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Abstract

The subject of the current research is “The Motivational factors that ensure engagement of Mexican millennial workforce hired by North American Companies”. This paper observes the following topics: S.H.R.M. (Wright et al., 2001), Motivation (Herzberg, 2017), work-life balance (Weckstein, 2008) and employee engagement (Afif, 2019). Moreover, the Carranza et al. study result (2019) was used as a reference to compare and analyze the ranking of the main motivational factors that engaged Mexicans Millennial Workforce promoted on that study with the current research. The context of this research is North American Companies investing in the Mexican Territory expansion, which creates H.R. policies to engage the Mexican Workforce; this research is focused on the Mexican Millennial Workforce and Human Resources Specialist sharing their experience as creators of Human Resources Policies to engage M.M.W.
This study was conducted remotely with Mexican people working for North American Companies to understand and know the current policies developed by these organizations and their impact on millennials engagement. The positions where they work do not belong to any specific industry. However, most interviewees work for the bank, technology, and pharmaceutical industries. 
Keywords: Human Resources, Motivation, Engagement, Leadership, Culture, Compensation and Rewards, Millennial Generation.
This research was focused on two aims: firstly, facilitate the construction of Human Resources policies into the Mexican Millennial Workforce and facilitate the development of procedures to raise Mexican Millennial Workforce engagement and increase the North American Companies investment in Mexico.

The main four objectives that guide this research are the following: 1. Examine motivational factors of the Mexican Millennial Workforce, 2. Explore successful employee engagement strategies in Mexico, 3. explore the total available rewards that North American Companies could use, and 4. Make recommendations for North American companies to use Human Resources policies and procedures in Mexico. These objectives are guided by the primary research question: How can North American companies ensure engagement and motivation in the Mexican Millennial workforce?
This study is guided by a qualitative research method, taking as primary data gathering method, semi-structured interviews, which were previously prepared to justify the questions according to the secondary data gathering, the literature reviewed. To make a final comparison between what theory says and what the Mexican Millennial Generation and Human Resources Professionals provided along with the interviews. 

There is not too much information about Mexican Millennials Motivational factors; in this sense, this study contributes to the literature about Human Resources Practices developed in Mexico.  
Some findings were not mentioned during the literature review; this brings new concepts, tools, and emerging themes important for future studies and Human Resources practices. 
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Chapter 1

Introduction

1.1 Overview
This chapter's central objective is to provide the reader with an introduction to the study, offering an overview and background to identify its purpose, explaining its significance, and the process followed during the dissertation. Moreover, this chapter contains concepts used within the study that support the information researched and the document.
1.2 Research Purpose
The purpose of this investigation is to explore the main motivational factors that boost the engagement of the Mexican millennial workforce (M.M.W.) hired by North American Companies. 

This paper compares the motivational factors for M.M.W. stated by the theory founded within the literature review versus the M.M.W. established by analyzing the results of semi-structured interviews made to Mexican millennials who work or have worked at North American Companies. The study is based on North American Companies since most of the Foreign Direct Investment revenues go to Mexico from the U.S.A. which contributes 43%, given the robust manufacturing industry, most investments are in this sector, followed by financial services and trade due to Mexico has the lowest labour cost in Latin America as a result of the regional trade alliances such as the NAFTA (North America Free Trade: United States, Mexico, and Canada), foreign companies are investing in Mexico, especially North American Countries (Camacho, 2020),

The following research question guides this research:

How can North American companies ensure high engagement and motivation in the Mexican Millennial workforce?
The study's scope is the Mexican millennial generation working for North American companies, those who replicate the culture from the home country, the United States of America, to the host country, in this specific case, Mexico. 

A comprehensive understanding of the activities and organization of Emerging Multinationals (EMNCs) at home and abroad, how they are influenced by their distinctive environments, and how they, in turn, influence their surroundings calls for a multidimensional approach. A comprehensive analysis will have to take into account not only features of the EMNC itself but simultaneously features of the home environment from which it evolves and the host environments where it invests.
(Gammeltoft et al., 2010, p.255)
Moreover, the research is not limited to any specific industry; it is limited to North American companies that have invested in an expansion in Mexico and how those North American companies might ensure the engagement of M.M.W. 
1.1 Significance of the Study
KPMG published a survey of more than 1,000 senior executives, which revealed that 25 per cent of American companies had made alliances with Mexican companies. Many of these companies face challenges such as finding the best way to manage their human resources, necessitating a greater understanding of America and Mexico's cultural differences (Schuler et al., 1996).

According to Yeung & Berman (1998), strategic management of Human Resources is fundamental for multinational companies. To make better use of performance, as a consequence, matters like recruitment and selection, training, compensation, and performance management are essential to developing the best fusion or expansion strategy because these issues directly contribute to employee motivation, performance and boosting to an effective organization.

On the other hand, according to INEGI (2015), the Millennial generation represents 31% of the overall population in Mexico, being 37.5 million people. This generation is considered an extensive generational unit since young people between 19 and 42 years old have significant and vital positions at companies (Kotler and Armstrong, 2010). 

According to Forbes (Beheshti, 2019), by 2025, the millennial generation will account for 75% of the global workforce. By that time, business leaders and employers who can talk their language, understanding their needs, will attract and retain them.  Once the requirements of M.M.W. are understood, it will be possible to maintain this generation, keep them motivated, and ensure employee engagement.
This research provides a significant opportunity to advance the understanding of M.M.W. for companies interested in investing in expanding into Mexico. Furthermore, this research can also support those foreign managers working remotely from countries outside of the U.S.A., with direct reports based in Mexico.

When the most effective incentives for M.M.W. are founded, then new H.R. policies can be created. With this study's support, companies can identify the main factors that ensure the best performance, developing procedures that can motivation Mexican millennials, and provide continuing North American companies investing in Mexico. 

According to Levy (2014), Millennials prefer a lifestyle above salary. More than 90% of this generation plans to be in the same job for less than three years. Thus, companies are struggling due to these statistics and looking for new retention plans. Millennials are characterized by being a generation who constantly looks for better opportunities, professional growth, and competitive compensation packages, including benefits.  In this sense, companies must be prepared for a dynamic environment, showing their capability to renew, change competencies, skills, and resources to create a business model suitable to the permanent environment change(Pavlou and Sawy, 2011).
1.2 Research Objective
There are two primary aims of this study: 1. Facilitate to companies the construction of Human Resources policies into the Mexican Millennial Workforce and 2. Facilitate procedures to raise Mexican Millennial Workforce engagement and increase the North American Companies investment in Mexico.

The main four objectives that guide this research are the following: 

•
Examine motivational factors of the Mexican Millennial Workforce.

•
Explore successful employee engagement strategies in Mexico. 

•
Explore the total available rewards that North American Companies could use 

•
Make recommendations for North American companies to use Human Resources policies and procedures in Mexico.
After five years of experience working in Mexico for North American Companies in Human Resources roles, I have seen that it is essential to understand motivational factors and needs before creating H.R. policies. Otherwise, the benefits offered will not have an impact on the desire objectives. 

Additionally, I believe that the Mexican workforce, in general, is robust and deserves better opportunities and working conditions. Thus, it is crucial to make accurate H.R. policies for Mexican employees, analyzing cultural behaviour and needs. If companies succeed in Mexico, more companies will be interested in investing in the country, offering a significant professional development opportunity to Mexicans, increasing market labour.  More companies will offer fair benefits, bringing their home company benefits that are much more attractive than the benefits that the Mexican Labor Law states, such as six days of holidays after the first working anniversary. 
North American benefits or H.R. policies allow people to live a better lifestyle in the country and have fair rewards compared to the effort employees make every day. 

1.3 Structure of the Study

The first section of this paper examines the dissertation's introduction, identifying the study's purpose, the main research question, the primary two aims, and the objectives that the investigation has. Moreover, this section presents an overview of the study. The research context is set out, and the current research scope identifying the significance and structure that guides the investigation.
Chapter two begins by laying out the theoretical dimensions of the research of the motivational factors of M.M.W. in Mexico, building a critical examination of the literature that has been already published about motivation and employee engagement in Mexico. To analyze the information and develop a comparison to the results of the semi-structured interviews made.  

The third chapter is concerned with the methodology used for this study. This chapter explores the meaning of research and related paradigms. The research method and design used are presented, and associated data gathering and analysis approaches are explained. 

Chapter four analyses the data are emerging from the study of the semi-structured interviews.  The results are presented, and specific attention is drawn to items pertinent to the research objectives.

The five-chapter is the last section of this study; it includes the concluding thoughts on the contribution of this research, its limitations, and suggestions for further investigation. The implications of findings regarding the research questions are set out, followed by recommendations for practice and future research.
Chapter 2
2 Literature Review
2.1 Overview
This chapter has as objective to review the theories, studies, and documents that have been already published to the motivational factors that empower the engagement of the Mexican Millennial Workforce working for North American Companies in Mexico; to build the base for the current study.  The overall structure of the chapter takes the form of six sections. This chapter will examine the resources-based firm theories to understand companies' role as a resource. The second topic is related to the identification of factors that motivate Millenials. The third topic of this chapter is successful employee engagement; this involves exploring definitions and concepts. The fourth topic examines what North American Companies offer regarding rewards that the H.R. can use in strategy development.  Finally, the conceptual framework is shown and explained within this chapter, explaining the current dissertation structure.  
2.2 Resources based on the firm 
Understanding the use of firms as resource side rather than product side can play an essential role in addressing the new strategic options that emerge from a resource perspective (Wernerfelt, 1984, pp.171–180).  According to Andrews (1971), strategy can be defined as the alignment firm's resources to achieve organizational goals. 

The resource-based view (R.B.V.) of the firm has had an impact on strategic human resource management (SHRM) in different means (Wright et al., 2001). Even SHRM was not related to the origin of the R.B.V. It has represented strong support for its growth; this is the result of the R.B.V. movement focused in the strategy literature apart of external factors,   in the direction of internal resources as a competitive advantage (Hoskisson et al., 1999). The R.B.V. of the firm in SHRM literature can be studied once it is accepted that people are essential to its success. 

Similarly, Wright and McMahan (1992) present the theoretical point of view. From R.B.V.'s perspective, they state that human resources can provide a significant sustainable competitive advantage source. In the same vein, Singh and Cappelli (1992) published the relation between R.B.M. and S.H.R.M. They found two crucial points: the first one established that a business strategy requires a single way of employees' attitudes and behaviours. The second point states that several human resource (H.R.) policies create a single answer from employees. In other words, they suggest that a resource-based view can offer a theoretical rationale for the formulation and implementation of H.R. strategies.

A broader perspective has been adopted by Wright (1994), who argues that there is a difference between the company's Human resources and H.R. practices. The difference arises from the theory that Human Resources are the human capital and the H.R. practices are the tools implemented to manage the human resources.  Implementing concepts such as value, fairness, inimitability, and substitutability, they stated that H.R. practices tend not to be part of its competitive advantage since the competitors can imitate H.R. practices. Instead of that, they suggest that human resources must be formed by high and qualified stills and highly motivated to develop the potential to build a more potent source for sustainable competitive advantage.

 This view is supported by Wright et al. (2001). Their recent study concludes that the key to having a sustainable competitive advantage is to have qualified people and a high motivation level.

