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Management Strategies of Young People in Lie-flat
Movement
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Abstract

In today’s era, many young people would rather lead a poor life than work hard
due to fierce competition among young people and it exist disproportionate relationship
between what they pay and what they earn. To deal with this problem, this research
constructs “young people’s work willingness affects factors model”. This model will
analyze what factors can affect young people's willingness to work. This study uses
correlation analysis and regression analysis to test hypothesis. The experimental results
show as follows. For Taiwanese young people, job satisfaction, organizational
commitment, organizational fairness and conformity behavior have the influence on the
work intention of young people in Taiwan. In terms of research, job satisfaction,
transactional leadership and organizational fairness have an impact on the work
intention of young people in mainland China. And then, various management strategies
will be constructed for enterprises in Taiwan and mainland China.
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A. Introduction

In today's world, young people in the post-90s generation have a lot of pressure in
their lives and are caught in a cycle of "involution”. Many young people are engaged
in homogeneous jobs. They work hard but their income has risen to varying degrees.
Many young people choose to "lay flat" and choose to live a life with low desires. They
are unwilling to compete. Many high-paying jobs follow the “996 working system"
(People go to work at 9 am and end at 9 pm. 6 days a week). The definition of "lay flat"
is an attitude and way of life characterized by rejecting intense competition, giving up
on the pursuit of material success and societal expectations, and choosing a low-
pressure, simple lifestyle instead. The reasons behind the "lay flat" phenomenon among
young people are multifaceted, encompassing social, economic, and psychological
factors. Here are some of the main reasons:

1. High Cost of Living

The high housing prices and living costs in major cities make it difficult for young
people to afford basic living needs. Traditional markers of success, such as buying a
house, getting married, and having children, have become increasingly unattainable,
leading many young people to feel hopeless and choose "lying flat" to reduce stress.

2. Challenges in the Job Market

Slowing economic growth and industry instability have made the job market more
challenging. Even with advanced degrees, young people often struggle to find
satisfying jobs, facing high work pressure, long hours, and low pay, leaving them
feeling uncertain about their future.

3. Mismatch Between Income and Living Costs

Many young people find that, despite working hard, their income growth cannot
keep up with the rising costs of living. This significant gap between income and
expenses leads to frustration and helplessness.

4. Pessimism About the Future

In a rapidly changing social and economic environment, many young people feel
uncertain and pessimistic about the future. They believe that even if they put in a lot of
effort, achieving their ideals and goals remains difficult, so they opt to "lie flat" to avoid
disappointment and frustration.

This phenomenon is currently causing a major economic crisis in mainland China
because the problem of declining birthrate has caused a serious shortage of workers in
the mainland China's manufacturing industry. The low-level thinking of young people
in mainland China has exacerbated the problem of job shortage. The mentality makes
the mainland China's domestic demand sluggish and it is not conducive to its
implementation of dual economic cycles (dual cycles refer to economic entities created
by domestic internal circulation and international external circulation). Taiwan is also
facing the problem of young people who are unwilling to work overtime and engage in
high-risk and hard work. Improving young people's willingness to work is an issue that
Taiwan and the mainland China need to face together. Therefore, the purpose of this
study has the following three points:

1. Construct a model to understand what factors can effectively enhance young people's
work intentions

This study will establish a “factor model of work intentions” to analyze what factors
can effectively affect young people's work intentions.
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2. Provide incentive strategies for enterprises
Based on the experimental results, this study will provide enterprises with
reasonable reward strategies to assist enterprises in motivating talents to work hard.

3. Comparison of effective motivation factors for young people in Taiwan and mainland
China

This study will analyze and compare the differences in the influence of young
people in Taiwan and mainland China on various factors affecting work intentions. This
work will explore how to effectively manage young employees in Taiwan and mainland
China.

B. Literature Review
1.Research dimension

This study believes that salary satisfaction, transactional leadership, organizational
commitment, organizational fairness and conformity behavior all affect young
employees' work intentions. The relevant dimensions are described as follows:
(1) Satisfaction of salary

In the incentive-hygiene factor theory, salary and welfare are the hygiene factors
for an enterprise to retain its own employees and salary satisfaction is the internal
employees of the enterprise. After receiving information about the salary level of the
environment, members consider their personal labor content and gains and their
perception of whether the company's remuneration is reasonablel. In Mongolia, some
scholars justified that salary level, salary system equity, welfare and bonus, job stability,
future position and development opportunity will significantly influence salary
satisfaction'. Pratama and Dimas justified that salary satisfaction will affect turnover
intention of worker?.

