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ABSTRACT 
 
 

The aim of this thesis is to examine which factors and incentives affect the work 
motivation of students from technical degree programmes in Sweden and Finland, 
and how companies can attract graduating students to apply for a job. The study 

explores also similarities and differences in preferences of work-related incentives 
and impact of cultural differences in work values.  

 
Theoretical framework concentrates on discussing the motivational factors and 
techniques in the work environment that mostly have an influence in knowledge 

workers and the young generation, which both are important proportion of work force 
in these two countries that are specialised in the field of information and 

communication technology. 
 

The data was collected by a questionnaire from two Universities of Technology in 
Sweden and Finland. 

 
The study shows the importance of understanding new factors that graduating 

students set high scores, which can be used for attracting university students to 
companies with similar values. Students placed most value for combining work and 
personal life, career opportunities, possibilities for self-development, interesting and 

challenging work tasks, followed by benefit and reward programmes of organisations. 
Flexibility was required in all the organisational structures and functions, not 

forgetting the guidance and support from the manager. 
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LIST OF ABBREVIATIONS 
 
 
 
CT Cognitive turnover is a term used to describe a phenomenon that 

specifically causes engineers to mentally depart from their jobs 
before they physically leave 

 
EU European Union 
   
EU-27 European Union (27 countries) 
 
GBAORD         Government Budget Appropriations or Outlays on R&D 

Generation Y refers to people born from 1980 to 1994 

Generation X refers to a generation that was born from 1965 to around 1982 

GPD Gross Domestic Product 
 
EUROSTAT Statistical Office of the European Communities 
 
HRST Human Resource in Science and Technology 
 
ICT Information and Communication Technology 
 
OECD Organisation for Economic Co-operation and Development 
 
R&D Research and Development 
 
S&T Science and Technology 
 
 
 

 
 
 



 4 

TABLE OF CONTENTS 
 
 
ABSTRACT 
LIST OF ABBREVIATIONS 
 
TABLE OF CONTENTS  4 
 
LIST OF FIGURES  5 
 
LIST OF TABLES  5 
 
LIST OF APPENDICES  5 
 
 
CHAPTER 1  INTRODUCTION  6 
 
CHAPTER 2  KNOWLEDGE WORKERS IN SCIENCE AND TECHNOLOGY IN 
                      SWEDEN AND FINLAND  9 
 
CHAPTER 3  LITERATURE REVIEW 14 
 
3.1 Motivation theories 14 
3.2 Motivational factors of organisational environment 16 
 3.2.1 Extrinsic and intrinsic motivation 18 
 3.2.2 Work environment 21 
 3.2.3 Job content and characteristics 26 
 3.2.4 Career opportunities 30 

3.2.5 Interpersonal relations 33 
3.3 Attracting knowledge workers 34 
3.4 Incentives to improve motivation 39 

3.4.1 Financial incentives 41 
3.4.2 Non-financial incentives 44 
3.4.3 Discussing the relevance of incentives 46 

 
CHAPTER 4  OPINION POLL OF ENGINEERING STUDENTS ON WORK   
    MOTIVATION 52 
 
4.1 Research methodology 52 
4.2 Analysis of the research findings 58 

4.2.1 What influences the decision to apply 59 
4.2.2 Motivational factors of work environment  65 
4.2.3 Incentives 70 
4.2.4 New ideas for incentives 75 
 

CHAPTER 5  CONCLUSION 77 
 
Practical implications of this study 
 
REFERENCES 80 



 5 

 
 
LIST OF FIGURES 
 
Figure 3.1 Factors affecting to job attributes 
Figure 3.2 Intrinsic and extrinsic motivators 
Figure 4.1 Average values and standard deviation of the respondents 
Figure 4.2 Respondents’ ages of sample groups 
Figure 4.3 Technical degree programmes of all respondents 
Figure 4.4 Factors that affect decision to job apply 
Figure 4.5 Factors that affect decision to job apply divided per age groups 
Figure 4.6 Differences in factors of a job apply decision between students in the 
                   beginning and at the end of studies 
Figure 4.7 Differences between women and men on influential factors in the job 
                   apply 
Figure 4.8 Factors that improve motivation and performance at work 
Figure 4.9 Motivators and satisfiers that improve motivation at work 
Figure 4.10 Factors that improve performance at work divided per age groups 
Figure 4.11 Differences between women and men on motivational factors at work 
Figure 4.12 Differences on motivational factors at work between students at the 

beginning of their studies and close to graduation 
Figure 4.13 Categories of incentives rated in a scale of 1-5 
Figure 4.14 Top category incentives 
Figure 4.15 Financial and non-financial incentives in a social context 
Figure 4.16 New innovative incentives 
Figure 5.1 Most influential factors in applying for a job 
Figure 5.2 Top motivational factors of work environment 
 