In contrast to Wright, Lado, and Wilson (1994) argue that H.R. practices might provide a competitive advantage. They state that H.R. systems can be unique, synergistic, and occasionally uncertain in the method they use to improve the company's competencies, including interdependencies and complementarities for building practices; it is almost impossible to be imitated. This view is supported by Boxall (1996), who developed the RBV/SHRM paradigm, stating that two sections form human resources advantage.  Firstly, retain an outstanding stock of talent with potential productivity options. 
He says that one of the most critical challenges of the companies that will bring an achievement for human resource advantage is the alignment of interests to build a competent and loyal workforce. Secondly, the staff and teams' development is the best way to create and strong organization, which can earn from the industry.
Becker (Becker, 1976) established "the economic approach to human behaviour." Becker reflected it as an analysis method somewhat containing assumptions about human motivations, which bring an effort to explain the diversity of human beings and their behaviour by a configuration of beliefs concerning human behaviour, individual choices, stance, rationality, and preferences. 

 
2.3 Motivational factors of Mexican Millennial Workforce

According to INEGI (2006), the population in Mexico is around 125 million inhabitants, with 57,328,364 people economically active. The millennial generation represents 31% of Mexico's population, 37.50 million people in the country (DeVaney, 2015). 

Generations are defined by age, period, and cohort. Age is the age of an individual at which life events and transitions take place. The period is what happens within an individual's lifetime. A cohort is a group of individuals who have shared experiences and events in their formative years that could lead to similar attitudes and behaviours for the rest of their lives. 

(DeVaney, 2015, p.21)
According to (DeVaney, 2015), four generations have been identified by social scientist: the silent generation born between 1930 and 1945, the baby boomers that were born between 1946 and 1964, followed by Generation X, who were born between 1965 and 1979, and the Millennials or Generation Y who were born between 1980 and 2000 the youngest generation in the workplace. Kaifi (2012) states that millennials are called millennials due to the closeness to the new millennium and are born within a significantly digital age.

Due to these generational classifications, there are some problems that companies are facing (Myers and Sadaghiani, 2010). Firstly, the difference of time and loyalty to the company, Baby Boomers generation is adapted to work between 40 and 60 hours per week. They expect the next generation to make an effort to get promotions. 

Compared to other generations, the millennials generation has a high arrogance and lower stress tolerance (Pinzaru et al., 2016). This generation has different priorities; they prefer to spend time with family and friends rather than work since their real interests are outside the workplace (Afif, 2019).  

Interaction between generations is another issue that the classifications are bringing. This situation creates a difficulty in open communication linked to a low job satisfaction level because formal communication could not be plenty for this generation. This generation trust seriously on pretty informal and unstructured communication channels, such as social media (Hatipoglu and Inelmen, 2017). These issues bring low productivity levels from the millennial generation side (Yang and Guy, 2006).
The mature attitudes, personality, work values, and motivational factors help differentiate each generation from others. (Kupperschmidt, 2000). 

Understanding motivation as:

Internal state or condition activates behaviour and gives direction; desire or want energizes and directs goal-oriented behaviour and influences needs and wishes on the intensity and path of behaviour.
(Kleinginna and Kleinginna, 1981, p.376)
There are two types of motivation, extrinsic and intrinsic. Frey and Osterloh (2001) state that extrinsic motivation is related to the satisfaction of indirect or helpful needs such as monetary needs. From a career perspective, extrinsic motivation refers to the aspiration to satisfy non-work-related needs. In other words, a job is a tool to satisfy the principal needs. On the other hand, intrinsic motivation is related to goal satisfaction, such as job satisfaction, compliance with standards for their own sake, and the achievement of personal goals. 

Pinzaru et al. (2016) demonstrate that millennials are mainly motivated by recognition, comfort, and interaction. This generation is constantly aware of their social interactions, looking for being involved in different projects with a comfortable environment and projects that allow them to have personal time for hobbies and recreation. Moreover, Generation Y enjoys having diversity in their tasks, freedom, and guidance.  

In an analysis of this generation, Howe (2000) describes Generation Y as an ethnically diverse generation who tend to be optimistic, self-confident, believing in authority, rule-supporters, achievers in college, and achievers in general. He also states that this generation is historically the most educated generation. 

Finally, Pinzaru et al.  (2016) suggest that the millennial generation is strongly motivated by work-life balance. Since they require a balance between professional and personal life, requiring a flexible work schedule, they dislike staying after hours. 
They enlisted several motivational factors represented in table 1.1, ordered from the most important to the least: 

Table 1.1 Desire attributes by Millennials in Canada
	Attribute
	 
	S.E.

	Opportunities for Advancement in position
	4.57
	0.014

	Good people to work with
	4.5
	0.014

	Good people to report to
	4.47
	0.014

	Good training opportunities/developing new skills
	4.43
	0.014

	Good variety of work
	4.29
	0.015

	Work-Life balance
	4.29
	0.016

	Good health and benefits plan
	4.22
	0.016

	Good initial salary level
	4.21
	0.015

	Job security
	4.11
	0.016

	Challenging work
	4.11
	0.017

	Opportunities to have a personal impact
	3.88
	0.018

	Commitment to social responsibility
	3.73
	0.019

	Opportunities to have a social impact
	3.72
	0.02

	The organization is a leader in its field
	3.71
	0.019

	Strong commitment to employee diversity
	3.6
	0.022

	Opportunity to travel
	3.46
	0.022


Source: Ng et al. (2010)
Ng et al. (2010) state that career advancement is the most desired attribute work by millennials with at least one year of experience, while they like rapid promotions and large pay increments, but with realistic thoughts. They tend to be comfortable working within a nurturing work environment with good people. Work/life balance could also be translated to the desire to work and play. 

Weckstein defines work-life balances as follows:

Work-life balance is a concept of balance involving ambition or career with happiness, leisure, family, and spiritual development. 


(Weckstein, 2008, p.346)
In the final part of the study, Ng et al. (2010) conclude that social responsibility seems to be not a strongly important job choice factor as meaningful and challenging work. They state as a conclusion and directions for future research that the sample was composed only of young people living in Canada. Hence, readers or researchers must be aware not to generalize the results to other parts of the world and not involve surveys made to different generations. The result cannot be compared between the millennial generation and any other. 

Following the same structure Ng et, al, Carranza et al. (2019) used the same desired attributes under research to be compared to the desired characteristics by M.M.W. They found out that the desired features were occupying different order than the previous study. Carranza et al. (2019) found out that the main desired attributes are categorized in Mexico, as shown in Table 1.2.

Table 1.2 Desire attributes by Millennials in Mexico
	Attribute
	 
	 

	6. Good health and benefit plan
	0.785
	 

	9. Good initial salary level
	0.677
	 

	5 Work-Live balance
	0.674
	 

	4 Good training opportunities/developing new skills
	0.669
	 

	7. Good variety at work
	0.666
	 

	3 Good people to report to
	0.656
	 

	4 Job security
	0.642
	 

	1 Growth opportunities and career advancement
	0.599
	 

	14 Organization is a leader in its field
	0.562
	 

	15 Strong commitment to employee diversity
	0.542
	 

	2 Good people to work with
	0.541
	 

	16 Opportunity to travel
	0.481
	 

	12 Commitment to social responsibility
	 
	0.878

	13 Opportunity to have a social impact
	 
	0.872

	13 Opportunities to have a personal impact
	 
	0.765

	10 Challenging work
	 
	0.687


Source: Carranza et al. (2019)
Even though this study was applied to the M.M.W., it focuses on a small representative part of the total workforce; it is not covering all the country. In contrast, Ruiz Castro (2013) suggests that employers might take the following steps to develop a work-life strategy in Mexico. Firstly, workplace flexibility, followed by commuting support, childcare support, extend parental leave and promoting cultural change.  

2.4 Successful employee's engagement 

Karsan and Kruse (2011) describe employee engagement as to how employees feel motivated to contribute to their success and add to the essential tasks to complete and achieve the organizational goals. Moreover, they state that employee engagement can be measured, adding pride, satisfaction, support, and retention. 

Employee engagement has been defined more completely as when employees feel positive emotions toward their work, find their work to be personally meaningful, consider their workload to be manageable, and have hope about the future of their work.




(Afif, 2019, p.48)
Blanch and Aluja (2009) define work engagement as a positive and motivational state of wellness related to work. Schaufeli and Salanova (2002) describe work engagement as robust psychological participation in work, linked with enthusiasm, and motivated and faced with new challenges. However, in the beginning, Maslach (2001) described work engagement as an antonym of burnout over an absence of Work-Life Balance—understanding work-life balanced W.L.B. as getting extreme satisfaction between home and work roles (Campbell, 2000). 

Recently, there has been renewed interest in the engagement factors.  According to Hemmerdinger (2020), job seekers are looking for more significant workplace experiences. Christian Sutherland-Wong, Glassdoor president and C.O.O., said in the study, "Job seekers want to be paid fairly, but they want to work for a company whose values align with their own and whose mission they can fully get behind." According to Glassdoor, millennials are identified as the generation born in the 1980s to 1990s; this generation is more likely to consider organizational culture above pay. That expresses loudly to the change in company benefits. That means that structure of culture starts from the ground up and the physical labour environment. 

Empirical proof determines that the Millennial generation considers the more important status and freedom work values. Compared with other generations, this generation describes lower person-organization values as suitable (Manuti et al., 2018). 

According to Galiano (2012), In terms of feedback, millennials suggest increment compensation, adjustment of pay on their hours, giving more responsibility, offering promotions, graduate school support, management based on goals. Besides, they asked for some extra benefits, such as health insurance.

On the contrary, Greenhouse and Beutell (1985) founded a contrast to the previous information. They determined that there is negative relation when workers mix work-engagement and work-family since it seems to be a decrement in each role's perspective, which means that a significant amount of labour and family demands tend to be damaging. Consequentially there are negative replies to the position responsibilities due to the limitations of energy and time. 
According to a study by Timothy R. Hinkin and J. Bruce Tracey (2010), they analyzed Human Resources Practices among Fortune's Best Companies to Work for. They found that a common characteristic within these companies was that they made an effort to ensure the companies culture from the employee's side. Also, all the organizations have a strong focus on employees. 
In all the cases, the workforce's development and retention were critical to ensuring the firm's success; furthermore, another characteristic is flexibility in scheduling. In 1938 the forty-hour week was standardized in the U.S. labour law. Nevertheless, hospitality organizations, hospitals, and grocery stores cannot run that schedule for their employees, offering a flexible schedule, supporting single parents, parents with child care issues, workers with two jobs, millennial workers looking for a life balance. 

Secondly, innovative staffing practices, referring to keeping a high quality of profiles as candidates, the company's high potential talent's employee life cycle is critical, attracting, selecting and hiring employees in the best way possible (HINKIN & BRUCETRACEY, 2010). 

Thirdly, training and development focusing on the first working weeks are crucial for the company and employees. Onboarding and the first months are the most important for the workforce to achieve the best-expected results, getting the knowledge and skills required for the role, understanding the company's culture, and understanding the position activities, this is part of the motivation, retention, and professional development (Allen, 1990). 

Performance Management and Compensation and Benefits include good Human Resources practices. Performance management criteria are most important to ensure the employee's practical understanding, managed by the accurate individual and collective tasks. Once the measures are defined, incentives and rewards must be equally important to attract, retain and motivate the workforce performance (Fay, 2001). 
For Rose (2014), reward means employees' financial elements while benefits are non-cash elements of reward that the company offers to all employees or different levels. 

2.5 North American reward strategies in Mexico
The Mexican Federal Labor Law states the following mandatory Employee Benefits Table 1.3: 

Table 1.3 Mandatory Employee Benefits in Mexico
	Benefit 
	Description

	Vacation Days
	After one year of employment, workers are entitled to the following paid vacation time: six days. 

