713 0.192 0.172 178 0.864 
LD Equal variances assumed 0.898 0.345 -0.144 178 0.885 
SP Equal variances assumed 0.023 0.881 -0.439 178 0.661 
WF Equal variances assumed 0.599 0.44 2.842 178 0.005 
PF Equal variances assumed 0.279 0.598 1.308 178 0.193 
RT Equal variances assumed 1.132 0.289 1.109 178 0.269 

 

4.5 Summary of results 

To summarize the results mentioned above, 180 respondents provided valid data as the Chinese 

highly-educated generation Y. In the factor analysis, we obtained ten new valuable scales. We 

then conducted a reliability test with these ten new scales; all the alpha values of the ten scales 

are over 0.7, indicating very good internal consistency reliability for these ten scales in this study. 

 

From the T-test for the different generations of 80s and 90s, we obtained just one scale whose 

value of sig. (2-tailed) is less than 0.05. This indicates that, of the ten new scales, only “Work-

Environment” shows a significant difference between the 80s and 90s. Table 9 shows the ten new 

scales of extrinsic and intrinsic motivation. 
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Table 9: New Scales of individual motivation 

Type of motivation New scales New elements 

Extrinsic 
Motivation 

Work Environment 

Comfort 
Safety 
Condition 
Location 
Regulatory 

Reward 

Benefits 
Pay 
Insurance 
Bonuses 
Perks 

Job Involvement 

Simplicity 
Effortlessness 
Tranquility 
Objectives 

Leadership 

Support 
Feedback 
Friendship 
Supervision 

Work Flexibility 

Flexibility 
Balance 
Job-hopping 
Independence 

Intrinsic  
Motivation 

Self-expression 

Visibility 
Competition 
Decision-making 
Teaching 
Exercise 
Power 
Contribution 

Personal-fit 

Personality-culture 
Value 
Personality-position 
Stimulation 

Self-perception 
Clarity 
Responsibility 
Fairness 

Personal Fulfilment 

Intellectuality 
Personal growth 
Personal relevance 
Learning 

Reputation 
Status 
Title 
Promotion 
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5. Discussion 

In chapter 5, we offer a deeper discussion that focuses on each new scale of motivation and the 

relationships between individual motivation and MCSs. 

 
The result of statistical analysis shows that the motivation scales among the Chinese highly-

educated young generation are slightly different from those in the theoretical research. Generally, 

the Chinese highly-educated young generation considers more intrinsic motivators than extrinsic 

motivators. Three of the new scales have means above 6.00: Reward, Personal fit and Self-

fulfilment. This result is consistent with the opinions of our interviewees. They mentioned that 

the highly-educated young generation in China will consider both financial reward and the fitness 

between individual personality or interest and organizational culture, and they have a high 

demand for personal fulfilment. This indicates that employers should consider all those scales 

when considering the recruitment of qualified employees, or help the employees to achieve a 

better performance. Those scales refer to all levels of MCSs; if the managers only regard any 

MCSs as independent parts, other motivators will be missed. 

 

5.1 Individual Motivation 

5.1.1 Extrinsic motivation 

Reward: Many researchers claim that money is a lesser motivator for Generation Y (Crumpacker 

and Crumpacker, 2007; Stroh, 2001). But the data in our paper indicate a different view. All the 

scales based on the theory are mixed and reorganized, except this one. And this gained quite a 

high mean, indicating that the highly-educated young generations in China still regard financial 

reward as a very important factor in their individual careers. There may be three main reasons for 

this: the cost of living, lifestyle, and the concept of reward. There is a very significant trend of 

graduate students seeking opportunities in bigger cities, especially Beijing, Shanghai, Shenzhen 

and Guangzhou. Based on our samples, only 36.1% will work in their hometowns. Their cost of 

living will increase if they want to live in big cities or outside their hometowns (if they stay in 
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their hometowns, most Chinese children will live with their parents); thus, they require higher 

incomes to meet the needs of their daily lives: 

 

Generally, they always balance individual development opportunities and salary, it depends 

on whether they are working in their hometown or not; if they are not working in their 

hometown, the cost of life will be higher; hence they have more requirements on salary. 

(Trainer, International Coach Federation (Shanghai)) 

 

While this trend is changing, from our data, more and more 1990s will put hometown as their 

first choice. There are maybe two reasons, fist is the economic development in China, there are 

more and more opportunists in small and middle cities, and the second reason is the life style 

which 1990s choose, they are prefer easier and better life. 

 

Generation Y is growing with the Chinese reform and opening-up policy. The rapid development 

of the economy leads to high demand for material goods, as they seek up-to-date electronics, 

fashionable clothing, etc. This young generation, especially those born in the 1990s, mostly come 

from single-child families; their families are under less economic pressure, and they believe that 

they should reap the rewards of their efforts immediately: 

 

1990s are born in a relaxed environment…they have less responsibilities and more choice; 

thus, because there’s no “delayed effect” on happiness among them, that means they are 

eager to get the pay and recognition as soon as they have accomplished the task or made 

achievements. 

