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ABSTRACT 

This conceptual paper addresses the critical issue of traditional incentive mechanisms failing to 

adequately motivate the new generation of knowledge employees. As millennials and Generation 

Z increasingly dominate the modern workforce, organizations continue to face challenges in 

understanding how to effectively align strategic objectives with the expectations, values, and 

psychological needs of these younger cohorts. The purpose of this study is to identify gaps in 

existing research and to develop an innovative conceptual framework that integrates generational 

characteristics with interactive and participatory goal-sharing mechanisms. Drawing on a 

comprehensive and systematic literature review, the paper advances five theoretical propositions 

that explain the underlying psychological and organizational processes linking enterprise goal 

sharing to motivational outcomes. The literature analysis reveals that effective goal-sharing 

practices must go beyond mere communication of objectives by incorporating clarity, participation, 

alignment, and continuous feedback. The major findings highlight four actionable strategies for 

organizations: prioritizing transparent digital communication, involving younger employees in 

collaborative goal-setting, ensuring personal–organizational value alignment, and implementing 

real-time feedback systems that resonate with digital-native expectations. Practically, these 

insights offer organizations a structured pathway for enhancing engagement, retention, and 

performance among emerging knowledge workers. Theoretically, this study contributes to the 

growing body of literature on generational differences by addressing critical gaps and providing a 

robust foundation for future empirical research. 
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1.0  Introduction 

In the rapidly evolving business landscape of the 21st century, organizations face unprecedented 

challenges in motivating and retaining the new generation of knowledge employees. This cohort, 

typically comprising millennials (born 1981-1996) and Generation Z (born after 1996), brings 

distinct values, expectations, and work styles to the workplace. Characterized by a strong desire 

for purpose, autonomy, and continuous learning, they often find traditional incentive 

mechanisms—such as financial rewards and hierarchical promotions increasingly insufficient for 

sustained engagement. The digital natives have grown up amid rapid technological advancements, 

demanding transparent communication, meaningful work, and alignment between personal and 

organizational values. Despite growing interest in generational workforce dynamics, existing 
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literature exhibits critical gaps. Most studies on enterprise goals sharing focus on general employee 

populations without specifically addressing the new generation's unique needs. Additionally, 

research often overlooks the contextual factors influencing goal-sharing effectiveness, such as 

communication quality, employee involvement, and feedback mechanisms. Theoretical 

frameworks connecting goal-sharing practices to motivational outcomes remain underdeveloped, 

particularly regarding how younger employees internalize and act upon organizational objectives. 

Understanding the interplay between goal sharing and motivation among emerging 

knowledge workers holds significant theoretical and practical importance. As this demographic 

becomes the dominant workforce segment, organizations must adapt their strategies to harness 

their potential. Effective goal sharing can enhance employee engagement, reduce turnover, and 

drive innovation—critical factors for organizational competitiveness in the knowledge economy. 

This study addresses these needs by providing a theoretically grounded framework for 

understanding how organizations can align strategic objectives with the motivational drivers of the 

new generation. 

 

1.1 Objectives and Questions 

 

This paper aims to develop a conceptual framework explaining how enterprise goals sharing 

influences the motivation of new-generation knowledge employees. 

 

(1) How do the unique characteristics of millennials and Generation Z shape their responses to 

organizational goal-sharing practices? 

(2) What mechanisms mediate the relationship between effective goal sharing and motivational 

outcomes? 

(3) What contextual factors moderate the effectiveness of goal-sharing initiatives among younger 

employees? 

 

2.0  LITERATURE REVIEW 

2.1 The New Generation of Knowledge Employees 

Millennials (born 1981-1996) and Generation Z (born after 1996) have entered the workforce with 

distinct characteristics shaped by digital-native upbringings and rapid technological advancement. 

Research identifies several defining traits: strong preference for purpose-driven work, desire for 

autonomy and flexibility, emphasis on continuous learning, and expectation of transparent, real-

time communication (Wong et al., 2017; Wu et al., 2022). Unlike previous generations, they 

prioritize work-life balance, social impact, and personal development opportunities over 

traditional markers of success like salary and hierarchical status (Trapero et al., 2017; Xi ong et 

al., 2023). 