	Vacation Premium 
	Employees are entitled to 25% of their daily wages for each day they are on vacation.

	Christmas bonus
	Employees must receive 15 days of salary upon reaching one year of employment for their Christmas bonus

	Maternity Leave 
	The woman is entitled to six weeks of leave before childbirth and six weeks after childbirth

	Paternity leave
	Men are entitled to five paid days of leave for either adoption or paternity


Adapted from Mexican Labor Law - Article 123  

Multinational companies replicate a few of their home country's policies to their offices in Mexico and other companies. Mexican companies are trying to give better opportunities to women to compete in the market. Some companies are applying the best practices for bringing work-life balance and attract, retain and advance women into the workforce (Ruiz Castro, 2013)
1.4 Supplementary Employee Benefits

	Benefit 
	Observation

	Life Insurance 
	Around 50% of the Mexican companies 

	Food Vouchers 
	Food Vouchers are 10% of the employee's salary up to one month's minimum wage

	Savings Funds 
	The company contribution may be up to 13% of the employee's salary, up to 10 times the 13% of the minimum monthly wage, which is USD 207, approximately

	Retirement plan
	The retirement ages: Early retirement at 60 years old, normal retirement at 65 years old

	Company Car 
	A car is offered to key employees, such as managers, directors, salespersons, medical representatives, or insurance agents

	Sports club 
	Companies can install a sports club inside their facilities or offer employees discounted memberships to sports clubs or gymnasiums.

	Productivity Bonuses 
	Productivity bonuses are a percentage paid to the workers if they meet annual performance goals.




(Asinta, 2021)
As a complement of her study, Ruiz Castro(2013) states the following H.R. practices that North American companies have recently implemented in Mexico:

Eli Lilly, the company which Headquarters is located in Indianapolis, Indiana, U.S.A., was instituted in 1876 by Colonel Eli Lilly, a person dedicated to building high-quality medicines that met real needs in an era of unreliable elixirs peddled by debatable types. "Take what you find here and make it better and better." Is what the company has followed as culture. The firm has more than 34,000 international employees (Eli Lilly, 2021). Eli Lilly de México, S.A. de C.V., has 634 total workers through all of its locations and generates $228.70 million in sales (USD). There are 370 companies in the Eli Lilly de México, S.A. de C.V. corporate group (Dun and Bradstreet Logo, 2021). The company is one of the most important companies that has established a flexible work policy to all the hierarchical levels. The company offers medical insurance and health campaigns for employees and employee's families. They are considering that Mexicans are strongly motivated by family and children. The North American company empowers the parent-child connection, extending the paternity and maternity leave for more than seven weeks. With this, they created a lactation room for female staff. Moreover, the company provides paid leave for the employees who plan to get married (Ruiz Castro, 2013). 

American Express was originated on March 18, 1850, over the consolidation of three businesses dynamic in the express transport of goods, valuables, and species between New York City and Buffalo(Encyclopedia Britannica, 2021). The company has a policy for virtual and flexible work, offering employees the opportunity to adapt their working hours with home location and personal needs. This flexible work provides a relaxed Friday, which means that the employee can take either mornings or afternoons for personal time every two weeks. However, the employee is asked to work three extra hours within those two weeks. Additionally, the company has adapted some offices with places where mothers can keep human milk refrigerated(Ruiz Castro, 2013). 

The North American company Heinz was founded 150 years ago by Henry J. Heinz (Heinz, 2019). In 2020, The Kraft Heinz Company employed 38,000 people. (Wunsch,  2021). Heinz Mexico, S.A. de C.V. has 500 total workers through all of its places and produces $33.76 million in sales (USD). The firm has adapted some home country's policies to host countries. In their manufacturing plant, employees that do not have secondary or high school certificate can continue their studies taking classes offered by the company. As a result, employees can apply to better positions in the future (Ruiz Castro, 2013). 

2.6 Conceptual Framework
Jabareen (2009) states that conceptual frameworks are used as products of the qualitative method of research. To understand conceptual framework creation, it is essential to consider the concept and conceptual framework definition. 

Every concept has components and is defined by them (p. 15). These "components, or what defines the consistency of the concept; its endo-consistency; are distinct, heterogeneous and, yet, not separable" (p. 19). It is a diversity,  but "not every multiplicity is conceptual," and "there is no concept with only one component" (p.  15). 

(Deleuze and Guattari, 1994, p.15)
Once the concept term is understood, other aspects might be added, such as the concept having no regular outline by its components. All the ideas have a history, every picture has elements coming from other theories, an image is created by something, and every concept must be understood.
To follow this idea, Jarabeen describes the conceptual framework as:

A network, or "a plane," of interlinked concepts that together provide a comprehensive understanding of a phenomenon or phenomena. 

(Jabareen, 2009, p.86)
Conceptual frameworks contain ontological, epistemological, and methodological assumptions. Every concept has an ontological and epistemological characteristic. Ontologyexplores "the way that things are" and the "nature of reality" (Guba and Lincoln, 1994). A conceptual framework arranges the critical variables and postulates the relationships between them (Miles and Huberman, 1994). As noted by Jabareen (2009), conceptual frameworks might be built within a qualitative analysis process.  

Figure 1.1 Conceptual Framework 
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The conceptual framework that guides this study is composed of three main sections, proceeds as follows:  

The first section of the conceptual framework examines the project's Data Gathering, literature review, and semi-structured interviews. The essential tools were taken into consideration for the research development. As Jabareen (2009) argues, the first step is to draw the literature related to the research question, including a broad review of texts, and consider interviews to the targeted phenomena. Morse and Richards (2002) note that data collection must be comprehensive and complete. 

The second section of this conceptual framework identifies comparative analysis as the main Data Analysis of this study. As Flick (2014)  states: 

Qualitative data analysis is the classification and interpretation of linguistic (or visual) material to make statements about implicit and explicit dimensions and structures of meaning-making in the material and represented. Qualitative data analysis is also applied to discover and describe systems and processes in routines and practices. 
The final aim is to arrive at generalizable statements by comparing various materials or various texts, or several cases.
(Flick, 2014)
In this sense, the data collection analysis is compared between the literature review and the results obtained through semi-structured interviews. 
The last section involves the objectives established for this research. 1. To examine the Mexican Millennial Workforce's motivational factors. 2. Explore successful employee engagement strategies in Mexico, 3. Exploring the total available rewards that North American companies could use. 4. Set up recommendations for North American companies to use Human Resources policies procedures in Mexico.

2.7 Conclusion

The results of this literature review show that there are studies and theories about Millennials around the world. Numerous studies about the firm's resource-based view support the researcher to understand the resources based on the firm. However, SHRM is strongly related to the R.B.V. This topic supports the idea that the H.R. practices can represent a competitive advantage for companies if they align with the environment and offer what employees are looking for employees, not as resources. 

On the other hand, several studies have helped to have an overview and a general idea about the differences between generations and the specific characteristics of the Millennial Generation or Generation Y. There is little evidence about the Millennial Generation in Mexico. However, a couple of studies have helped identify the most important motivational factors for M.M.W. 

Since there is not enough background information about M.M.W., the data collection, analysis, and results of this study offer a better idea about what Generation Y in Mexico expects from firms. Moreover, once the main supplementary benefits provided by some companies have been identified, it brings an opportunity to recognize during the semi-structured interviews if those benefits have considerable importance and significance for M.M.W.
Chapter 3
3 Methodology and Research Design
3.1 Overview

The specific objective of this chapter is to explore and analyze the diversity of research methods that exist. Firstly, examining Research Design and Methodology concepts, providing the reader with the opportunity to identify different research methods to be explored and understand the author's decision of which research method, whether qualitative or quantitative, is the most suitable to apply to answer the main research question. Secondly, the author will determine the most proper research strategy by the previous analysis and choose the best data primary collection tactics. Finally, this chapter will contain the details of the author's data collection approach during this project. 
3.2 Research Philosophy and Approach
3.2.1 What is Research? 

Research brings a solution and answers to problems. Hillway (1964) defines research in his text of research methods as: 

A method of study by which we solve that problem through the careful and exhaustive investigation of all the ascertainable evidence bearing upon a definable problem.  










(Hillway, 1964, p.5)
Due to the different type of research that exists, there is more than one definition of research; in general, the definitions are settling. Research is the examination and interpretation of facts. Guba and Lincoln (1994) state that research methods questions are the next place of importance to questions of which paradigm is suitable for the research. 

Both qualitative and quantitative methods may be used appropriately with any research paradigm. Questions of the technique are secondary to paradigm questions, which we define as the fundamental belief system of the world view that guides the investigation, not only in method choices but in ontologically and epistemologically real ways.  

(Guba and Lincoln, 1994, p.106)
There is comprehensive literature on research paradigms, principally focusing on positivist, neo-positivist, interpretivism, transformative, and super complexity (Lorraine and Peter, 2016, p.11). Hallebone and Priest (2008, p.6) consider three main perspectives in management research science positivist, interpretivism, and criticality.

Many paradigm classifications are considered for different authors; it is essential to understand that philosophy is indispensable to business researchers; the researcher can ensure that the assumptions are consistent with the research method and design. The researcher will probably achieve a considerable knowledge of reality. As a result, the research finding's application will be practical, understanding the different philosophical components(Bell et al., 2018a, p.26). 

Saunders (2009, p.109) states two crucial research philosophy ways: ontology and epistemology have significant differences that may influence the research process. 

3.2.2 Ontology

Burrell and Morgan  (2011) define ontology as a division of philosophy that examines the nature of reality and the existence of its essence. Ontology is divided into two principal points of view: objective and subjective.

Objectivism is the point of view represented by reality as a fundamental structure that is not human. It will keep going to concrete entities, notwithstanding the human being's actions(Holden and Lynch, 2004). For example, natural science; nevertheless, when an objective position applies to social science, it is established that a social situation or phenomena are external to social individuals. On the contrary, subjectivism keeps the reality that an individual point of view and the human being projection (Morgan and Smircich, 1980). Objectivism and subjectivism arise because objectivism believes in only one reality, while subjectivism believes in numerous facts concerning different views (Smircich, 1983). Saunders  (2009) suggests that truth is considered multiple perceptions, which are commonly known subjectively. In other words, the world is built due to their perception. A social phenomenon involves social performers' activities and insights who constantly review social collaboration (Smircich, 1983).

3.2.3 Epistemology

Becker and Niehaves (2007) noted that epistemology refers to knowledge research's nature and the two options epistemology offers: positivism and interpretivism, known as phenomenology. Positivism is related to the scientific posture of the theory or research, having the main objective of acquiring reality structure observations (Holden and Lynch, 2004). Moreover, positivism suggests that the researcher develops objective data; in other words, the researcher is external and independent of the research subject and the process. 

Saunders et al. (2009) suggest the below framework to structure the research design development. During this section, the philosophical framework guiding this research is determined by describing the main paradigms and justifying the decision of taking interpretivism as a philosophy approach for the current study. 
Figure 1.2 Research Onion
[image: image3.png]


[image: image4.png]


[image: image5.png]


[image: image6.png]


[image: image2.png]Philosophies

Deductive

Mono method

Methodological

Experiment .
Survey Choice
Longitudina
Approaches
Data Collection and
Data Analysis Strategies

Time Horizons

Interpretivism

Techniques
and
Procedures

Pragmatism





Source: Saunders et al. (2009)
As mentioned before, epistemology contains two philosophies: positivism and interpretivism (Becker and Niehaves, 2007).