(Trainer, International Coach Federation (Shanghai)) 

 

Meanwhile, most of those born in the 1980s are married (55.8% of the 80s group in our sample 

are married) and are bearing the responsibilities of their families. Therefore, perhaps for different 

reasons, the highly-educated young generation all consider financial reward a decisive factor. 

This indicates that applying the same set of rules to everyone will not work; the reward package 

should be customized in accordance with individual needs and situations (Solnet et al., 2012). 
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Work Environment: The young generations born in the 1980s and 1990s show no significant 

differences in other motivation factor scales, except the requirement on environment. The result 

indicates that the 90s group has higher requirements than the 80s group with regard to the work 

environment. When they choose a job, a company with a better work environment may be more 

attractive to them. 

 

Young generation concerned more with the working conditions, most of them will refuse the 

offer if you ask them to work in the workshop. They prefer to work in office building, even 

with lower salary. 

(Manager, HR service company) 

 

The young generation’s pursuit of a material life is reflected in the requirement not only for 

rewards but also with regard to the work environment. In the high-tech, fast-paced world, the 

work environment is changing drastically, and the attitudes and mindsets of employees are also 

changing (Ahmad, 2013). The highly-educated young generation is looking for comfort, safety 

and up-to-date, high-tech conditions. Gen Y employees now take electronic collaboration for 

granted; therefore, managers might also use the technology to improve their communications 

with employees (Solnet et al., 2012). The environment here includes both the physical 

environment and the policy environment. Our results indicate that the young generation in China 

also considers the regulatory aspect an important element, because having a better-educated 

background brings them a greater sense of order. 

 

Job Involvement: Job Involvement can be defined as the degree to which a person is 

preoccupied with, engaged in, and concerned with his/her present job (Kanungo, 1982; Paullay et 

al., 1994). Some researchers have indicated that employees may achieve a better performance 

when their work involves less stress and more specific instructions (Stroh, 2001; Furnham et al., 

2009). However, our results indicate that the highly-educated young generation has a high 

involvement in their jobs. HR managers and other middle managers also told us that the highly-

educated young generation will fully involve themselves in jobs of real interest to them, and they 

prefer to work in their own way. 
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Based on my observation, the most significant difference between 1990s with other 

generation might be the initiatives. Managers don’t need to give them very specific 

instructions; they can accomplish their job creatively. 

(HR manager, traditional manufacturing industry) 

 

Generation Y employees are more ambitious and career-oriented individuals (Dinnel, 2007), a 

trait that may be the reason for this phenomenon. Hence, flexible work arrangements would suit 

them better (Solnet et al., 2012): 

 

They don’t like the work with strict policy, they expect the job with more flexibility; they will 

follow the work ethic. 

(Manager, IT industry) 

 

Leadership: The highly-educated young generation emphasized leadership compared with other 

kinds of interpersonal relationship, as the mean of leadership elements was 5.82. The desire for 

equal rights decides their preferences despite the traditional hierarchies, and they enjoy the 

democratic style and freedom to have conversations. The leadership, which is no longer top-down, 

needs to have more communication with employees (Evenson, 1998); it needs to forge 

friendships with employees, friendships that will build trust and respect (Stroh, 2001): 

 

Don’t like 1970s, 1980s and 1990s, especially 1990s, they are not only obedient to the 

supervisor, they prefer their supervisor to hold an open attitude, to give them opportunities 

to practise their own manner, and listen to their opinion. 

(Director, medical industry) 

 

Young generation hope to gain the respect from leader. 

(Manager, HR service company) 

 

From our interviews, we also found that more and more companies have realized that managers 

should develop their leadership abilities, and companies have provided leadership training 

programs for the managers: 
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The most popular leadership style is coaching; we are designing the training programs for 

managers to develop this leadership. 

(HR manager, traditional manufacturing industry) 

 

More and more companies cooperate with us on coaching programs; by coaching, a leader 

can help his members to find self-value, and can help them to fulfil themselves. 

(Trainer, International Coach Federation (Shanghai)) 

 

But the most difficult problem for the supervisors now is how to balance decentralization and 

control: 

 

It requires leaders (most of them are 1960s and 1970s) to change their leadership and way 

of thinking, …., to balance decentralization and control, give the new generation of 

employees the opportunities to try their own way, but still take control of the cost of trial 

and error. 

(Trainer, International Coach Federation (Shanghai)) 

 

Work Flexibility: The high mean of this new scale provides us with powerful evidence that the 

punch clock is not suitable for the highly-educated young generation of employees. And the 

classic monitoring mechanisms also need to be adjusted now.  Generation Y consists of self-

focused people (Dinnell, 2007) pursuing freedom; hence, they prefer jobs that will give them 

balanced lives: 

 

Young Generations search for more free time; they have more entertainment activities, 

which require time. 