However, literature on generational differences remains fragmented. Studies often 

generalize across age cohorts without accounting for intra-generational variations, and few 

specifically examine how these characteristics influence responses to organizational goal-sharing 

initiatives. The limited research that exists focuses primarily on Western contexts, with insufficient 

attention to emerging markets and cross-cultural variations in generational values (Deng, 2020; 

Cai et al., 2020). 

 

2.2 Motivation Theories 

Self-Determination Theory (SDT) provides a foundational framework for understanding 

motivational drivers, positing three innate psychological needs: autonomy, competence, and 
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relatedness (Ryan & Deci, 2017). When these needs are satisfied, individuals experience intrinsic 

motivation, leading to enhanced performance and well-being. Expectancy Theory complements 

this by suggesting motivation depends on beliefs that effort leads to performance (expectancy), 

performance leads to rewards (instrumentality), and rewards are valued (valence) (Vroom, 1964). 

Despite their explanatory power, these theories have limited application to new-generation 

knowledge employees. Traditional motivation research often treats employees as a homogeneous 

group, failing to account for how digital natives' unique experiences—such as constant 

connectivity and information abundance—shape their motivational processes. There is a critical 

need to adapt these frameworks to address the new generation's distinct psychological needs and 

value systems. 

 

2.3 Enterprise Goals Sharing 

Enterprise goals sharing involves communicating organizational strategic objectives and ensuring 

employees understand their role in achieving them. Effective goal sharing enhances alignment, 

coordination, and sense of purpose, potentially increasing motivation and performance (Ritala et 

al., 2020). Key components include communication quality, employee involvement in goal-setting, 

and alignment between personal and organizational objectives. 

Current literature on goal sharing suffers from several limitations. First, it often conflates 

goal setting (e.g., Management by Objectives) with goal sharing, without distinguishing between 

these related but distinct concepts. Second, research focuses disproportionately on goal content 

rather than the processes through which goals are communicated and internalized. Third, few 

studies examine how digital tools and communication platforms influence goal-sharing 

effectiveness for tech-savvy younger employees. 

 

2.4 Theoretical Gaps 

The literature reveals three critical theoretical gaps that this paper addresses. First, there is 

insufficient understanding of how new-generation knowledge employees' unique characteristics 

influence their perception and internalization of organizational goals. Second, existing frameworks 

fail to identify the specific mechanisms linking goal-sharing practices to motivational outcomes 

for this cohort. Third, research lacks clarity on contextual factors moderating the effectiveness of 

goal-sharing initiatives, particularly regarding digital communication channels and generational 

value differences. These gaps highlight the need for a conceptual framework specifically tailored 

to the new generation of knowledge employees, addressing how organizations can adapt goal-

sharing practices to enhance motivation in this increasingly important workforce segment. 

 

2.5 The Conceptual Framework 

This conceptual framework explores how enterprise goals sharing influences the motivation of 

new-generation knowledge employees, integrating insights from generational theory, motivation 

research, and organizational communication studies. The framework identifies four key 

components of effective goal sharing—clarity, participation, alignment, and feedback—and 

examines how these elements interact with the new generation's unique characteristics to influence 

motivational outcomes through specific psychological mechanisms. 

Central to the framework is the proposition that goal-sharing effectiveness depends on its 

ability to satisfy the new generation's core psychological needs for autonomy, competence, 

relatedness, and purpose. The model posits that when organizational goal-sharing practices address 

these needs, they trigger motivational mechanisms leading to enhanced engagement, commitment, 

and performance. 
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Figure 1: Motivational Mechanism Model of Enterprise Goal Sharing 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2.6 Key Constructs 

The framework incorporates the following core constructs: (1) Enterprise Goals Sharing Practices 

(EGSP), defined as the processes through which organizations communicate strategic objectives 

and involve employees in goal-related activities; (2) New Generation Characteristics (NGC), 

encompassing the unique values, expectations, and work styles of millennials and Generation Z; 

(3) Psychological Mechanisms (PM), the internal processes linking goal sharing to motivation; 

and (4) Motivational Outcomes (MO), including engagement, commitment, and proactive 

behavior. 