3.2.4 Positivism
Positivism has had a historical and critical place in science development. According to some writers, there is evidence that positivism comes from the Renaissance time. For example, Galileo Galilei's (1564-1642), Sidereus Nuncius, or The Starry Messenger (1610), developed the Copernican model, involved systematic astronomical observations. This study works as the pioneer of positivism (Drake, 1978). Nowadays, sociological studies, particularly the studies concentrated on business and management, use the term positivist, focusing on objectivist epistemology that searches explicitly through the search of casual relationships to 'explain and predict what happens in the social world' (Burrell and Morgan, 1979, p.5). 

3.2.5 Interpretivism

The motivational factors for each person are a reality created by each individual and sometimes by groups. Interpretivist highlights the researcher's side to analyze the human's differences as a social actor. In other words,  the research is principally focused on people instead of objects; however, humans have a particular point of view, which is an interpretation of the social roles, interpreted according to their meanings. Something critical for interpretivism philosophy is the role of the researcher; the researcher needs to show empathy. The most important is introducing the world into the research and understanding the world from their particular view. This philosophy is proper for business management, marketing, and human resources (Saunders et al., 2009). 
After this analysis, it is that the current research is interpretive from a philosophy point of view since the motivational factors are a reality that becomes from own meanings and particular points of view 
Focused on this theory in the research, the interviewed people have their perspectives and own interpretations of specific roles. Even though they play the same role as workers, the arrangement is different according to each meaning they provide to the job. Still, also they give another purpose and value to each incentive and benefit received. 
The satisfaction and result are entirely different for every person, even they have the same position or even though they receive the same stimulus. 
3.2.6 Inductive approach

The theory's debate suggests that a purely theoretical situation is established before collecting data; that is the case of the deductive approach. However, this is not always the case; it might be that the study is founded on the belief of building a theory after the data collection. That is the case of the inductive approach. The inductive approach is related to projects where the researcher plans to discover data and build theories linked with the literature. In this case, the research is not starting from any predetermine theory or conceptual framework.
Moreover, the study made to small sample subjects may be more suitable for the inductive approach than a considerable number. It is the case of the deductive method. (Saunders et al., 2009). 

This study is guided by the inductive approach since the theory is built after the data collection, being an objective to discover the main motivational factors linked to the literature review. This research is not starting from any specific theory. 
3.2.7 Mono method
The mono method's choice means that the researcher will associate single quantitative data such as questionnaires with quantitative data or a single qualitative technique such as depth interviews(Saunders et al., 2009). The current study is guided by the mono method since only a single process is used and recent research. 
3.3 Research Strategy
According to Saunders (2009), the research strategy is directed by research objectives and questions, the current knowledge about the topic, the time and resources to support the research, and the philosophical understanding of the subject. 
The philosophy used in the study is interpretivism, and the strategy to be followed is grounded theory. 
3.3.1 Grounded theory

By drawing on the concept of grounded theory, Strauss and Glaser (Bell et al., 2018b) have shown that this strategy is regularly assumed as the inductive approach's best practice; however, that thought can be too primary. According to Goulding (2002), grounded theory is specifically supportive of predicting and explaining behaviour. It is focused on the building and development of the theory. This theory is usually used to discover an extensive range of business management issues, exploring people's behaviours such as consumers or employees. In this strategy, the collection of data begins without the creation of a preliminary hypothetical framework. This Data allows the creation of predictions tested in further observations or predictions (Saunders et al., 2009). The current study takes this strategy as guidance since the main topic is focused on motivational factors to create H.R. policies, being motivational factors explanation of behaviours and the management of H.R. policies, fulfilling the main characteristics of grounded theory strategy. 

3.4 Collection Primary Data
3.4.1 Methods for collecting and sources of data

There are three primary data collection methods, qualitative, quantitative, and mixed data collection methods(Saunders et al., 2009). 
According to Bryman (1984), the quantitative research method is regularly presented as a method related to social research involving a natural science and the particular positivist case to social phenomena. 

Qualitative Data is related to every non-numeric data or the information not quantified, resulting from research strategies. For example, this Data might be a shortlist of answers, open-ended questionnaires, depth interviews, or policy documents. Qualitative data allows developing data analysis to analyze and understand the primary meanings (Saunders et al., 2009). 
In this particular study, the qualitative method can help identify and characterize the motivational factors of M.M.W., analyze non-numeric data, and develop theories after the data collection. 
3.4.2 Nature of data
Writers like Silverman are serious about identifying qualitative research's nature as a general approach (Bell et al., 2018b).
Qualitative research has several diversity research methods that are listed as follows: ethnography/ participant observation, qualitative interviewing, focus groups, language-based approaches to the collection of qualitative data and, the pool and qualitative analysis of texts and documents(Bell et al., 2018b) 

Qualitative interviewing is particularly useful for this research by studying motivation and engagement. Bell et al. (2018b) consider that this method contains a wide variety of questioning styles. 

For the primary Data, specifically interviews, there will be areas that will be practised and developed to achieve a semi-structured interview, as the following list is describing(Saunders et al., 2009): 

· opening the interview;

· 
proper language;

· questioning;

· listening;

· testing and summarizing understanding;

· recognizing and dealing with participant not easy 

· recording data 

3.4.3 Sources

In qualitative interviewing, interviewers might proceed from any guidance that they use. However, the order in this kind of interview and the wording of questions can vary; or there can be new questions. (Bell et al., 2018a).
Qualitative interviewing differs depending on the approach occupied by the interviewer. There are two major types of qualitative interviews unstructured and semi-structured interviews. 
On the one hand, the unstructured interview may be a single question that the interviewer prepares, and the rest of the interview can be freely responded to by the interviewee. (Bell et al., 2018a).  This type of interview seems to be more like a conversation. (Burgess, 1984). 
On the other hand, the researcher prepared interview guidance for the semi-structured interview, including a list of questions to cover any specific topic. The interview has an unlimited scope in what way to reply. 

A significant advantage of the semi-structured interview is the flexibility of this type of interview. Questions may be performed in a different way than they were planned. New questions that were not included in the interview questions draft can be asked according to the interviewee's information within the discussion (Bell et al., 2018b). The semi-structured approach was chosen because the data collection needs to have previous guidance before the interview to ensure that every topic is covered along with the discussion. However, this method allows flexible suggestions to cover those topics according to the interviewee's answers. 

Due to the distance, time, and Covid-19 restrictions, the interviews were done through Zoom meetings. The discussions involve the Millennial Generation workforce, who have worked for at least one year and six months in any North American Company. Besides or zoom meetings, the researcher used skype and as an alternative system. The people are noticed previously about the research, and most people are ex-colleagues, people working in the Human Resources Business area. It is essential to mention that the interviews will be required to turn on the camera to appreciate the physical expressions, voice tone, and facial expression, so the author was able to analyze the terms and answers of each person, generating a better engagement and ensuring that the person is entirely focused on the interview development
3.4.4 Access and Ethical Issues

This section will cover the types of access and issues associated with the research and the impact of these factors related to content on the research question and objectives.  
First of all, the problems associated with gaining access are related to acquiring primary and secondary data through the correct source, the first physical access level. For instance, companies or groups cannot accept any request because of the time and resources involved. Secondly, the person's lack of interest can have and, thirdly, the problematic situations that the interviewee can face at the interview moment (Saunders et al., 2009). 
The primary documents that prevent ethical issues are  Appendix A Plain Language Statement and B Informed Consent Form. 
The author may face some of these factors concerning the research, mainly because it involved remote contact. Also, the time zone difference is another aspect to be considered in time management. It will be an issue for the interview scheduling, and the lack of interest may generate an additional point for the data collection process. 

Even there are much access and research ethic issues, Saunders (2009) proposed different strategies that can support the researcher to gain access; the ones that are applicable for this specific research will be the following: 

· familiarity with the organization or group before making contact;

· sufficient time;

· using existing contacts;

· offering a pure account of purpose and access required;

· 
using suitable language;

· facilitating replies;

· On the other hand, Bell (2018) states that research ethics support the researchers to ensure that ethical risks are deduced. Saunders (2009) states several general ethical issues. However, the main ones that concern this project are the following: 

· privacy of possible and actual participants;

· voluntary nature of participation and the right to withdraw partially or entirely from the process;

· consent and possible deception of participants;

· confidentiality of data provided by individuals

· stress, discomfort, pain, and harm;
3.5 Approach to Data Analysis
While a variety of definitions of the term 'qualitative data analysis have been suggested, this paper will use the definition first proposed by Flick  (2014), who saw it as:
The classification and interpretation of linguistic (or visual) material to make statements about implicit and explicit dimensions and structures of meaning-making in the material and what is represented in it. Meaning-making can refer to subjective or social meanings. Qualitative data analysis is also applied to discover and describe structures and processes in routines and practices. Often, qualitative data analysis combines approaches of a rough estimation of the material (overviews, condensation, summaries) with techniques of a detailed analysis (elaboration of categories, hermeneutic interpretations, or identified structures). The final aim is to arrive at generalizable statements by comparing various materials or various texts, or several cases.
(Flick, 2014, p.5)
Additionally, Flick (2014) consider that there are three main aims of qualitative data analysis: firstly, describing a phenomenon in intense detail, in other words, try to identify the explanations of the differences,  secondly identify the conditions of those differences and thirdly develop a theory of the phenomenon after the empirical and analysis of this study. 

This study follows the main two major strategy approaches to analyzing qualitative data suggested by Flick (2014). First of all, coding the data to reduce great sets and complexity of data. The Data was labelled permitting numerous elements, so the number of codes is reduced instead of having several diverse phenomena variations. Secondly is to produce one or more interpretations with the data collection. 
Table 1.4 shows the practical steps that follow the current study to analyze and represent the interview data suggested by Roulston (2014a).
Table 1.5 Interview Analysis Phases 

	Phase
	Concept
	Tasks

	Phase 1
	Reducing Data to Locate and Examine Phenomena of Interest
	Coding 

Transcripts 

	Phase 2
	Reorganizing, Classifying and Categorizing Data
	Organize codes 

Categories 

Stories 

	Phase 3
	Interpreting and Writing up Findings
	Direct quotations 

Diagrams 

Crucial ideas


(Roulston, 2014a)
Phase 1. For the grounded theory method. The main ideas' understanding is achieved by coding to transcripts opened up theoretically through an immense consideration and memo writing (Roulston, 2014a). 
Phase 2. This Phase's main objective is to organize codes, categories, stories, and data by building code processes, including reading, coding, writing, rereading, and writing activities. 

Phase 3. The Data is represented in different methods such as direct quotations from interview transcripts, diagrams, crucial ideas, and stories about the interviewee's viewpoints and knowledge(Cahnmann-Taylor and Siegesmund, 2008).

3.5.1 Empathic interpretation  

Under the Grounded Theory, it is essential to understand that the interpretative approach s mainly empathic. This approach tries to find to elaborate and amplify the meaning which is contained within the material.  The researcher stays with the interviewee's manifestation paying particular attention to its future and qualities performing connections between them, and observing forms and relationships(Willig, 2014). 

3.5.2
Comparative analysis

Comparative analysis is another methodological process used in qualitative research; comparison is knowledgable by the main research question and by the evidence to follow it, or by the likelihood of empirical evidence to arise in the research process (Palmberger and Gingrich, 2014). The interviews will be transcript in word, and the comparative analysis will be manually made.  The answers will be analyzed and compared with the information founded along with the Literature Review specifically. The responses will be compared with the ranking of M.M.W that Carranza et al. (2019) suggests in their study (See Appendix E). This ranking was used to create the interview questions because of the first eight places to know the participant's view about these features. 