(2) Transactional leadership

There are two types of salary satisfaction. One is “transformational leadership”.
The other is “transactional leadership”. Transactional leadership means that the leader
has some resource. The resource is needed for leader’ subordinate. The leaders can
stimulate subordinate to work hard based on fairness and reciprocity. The power gained
through the giving of items and the items needed by leaders include material, money,
spiritual and emotional exchanges®. In Pakistan, transactional leadership style has
strongly positive correlation with the performance of the employees. So, many of
Pakistan industries focus on transactional leadership style through trainings and
different manuals®. Sung et al. (2019) showed that high service quality of employee can
be stimulated and generated by transactional leadership®.

(3) Organizational commitment

Organizational commitment is the phenomenon that members of the organization
choose to stay in the organization voluntarily due to various factors®.
a. Continuance Commitment

The cost of leaving the organization are too high.
b. Affective commitment

Emotional identification, devotion and dependence produced by getting along with
colleagues for a long time,
c. Normative commitment
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Workers identify with organizational goals and visions. So, they choose to stay in
the organization’. Ko and Ko justified that organizational commitment has significant
correlation with performance of organization and employees’ performance in  Taiwan
service industry®.

(4) Organizational fairness

Organizational fairness refers to the fair feeling of organizational members on
various evaluations of organizational units. Organizational members believe that it is
reasonable for the sacrifice and the consideration obtained. They also believe that the

openness and rationality of the evaluation process generated by organizational members
9-10

(5) Conformity behavior

Conformity behavior means that members of an organization will actively refer to
the behavior of specific groups before making various decisions. These groups include
idol groups, colleagues, family members or the overall atmosphere of society. Whether
an individual is willing to work seriously depends on the influence of each group.
significantlyt12,

(6) Willingness to work

Willingness is the psychological state that members of the organization do not
force themselves to do a certain behavior to promote its realization. Willingness to work
means that members of the organization spontaneously put all their energy and
emotions into the working environment, so as to contribute their talents and share
responsibilities for the organization®®.

2. Theoretical basis

Until now, some work motivation theories have been proposed as follows:
(1) Herzberg's Two-Factor Theory:

Herzberg divides motivating factors into two categories:**
i. Hygiene Factors: Salary, work environment, and company policies are hygiene
Factors. If enterprise does not meet these factors, it can cause dissatisfaction of
employee. But enterprise meet those factors, it does not necessarily increase job
satisfaction.
ii. Motivators: A sense of achievement, recognition, the intrinsic challenge of the job
and growth opportunities are motivators. These factors can enhance employees' job
satisfaction and motivation.

Based on herzberg's two-factor theory, non-material rewards are very important
for enterprise if enterprise wants to increase employees’ job satisfaction and work
intention.

(2) Expectancy Theory:

This theory suggests that employees' motivation depends on their expectations that
their efforts will lead to the achievement of goals (Expectancy), the rewards for
achieving these goals (Instrumentality) and the value of these rewards (Valence). The
formula of motivation can refer to equation 1%

Motivation = Expectancy x Instrumentality x Valence 1)

Based on expectancy theory, employees trust that their effort can transform as
work performance and valence. Under above basis, manager’s transactional leadership
and organizational commitment of enterprise can be trusted and operated to employee.
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C. Research Model and Questionnaire Distribution

1. Research model

The “Model of Influencing Factors for Young People's Willingness to Work™ is
constructs in this paper. It is mainly formed by the following five assumptions (see
Figure 1):

When young people are satisfied with their salaries, they are likely to feel more
motivated to excel in their roles. Higher motivation can lead to increased productivity
and job satisfaction. Satisfactory salaries can provide young workers with a sense of
financial security, reducing their stress and anxiety related to money matters. It can
positively impact on their willingness to stay with the company and employee will
continue working. Young employees who are content with their salaries may be less
likely to seek alternative employment opportunities. This higher job retention can
benefit both the individual and the enterprise by reducing turnover and the associated
recruitment costs. Satisfaction with salaries can foster a sense of loyalty and
engagement among young workers. They are more likely to identify with the company's
goals and values, contributing to a positive workplace culture. Young employees who
perceive their salaries as fair and competitive may be more willing to invest in their
professional development within the enterprise'®. This can lead to career advancement
and long-term commitment to the organization. So.