(Manager, HR service company) 

 

Generation Y members are also considered fickle (Dinnell, 2007); they bear less pressure from 

the family and there are abundant opportunities in China along with the economic boom, making 

job-hopping easy: 
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1980s and 1990s need more incentives to inspire their passion; otherwise they are easily 

bored and jump ship. 

(Manager, IT industry) 

 

5.1.2 Intrinsic motivation 

Self-expression: During the interviews, almost all the managers mentioned that members of the 

generation born in the 1990s are more confident about expressing themselves publicly compared 

with the older generation. They are in pursuit of self-honour; hence, commendations for their 

good performance or achievement would be a very effective way of stimulating them: 

 

They dare to express themselves, for example in the annual meeting, they would like to have 

better performance, even some of them who usually look introverted. 

(HR manager, traditional manufacturing industry) 

 

Young generation, especially 1985s-1990s, like public recognition. They are visible. 

(Manager, HR service company) 

 

This recognition may be from supervisor to employee, from peer to peer, team-based, or 

organization-wide (Solnet et al., 2012). 

 

Although some of our interviewees think that only the older generation has a stronger sense of 

the public good, the results of our survey show that the young generation would like to have more 

opportunities to do something good for society. 

 

Personal Fit: This scale is the second one with a mean above 6.  Personal fit here includes the 

personality with the organizational culture, personality and interesting characteristics of the 

position, and personal value with organizational value. The young generation focuses more on 

their interests, and they have diversified career dreams (Ma, 2015): 
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When choosing job, they have their preference. Sometimes, they will choose the job which 

they are interested in, even though salary may be lower. 

(Manager, HR service company) 

 

There are two main reasons for this. First, compared with the older generation, the young 

generations have grown up in a liberal environment; society is more tolerant and there has been 

an information explosion. They have many channels from which to obtain different information 

and opinions. They, especially the 1990s, dare to internalize the information they receive. Most 

of them are assertive, always insisting on their own rights and opinions. Therefore, when they are 

looking for a job, they like to choose companies that fit with their values and interests. Second, 

they can get financial support from their families when they are unemployed. Most of the older 

generation never had this support. Actually, it is always beneficial for organizations to recruit 

candidates who fit their culture. A successful recruiter considers the values of the potential recruit 

and how that person will fit with the organization (Solnet et al., 2012). Our interviewees also 

noted that the candidates’ performance and organizational culture fit have a positive correlation: 

 

The more the candidates match the organizational culture, they better they perform, the 

longer they will stay in the company, and in the long term, they will get a higher salary. 

(Trainer, International Coach Federation (Shanghai)) 

 

Actually, organizations are also giving increasing weight to the personal fit, and more and more 

companies are using both subjective and objective judgements during recruitment: 

 

By a designed group assignment, recruiters can observe individuals’ performance, which 

leads to a subjective judgement; joined with the result of scientific assessment instruments, 

an objective result, this could be more effective for recruiting suitable persons. 

(Trainer, International Coach Federation (Shanghai)) 

 

Self-perception: This generation has a more highly-educated background (and our study subjects 

are highly-educated). They have more sense of individual rights and have clear boundaries with 

others; thus, they also hope to clarify their positions in the organization. Clarified positions lead 



35 
	

to relevant responsibilities. We mentioned that allowing employees to participate in decision-

making will improve their performance, but this will not be particularly effective if managers fail 

to properly delegate responsibilities to employees (Stroh, 2001). The same holds true for the 

highly-educated young generation in China. Additionally, the new generation focuses more on 

justice and fairness; they pursue equality and ignore authority (Ma, 2015): 

 

For the company’s rules and regulations, they need to be fair and impartial. The judgement 

should be according to them. Young generation doesn’t like office political interference. 

(HR Director, Shipyard Industry) 

 

 

Personal fulfilment: This is the last scale with a mean above 6. Solnet (2012) also argued that 

Gen Y employees place a high value on learning and development. The young generation studies 

long and hard, especially the highly-educated group, and they are they eager to put what they 

have learnt into practice. Generation Y is more self-challenging; in addition to the knowledge 

they have acquired, they like to learn new things and they crave employers who offer growth and 

training opportunities (Solnet et al., 2012). 

 

They have high enthusiasm to learn new things. 

(Manager, HR service company) 

 

In this fast-paced society, up-data training is important for both employees and employers. 

Generation Y employees bore easily (Solnet et al., 2012), and training and opportunities to learn 

new things would provide effective career management and support their career development, 

thus enhancing their performance (Barnett and Bradley, 2007; Kong et al., 2012). Some 

companies have realized the importance of providing opportunities for highly-educated 

employees to attend different types of training: 

 

A lot of companies design training package for each employee, not only for the professional 

training, but also some training which is not work-related. … The Mentoring Program 

which applied in some organizations also provides the great fast-growing opportunity for 
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the new employees and, through mentoring, the supervisors can discover the specific 

abilities of the employees which may not be displayed on their resumes; this would benefit 

both the organization and the individual. 