3.6
Summary
Understanding research as the method of study implemented to solve a problem through a deep investigation, this Hillway (1964). This research method aims to find the main motivational factors that create an engagement of the Mexican Millennial Workforce with North American companies. The primary literature that guides this chapter is the Research Onion model proposed by Saunders et al. (2009). (See Figure 1.2) 

This chapter involves the main characteristics of the principal research methods, qualitative and quantitative methodology, their strengths and weaknesses and the supportive information about why the qualitative approach was chosen.  According to Saunders et al. (2009) model (Figure 1.2), the proper method for investigating employees behaviour in Business Management is semi-structured interviews based on Grounded Theory. 
This theory is usually used to discover an extensive range of business management issues, exploring people's behaviours such as consumers or employees Goulding (, 2002). 
Chapter 4
4 Presentation and Discussion of the Findings

4.1 Overview

The following section comprises the central data collected from the research methodology through the primary data collection, semi-structured interviews. These semi-structured interviews were done with five participants; on the one hand, three of them are Mexican Millennials who have worked for North American companies such as Unilever, Citi and Microsoft. On the other hand, two of them are Senior Human Resources Professionals with expertise in implementing HR policies for companies where most employees are millennials.

The interviews were performed in the English language. However, it is not the native language of participants, so then, there might be a risk of lack of clarity into some answers. 

4.2 Findings

Following the Interview Analysis Phases Table 1.4, the first phase of this process is Reducing Data to locate and Examine Phenomena of Interest; in other words, the data must be coded to clarify and order the transcripts of the semi-structured interviews. 

Phase 1 is focused on Roulston (2014b) suggests that the first step to reducing the interactional difficulties during research interviews is category members employed and assumed of one another by participants, followed by identifying sensitive topics that can be deeply explored and define possible ways in which participants thoughts related to project objectives are not aligned. 

Table 1.6 Key for Semi-Structured Interviews

	Key for Semi-Structured Interviews

	Seniority Level 
	Profession
	Interview Number

	J= Junior
	HR= Human Resources
	1
	4

	S= Senior 
	MW= Millennial Workforce 
	2
	5

	M= Manager 
	
	3
	6


4.2.1 Research Sample

The current research is focused on Mexican Millennial Workforce; consequently, the research sample for this examination was selected from Mexican employees born between 1980 and 2000 that have worked for North American Companies based in Mexico for at least six months. The number of contributors in this research is five employees: 1 junior-level employee, two senior-level employees, and 2 Human Resources specialist employees. They have worked for different industries such as technology, bank, and retail. The Plain Language Statement and Consent Form (See Appendix A and B) were set out and sent to every interviewee to ensure full knowledge of participation requirements, data protection, and participant consent. 
4.2.2 Data Gathered 

The primary data method used in this research is the semi-structured qualitative interview. The questions used during the interview were informed by the literature review and discussed between the author and the supervisor (See appendix C). The interview questions follow the objectives that direct the current research. 

The interviews were completed online, via Zoom, due to distance circumstances.  Zoom is a cloud-based platform that enables users to share voice and video across multiple electronic communication devices(Dell Inc, 2021). 

The interviews were recorded for transcription commitments established in the Plain Language Statement (See Appendix A) and agreed in the Consent Form (See Appendix B). The interviews were recorded in transcription mode through Zoom, which facilitates the transcription of the interview itself. The interview duration was approximately 30 minutes by the participant. The Interview questions were applied as guidance for the semi-structured interview; however, the question order changed according to each participant's interview rhythm and structure. 

Some interviewees asked for the interview questions to have a look and prepare for the discussion. This allowed participants to clarify themselves about the topic and have a better idea about the interview structure. However, there was a possible risk that participants pre-prepared answers and do not offer natural and instant solutions. On the other hand, as English is not the native language of any interviewee, having the questions before might help prepare answers precise. 

Finally, after having the interviews, the author realized that their fears of having overthinking answers did not represent a risk. In contrast, it was helpful to let the participants deeply think about their solutions with any time pressure. On reflection, there were no remarkable differences between participants who received the questions in advance and those who did not.
4.3 Discussion

The semi-structured interviews have been analyzed in the following process. The first step used for the analysis is the coding of the data to identify the code used for every interview, determined by the business area where the interviewer works, either a general area of Human Resources. The label used for other functional areas is M.M.W which means Mexican Millennial Workforce. On the other hand, the Human Resources professionals offer their experiences that they have faced when a new policy or strategy is implemented at North American Companies. 

4.3.1 Categorization 
The main themes were aligned with the literature review results, capturing the most critical attributes for M.M.W. Also, they were selected according to the questions asked during the interview. To have coherence between the literature review results and the data gathering. The categorization was defined as per the following table 1.6.
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From Figure 1.6, Nine themes came from semi-structured interviews and literature review analysis: 

1. Opportunities for Advancement 

2. Good training opportunities/developing new skills 

3. Work-life Balance 

4. Good variety of work 

5. Good people to work with 

6. Good people to report to 

7. Job security 

8. Good health and benefits plan 

9. Good Initial Salary

4.3.1.1 Opportunities for Advancement

According to Ng et al. (2010) study, the opportunities for Advancement attribute occupies the first place of the features looked at by Millennial Generation in Canada (See Appendix E). However, for the study made in Mexico by Carranza et al. (2019), opportunities for Advancement occupies eighth place (See Appendix F). This place was confirmed during the semi-structured interviews. When participants were asked whether Advancement was a priority for them to feel motivated and engaged to the company, the majority consider that it is necessary but not essential. 
“Well, I think opportunities for advancement is not the most important motivational factor for me; it's not impacting the engagement because you have to do your job anyway”. 

SMW1
 In addition, the participants stated that companies are recently more interested in the communication of new internal open positions, as the participant describes below: 

 "Well, actually, that's a good interest aspect, because for example, in my previous jobs, for example in Microsoft and Unilever, we only a  had a notion that there were different positions and that stuff.

But right now, for example, in Citi is very different is like; you have this position. Please keep in mind us as an employer."

SHR1
4.3.1.1.1 Communication of internal positions 

One of the HR professionals claimed that he had faced a notable change to the company's empowerment to achieve new goals and challenges within the company during his lastest experience compared to their previous jobs. 

 "The bank is pretty open about the new promotions. For example, in my previous jobs, Microsoft, Unilever, I did not have. Because right now in Citi is like there are many positions. Go and take it, even if you want to go to another country, and move on. It could be a possibility. So I see that I have right now".

SHR1

This view was echoed by another informant, a Senior Mexican Millennial who works in the banking industry. The interviewee mentions that her manager is constantly asking her about her plans and put on the table the new opportunities that she can have in the short and middle terms. 

It is essential to mention that both companies are banks industry. As we can appreciate, bank industries are aware and constantly promoting new opportunities to their employees. 

"Well, every three months, the leader talks with me, and she asked me,  What do you think to do in three months or a year or even five years? What are you going to do in this company? So I explained it to my leader, and she helped me do that on the intranet. And you can see all the opportunities that you can have in the future. So, it is like that you know how you can do your carrier there".
SMW2

A standard view amongst interviewees was that companies are taking action to retain the professionals, showing that there is a possibility to grow. Respondents find it motivating even though they did not mention it as the main motivational factor; they can visualize their career within the company. 

4.3.1.2 Good training opportunities/developing new skills 
Good training opportunities/developing new skills occupy fourth place in both studies reviewed within the Literature Review for Mexican and Canadian millennial workforce. The study published by Ng. et al. (2010) (See Appendix E) and Carranza et al. (2019) (See Appendix F). 
According to Carranza et al. (2019),) training opportunities is within the top 5 of the most important motivational factors for M.M.W (See Appendix F). This statement was confirmed when interviewees were asked about the relevance of good training opportunities for M.M.W engagement, even they mentioned that companies should update the training methods, implementing webinars, videos, facilitating and attracting the Millennials attention, as the HR professional states below: 

"Training it is important but not in a formal way… I think it's the best way to learn to do those things so maybe having the opportunity to do the training on the job is important. And besides, or maybe in small training, I mean, not the traditional way that we consider trying for example in a course in six to eight hours and things like that. I think that is not going to be very useful. Yeah, at least not for millennials… There are several ways to be trained. One note of it nowadays, maybe be training on the job, but we also have webinars we have also in, I don't know articles we have a video side of either we have many, many tools". 

SHR2

4.3.1.2.1 Diversity of courses to be taken 

It was suggested that when workers get more training and gain more skills, they feel more valuable as a participant commented:

" Every time they're teaching you new things, or they're training you to become a to become better. I think that's important because they make you feel that you are a valuable part of the team. So if you are getting more skilled, you are getting like more value as well".
SMW1
4.3.1.3 Work-life Balance 

As mentioned in the Carranza et al. (2019) study, work-life balance occupies the third place of the attributes ranking for M.M.W motivational factors (See Appendix F). Pinzaru et al.  (2016) suggest that the millennial generation needs a balance between professional and personal life, requiring a flexible work schedule; they dislike staying after hours. This statement was confirmed with the semi-structured interview answers since all participants mentioned that they feel more motivated when the company contributes to work-life balance.
“My specific case, I think is essential that the enterprise or consider offering a work-life balance.  I mean, I have worked on companies where this topic is not relevant. In contrast, when you're in a company that is taking care of the employee’s well being, it makes me feel better. 

JMW1
4.3.1.3.1 Flexible schedule 

The comment below by a Senior HR Professional participant illustrates the importance of offering a flexible schedule at the company:
"I think that the fact of millennials is being arranged in an office from 8 am to 5 pm. It's just terrible for them;  it's not ideal. It limits their creativity. It limits freedom; it limits communication. The most important thing being flexible in terms of scheduling times ".
SHR2
However, there were some negative comments about flexible schedule offered by companies in Mexico that is the case of the Senior Mexican Workforce who claims:

"In Mexico is difficult, especially in my job, a bank. Also, because it's difficult, you need to work a lot, many hours, maybe you don't work a lot, but you need to stay in the office a lot of time. So, is it challenging to do an equilibrium.
But it isn't easy because you need to stay there for many hours in my office. If you start the office at 8 am, but maybe you don't have an hour to finish the job. So perhaps it is 7 pm, but you also stay there because the leader or the manager can think you are not working. Suppose you stay out late earlier. So, it is difficult".
SMW2
Even though having a company that contributes to work-life balance is attractive for M.M.W, not all North American companies can offer a flexible schedule since the business is focused on customer service. The flexible working hours cannot be adaptable workers. For example, in a bank, the service hours are strictly established.  Nevertheless, it is essential to find the right policies to contribute to work-life balance through another attribute. Even though the participant feels uncomfortable with the working hours, she feels motivated by other details, such as the environment, which may balance features. Companies may not be able to offer all the motivational factors characteristics listed on the Carranza et al. (2019) studio (see Appendix F) due to the nature of the business. However, they can pay attention and try to cover the ones they can control, such as promotions, payment, rewards.  
4.3.1.4 Good variety of work 

Variety of work occupies fifth place in the list of motivational factors for Mexican employees. However, in all cases, the participants, Mexican Workers or HR professionals, see various work as a critical attribute for employee engagement. 