Hypothesis 1. Young people's salary satisfaction with enterprises has a positive impact
on young people's willingness to work.

Transactional leaders are known for clearly defining roles, responsibilities, and
performance expectations. This clarity can be particularly beneficial for young
employees who may still be learning the ropes of their profession. When expectations
are well-defined, young workers are more likely to understand what is required of them,
leading to increased job satisfaction and willingness to work. Transactional leaders
often reward employees for achieving specific goals or meeting predefined targets. For
young people, this can be motivating and reinforce their commitment to work. Knowing
that their efforts will be recognized and rewarded can boost their willingness to work
harder and achieve better results. Transactional leaders establish structured work
environments with clear rules and accountability measures. This structure can provide
a sense of security and stability for young workers, making them more comfortable in
their roles and encouraging them to stay with the company. Transactional leaders may
provide training and guidance to help employees improve their skills and meet
performance expectations. This investment in skill development can benefit young
workers by enhancing their capabilities and career prospects. It can increase their
willingness to work and contribute to the company's success. Transactional leaders
typically offer regular feedback on employees' performance. For young people, this
feedback can be invaluable in their professional development, helping them understand
their strengths and areas for improvement. This feedback loop can motivate them to
excel in their roles. So.

Hypothesis 2. Business owners' transactional leadership positively affects young
people's willingness to work.

When young employees perceive that their organization is committed to their
success and career development, it fosters trust and loyalty. They are more likely to
stay with the company for a longer period, which can lead to greater organizational
stability. A perception of organizational commitment often translates into higher job
satisfaction among young workers. It can boost their overall enthusiasm for their work
and increase their willingness to put in extra effort. Organizations that prioritize their
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employees' well-being are more likely to have engaged and motivated young employees.
These individuals are not only willing to work but also actively seek ways to contribute
to the organization's success. A strong commitment to employees can reduce turnover
among young workers. This is beneficial for both the organization, which saves on
recruitment and training costs, and the employees, who can build long-term careers
within the company. Organizations that are committed to their employees' growth often
provide opportunities for skill development, mentorship, and advancement. Young
individuals are more likely to be willing to work diligently when they see a clear path
for their professional development within the organization. A perception of
organizational commitment contributes to a positive workplace culture, which can be
appealing to young talent. A supportive and inclusive environment encourages young
workers to give their best effort. So.

Hypothesis 3. Young people's perception of organizational commitment to enterprises
has a positive impact on young people's willingness to work.

Perceived organizational fairness is closely linked to job satisfaction. When
young employees believe that their organization treats them fairly, it contributes to a
positive work environment and overall job satisfaction. This, in turn, increases their
willingness to work enthusiastically. Fair treatment fosters trust between young
workers and their employers. Employees who trust that their organization values
fairness are more likely to feel loyal and committed to their workplace, leading to
greater willingness to work hard and contribute to the organization's success. A
perception of fairness can result in lower turnover rates among young employees. When
individuals believe they are treated fairly, they are less likely to seek alternative
employment opportunities, which benefits both the organization and the employees.
Organizational fairness can promote a collaborative and cohesive work environment.
Young employees who perceive fairness are more likely to work effectively with their
colleagues, which can enhance productivity and job satisfaction. Fairness contributes
to the development of a positive workplace culture. Young employees are more likely
to thrive in an environment where their contributions are acknowledged and their
concerns are addressed, increasing their willingness to work with dedication.
Organizations known for their fairness and equitable practices may be more attractive
to young talent. A positive reputation for fairness can help enterprises attract and retain
high-potential young individuals. So.

Hypothesis 4. Young people's perception of organizational fairness in enterprises has a
positive impact on young people's willingness to work.

In some workplace settings, conformity behavior can be beneficial. Young people
who exhibit a degree of conformity may work well within teams, following established
processes and norms. This can enhance their willingness to work collaboratively and
contribute to group goals. Some organizations value conformity to a certain extent, as
it can promote a consistent organizational culture and adherence to company policies.
Young employees who align with these norms may feel more comfortable and willing
to work within such environments. So.