 
LIST OF TABLES 
 
Table 3.1 Satisfiers and Motivators of work environment 
Table 3.2 Importance of Job Characteristics 
Table 4.1 Characteristics of sample groups 
 
LIST OF APPENDICES 
 
Appendix A  The questionnaire for technology students 
Appendix B  Consolidated data of factors that affect decision to job apply 
Appendix C  Percentage of respondents of factors that improve motivation and 

 performance at work 
Appendix D  Consolidated data of incentives 
 
 



 6 

CHAPTER 1: INTRODUCTION 

 

 

The concept of motivation has been under discussion regularly in management for 

the obvious reason that motivated workers facilitate management (Wren, 2005). 

Although a growing number of educated people are entering to the labour market, 

one expects a labour shortage in coming years (Tilastokeskus, 2008). Companies 

face a problem of recruitment, which is related to the growing competition between 

educated workers. To remedy this need, the companies are more and more 

interested in graduating students in information technology with recent education 

(Leland, 2008; Hamalainen, 2006). 

 

Because technology advances quickly, a graduating student in technology can bring 

up-dated knowledge and skills to companies. In the technological sector, this part of 

the education work force is an asset for a company. It allows them to change the 

working population of the company with the ones who have the latest technical 

education. Due to these cycles of skills phenomenon, one of the problems faced by 

the “knowledge working population” is the erosion of motivation to stay within the 

same company. Partly, the issue occurs, as young employees are interested in 

building careers in the fast moving technological environment. But also the fast 

moving technological environments imply that new waves of technical students are 

always more relevant to the current corporate technological developments making 

the former, quickly out of date, employees. This poses the problem of continuous 

education, “on the job” training, the selection of technologists to take managerial 

positions and issue of turnover of the knowledge workers population.  
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In this thesis, we aim at discussing the factors in the work environment that influence 

employees’ work motivation. It focuses on what is called “knowledge workers”. We 

also review the studied effects of incentives to employees, looking at incentives, 

which are currently mostly used. Regarding motivation especially, we will consider 

the influence of organisational culture, atmosphere, management and incentive 

programmes. Our final aim is to be able to provide a sample of opinions and its 

analysis regarding the work motivation of technology students. 

 

Therefore, our empirical study is an opinion survey conducted in two universities of 

technology: Chalmers University of Technology in Sweden and North Karelia 

University of Applied Sciences in Finland. The intention of this opinion survey is to 

find out what is currently valued by technology students regarding work. In the view 

of this opinion poll, we ask ourselves how companies can attract this new generation 

of knowledge workers to work for them. We also aim at giving more recent 

information of students’ opinions not only toward traditional incentives, but also to 

new possibilities that companies may have not yet discovered. These are e.g. day-

care centre at the company or help in cleaning the house. In this thesis, our opinion 

poll intends to answer the following questions via empirical analysis.  

 

1) What factors brings engineering students to apply for a job in Nordic countries? 

  

2) Which factors in an organisation affect students’ motivation the most when a 

student starts to work for a company? 
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3) Which motivation techniques to limit employee turnover, apart from a salary raise, 

should companies use to be able to keep the young knowledge workers? 

 

4) When companies plan employee reward systems, which motivation techniques 

they should consider, and what factors differentiate Swedish and Finnish technology 

students? 

 

We aim at giving a more comprehensive view of “motivation at work” concept by 

discussing the factors that influence it. The empirical part of the thesis presents the 

results of the study made among the technology students, from which we reach final 

conclusions. 
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CHAPTER 2: KNOWLEDGE WORKERS IN SCIENCE AND 

TECHNOLOGY IN SWEDEN AND FINLAND 

 

 

Swedish and Finnish economies have risen expeditiously during the past decade, 

and the same applies to Finland. Both countries are specialised in producing 

Information and Communication Technology (ICT) equipments and have reached 

strong gains in productivity since the mid 1990s (especially in the 

telecommunications sector (OECD, Jan 2008)). The export growth has slowed down 

during the last years especially due to ICT. Over 30 % of high technology companies 

in Finland have partially moved their production to cheaper labour cost countries. In 

2007, the growth of both Finnish and Swedish export of industrial production (4,5 %, 

4 %) was higher than EU average (3 %) (Tilastokeskus, 2008; Statistiska 

Centralbyrån, 2008). 