(Trainer, International Coach Federation (Shanghai)) 

 

When there is conflict between individuals’ interests and organizational interest, members of 

the highly-educated young generation always choose to defend their own interests. 

 

Because of the characteristics of self-focus, they always defend their own interest. 

Those conflicts usually refer to the individual development and organizational 

development. The company should give the opportunities to employees to fulfil 

themselves. 

(Trainer, International Coach Federation (Shanghai)) 

 

During the process of organizational development, company should give employees 

bigger platform, give them more challenges and opportunities to fulfil their need of 

achievement. 

(HR manager, traditional manufacturing industry) 

 

Reputation: Generation Y employees are ambitious and career-oriented individuals (Dinnell, 

2007); hence, opportunities for career growth and advancement are great motivators for them 

(Crumpacker and Crumpacker, 2007). And because there is no “delayed effect”, they will be 

looking for promotion or a better title to prove their performance. This is a matter of individual 

expectations but there is an additional reason why the young generations emphasise promotion at 

work: the influence of the social environment - the attitude to success. 

 

Because of the high speed of Chinese economic growth, there are lots of opportunities, and 

the society touted success as high income and good title. 

(Manager, HR service company) 
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However, in our in-depth interviews, some managers underestimated the importance of title for 

the young generation, claiming that the young generations don’t care about those formalistic 

stimulants.  In fact, young generation employees are also facing some different types of 

promotion: 

 

Some companies, especially the foreign-owned, or joint-venture companies, they would like     

to motivate employees by promotion, but be enslaved by the limited resource, or from the 

perspective of other perspectives, they would only promote employees by title, with no 

increase in salary but other perks…. 

Master’s student in HR, ESIC 

 

5.2 Individual motivation and MCSs 

Our theoretical study of motivation is based on the Two-factors theory of Herzberg (1966), who 

indicated that management should take extrinsic and intrinsic factors into consideration when 

stimulating employees. Meanwhile, Hicks et al.(1975) argued that we should consider external 

motivation as a theory that builds on internal motivation, the forces that exist inside the 

individual as well as the factors controlled by the manager. They indicated that employees’ 

attitudes are significantly influenced by management policies and practices, as well as by 

organizational culture and climate (Solnet et al., 2012). In order to have a highly motivated team 

of employees who always maintain confident and positive attitudes and strive to reach their peak 

performance every day, management can play a crucial role in providing different types of 

stimuli (Stroh, 2001). Taking our results into account, we find that the motivators influenced one 

another; for example, salary (Reward), challenge (Self-fulfilment) and promotion (Reputation) 

are always balanced together by employees; the capability of Leadership should be improved 

since the highly-educated young generation puts Self-fulfilment in an important position, while 

learning will generate cost of trial and error; the highly-educated young generation has high 

involvement in their jobs, but they still require Flexibility, etc. Hence, management should take 

HR into consideration at each level of MCS; otherwise all the actions taken by supervisors to 

stimulate employees will like a Sky Penthouses. HR should be considered from ex ante planning 

to the final result analysis: from the establishment of the ideology of the organization to the 
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implementation of the specific rules.  Planning decides the direction for the organization or its 

employees, but people involved in planning activities are more likely to buy into them and to 

execute them; mechanisms should exist to monitor employees’ behaviour, but a symbolic control 

should also exist to create bonds of emotions and symbolic connections between members 

(Malmi and Brwon, 2008; Hatch and Cunliffe, 2013). Therefore, we can conclude that MCSs 

could not be regarded independently; they should take the form of a package instead, and at all 

the levels HR should be taken into account. 
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6.Summary 

Chapter 6 is a summary of this study. A conclusion from this study will be made based on the 

theoretical study and statistical analysis. Then the managerial implications will be presented 

according to the discussion. Finally, we will summarize the limitations of the study. 

 

6.1 Conclusion 

This research first collected comprehensive factors from previous research. Then, using in-depth 

interviews and a questionnaire, we identified the relations between those factors based on the 

highly-educated young generation in China, which we can see in Figure 3. These are the verified 

factors that will affect the highly-educated young generation in China with regard to enhancing 

their performance or recruiting suitable employees. See Figure 5. 

 

Fig.5 New scales of motivation within the Chinese highly-educated young generation 

 
 

This study has contributions to make with regard to two aspects. First, few previous studies have 

focused on the factors that motivate the Chinese highly-educated young generation. This study 

has identified the important factors of concern to them. Second, the results of this study may 
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provide suggestions for the organizations to improve their MCSs in a systematic way, since all 

these motivators relate to different levels of control systems. 

 

6.2 Managerial Implications 

Several managerial implications emerge from our discussion: 

 

First, using statistical analysis, this study has identified the factors pertinent to the recruitment 

and motivation of employees. Of these factors, Reward, Personal-fit and Personal Fulfilment are 

the three most important factors for recruiting the highly-educated young generation and 

improving their performance. 