Hypothesis 5. The degree of young people's conformity behavior has a positive impact
on young people's willingness to work.
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Satisfaction of salary

Transactional leadership —>

Organizational commitment — Willingness to work

Organizational fairness —_—>

Conformity behavior

Figure 1. Model of influencing factors for young people's willingness to work

2. Research scale

In many literatures in the past, there have been many papers discussing variables
such as salary satisfaction, transactional leadership, organizational commitment,
organizational fairness and conformity behavior. Therefore, this paper collects the
contents of questionnaires from various literatures and uses them to construct a scale as
(See Table 1). This study invited three academic experts to revise the questionnaire, so
the questionnaire satisfies the requirement of content validity. This study conducted the
reliability analysis in the pre-test. As a result, Cronbach's a of each variable was greater
than 0.7 (Cronbach's a of salary satisfaction is 0.767, Cronbach's a of transactional
leadership is 0.744, Cronbach's a of organizational commitment is 0.803, Cronbach's a
of organizational justice is 0.814 Cronbach's a of herd behavior is 0.796, Cronbach's o
of work willingness is 0.772). Therefore, the questionnaire items designed in this study
are reliable.

Table 1. Sources of relevant research guestionnaires

Research Facet Questionnaire item data source
Satisfaction of salary [1,17]

Transactional leadership [3-4]

Organizational commitment | [7, 18]

Organizational fairness [9-10, 19]

Conformity [12]

Willingness to work [20-21]

The demographic variables measured in this study include workplace, gender,
occupation, marital status, monthly income (See Table 2)
Table 2. Demographic variables

Attribute Value

Work place (1) Taiwan, (2) Mainland China

Gender (1) Male, (2) Female

Profession (1) Agriculture, (2) Manufacturing, (3) Technology, (4) Service,
(5) Others
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Marital status (1) Unmarried, (2) Married, (3) Divorced

Monthly income | (1) NT$1-10000, (2) NT$10000-20000

(3) NT$20,000-30,000, (4) NT$30,000-40,000,

(5) NT$40,001-50,000, (6) NT$50,001 or more

(When distributing questionnaires in the mainland China, the
exchange rate conversion is carried out at the rate of 4.3 to 1
between Taiwan dollar and RMB).

3. Questionnaire Distribution

Young citizens whose age are lower than 30 years old in Taiwan and mainland
China are the main investigation target. This paper uses "random sampling" to distribute
questionnaires. Likert 5-point scale is used for questionnaire survey (the average value
of 5-point scale is 3). The questionnaires were distributed in Taipei, Kaohsiung,
Guangzhou, Shanghai, Shenyang and other places. The questionnaire survey time was
between July 1, 2020 and June 30, 2021. 1048 samples were collected. 942 valid
samples had been acquired. The effective sample recovery rate was 89.88%.

D. Research Results

1. Analysis results of demographic variables

This study uses SPSS to analyze the demographics of young people’s samples.
The results of the demographic variables experiment show that the samples from
Taiwan and the mainland account for about half. The samples are more female than
male and the occupations are mostly in the manufacturing and service industries. Most
of the young people monthly income between NT$20,000 and NT$30,000 (see Table
3):

Table 3. Statistical results of questionnaire survey objects

Demographics | questionnaire items Volume of Ratio | Cumulative
Variable guestionnaire performan
items ce ratio
Work place Taiwan 478 50.74% 50.74%
Mainland China 464 49.26% | 100.00%
Gender Male 368 39.07% 39.07%
Female 574 60.93% | 100.00%
Profession Agriculture 84 8.92% 8.92%
Manufacturing 321 34.08% 42.99%
Technology 142 15.07% 58.07%
Service 326 34.61% 92.68%
Others 69 7.32% 100.00%
Marital status | Unmarried 421 44.69% 44.69%
Married 504 53.50% 98.20%
Divorced 17 1.80% 100.00%
Monthly 1-10000 NT dollar 64 6.79% 6.79%
income 10001-20000 NT dollar 298 31.63% 38.43%
20001-30000 NT dollar 321 34.08% 72.51%
30001-40000 NT dollar 148 15.71% 88.22%
40001-50000 NT dollar 84 8.92% 97.13%
50001 NT dollar 27 2.87% 100.00%
9
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2. The average value of each research facet