As one senior HR professional said:
" I have found that millennials tend to work quickly. So the idea is not to have them very much in the same project, position or job. Having the opportunity to participate with other team members and leading new projects allow them to acquire different skills. 
If the company name can bring that, that would be the best way to increase their motivation. Yeah.
SHR2

4.3.1.4.1 Recognition 

It is essential to remember that millennials are principally motivated by recognition, comfort, and interaction; millennials are motivated by social interactions looking for being involved in different projects Pinzaru et al. (2016). 
For example, one Senior Human Resources professional said: 

"Maybe I'm not going to create everybody as a director, but maybe I can have product leaders for different things. So I think this kind of opportunity is important. And of course they, one of the important issues for them is to be recognized and to have this recognition of the whole company... So, having these predict being as successful and I think the best way to compensate will be obvious to mention that to be a not a simple idea of the month. Still, maybe as a little article maybe si news I don't know some small actions that allow it to the whole company focus on them to know that there is somebody making, and that is going and doing sorry I will jump in, in different ways".
SHR2

4.3.1.4.2 Cross-training 

One of the Mexican millennials interviewed mentions that cross-training is a motivational factor because he can know about other activities and perform a new process. As the following comment states:
"I think everything it's motivational because, for example, in my case, I tried always to be a person who likes to learn lots of new things.

So, I would like to be in some new projects, or every time there's a new project, they try to involve me or involve new people so that they can know, and they can be like the backup for the others in case that the main, or the principal team member is not working so you can support them. So I think it's one of the things that I like is the cross-training we have. That probably you can have, or do you can support the others... Because if you're feeling comfortable about the activities, you can ask for more activities, so you can know that you are doing the things right".
SMW1

Cross-training is defined by Cannon-Bowes y Salas (1998) as:

"A form of training in which team members are trained on the tasks, duties, and responsibilities of other teammates. It is generally achieved through positional clarification, positional modelling or positional rotation and the level of knowledge that is imparted to individual team members in each cross-training technique is different". 

(Nembhard, 2007 p.185)
Cross-training is a concept that is not founded within the list of the main motivational factors of Mexican Millennials suggested by Carranza et al. (2019) (See Appendix F). However, it was mentioned during the semi-structured interviews. Cross-training can be understood as a tool that allows employees to learn new processes and be involved in new activities within the company or area; cross-training is helpful to support activities in case one person cannot do it. Another person can be responsible for those processes as well.  Cross-training is the path to achieve a diversity of activities for employees since it allows the exchange of the activities according to t the team members' needs. 
4.3.1.5 Good people to work with  and good people to report to 

4.3.1.5.1 Good environment 

When asked about the environment, the participants were unanimous that having good people to work with and good people to report to is essential to feel motivated. In contrast, the ranking list of motivational factors suggested by Carranza et al. (2019) (See Appendix F) means that good people to work with and good people to report are not figured within the first five places of the most important motivational factors for M.M.W suggested by Carranza et al. (2019).
The participants, on the whole, demonstrated that having good people to work with, including good management, is essential for them, talking about this issue an interviewee said:
" The good working environment is essential for me".

SMW2

“The human relationships are essential for me. For example, when I left Microsoft, I miss the people. I miss the people, not the area or the job at all. I miss the relationships in there. 

A little tricky, but, at the time, you understand that you probably need to create a new relationship.
SHR1

“So, I would like to be in some new projects, or every time there's a new project, they try to involve me or involve new people so that they can know, and they can be like the backup for the others in case that the main, or the principal team member is not working so you can support them. So I think it's one of the things that I like is the cross-training we have. That probably you can have, or do you can support the others... Because if you're feeling comfortable about the activities, you can ask for more activities, so you can know that you are doing the things right".
SMW1
When participants were asked about having good people to report to:  one of the Senior  Human Resources Professional said: 
“For millennials, it is essential to see their managers as a mentor. The mentor is somebody that seems friendlier, that seems more familiar, that it's respectful for them, that they can give advice, guidance and it is not seen as somebody that is just making limits and punishment. As soon as the figure acts as a mentor as a coach, millennials will be more motivating. 
 In matters of space, I think another important thing is to have the opportunity to express themselves and share their opinions”.

SHR2
4.3.1.5.2 Multicultural environment 
A multicultural environment was not founded within the Carranza et al. (2019) et al. ranking list (See Appendix F). However, it is an essential and motivational factor for the participants. Having an intercultural environment brings to the employees and engagement to the company, having the opportunity to practice English skills, talking with people from abroad, and learning about another culture, as is stated by one of the HR Professionals. 

"I have the opportunity to work in an international company which is Microsoft.  And there, I had a chance to learn about different processes and cultures, so I think it could be a great value to improve myself professionally. And, to get a better understanding of other cultures for me, that experience was terrific. 
And finally, for example, in my current job, I have a contact within in a global way, so I have an approach, for instance in different countries, so I'm very happy for that because I know that these will help me improve my English skills”. 

SHR1

The global nature of many North American Business typically offers this type of attribute.
4.3.1.5.3 Social interactions

Social interactions represent an important concept into the excellent person to work with and good people to report to, not only by zoom meetings or calls, millennials like to have social relationships. One informant said that she wants to be in charge of customer service activities. 

Even though her job does not offer her other motivational attributes, such as work-life balance, she truly enjoys interacting with people. Her customers make her feel good and keep her motivated and engaged with the company, as she states below:
“Even the position where I work does not allow me to have a balance between personal a professional life; I love my job, I like to talk to people and solving problems”.

SMW2

“I started to work in the finance area; then I change to Human Resources area because I realized that in the HR environment, I have the opportunity to connect with people and help them. All the things that they employ you provide to them in a better way. And I feel comfortable giving attention to people. 
JHR1
4.3.1.6 Job security 

4.3.1.6.1 The formal and well-established company
Interestingly, after the pandemic situation, job security was an essential factor; In all cases, the informants reported that job security turned into one of the most critical factors nowadays. This attribute appeared in seventh place in the previous study focused on M.M.V made by Carranza et al. (2019) (See Appendix F). However, circumstances have changed the perception about this attribute, bringing to the most important motivational factors for M.M.W.
“I found that it's essential, and not precisely planning the rest of their lives in the company but knowing that tomorrow, they're going to have a job that tomorrow during their company's not going to disappear. The security of having their salary each month, or every 15 days, it's essential.

SHR2
“But I've seen that it could be essential to have, for example, our plan pension because right now I am be watching some videos about the new future of the millennials and the pension plans.

And it's very critical because people have a difficult time right now, for example, with the pandemic. You are struggling with the money if you got fired; for instance, an idea goes I was fired from my previous job. So at that moment, I thought, I have my compensation. But at the time. I understood that probably would run out, so I was stressed about it.

So now, with the new beginning in the company where I am working right now.  I understand that probably it's not about the money because you could have every amount, but it's, it could be beyond probably a pension plan of them being shown up, for example, and no there. We have been saving in Mexico”.  

SHR1

According to the OECD (2016), the attention for the pension statement grows with age, as 42.4% of workers younger than 27 years old having an account with a Retirement fund management (AFORE) consult their pension statement, while 53.0% do so among those aged 45 to 54. Furthermore, 24.3% of workers with an AFORE account do not understand what an AFORE is. AFORE are companies authorized to manage individual retirement accounts; AFORE manage accounts that accumulate contributions by the employer, the federal government and the employee (Citi, 2021). 
4.3.1.6.2  Good workplace

When it was asked about job security, and H.R, professional related job security with having a comfortable place to work as she states below: 
“I think that the physical space also is it's essential. They need to go from, maybe not like home, but comfortable. Even if they're going to Japan to spend some time, the idea is not to spend so much time physically on a bad day at the office. So what were they used to be, maybe kind of informal coffee issues and things like that, not to lose the formality of a company obviously but be comfortable in the company that you do feel okay.

SHR2
Job security has represented an essential factor for companies to take into consideration during the last years. As mentioned during the Literature Review, companies such as Eli Lilly have implemented rooms for female staff for maternity purposes(Ruiz Castro, 2013). 
4.3.1.7 Good health and benefits plan 

In general terms, millennials are not worried about health and benefits plans when they are single; however, the interest changes when they have a family. Since Mexicans are significantly motivated by family and children (Dun and Bradstreet Logo, 2021), this view was echoed by an HR professional who said:
“I have found that it's not quite interesting the matter of these health insurance. Millennials begin to worry about these kinds of models when they have a child and become parents for the first time because their needs and interests change. This is quite interesting millennials being and becoming a parent. So I think that's it's essential to understand them and their needs.
SHR2
4.3.1.8 Good Initial Salary

4.3.1.8.1 Good wages
In general, the participants thought that they had an excellent initial salary. They do not have complaints about pay. It seems that salary is more important than having a good benefits plan. 

“I think I would go for the salary because you with a good salary you can hire good health plan or benefit plan here in Mexico. But by your side and you personalized up to your needs so that I will go for having a good salary is more important than having a benefits plan”. 

JHR1

4.4 Conclusion
In this investigation, the first aim was to facilitate the construction of Human Resources policies into the Mexican Millennial Workforce.  This study aimed to facilitate the development of procedures to raise Mexican Millennial Workforce engagement and increase the North American Companies investment in Mexico.
On the other hand, the main objectives of this research were: 
· Examine motivational factors of the Mexican Millennial Workforce.

· Explore successful employee engagement strategies in Mexico. 

· Explore the total available rewards that North American Companies could use 

· Make recommendations for North American companies to use Human Resources policies and procedures in Mexico

This study has identified that the main motivational factors depend on every person; however, there are specific characteristics that companies, not only North American companies, might consider before the HR policies development. In general, the Mexican Millennial Generation feels motivated by their teammates or co-workers. They are conscious that they are sometimes more than eight hours at the job. They like to enjoy the environment and play and enjoy the moment with their co-workers. It has been noticed along with the interviews, when a Mexican millennial leaves a job, they tend to miss their co-workers more than the company or the job. Freedom is an important concept that empowers M.M.W to feel comfortable in a job; companies might consider millennials looking for a mentor more than a manager. The relation between the manager and the team members should be based on trust and needs understanding. When the millennial feel that their opinions and needs are being heard, they feel much more motivated. 

Since M.M.W tend to prioritize social life more than a job, the companies should be aware that work-life balance is essential for this generation. Otherwise, workers will not feel part of the company; they value that the company pays attention to them as human beings, not only as workers. They like to have a balanced life, sharing time with family and friends. 

This generation is the generation with the lowest level of professional stability. Working less than two years represents a high cost to companies, which is why cross-training must be essential at any company—especially those companies where the processes are pretty much the same every day. 
Chapter 5
5 Concluding Thoughts on the Contribution of this Research, its Limitations, and Suggestions for Further Research
The present study has gone some way towards enhancing our understanding of motivational factors of the Mexican Millennial workforce. We are interviewing Mexican millennials working for North American companies and HR Professionals who have developed strategies to engage this generation. 
The chapter starts by analysing the implications of Finding the main research question, highlighting how the results help answer the main question and how the research method contributed to achieving the main objectives—followed by understanding the limitations and contributions that the author phased along with the study. In addition, the author set up some recommendations for future studies to make a more efficient study about motivation in Mexico. Also, as established in one of the main objectives, the author set up recommendations for future practice. In this case, the audience refers to that North American company interested in investing in Mexican subsidiaries. Finally, the Conclusions and reflections are stated. 

5.1 Implications of Findings for the Research Questions

The findings of this study have several practical implications. To state the impact of finding for the research question, it is essential to remember that the main research question which guided this study was: How can North American companies ensure engagement and motivation in the Mexican Millennial workforce?. These factors are related and compared with the first-level factors suggested by Herzberg theory (Herzberg, 2017). Herzberg uses the following factors to analyse the feelings of participants at work: recognition, achievement, the possibility of growth, advancement, salary and interpersonal relations, supervision technical, responsibility, company policy and administration, working conditions, factors in personal life, status and job security.
To answer this question, there was secondary data taken into consideration by researching the information and studies about Motivational Factors for generation Y in Mexico. From the analysis of the semi-structured interviews, eight themes emerged.