 

Finland has a higher rate of university students in its population, especially in the 

faculties of science and technology compared to other Nordic countries. This young 

generation is increasingly investigated, as the Finnish population both ages and 

decreases, because less people are born. The country needs to find ways to replace 

efficiently natural attrition of employees. Therefore it has turned attention to students 

(Tilastokeskus, 2008). Currently Finland has a higher unemployment rate (over 8%) 

compared to Sweden (6%) (Statistiska centralbyrån, 2008). Unemployment rate in 

2006 was much lower for Human Resources in Science and Technology (HRST) 

than for non-HRST. The share of tertiary educated unemployed averaged a low 3 % 

in the EU-27, while the unemployment rate for non-tertiary educated was as high as 
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8 % (EUROSTAT, 2008). Knowledge workers find and keep a job more easily than 

other workers. However, compared to average in Europe, Scandinavian knowledge 

workers change their jobs more easily (Rüdiger & McVerry, 2007). Therefore 

companies need to find ways to keep them longer since training professionals is 

expensive.   

 

The economists forecast labour shortage to occur during the next 5 years. Finland 

has encouraged its work force to work longer with financial incentives. Currently 

average retirement age is 59 years (Eläketurvakeskus, 2003). One important aim of 

the government’s pension programme is to cover the rising cost of retirement 

programs by increasing retirement age to a national average of 61 years 

(Tilastokeskus, 2008). European Union (EU) aims at 5 % increase of retirement age 

in EU countries (OECD, 2008). Both Sweden and Finland are currently over EU 

average since they have taken steps to modify their welfare system according to 

today’s working realities (OECD, Jan 2008). One method Sweden uses in decreasing 

artificially the unemployment rate is to use the disability and sickness benefit systems 

to bring this population out of the unemployment statistics. New policies are put into 

place to motivate disabled people to return to work, to reduce the amount of sick 

leave absence and to increase, in some instances, early retirements (Borg, 2008). 

 

According to current Swedish Minister of Economy, Borg (2008), the “Swedish 

model” in economy has achieved a strong and stable economical foundation with low 

inflation, solid public finances, a well-educated labour force and good productivity 

growth over time. This model is now under re-establishment in Sweden, and principle 

objectives are to restore full employment, to re-establish salient parts of the economy 
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and to overcome exclusion and high unemployment. Reinvention of the model aims 

at to be carried out by improving the incentives for getting a job, making it easier and 

less costly to hire new employees and creating better conditions for starting and 

running a business. Statistics have showed that the employment rate among young 

people is turning to grow after the re-establishment of the model. However, the 

process is still ongoing (Borg, 2008; OECD, 2008). 

 

In Eurostat, the organism that compile European statistics, Sweden and Finland are 

worth a special attention when it comes to considering “Science, Technology and 

Innovation in Europe”. In bringing Sweden and Finland together, it allows 

comparisons between the two countries, and also with other leading economies in 

and outside the EU. In this context, the EU is one of the major players in investing, 

promoting and supporting research and development (R&D) activities. Sweden and 

Finland are the leading European nations in terms of R&D intensity (EUROSTAT, 

2008).  According to Rüdiger & McVerry (2007), knowledge workers and non-

knowledge workers in Scandinavia and Netherlands are in relatively equal 

proportions: 46 % of the work force is knowledge workers versus 54 % of non-

knowledge workers. This share of knowledge workers is the highest in Europe. 

Looking at knowledge workers and non-knowledge workers’ work characteristics, we 

are able to provide a picture of knowledge workers today. We can also consider what 

differentiates them from non-knowledge workers regarding work access. 

 

Females’ researches were under-represented in the EU-27 compared with males, 

especially in the business enterprise sector. According to Eurostats (2008), Swedish 

and Finnish women are overall under-represented in engineering or research 
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activities. In 2004, Sweden had 25.2 % of women representation in research 

activities and Finland had only 17 %. It still remains weak in most of the advanced 

degree programmes. For instance, the share of women in Finnish technical degree 

programmes was 20 % in 2000 (Haikama & Kaarela, 2007). Therefore it is important 

to further analyse other aspects or factors hindering advancement in technical 

positions involving issues related to working conditions, labour market conditions, the 

“work/life” balance, etc., that create a positive work environment. 