 

Second, the 1980s and 1990s groups have significantly different requirements from the work 

environment. From Table 10, we can see that the 1990s have higher requirements from the work 

environment than the 1980s. Companies should take this difference into consideration when 

recruiting highly-educated young generation employees. Organizations should develop their 

working conditions to meet the requirements of the era. 

 
Table 10. T number and Mean of Work Environment 

Name p t Mean 

1980s 1990s 

WE 0.04 -1.221 28.9651 29.6702 

 

Third, through our in-depth interviews and questionnaire, we found that there are certain gaps in 

understanding between managers and the young generation. One is the sense of working for the 

good of society. Another is the requirement of a title. Some managers thought that these two 

points are not stimulants for the young generation. However, our data indicated that they are both 

important for the highly-educated young generation in terms of choosing a job and improving 

their performance. 
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Fourth, managers should note that their understanding of the highly-educated young generation 

may be slightly different from the actual situation. For example, some HR or middle managers 

think that the young generation has no sense of working for the good of society, and some of 

them think that titles are not important to them, etc. However, our data show that the highly-

educated young generation prefers to benefit society and gain a good title. This indicates that the 

company should give Generation Y opportunities to engage in socially responsible actions, such 

as volunteering, green initiatives etc. (Solnet et al., 2012). Moreover, organizations should 

provide promotion channels and even design promotion plans for employees, especially those 

employees recruited from university campuses. 

 

Fifth, since both extrinsic and intrinsic motivators of young generation employees are controlled 

by management to some degree, it is important for organizations to design MCSs as a package 

and to consider HR in each step of control. In this way, organizations might create an atmosphere 

from the psychic to the physical level in order to recruit suitable candidates and stimulate their 

performance. 

 

Sixth, several other practical suggestions for organizations emerged from our discussion. 

Recruiters should focus not only on candidates’ current level of skills and knowledge but also on 

the bigger picture of the whole person, what they believe in and their general disposition to work 

and to life (Solnet et al., 2012). According to the different requirements and interests of each 

employee, supervisors or the organization should design different reward and training packages 

for them since they are in different situations. Supervisors should have more communication with 

employees, maintain an enthusiastic attitude, be available to answer questions, talk to them and 

laugh with them; managers should pay attention to the quality of time spend with employees 

(Evenson, 1998). In order to meet the characteristics of the “no delay effect”, supervisors should 

divide the long-term goal into small short-term tasks, giving feedback to the employees in a 

timely manner. 

 

Managers should also give them the opportunity to experience the business as a customer would, 

or experience the leadership as a supervisor would, to enable them to put themselves in the 

customer’s or the supervisor’s shoes. 
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6.3 Limitations 

There are some limitations to this study. Firstly, because of the limited time and resources, we 

were unable to collect data over a longer period of time. This may have resulted in incomplete 

sampling for the interviews and questionnaire; the opinions expressed may not be representative 

of managers of all industries, and the data may not reflect the full spectrum of the Chinese 

highly-educated generation Y. Secondly, the group of Chinese highly-educated generation Y, 

especially the 90s, is large. Motivations may differ according to location, religion, study major, 

etc. But the respondents in this study are mostly friends, classmates or co-workers; had the range 

been wider, the results might have been different. Thirdly, the data may not be valid for very long 

because some of the respondents have just begun their college lives, and they may have only a 

vague understanding of why and how they will choose their jobs. Even those who are aware of 

their job motivations may find that these motivations change over time and due to their 

surrounding environments. 

 

6.4 Suggestions for Future Research 

This study points towards several areas of potential future research. First, in future studies, other 

researchers may wish to take more time and employ a wider range of samples for interviews and 

data collection. Second, the results indicate that there is only one significant difference between 

1980s and 1990s (1990-1995), possibly because there are other factors that might be considered. 

Third, we took only Generation Y (the group born in the 1980s and between 1990 and 1995) into 

account. Future researchers might take the entire 1990s group into account. 
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Appendix 1: In-depth interview questions 
Our purpose in this paper is to find the main factors that may influence highly-educated 

(bachelor’s or above) 80s and 90s (G-Y) in China when they choose a job or strive for a 

better performance in their position. 

1. What are the differences between the 70s, 80s and 90s from a managerial perspective? 

2. Are the financial aspects as efficient as before� 

3. What kind of environment and policies are 80s and 90s looking for� 

4. What kind of relationship and supervision style do 80s and 90s prefer? 

5. How important are the intrinsic factors (motivators) when recruiting or stimulating G-Y? 

(intrinsic factors may include, but are not limited to, the following: recognition, 

accomplishment, promotion, responsibility, individual growth, personality) 

6. What have you or your company done to help G-Y employees perform better as a result of 

intrinsic factors? 

7. Do you think personality is one of the intrinsic factors? Do you think the personality-culture 

fit plays an important role when G-Y and the company choose each other or stimulate 

employees? 