The following themes were chosen to the results obtained by Ng et al. (2010) study (See Table 1.1) and the results obtained by the Carranza et al. (2019) study (See Table 1.2), chosen by the most important attributes considered by Millennials. 
Table 1.7 Themes
	Themes 

	Theme 1
	Opportunities for Advancement

	Theme 2
	Good training opportunities/developing new skills

	Theme 3
	Work-Life balance

	Theme 4
	Good variety of work

	Theme 5
	Good people to work with and Good people to report to

	Theme 6
	Job Security

	Theme 7
	Good health and benefits plan

	Theme 8
	Good Initial Salary 


5.1.1 Opportunities for Advancement 

According to Ng et al. (2010)  study of the Canadian Millennials workforce (See Table 1.1), the opportunity for career advancement is the most important for the Canadian Workforce. However, considering the study made by Carranza et al. (2019) study (See Appendix F), the Mexican Millennial Workforce consider that this attribute occupies the eighth place of importance.

However, according to the research, career advancement is the most desired attribute of work by millennials with at least one year of experience. At the same time, they like rapid promotions and large pay increments, but with realistic thoughts. Christian Sutherland-Wong, Glassdoor president and C.O.O., said in the study, "Job seekers want to be paid fairly, but they want to work for a company whose values align with their own and whose mission they can fully get behind."
5.1.2 Good training opportunities/developing new skills 

Howe (2000) define Generation Y as the most educated generation. During the interviews, most of the participants stated that training is recently more consider by companies. Companies such as Unilever and Citi offer a wide range of courses and certifications to their staff, especially the banks. Over half of those interviewed reported that taking classes and certifications keeps motivated them since they are valuable for the company. They might be considered for future challenges within the company. However, the minority believe that those courses are not attractive for themselves since they are not directly related to their current activities.
Moreover, HR specialists consider that companies have to make different strategies in the way they are providing those courses. They stated that being 4 or 5 hours in the classroom is not attractive for M.M.W. Attending webinars, conferences, watching videos or interactive content is preferable.  
Another point related to training is cross-training. This attribute was not funded within the ranking provided by Carranza et al. (2019) of the main motivational factors for M.M.W. Nevertheless, this tool was highlighted by interviewees, who consider that this cross-training helps them to keep motivation, teamwork and work variety within their daily tasks. Cross-training helps to know another’s team member tasks and contributes to thinking out of the box and not getting bored about the same daily activities. They consider that the best way to be involved in their activities is by teaching what they do. 

Allen (1990). consider that onboarding is crucial for employees, understanding the skills required for the position, company-s culture, position tasks are essential to empower professional development, motivation and retention. Nevertheless, none of the participants mentions onboarding as a crucial motivational factor. 
5.1.3 Work-life Balance 

According to Afif (2019 ), generation Y has different priorities; they prefer to be with family and friends instead of working. Their genuine interest is out of the workplace. This idea is echoed by Pinzaru et al.  (2016), who states that this generation is significantly motivated by work-life balance, because they need a balance between work and personal life, preferring flexible schedule and not staying after hours at the workplace. 
This idea was confirmed during interviews as most respondents felt that this attribute is significant for them. However, they consider that it is not easy to find a work-life balance at work. The majority of interviews mentioned that the companies where they work try to offer activities to contribute to the employee's work-life balance, such as online yoga classes and flexible schedules, but their actions do not allow them to work on time. The companies tend to determine many activities by the employee which prevent that the can be out of office on time.  
Before the pandemic, it was much more challenging to find a work-life balance. Due to overpopulation, employees have to spend around two hours going to work and two hours going back home. They use those hours to work, so they assign that time to finish their daily work activities. In general, the participant's sentiments seem uncomfortable regarding work-life balance; even the literature says that millennials feel motivated by work-life balance. The companies where participants work is not contributing to work-life balance empowerment for employees. 
5.1.4 Good variety of work 

Pinzaru et al. (2016) suggest that Generation Y enjoys having diversity in their tasks, freedom, and guidance.  This statement was confirmed during the interviews; when participants were asked whether the excellent variety of work is a crucial motivational factor or not, the answer was positive. The M.M.W consider it essential to have a suitable type of work every day. 
According to the HR Professionals and M.M.W interviewed, they need to be involved in different projects. Even they have the same activities every day. They are strongly motivated to assign some time to be involved in new projects, knowing new processes, and interacting with new people. 

Concerning this item, HR professionals consider that aside from being part of different tasks, they like to be recognized for their achievements. They want to be challenged and like to feel that their knowledge and opinions are valuable for the company. This result supports the motivational factors suggested by Herzberg on the millennial generation, workplace working conditions, recognition in the organization and between colleges and less supervision motivate this generation to join and stay for a longer time(Jain and Daipuria, 2020). 
Moreover, cross-training plays an essential role in a good variety of work, since the performance of cross-training facilitate the staff to being involved in different processes. 

To sum up, a good variety of work is an essential motivational factor, and it is a crucial attribute to contribute to the retention, engagement and motivation of this Generation. 
Recently, more companies are improving policies to keep the employees part of different programs, even if they have a routinary task. Aside from their core activities, they can participate in other activities. Companies such as Microsoft, Ericson and Citi, are promoting participation in different projects. This brings the employees the possibility to increase skills and offer new knowledge into the company. 
5.1.5 Good people to work with  and good people to report to 
(Yang and Guy, 2006)  (Hatipoglu and Inelmen, 2017). states that this generation is strongly motivated by informal and unstructured communication channels. These matters impact productivity levels, bringing low productivity rates. In contrast, Pinzaru et al. (2016) validate that this generation is principally motivated by interaction, recognition and comfort, suggesting that millennials are involved in social interactions, looking for being involved in different projects performed in suitable environments. This statement was confirmed during the interviews. All the participants mentioned this attribute as the most important. According to the results of the semi-structured interviews, millennials are more engaged with the roles and companies when they have good people to work with, including managers. In some cases, they even miss more the people who they were working with more than the activities as themselves. Having a good environment represents an essential feature to maintaining themselves motivated. Moreover, according to the HR Specialist, companies need to understand the millennial manager’s role. Their role should be a mentor, friend, and understanding their needs, rather than being a rude figure or not flexible. 
In addition, the research shows that the millennial generation is strongly motivated by cross-cultural interactions. So then, companies have to create programs and projects that allow employees to have multicultural experiences, allowing developing projects with people from other countries or even though develop exchanges of location, offering the opportunity to develop the internal talent into the open positions offered across the world. The job design is crucial to developing new parts that help solve different issues at the company, allowing employees to be involved in various matters rather than do the same activity and tasks every day for a long time. 
To sum up, having good people to work with is essential for M.M.W. since they tend to be in groups and personal interactions. Companies should be aware that it is crucial to align the people hired with the company’s cultural values to have people guided by the particular type of model.  

5.1.6 Job security 

The importance of job security has considerably changed after the pandemic situation from the M.M.W. perspective. According to the majority of participants, job security plays an essential role in feeling motivated. Feeling that the company where they are working is not broken or will not disappear soon make them feel comfortable, even  M.M.W do no plan to stay at any company for more than fifteen years, having the security of receiving their wages and salary every two weeks or monthly is essential for them. 

One of the HR professionals interviewed related job security to having a good physical space to work, highlighting that having a comfortable workplace make the talent feel more engaged with the company, such as Microsoft, Unilever and Google. This information confirmed that more companies are investing in new locations during the last years, being contemporary and empowering creativity, ensuring that employees, especially M.M.W, are confident with their workplace. According to the Literature Reviewed, American Express and Eli Lilly have adapted some offices with places where mothers can keep human milk refrigerated(Ruiz Castro, 2013). This issue makes the workers feel motivated and valuable for the company. 
5.1.7 Good health and benefits plan 

According to Galiano (2012), millennials suggest increment compensation, adjustment of pay on their hours, and extra benefits, such as health insurance. Nevertheless, when participants were asked whether they prefer to have a good health and benefits plan or an excellent initial salary, various perspectives were expressed. On the one hand, they mentioned that having a good health and benefits plan is essential but not essential. They consider a good benefits plan: food voucher, Christmas bonus, saving fund, and retirement plan. This information contributes to confirming the benefits founded during the Literature Review (See Table 1.3). 
However, it is not attractive for all M.M.W. According to the HR specialist interviewed, it is crucial to understand the principal needs since some people may prefer having a good range of benefits. In contrast, others prefer to have a good income every month and decide whether to invest or not into a good health plan. 
This attribute could not be confirmed at all; even the benefits plan that most of the North American Companies offered were established since most participants mentioned the facts; it cannot be approved if it is essential since the results and opinions are divided. 

The challenge now is to fabricate policies that contain a benefits plan according to employee’s needs. They can choose what kind of benefits are essential for them; it is not the same to have life insurance for people with family than for a single person. All these benefits are related to personal needs and lifestyle. Continued efforts are needed to make policies more accessible and flexible to the staff. Companies might reduce cost from offering benefits to improving salaries and allow employees to create a personalised benefits plan where each employee can choose the attributes according to their needs.
5.1.8 Good Initial Salary

Good initial Salary is not one of the main motivational factors that participants show during the interviews, and they consider that salary is essential to cover their primary needs. Still, it is not crucial to feel motivated. 
According to the interview’s results, it is much more important to be recognised, feel part of the company, and be comfortable with the activities and projects that they have in charge make them feel more engaged than having a good salary. They prefer to have a job that makes them feel challenged than having a well-rewarded job. However, this attribute has the same particularity: having a good health and benefits plan since millennials with a family will prefer having a good initial salary to being completely comfortable with the activities at a job. Since their motivational factors change, and as the author stated before, family is a strong motivator for Mexicans. So then, M.M.W. with family are willing to be into a job that does not empower themselves if they are well remunerated. 
Companies might reduce cost by reducing benefits and improve salaries and allow employees to make a personalised benefits plan where each employee can choose the attributes according to their needs.

5.2 Contributions and Limitations of the Research

The small sample size did not generate a result representing the main thoughts of the population in Mexico. The semi-structured interview was focused on some millennials and HR professionals. Nevertheless, this can be limited to only one or three sectors and North American Companies of a specific industry. Three interviewees are working in the bank sector, while others work for technology and pharmaceutical companies. So then, other industries such as customer service, tourism, professional service companies, or restaurants are not included in the sample. 
The major limitation of this study is that the research was not made using a massive sample; probably, the results obtained of this research might be much more representative if the method is quantitative rather than qualitative, surveying a significant group of millennials around the country, not only considering people from Mexico City. The interviewees live in this urban area which offers the best job opportunities compared to the rest of the country. 
Due to the Covid-19 situation, motivational factors were impacted, which might be considered a limitation since the circumstances were not the same as three years ago when comparative studies were performed. The millennial generation is constantly changing, so the motivational factors can vary, depending on the lifestyle, priorities, environment, age, and even residence place. Nevertheless, it is essential to have an overview as a generation, understanding primary needs and behaviour. 
The last limitation founded during the study was the language, even all the interviews were made in English, this language is not the native language of the participants, so then, in some cases, it represents a limitation on the answers since the participants did not express themselves as much as they could do in their native language. This meant a limitation for the data analysis and the comparative analysis because of the lack of information presented in some answers. 