 

Figure 2 : Conceptual Model of Enterprise Goal Sharing for New Generation Knowledge 

Employees 
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2.7 Propositions Development 

Based on the framework and integrating insights from the literature review, we propose five 

theoretical propositions: 

P1: Transparent and interactive communication of organizational goals enhances new-generation 

knowledge employees' perceived autonomy, which positively influences their intrinsic motivation. 

 

The new generation values transparency and two-way communication (Wu et al., 2022). When 

organizations share goals through interactive digital platforms and encourage open dialogue, 

younger employees perceive greater autonomy over their work. This perception satisfies SDT's 

autonomy need, triggering intrinsic motivation to align personal efforts with organizational 

objectives. Digital natives' comfort with collaborative technologies amplifies this effect, as they 

can access, discuss, and contribute to goal-related information in real time. 

 

P2: Employee involvement in goal-setting processes increases new-generation knowledge 

employees' psychological ownership of organizational goals, strengthening their commitment to 

goal achievement. 

 

Millennials and Generation Z desire meaningful participation in decision-making (Xi ong et al., 

2023). When organizations involve them in shaping goals, it creates psychological ownership—a 

sense of responsibility and personal investment in outcomes. This ownership enhances 

commitment by aligning organizational objectives with the new generation's need for purpose and 

significance. The effect is particularly pronounced when involvement occurs through digital 

collaboration tools that younger employees prefer and frequently use. 

 

P3: Alignment between organizational goals and personal values moderates the relationship 

between goal clarity and new-generation knowledge employees' work engagement. 

 

The new generation seeks work with purpose and values alignment (Wong et al., 2017). While 

clear goal communication is generally beneficial, its impact on engagement is amplified when 

employees perceive organizational goals as congruent with their personal values. Conversely, 

misalignment may lead to cynicism and disengagement despite clear communication. This 

moderating effect reflects the cohort's prioritization of meaningful work over mere task clarity, 

distinguishing them from previous generations. 

 

P4: Frequent, digital-native feedback on goal progress enhances new-generation knowledge 

employees' perceived competence, increasing their self-efficacy and task motivation. 

 

Digital natives expect immediate, continuous feedback (Trapero et al., 2017). When organizations 

provide real-time progress updates through digital channels, it enhances younger employees' sense 

of competence by clarifying performance expectations and growth opportunities. This satisfies the 

SDT competence need, increasing self-efficacy and motivation to improve. Unlike traditional 

periodic feedback, the constant feedback loop resonates with the new generation's accustomed 

interaction patterns with digital technologies. 
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P5: Social sharing and collaborative goal-tracking through digital platforms strengthen new-

generation knowledge employees' perceived relatedness, fostering collective motivation and team 

cohesion. 

 

Despite stereotypes of independence, new-generation employees value social connection (Cai et 

al., 2020). Digital platforms enabling collaborative goal tracking and social sharing of progress 

create a sense of community and shared purpose. This satisfies the relatedness need identified in 

SDT, transforming individual goal pursuit into a collective endeavour. The effect leverages 

younger employees' comfort with social media and collaborative technologies, making goal 

achievement a social experience rather than a solitary pursuit. 

 

3.0  METHODOLOGY 

This study adopts a conceptual qualitative methodology grounded in an extensive and systematic 

review of existing literature related to generational characteristics, motivation theories, and 

enterprise goal-sharing practices. Rather than collecting primary empirical data, the paper 

synthesizes prior theoretical and empirical studies to identify critical gaps and establish the 

foundation for its proposed framework. The approach involves comparing and integrating insights 

from motivation theories—such as Self-Determination Theory and Expectancy Theory—with 

contemporary research on millennials and Generation Z, as well as organizational communication 

practices. This qualitative synthesis enables the researchers to trace patterns, contradictions, and 

emerging themes across studies, forming the intellectual basis for the development of the 

conceptual model presented in this paper.  