8. Do you think the motivation differs depending on the length of time worked? 

9. What other factors should be considered? What is your suggestion for the company or other 

managers? 
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Appendix 2 Questionnaire (English) 
Factors influence 80s and 90s to choose job and improve individual job performance 
 
Dear respondent, thank you for taking your time to fill out the questionnaire. This is the 

questionnaire about the factors influencing 80s and 90s to choose job the improve individual job 

performance. This questionnaire is just for academic research which could not involve personal 

privacy and commercial purpose. There is no standard answer to all question, please fill in based 

on the actual feelings. 

 

The next 5-10 years, 80s and 90s will become the largest group in the workplace. This 

questionnaire is from the perspective of 80s and 90s, trying to find the factors they focus on when 

they choose job or during work. It could help organization to change the organizational policy to 

meet the need of 80s and 90s. 

 
1-6 is basic information, all multiple choice 
 
1. What is your gender [multiple choice] [shall answer] 
○ Male ○ Female 
 
2. Your birth year [multiple choice] [shall answer] 
○ 1974 ○ 1975 Prior Year - 1979 ○ 1980 - The 1984 ○ 1985 Year - 1989 
○ 1990 - 1994 ○ 1995 onwards 
 
3. Your work experience [multiple choice] [shall answer] 
○ 1 year or less ○ 1 - At least 3 years ○ 3-5 ○ 5 years 
 
4. You are studying or have achieved the highest degree [multiple choice] [shall answer] 
○High School ○ University graduate ○ Master Bachelor ○ PhD students ○ Other 
 
5. Your marital status [multiple choice] [shall answer] 
○ Single ○ Married ○ Divorced 
 
6. You (will) at home job? [Multiple choice] [shall answer] 
○ YES ○NO○ Uncertain 
 
7-17 is all the factors that may affect 80s and 90s choosing work or improving performance. 

Please rate them according to your actual feelings. There are seven options under each relevant 

factors, 1 is extremely not important, and 7 is very important. Please choose only one rating. 
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7. Work environment 
 1 2 3 4 5 6 7 
Good and comfortable working environment ○ ○ ○ ○ ○ ○ ○ 

Modem equipment and technology ○ ○ ○ ○ ○ ○ ○ 
Safe and secure work facilities ○ ○ ○ ○ ○ ○ ○ 
Location convenient to access ○ ○ ○ ○ ○ ○ ○ 
Flexible working hours ○ ○ ○ ○ ○ ○ ○ 
Achieve work-life balance ○ ○ ○ ○ ○ ○ ○ 

 

 
 
8. Company policies 
 1 2 3 4 5 6 7 
To Provide standard, stable and controllable conduct ○ ○ ○ ○ ○ ○ ○ 

To provide a stable and secure future ○ ○ ○ ○ ○ ○ ○ 
No pressure ○ ○ ○ ○ ○ ○ ○ 
Reasonable performance incentive mechanism ○ ○ ○ ○ ○ ○ ○ 
Detailed work instructions ○ ○ ○ ○ ○ ○ ○ 

 

 
 
9. Pay and benefits 
 1 2 3 4 5 6 7 
High salary ○ ○ ○ ○ ○ ○ ○ 
Provide additional subsidies (such as bonuses, additional paid 
leave, etc.) ○ ○ ○ ○ ○ ○ ○ 

Opportunities to improve the basic wage ○ ○ ○ ○ ○ ○ ○ 
Insurance ○ ○ ○ ○ ○ ○ ○ 
Other benefits (such as a company car, discounted merchandise, 
etc.) ○ ○ ○ ○ ○ ○ ○ 

 

 
10. Interpersonal relationships 
 1 2 3 4 5 6 7 
Access to organizational trust ○ ○ ○ ○ ○ ○ ○ 

Colleagues are warm and friendly ○ ○ ○ ○ ○ ○ ○ 
Opportunities to improve the basic wage ○ ○ ○ ○ ○ ○ ○ 
To build social relationships with others ○ ○ ○ ○ ○ ○ ○ 
Cooperating with others on works ○ ○ ○ ○ ○ ○ ○ 
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11. Subordinate relationship 
 1 2 3 4 5 6 7 
Work independently without supervision ○ ○ ○ ○ ○ ○ ○ 

Boss is fair enough ○ ○ ○ ○ ○ ○ ○ 
Get feedback timely ○ ○ ○ ○ ○ ○ ○ 
To get help with your superiors ○ ○ ○ ○ ○ ○ ○ 
Would build friendship with bosses ○ ○ ○ ○ ○ ○ ○ 

 

 
12. Effects of accomplishment 
 1 2 3 4 5 6 7 
Work is socially useful ○ ○ ○ ○ ○ ○ ○ 

Work does not require extra effort to complete ○ ○ ○ ○ ○ ○ ○ 
Work is not complicated to finish ○ ○ ○ ○ ○ ○ ○ 
Complete with creativity ○ ○ ○ ○ ○ ○ ○ 
Could training others. ○ ○ ○ ○ ○ ○ ○ 
Could express yourself in public scenario (enterprise/external) ○ ○ ○ ○ ○ ○ ○ 

 