5.3 Recommendations for Practice

Before making any practice or policy, it is crucial to understand the generational needs for this generation and every age. And the main goal is to find the organization as a whole organization, having policies that empower and engage every employee. It depends on every person; however, if the primary needs and motivational factors are understood, the guidelines might achieve the ideal engagement. 
Topics such as cross-training, multicultural environment, and recognition can be considered and might differ in a successful policy. In general, the millennial workforce is a generation that is constantly looking for changes and learning, and they look for something new every day. If the people feel comfortable in their workplace, handling exciting new challenges will last for a longer time. Otherwise, this generation will feel demotivated. AS we have seen along with the discussion, opportunities for advancement are essential to make them think that they can grow up. Even though they can move to other countries, the impact of the HR policies will be more substantial. 

This research intends to find the main motivational factors that empower the Mexican Millennial Generation and facilitate North American Companies to create HR policies that ensure the proper engagement to this generation through different features, attributes, and tools. 

In most cases, those tools do not represent a high cost for the company, that is case cross-training, for example, cross-training allows creating a rotation between role, bringing the opportunity to learn new processes, develop new skills, and ensuring the operational flow, that not only a person has the responsibility of a process, in contrary, but all the team members will also know. They will be conscious of the difficulties or implications of every single process that the team has. They are learning the responsibility that every team member has. This tool is beneficial since there can be a better understanding, and they will help each other. Not only wait until the next person finishes his/her job, but they will also be able to help, and the environment will be positively impacted, feeling that they are working as part of a team rather than a group. 
5.4 Recommendations for Future Research

A greater focus on the sample could produce interesting findings that account more for motivational factors around the country. The interviews for this research were oriented to Human Resources professionals and Mexican Millennial Generations; however, after analyzing the information, the author considers that the sample might be more significant for future cases, considering that the selection is more representative, the results give a more substantial scenario. On the other hand, if the research is focused on Mexican Millennial Generation, the author considers that the study can be made through quantitative analysis, such as surveys. If the debate is to be moved forward, a better understanding of M.M.W needs to be developed may bring success to companies' good HR policies. 

5.5 Final Conclusion and Reflections

This study suggests that companies should be aware of the employee’s needs; even though the companies in Mexico depend on Corporative from North American companies, they should verify that the HR policies implemented in Mexico are effective and aligned with the employee’s desires.
Once the companies have understood the Main motivational factors and needs of Millennials, but from all the employees, more flexible benefits and rewards can be offered by the employer; most of the time, conditions are not associated with a particular generation; they are associated to personal interests. For instance, a millennial with children does not have the same interest that a single millennial. That is the reason why it is crucial to offer personalized rewards and benefits

Matters such as flexible schedule, cross-training, cross-cultural environment flexible compensation and rewards, recognition, social interactions, job design and a good variety of work, are factors that define and empower the motivation of M.M.W. All those factors can have different importance for the employees that is the reason why it is essential to understand their needs, culture and behaviour before making any H.R. policy. The ideal scenario is to delete the generational differences and offer the proper H.R. policies to all employees, make them feel that the company hears their thoughts and needs. 
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Appendices
Appendix A – Plain Language Statement

PLAIN LANGUAGE STATEMENT 

Introduction to the Research Study

Research Study Title: "The Motivational factors that ensure engagement of Mexican millennial workforce hired by North American Companies."
University: Griffith College, Graduate Business School.

Principal Investigator: Dr Garrett Ryan. 

Researcher Name: Nelhy Janet Yllescas Ramirez

Email: nelhy11@hotmail.com

II.
Details of what involvement in the Research Study will require

This project involves taking part in interviews.  The interviews/survey responses will be recorded and seek information on your working experience for Multinational companies. Questions are directed towards your thoughts on how much they are being motivated by Human Resources practices implemented by North American companies and what of those incentives are effective to improve their engagement and retention levels. I estimate the interviews/survey will take no longer than 30 minutes to complete. 

III.
Potential risks to participants from involvement in the Research Study (if more significant than that encountered in everyday life) I do not anticipate any risk to participants as a result of participation in this Research Study.

IV.
Benefits (direct or indirect) to participants from involvement in the Research Study

The purpose of this investigation is to explore the main motivational factors that boost the engagement of the Mexican millennial workforce (M.M.W.) hired by North American Companies. 
V.
Advice as to arrangements to be made to protect the confidentiality of data, including that confidentiality of information provided is subject to legal limitations 

Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.   

VI.
Advice as to whether or not data is to be destroyed after a minimum period 

Audio tapes/Survey data will be destroyed on the successful completion of this master's degree in full compliance with GDPR regulations.  
VII.
Statement that involvement in the Research Study is voluntary

Involvement in this Research Study is voluntary.  Participants who decide to take part may withdraw from the Research Study at any point.  There will be no penalty for withdrawing before all stages of the Research Study are complete..  
If participants have concerns about this study and wish to contact an independent 

person, please contact: 
Dr Garrett Ryan
MSCIB Programme director
Graduate Business School
Office: A109
 
Griffith College
South Circular Road, Dublin 8, Ireland
 
Phone:  + 353 1 416 3324
Email: garrett.ryan@griffith.ie
Website: www.griffith.ie  

Appendix B – Informed Consent Form
INFORMED CONSENT FORM 
I.
Research Study Title: "The main factors: benefits and incentives implemented by North American companies that encourage the millennial workforce motivation in Mexico that proved the desired productivity, engagement and achieve better retention levels"
University: Griffith College, Graduate Business School.

Principal Investigator: Dr Garrett Ryan. 

Researcher Name: Nelhy Janet Yllescas Ramirez

Email: nelhy11@hotmail.com

II.
Clarification of the purpose of the research

The purpose of this investigation is to explore the main motivational factors that boost the engagement of the Mexican millennial workforce (M.M.W.) hired by North American Companies. 
III.
Confirmation of particular requirements as highlighted in the Plain Language Statement

This project involves taking part in questionaires and interviews.  The interviews/survey responses will be recorded and seek information on your working experience for Multinational companies. Questions are directed towards your thoughts on how much they are being motivated by Human Resources practices implemented by North American companies and what of those incentives are effective to improve their productivity, engagement, and retention levels. I estimate the interviews/survey will take no longer than 30 minutes to complete. 

Every attempt will not interfere with normal business operations, as such interviews and surveys will not be conducted at a month or quarter-end.
Participant – please complete the following (Circle Yes or No for each question)

Have you read or had read to you the Plain Language Statement
     Yes/No

Do you understand the information provided?


     Yes/No

Have you had an opportunity to ask questions and discuss this study?    Yes/No

Have you received satisfactory answers to all your questions? 
     Yes/No

Are you aware that interviews will be audiotaped?


     Yes/No

IV.
Confirmation that involvement in the Research Study is voluntary
Involvement in this Research Study is voluntary.  Participants who decide to take part may withdraw from the Research Study at any point.  There will be no penalty for withdrawing before all stages of the Research Study are complete..  
V.
Advice as to arrangements to be made to protect the confidentiality of data, including that confidentiality of information provided is subject to legal limitations 
Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.   

VI.
Participant Signature:
I have read and understood the information in this form.  The researcher has answered my questions and concerns, and I have a copy of this consent form.  Therefore, I consent to take part in this research project

Participants Signature:








Name in Block Capitals:








Witness:












Date:














Appendix C – Interview questions
Interview
1. What kind of intrinsic motivations are available for you at the company where you are currently working? Understanding intrinsic motivation as motivations related to goal satisfaction such as job satisfaction, compliance with standards, and personal goals. 

2. What kind of extrinsic motivations are available for you at the company? Understanding extrinsic as that job is a tool to satisfy principal needs. 

3. How are those things motivating to you? How motivated do you find those factors? Are those factors encouraging you?

4. Are there opportunities for Advancement in the company where you are currently working? If so, how are they communicated? How do you know about those opportunities?

5. Are there opportunities for training? What is your experience with that? 

6. As a millennial, are you able to find a work-life balance? Does your company try to help you with this? If yes, how does the company contributes with? Do you feel more motivated and productive? If not, would you like to see work-life balance promoted by the company? How? What could the company do to help to have a work-life balance? 

7. Is there good variety in your work? What challenges are there? Do you find any barrier that makes you feel demotivated?

8. How do you consider the work performed by the team members? If it is positive, how can you describe the environment between you and them? Do you find that characteristic as a motivational factor to improve your performance? 

9. Do you have good health and benefits plan? If not, would you like to have it? Is that a motivational or productive factor for yourself?

10. Do you consider that you got an excellent initial salary level when you started to work? Does it is a crucial motivational factor?

11. Do you find job security as an essential motivation? Do you feel that your current work is offering protection? Why? If not, why not?

12. What question do you consider is crucial to answering that I did not ask?

Appendix D – Invitation Email
Dear X,

My name is Nelhy Yllescas. I am finishing my MSc in International Business Management at Griffith College in Dublin, Ireland; as part of the studies, I am directing research focused on Motivational Factors that engage the Mexican Millennial Workforce to North American Companies. The research method selected for this research is semi-structured interviews. In this sense, I ask your kindly support to be part of the researchers attending the interview scheduled via Zoom. 

Participation is entirely voluntary. That is why I invite you to read the attached information Plain Language Statement and Informed Consent Form. Once you have read both documents, please send me the Informed Consent Form signed. 

If you have any comment or question, please do not hesitate to contact me, 

Thank you so much for your time and your participation in the research, 

Yours Sincerely, 

Nelhy Janet Yllescas Ramirez 

MSc International Business Management 

Griffith College 

Nelhyjanet.yllescasramirez@student.griffith.com

Appendix E – Desire attributes by Millennials in Canada
Table 1.1 Desire attributes by Millennials in Canada
	Attribute
	 
	S.E.

	Opportunities for Advancement in position
	4.57
	0.014

	Good people to work with
	4.5
	0.014

	Good people to report to
	4.47
	0.014

	Good training opportunities/developing new skills
	4.43
	0.014

	Good variety of work
	4.29
	0.015

	Work-Life balance
	4.29
	0.016

	Good health and benefits plan
	4.22
	0.016

	Good initial salary level
	4.21
	0.015

	Job security
	4.11
	0.016

	Challenging work
	4.11
	0.017

	Opportunities to have a personal impact
	3.88
	0.018

	Commitment to social responsibility
	3.73
	0.019

	Opportunities to have a social impact
	3.72
	0.02

	The organization is a leader in its field
	3.71
	0.019

	Strong commitment to employee diversity
	3.6
	0.022

	Opportunity to travel
	3.46
	0.022


Source: Ng et al. (2010)
Appendix F – Desire attributes by Millennials in Mexico
Table 1.2 Desire attributes by Millennials in Mexico
	Attribute
	 
	 

	6. Good health and benefit plan
	0.785
	 

	9. Good initial salary level
	0.677
	 

	5 Work-Live balance
	0.674
	 

	4 Good training opportunities/developing new skills
	0.669
	 

	7. Good variety at work
	0.666
	 

	3 Good people to report to
	0.656
	 

	4 Job security
	0.642
	 

	1 Growth opportunities and career advancement
	0.599
	 

	14 Organization is a leader in its field
	0.562
	 

	15 Strong commitment to employee diversity
	0.542
	 

	2 Good people to work with
	0.541
	 

	16 Opportunity to travel
	0.481
	 

	12 Commitment to social responsibility
	 
	0.878

	13 Opportunity to have a social impact
	 
	0.872

	13 Opportunities to have a personal impact
	 
	0.765

	10 Challenging work
	 
	0.687


Source: Carranza et al. (2019)
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