 

Today both countries face challenges in global environment, the ageing population, 

increasing competition and environmental issues. The reform strategy established in 

Sweden is representing the steps countries take to encourage people to work and 

employers to hire. According to Borg (2008), the design of tax system, 

unemployment and sickness insurance can be important incentives for the work force 

to stay at work longer. The reform strategy also aids unemployed people to get back 

to working life, and smoothes the way for companies to hire them. Effective 

employment offices and labour market training are some of these methods used in 

Sweden and Finland. Both countries work for flexibility in labour market. Influence of 

this reform strategy is expected to take a full effect in about five to ten years. OECD 

has announced that governmental reforms announced in Budget Bill 2008 will have 

considerable impact on employment in long run (OECD, 2008). 

 

One aspect of employment policy we just review is about the high turnover of labour 

related to technology sector. Although it shows the importance of the field in relation 

to other policies of transformation of the labour market, it says little about the 

motivation of the workers themselves to join the labour market. We are going to 



 13 

investigate that particular view point, having in mind to a final focus on the opinions of 

engineering students regarding their entrance in the job market.  
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CHAPTER 3: LITERATURE REVIEW 

 

 

3.1 Motivation theories 

 

Employees’ motivation is associated to the company’s success since companies 

have realised employees are one of their biggest assets. Companies’ management 

have always searched for ways to commit people to organisations (Wren, 2005; 

Pindur, Rogers & Suk Kim, 1995; Lidstone, 1992). Amar (2004) states that 

organisations, which desire to use knowledge in their products, processes, and 

services, have to know how to commit their human resources to their operations. 

Therefore, understanding the theory and application of motivation is very important in 

managing human resource in making these new organisations succeed.  

 

Classic theorists, such as Abraham Maslow, have concentrated on the dynamics of 

human needs and created a theoretical hierarchy of five sets of needs: physiological, 

safety, love, esteem, and self-actualization (Wren, 2005). Theory presents that once 

a need was gratified, it no longer had a motivational effect. Knowledge work is 

characterized as non-repetitive and results-oriented using both traditional scientific 

methods and new intuitive, imaginative methods . They are in line with Maslow’s 

theory in terms of self-actualisation need of the individuals. Literature shows that 

knowledge workers are autonomous people who enjoy advancement and mobility 

(Horwitz, Heng & Quazi, 2003). 
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Frederick Herzberg studied the importance of attitudes towards work and the 

experiences that workers reported, and identified two set of independent needs 

(Wren, 2005). When people reported unhappiness and job dissatisfaction, they 

attributed those feelings to their job environment. When people reported happiness 

or satisfaction, they attributed the feelings to job content (Miner, 2006). He called the 

factors identified in the work environment as hygiene factors that include supervision, 

interpersonal relations, physical working conditions, salaries, company policies, 

interpersonal relations, benefits, administrative practises, status, and job security. 

Positive satisfaction, on the other hand, was resulted from recognition, challenging 

work, increased job responsibility, achievement and opportunities for growth and 

development (Amar, 2004; Miner, 2006). We decided to take Herzberg’s motivational 

factors into account, because we think they cover the spectrum of motivation 

students have expressed to us during our opinion survey, our experience and the 

discussion we have had with them and at work informally. 

 

Theory X and theory Y by Douglas McGregor describes two very different attitudes 

toward workforce motivation. Theory X assumes employees generally dislike work 

and try to avoid it when possible. Theory Y is an integration of individual and 

organisational goals, and presents that employees are self-motivated and doing a 

good job is a strong motivator in itself (Wren, 2005). The goal-setting theory of Edwin 

Locke concludes that organisations should set specific work goals that challenge 

employees. Incentives are seen necessary to reward the meeting of the goals (Wren, 

2005; Miner, 2006; Dubrin, 2007). According to Djokovich (2002), goals are more 

effective, when they are used to evaluate performance, and are directly linked to 

feedback and rewards, so that the employees do not lose interest in working hard for 
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the goals. Similar indications to goal theory and theory Y were given in the study of 

technical visionaries in USA (Hebda, Vojak, Griffin & Price, 2007). 

 

3.2 Motivational factors of organisational environment 

 

Given a rapidly changing environment of work, organisational culture recognises the 

value of its intellectual assets. Hofstede (2005) defines organisational culture as “the 

collective programming of the mind that distinguishes the members of one 

organisation from another”. Organisational culture can function, as its best, as a 

committing factor for workers, and can reduce their interest in changing an employer.  