 
13. Recognition 
 1 2 3 4 5 6 7 
Chance to compete with others ○ ○ ○ ○ ○ ○ ○ 

To have a higher degree of recognition for job accomplishment ○ ○ ○ ○ ○ ○ ○ 
Organization has a clear recognition of your performance ○ ○ ○ ○ ○ ○ ○ 
Higher society visibility of organization ○ ○ ○ ○ ○ ○ ○ 

 

 
14. Promotion 
 1 2 3 4 5 6 7 
Good title of job position ○ ○ ○ ○ ○ ○ ○ 

Frequently promote ○ ○ ○ ○ ○ ○ ○ 
Advancement opportunities based on individual performance ○ ○ ○ ○ ○ ○ ○ 
To get promotion through change job ○ ○ ○ ○ ○ ○ ○ 

 

 
 
15. Responsibilities 
 1 2 3 4 5 6 7 
Have great influence within organization ○ ○ ○ ○ ○ ○ ○ 

Have determined the call of duty ○ ○ ○ ○ ○ ○ ○ 
Have specific roles within organization ○ ○ ○ ○ ○ ○ ○ 
Could participate in decision-making ○ ○ ○ ○ ○ ○ ○ 

 

 



56 
	

 
16. Personal growth 
 1 2 3 4 5 6 7 
Need work with more thinking and analysis ○ ○ ○ ○ ○ ○ ○ 
Opportunity for self-improvement (such as traning, re-  education 
opportunities) ○ ○ ○ ○ ○ ○ ○ 

Using your own talent and educational knowledge ○ ○ ○ ○ ○ ○ ○ 
Interesting job ○ ○ ○ ○ ○ ○ ○ 
Opportunity to learn something new ○ ○ ○ ○ ○ ○ ○ 
To exercise leadership for your own ○ ○ ○ ○ ○ ○ ○ 

 

 
 
17. Personality 
 1 2 3 4 5 6 7 
Personality matches corporative culture ○ ○ ○ ○ ○ ○ ○ 

Personality coincide job responsibilities ○ ○ ○ ○ ○ ○ ○ 
Work is in line with the personal value ○ ○ ○ ○ ○ ○ ○ 
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Appendix 3 Questionnaire (Chinese) 
 
2��d 80] 90]Úé/a�í�&Ŀ°Qď¸µJígĈ 
 

�ºíĬđ�£z�œ�¦į£iì��¯ÿn6ļÖĭÐŋM�ļÂ� 2� 80] 90
]Úé/a�i�&Ŀ°Qď¸µJí�dgĈíŋM�ÊŋM�~ËóþŋM��ßQ
��Őú��ßQ�%eêŀ�ªÇŋŖÜÇÑ:ąÔ�ī£Ò²�ō¦Vn6� 

ÉÎí 5-10� 80] 90]�§�!í�D7�ØŋMĩh� 80] 90]Úé/a�íĥ
��Tç��i�ĔQ�&�ª2ÝígĈ��Ē�FĊČ�!�iB�·Ć�ÅĂZ

80] 90]a�íŒÛbã�� 

 

 
 
ă 1-6Ŗ�mÊ*¢�k�KĿŖ 
 
1. £í¡@ 
○ ë ○ y 
 
2. £í;�  
○ 1974��C  ○ 1975�-1979� ○ 1980�-1984� ○ 1985�-1989� 
   ○ 1990�-1994� ○ 1995��] 
 
3. £í�&�Ŏ 
○ 1��
 ○ 1-3� ○ 3-5  ○ 5��	 
 
4. £×i¶Ĭ©�čU�íÆŚ~N [KĿŖ] [�ąŖ] 
○ Ś� ○ u~Êû ○ ôpóþé ○ Lpóþé ○ 3� 
 
5. £í}|ä9 
○ KĶ ○ �} ○ ù� 
 
6. £�"�i���&^� 
○ Â  ○ _  ○ �õ� 
 
 
 
ă 7-17Ŗ��Wė�d 80] 90]i�&Ŀ°©đď¸µJ¿íYŔgĈ�īÒ²���
£�Ŀ°©µJď¸í�dü�ĽĞ«<�Ù�ð2gĈ
Ç 7�ĿŔ�1ġö��Ň
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ģ�7ġö�Ňģ�īĿ°��ĿŔ� 
 
7. �&æo��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
Ězęľí�&æo ○ ○ ○ ○ ○ ○ ○ 

ç�HíĨq�¬Ë ○ ○ ○ ○ ○ ○ ○ 
Ç�/)őí�&Ĩ¾ ○ ○ ○ ○ ○ ○ ○ 
�&jà½(ÁĹ ○ ○ ○ ○ ○ ○ ○ 
�¡í�&¿Ō ○ ○ ○ ○ ○ ○ ○ 
W�ĹA�&�éÞ�ğ ○ ○ ○ ○ ○ ○ ○ 

 