This study analyzes the average value of each research facet to know the attitudes
of young people in Taiwan and mainland China (see Table 4). The average value of
salary satisfaction is 2.498. It is lower than 3. Therefore, young citizens are usually not
satisfied with the salary. The average value of work willingness is 2.646. It shows that
young people's willingness to work is low in this era. The average value of transactional
leadership and organizational commitment are 3.142 and 3.049 respectively. They are
slightly higher than 3. The average value of organizational fairness and conformity
behavior are 3.479 and 3.583. It shows that young citizens both have a high degree of
organizational fairness perception and high conformity behavior performance.

Table 4. Performance of each research facet (average value)

Research Facet Performance
Satisfaction of salary 2.498
Transactional leadership 3.142
Organizational Commitment 3.049
Organizational Fairness 3.479
Conformity 3.583
Willingness to work 2.646

3. Results of Reliability and Validity Analysis

The questionnaire items in this study are all collected from the literatures and have
been revised by relevant scholars and experts. In addition, the simplified Chinese
version of the questionnaire in this study has been revised by experts to make it easier
for citizens in mainland China to read.

This study uses SPSS to execute reliability analysis. It shows that the Cronbach's
alpha of all research dimension is greater than 0.7. So, the questionnaire items in each
research dimension have a certain consistency.

4. Correlation Analysis Results
The results of correlation analysis using SPSS in this study are shown in Table 5.
Table 5. Correlation of each research facet

Satisfact | Transact | Organiz | Organiz | Conform | Willingn
ion of | ional ational ational ity ess to
salary | leadershi | Commit | Fairness work

p ment
Satisfaction of i ) i i
salary
Transactional
leadership 0.537 ] ] ] ] ]
Orgam;atmnal 0.701 0.473 i i i i
Commitment
Organizational | o585 | 0622 | -0427 | - : :
Fairness
Conformity 0.104 0.108 0.169 -0.041 - -
Willingness to | g05 | 0566 | 0412 | 0.169 | 0018 -
work

The correlation coefficient of highly negative correlation is lower than -0.700; the correlation coefficient
of moderate negative correlation is between -0.699 and -0.300.

10
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The correlation coefficient of low negative correlation is between -0.299 and 0.000; the correlation
coefficient of low positive correlation is between 0.001 and 0.300.

The correlation coefficient of moderate positive correlation is between 0.301 and 0.700; the correlation
coefficient of high positive correlation is above 0.700.

E. Results of Regression Analysis

This study used SPSS to conduct regression analysis to verify the validation of our
model. First, the samples are classified as two kinds of sample for analysis. One is
“Taiwan samples” and the other is “mainland China samples”. “Taiwan samples” are
collected the opinions from citizens in Taiwan. “Mainland China samples” are collected
the opinions from citizens in mainland China. Gender, occupation, marital status and
personal monthly income and other population statistical variables are set up as control
variables. Next, salary satisfaction, transactional leadership, organizational
commitment, organizational fairness, and conformity behavior are used as independent
variables. Work willingness is used as dependent variables in the regression model. The
regression formula is as follows.

Willingness to work=
e+si1*salary satisfaction
+sz*transactional leadership
+s3*organizational commitment
+s4*organizational fairness
+ss*conformity behavior

Among them, e is the residual value. si, Sz, s3, S4, and ss are the regression
coefficients. The regression analysis results are as follows. Among them, salary
satisfaction, organizational commitment, organizational fairness and Conformity
behavior have significant influence ability for citizens in Taiwan. Salary satisfaction,
transactional leadership and organizational fairness have significant influence ability
for citizens in mainland China.

From the analysis results, transactional leadership has a low influence ability on
the work willingness of young people in Taiwan. It means that young people in Taiwan
pay less attention to the exchange of benefits; Mainland China young people are less
likely to stay in the "comfort zone" (willing to change jobs) and have more ideas. They
are less likely to be affected by reference groups who will provide opinions about
willingness to work.