Based on the integrated literature insights, the study employs theory-driven reasoning to 

construct a conceptual framework explaining how enterprise goals sharing influences the 

motivation of new-generation knowledge employees. Through this analytical process, the authors 

derive five theoretical propositions that articulate the expected relationships between goal-sharing 

components—clarity, participation, alignment, and feedback—and key psychological mechanisms 

such as autonomy, competence, relatedness, and psychological ownership. This methodological 

approach is appropriate for the exploratory nature of the topic, particularly because existing 

empirical research on goal sharing among younger knowledge employees remains limited. As 

such, the conceptual methodology allows the study to advance theoretical understanding and 

provide a structured foundation for future empirical testing.  

 

 

4.0  FINDINGS AND ANALYSIS 

4.1  Synthesis of Literature Findings 

A comprehensive synthesis of existing literature reveals several consistent findings regarding 

enterprise goals sharing and its impact on new-generation knowledge employees. First, studies 

consistently indicate that transparent communication of organizational goals correlates with higher 

engagement levels among millennials and Generation Z (Wong et al., 2017; Xi ong et al., 2023). 

This aligns with the new generation's prioritization of purpose and meaningful work, suggesting 

that goal clarity serves as a foundational element for motivational outcomes. 

 

4.2  Consistencies and Contradictions in Research 

Despite these consistent patterns, the literature presents notable contradictions requiring careful 

consideration. While most studies confirm the importance of values alignment between personal 

and organizational goals (Wong et al., 2017; Kristof-Brown et al., 2023), there is conflicting 
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evidence regarding the primacy of different motivational factors. Some research emphasizes 

autonomy as the most critical psychological need for new-generation employees (Ryan & Deci, 

2017), while others highlight competence or relatedness as more significant drivers (Cai et al., 

2020; Xi Ong et al., 2023). 

Additionally, contradictory findings emerge regarding the effectiveness of digital versus 

traditional goal-sharing channels. While digital natives theoretically prefer technology-mediated 

communication (Wu et al., 2022), some studies report decreased goal internalization when 

communication occurs exclusively through digital platforms (Trapero et al., 2017). This suggests 

potential boundary conditions for the effectiveness of technology-enabled goal sharing that require 

further theoretical development. 

 

4.3  Integration with Conceptual Framework 

The findings synthesized from literature align closely with the proposed conceptual framework, 

particularly regarding the central role of autonomy, competence, relatedness, and purpose 

satisfaction. The consistent evidence for transparent communication supports P1's focus on 

interactive communication enhancing perceived autonomy, while contradictions regarding digital 

channel effectiveness highlight the need for contextual factors in the model. 

Conflicting findings regarding motivational factor primacy underscore the framework's value in 

integrating multiple psychological mechanisms rather than privileging any single need. The 

literature synthesis confirms the framework's multidimensional approach, suggesting that effective 

goal sharing must address the complex interplay of psychological needs specific to new-generation 

knowledge employees. 

 

4.4  Key Implications of Literature Analysis 

This analysis of existing findings reveals three critical implications for organizational practice and 

theory development. First, organizations must move beyond one-size-fits-all goal-sharing 

approaches to develop nuanced strategies addressing the new generation's unique preferences. 

Second, the contradictory findings regarding digital communication channels suggest the 

importance of hybrid approaches combining technology-mediated and face-to-face goal 

interactions. Third, the literature highlights the need for longitudinal research examining how goal-

sharing effectiveness evolves as new-generation employees progress through their careers. 

These implications reinforce the significance of the proposed conceptual framework, which 

provides a structured approach to navigating the complexities identified in the literature while 

offering practical guidance for organizations seeking to enhance motivation through enterprise 

goals sharing. 