 
8. 0X·Ć��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
µ'Ñ:�ý�bW´íĞ�:= ○ ○ ○ ○ ○ ○ ○ 
µ'ý�bÇ)őíÉÎ ○ ○ ○ ○ ○ ○ ○ 
ÜÇOD ○ ○ ○ ○ ○ ○ ○ 
t.Hí�&�E ○ ○ ○ ○ ○ ○ ○ 
ÇZèíď¸x¥ÌB ○ ○ ○ ○ ○ ○ ○ 
ÇĪċí�&±� ○ ○ ○ ○ ○ ○ ○ 

 

 
9. ĝĲø?��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
Ś�Ĳ ○ ○ ○ ○ ○ ○ ○ 
µ'ŗsíĠı�{xň�ŗs�ĝ,ÈĄ� ○ ○ ○ ○ ○ ○ ○ 
ÇµŚmÊ�ĲíÌ" ○ ○ ○ ○ ○ ○ ○ 
µ')ŏ ○ ○ ○ ○ ○ ○ ○ 
3�ø?�ń�{0Xņķ�«ecĄ� ○ ○ ○ ○ ○ ○ ○ 

 

 
10. �ō2ć��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
Ĝ�ĊČ*� ○ ○ ○ ○ ○ ○ ○ 
[�Rfâ¤ ○ ○ ○ ○ ○ ○ ○ 
����Ā÷"2ćíÌ" ○ ○ ○ ○ ○ ○ ○ 
W����Z& ○ ○ ○ ○ ○ ○ ○ 

 

 
11. 	
ĉ2ć��&Ŀ°©ď¸µJí�d 
 
 1 2 3 4 5 6 7 
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W�ÜÇïñíåĀ�& ○ ○ ○ ○ ○ ○ ○ 
	X0�0× ○ ○ ○ ○ ○ ○ ○ 
WĜ�Q¿í�&SŘ ○ ○ ○ ○ ○ ○ ○ 
W�Ĝ�	Xí�F ○ ○ ○ ○ ○ ○ ○ 
W��	X�ĀRĮ ○ ○ ○ ○ ○ ○ ○ 

 

 
12. §�¦��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
¨í�&�÷"Çî ○ ○ ○ ○ ○ ○ ○ 
�&�ŒģŗsíGD(W�§ ○ ○ ○ ○ ○ ○ ○ 
�&4��rÍÁ�§ ○ ○ ○ ○ ○ ○ ○ 
W�>Ń¡í�§�& ○ ○ ○ ○ ○ ○ ○ 
W�Ď��#³čř©-lħ ○ ○ ○ ○ ○ ○ ○ 
Çi01¤Ä�ġçíÌ"�!4/sŅ� ○ ○ ○ ○ ○ ○ ○ 

 

 
13. ĦW���&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
���ā�íÌ" ○ ○ ○ ○ ○ ○ ○ 
iĊČ�ÇĸŚíĦW� ○ ○ ○ ○ ○ ○ ○ 
ĊČ�¨í§ďÇÀõíĦW ○ ○ ○ ○ ○ ○ ○ 
ĊČi÷"�ĸŚíò\� ○ ○ ○ ○ ○ ○ ○ 

 

 
14. ēÃJ��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
Ç�zíē$®w ○ ○ ○ ○ ○ ○ ○ 
µ'�łíJēÌ" ○ ○ ○ ○ ○ ○ ○ 
Ò²��ď¸µ'ÃJÌ" ○ ○ ○ ○ ○ ○ ○ 
ŁĺĵÕĜ�ÃJÌ" ○ ○ ○ ○ ○ ○ ○ 

 

 
15. İ���&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
iĊČ4Çĸuí�dD ○ ○ ○ ○ ○ ○ ○ 
Çõ�íēİģÛ ○ ○ ○ ○ ○ ○ ○ 
ÇÀõí!ĥě ○ ○ ○ ○ ○ ○ ○ 
W�P�8Ć ○ ○ ○ ○ ○ ○ ○ 

 

 
16. ��§Ŋ��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
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ŒģÅt Đb<Ïí�& ○ ○ ○ ○ ○ ○ ○ 
W�ÇĘ¨µJíÌ"�{lħ�5¹ĕíÌ"� ○ ○ ○ ○ ○ ○ ○ 
W�ĻêĘĶvĳb¹ĕĖÄ ○ ○ ○ ○ ○ ○ ○ 
��Ħ�œ�ÇĴí�& ○ ○ ○ ○ ○ ○ ○ 
W�~�¼í�Ģ ○ ○ ○ ○ ○ ○ ○ 
W�ŉáĘ¨íŕ�D ○ ○ ○ ○ ○ ○ ○ 

 

 
17. ��¡Ó��&Ŀ°©ď¸µJí�d 
 1 2 3 4 5 6 7 
��¡Ó�!»HðIņ ○ ○ ○ ○ ○ ○ ○ 
��¡Ó��$ēİð`Z ○ ○ ○ ○ ○ ○ ○ 
�&4�ĂZÊ��+Ĥ ○ ○ ○ ○ ○ ○ ○ 

 

 