Table 6. Regression analysis results

Sample in Taiwan Sample in Mainland China
S p S p

Constant 0.0000 0.0000
Satisfaction of salary 0.213 0.008** 0.256 0.029*
Transactional leadership -0.047 0.144 0.243 0.032*
Organizational commitment | 0.169 0.045* 0.023 0.178
Organizational fairness 0.257 0.009** 0.274 0.008*
Conformity behavior 0.202 0.032* 0.075 0.213

R2 0.307 0.298

Adjusted R2 0.285 0.276

*p<0.05 ~ **P<0.01 ~ ***p<0.001
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Table 7. Hypothetical experiment results

No Hypothetical Content Taiwan | Mainland
China
1 | Young people's salary satisfaction with enterprises has
a positive impact on young people's willingness to Significant | Significant
work.
2 | Business owners' transactional leadership positively Not -
T L Significant
affects young people's willingness to work. Significant
3 | Young people's perception of organizational
4 . o . Not
commitment to enterprises has a positive impact on Significant | .. ..
Significant

young people's willingness to work.

4 | Young people's perception of organizational fairness in
enterprises has a positive impact on young people's Significant | Significant
willingness to work.

5 | The degree of young people's conformity behavior has
a positive impact on young people's willingness to Significant
work.

Not
Significant

F. Management Implications

Since salary satisfaction has a significant influence on willingness to work of
young citizens. This study suggests that enterprises in Taiwan and mainland China
should set a salary level. The salary level should be higher than other enterprise in order
to make young citizens increase their willing to work. Transactional leadership has a
significant impact on young people in mainland China. This study suggests that
enterprises in the mainland China should provide some reward mechanism because
mainland China young people are willing to work hard for bonuses. Organizational
commitment has a significant impact on the work willingness of Taiwan young people.
But, this hypothesis is not statistically significant for young people in mainland China.
It shows that young people in mainland China are more willing to change their working
environment while young people in Taiwan are willing to stay in the comfort zone.
Young people are willing to work hard while companies in mainland China need to
establish more “high-performance reward mechanism”, so that they can not only retain
their own talents but also attract external talents because young citizens in mainland
China have a high motivation to switch jobs. Organizational fairness is beneficial to
manage citizens in Taiwan. Companies in Taiwan and enterprises in mainland China
must establish a fair assessment system to improve young people’s willingness to work
because the conformity behavior of young people in Taiwan can help improving their
willingness to work. This study suggested that they can recruit more family members
of employees to the same company (relative priority admission system) when Taiwan
companies hire talents. It should motivate young people in Taiwan to work hard.

G. Conclusions

This study constructs a " Model of Influencing Factors for Young People's
Willingness to Work " to analyze which factors can effectively affect young people’s
willingness to work. The high salary levels and a transparent assessment system are
beneficial to stimulate young people to work hard, but organizational commitment and
conformity behavior only have an influence ability on the willingness of work for young

12
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people in Taiwan. Therefore, companies in Taiwan may consider implementing a merit
system. The mechanism for workers’ relatives can acquire job first can enhance the
willingness of work for young people in Taiwan. Enterprises in mainland China can
establish some “high-performance reward mechanism”, so that enterprises in mainland
China can not only retain their own talents but also attract external talents because
young people in mainland China pay more attention to performance bonus of
enterprises.

The data collection period for this study are from 2020/07/01 to 2021/06/30. At
this stage, Companies in Taiwan and Enterprise in mainland China are encountered the
Covid-19 epidemic. Due to the abnormality of Covid-19 events, this study did not
consider the impact of other possible mediating variables. It is the limitation of this
study.

There are some dimensions for scholars can execute the extension research
1. Explore generational differences

This study focuses on the "post-90s™ generation. But, it may be worthwhile to
examine if there are meaningful differences between younger cohorts like Gen Z versus
older millennials in terms of work values, motivations and the impact of the studied
factors. Future scholar could provide a more nuanced understanding.

2. Cross-cultural dimensions

We compare the willingness to work of young people in Taiwan with that of young
citizens in mainland China. Future scholar can include some specific cultural
values/dimensions (e.g. individualism, power distance) into our model. It could help to
provide some more information to manage.

3. Expanding scope

Additional factors such as availability of learning/growth opportunities, work-life
balance desires, job security concerns etc. can be added into our model. That may
influence younger workers' motivation levels.

Conflicts of Interest: Authors declare no conflict of interest for publishing in this
journal.
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