 

5.0  CONCLUSION  

This paper makes three primary conceptual contributions to the literature on organizational goal 

sharing and generational workforce management. First, it develops a comprehensive framework 

specifically addressing how enterprise goals sharing influences the motivation of new-generation 

knowledge employees, filling a critical gap in research that has largely overlooked generational 

differences in goal perception and internalization. Second, it identifies four psychological 

mechanisms autonomy satisfaction, psychological ownership, competence enhancement, and 

relatedness reinforcement linking goal-sharing practices to motivational outcomes, providing 

clarity on the processes through which organizational practices affect employee motivation. Third, 

it proposes five theoretical propositions that can guide future empirical research, each specifying 
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testable relationships between goal-sharing elements and motivational outcomes for millennials 

and Generation Z. 

The framework advances existing theory by integrating generational characteristics into 

traditional motivation models, recognizing how digital natives' unique experiences and 

expectations shape their responses to organizational practices. By distinguishing between goal 

sharing and goal setting, the paper also clarifies an important conceptual distinction often blurred 

in previous research, enhancing theoretical precision in the field. 

 

5.1  Limitations 

As a conceptual paper, this study has several inherent limitations. Most notably, it lacks empirical 

validation of the proposed framework and propositions. Without quantitative or qualitative data 

from new-generation knowledge employees, the paper cannot confirm the hypothesized 

relationships or the mediating mechanisms identified in the model. Additionally, the framework 

may not fully capture cross-cultural variations in generational characteristics and goal-sharing 

effectiveness, potentially limiting its applicability across diverse organizational contexts. 

The paper also focuses primarily on motivational outcomes, overlooking potential unintended 

consequences of goal-sharing initiatives, such as goal displacement or excessive work 

intensification. Future research should address these limitations through empirical investigation 

across different cultural and organizational settings. 

 

5.2  Theoretical Implications 

The conceptual framework has several implications for organizational theory. For motivation 

research, it highlights the need to adapt established theories—such as Self-Determination Theory 

and Expectancy Theory—to account for generational differences in psychological needs and value 

systems. The propositions challenge researchers to move beyond general models of employee 

motivation toward more nuanced frameworks sensitive to workforce demographics. 

For organizational communication theory, the paper emphasizes the evolving nature of workplace 

communication, particularly regarding how digital natives process and respond to goal-related 

information. The framework suggests that traditional communication models may need revision 

to account for the new generation's preference for interactive, digital, and socially embedded 

communication channels. 

 

5.3  Practical Implications 

The paper offers actionable insights for organizations seeking to enhance motivation among new-

generation knowledge employees through improved goal-sharing practices. Practitioners should: 

(1) Prioritize transparent, interactive goal communication through digital platforms preferred by 

younger employees; (2) Involve new-generation employees in goal-setting processes to foster 

psychological ownership; (3) Ensure clear alignment between organizational goals and the 

personal values of millennials and Generation Z; (4) Implement frequent, digital-native feedback 

mechanisms to enhance perceived competence; and (5) Leverage social and collaborative elements 

in goal-tracking systems to strengthen relatedness and collective motivation. 

 

5.4 Future Research  

The propositions presented in this paper offer fertile ground for future empirical investigation. 

Quantitative studies could develop measurement scales for the proposed constructs and test the 

hypothesized relationships through surveys of new-generation knowledge employees. Qualitative 



International Journal of Business,  

Marketing and Communication  Vol. 5, No. 46, 2025, 83-93 

IJBMC : An International Journal  e-ISSN: 2785-8413    Page 91 

 

research could explore how younger workers experience and interpret different goal-sharing 

practices in real organizational settings. 

Cross-cultural studies would provide valuable insights into how generational effects 

interact with cultural contexts, while longitudinal research could examine how goal-sharing 

effectiveness evolves as new-generation employees progress through their careers. Experimental 

studies comparing different goal-sharing approaches—particularly regarding digital versus 

traditional communication channels—would also contribute to evidence-based practice in this 

area. By addressing these research directions, scholars can build a more comprehensive 

understanding of how organizations can adapt their goal-sharing practices to motivate and engage 

the emerging workforce, ensuring both theoretical advancement and practical relevance. 
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