 

In today’s competitive world, it is important to keep professional staff with important 

know-how working for the organisation. It is one thing to get new employees, but 

another to keep them satisfied. Many studies have shown a strong correlation 

between employee satisfaction and efficiency, even though this connection is much 

criticized (Miner, 2006). Therefore the companies are paying increasingly attention to 

build interesting compensation plans to motivate employees and increase job 

satisfaction and retention. Employee well-being starts to be a key strategy in many 

companies (Henderson, 2000; Sullivan, 2004). 

 

Elements of the organisational environment include leadership style, management 

practices, the way work is organized, employee autonomy and control, as well as 

social support. These factors are also known as part of a psychosocial work 

environment. According to the literature, they have been shown to have an important 

impact on employee health outcomes and satisfaction, and that is a reason why we 
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also wanted to test the students’ opinions on these features. Employee well-being in 

organisation is important to enhance with different methods. The evidence shows 

that the efforts on improving an organisational environment are truly valuable in 

diminishing costs occurred from stress-related illnesses (Sullivan, 2004). 

 

 

 
Figure 3.1 Factors affecting to job attributes 
(Herzberg, 2003) 

 

Figure 3.1 provides the categories of analysis on which one base our review of the 

motivational issue in following chapters. We present the key motivational factors that 

influence employees, especially work motivation of young generation and knowledge 
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workers. The same work environment factors we will also discuss regarding the 

findings of our opinion poll. 

 

3.2.1  Extrinsic and intrinsic incentives 

 

If an organisation succeeds in offering incentives and factors to employees that 

satisfy their personal needs, an employee develops a higher level of loyalty towards 

an organisation they work for (Peltonen & Ruohotie, 1987). The attributes of work 

environment advance adaptation and operation of individuals. In the work 

environment, two important variables are identified: satisfiers, called also hygiene 

factors, and motivators (Credit Union National Association Incorporated , 2008). 

Many scholars support Herzberg’s motivation-hygiene theory saying that employees 

should first be satisfied with their work and the organisation, before they can even get 

motivated. If satisfiers are not present, employees tend to become dissatisfied, and 

the power of motivators is actually ineffective (Miner, 2006). 

 

Satisfiers, which correspond to hygiene factors in the Herzberg’s theory, include 

compensation, an employee handbook, an open-door policy, fair management, job 

security, and good working conditions. These are all factors, on which an 

organisation and its culture have a major impact. Motivators, on the other hand, 

include recognition, achievement, opportunity for advancement, and interesting job 

content (Table 3.1). Interestingly, salary is not a motivator, as it does not solely lead 

to a superior performance (Credit Union National Association Incorporated , 2008). 

According to many theories, among others Herzberg, McGregor and Maslow, 

financial compensation fills only the lower level need (Miner, 2006). It is not 
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motivational after it is satisfied. Salary and other financial instruments need 

supportive actions to be desirable, and therefore companies should establish 

compensation and employee reward programs (Peltonen & Ruohotie, 1987). 

 

Table 3.1 Satisfiers and Motivators of work environment  
Hygiene factors, satisfiers, and what they are 
Growth: The degree of personal growth in the professional life. 
Salary and benefits: Including basic income, fringe benefits, bonuses, vacation 
time, company car, and similar items 
Working conditions: These conditions include working hours, workplace layout, 
facilities and equipment provided for the job. 
Company policy: Rules and regulations, both formal and informal that govern 
employers and employees 
Status: A person’s status is determined by rank, authority, and relationship with 
others, reflecting the level of acceptance. 
Job security: The degree of confidence that the employee has regarding continued 
employment in an organization. 
Supervision and autonomy: This factor concerns the extent of control that 
individual has over the content and execution of a job. 
Office life: This is the level and type of interpersonal relations within the individual’s 
working environment. 
Personal life: The time spent on family, friends, and interests restricted by time 
spent at work. 
 
Motivators, and why they work 
Achievement:  Reaching or exceeding task objectives is important, as it is one of the 
basic human needs. It is one of the most powerful motivators and a great source of 
satisfaction. 
Recognition: The acknowledgment of achievements by senior staff members is 
motivational because it helps enhance self-esteem. For many staff members, 
recognition can be viewed as a reward in itself. 
Job interest: A job that provides positive, satisfying pleasure to individuals and 
groups will be a greater motivational force than a job that does not sustain interest. 
As far as possible, responsibilities should be matched to individuals’ interests. 
Responsibility: The opportunity to exercise authority and power may demand 
leadership skills, risk taking, decision making, and self-direction, all of which raise 
self-esteem, and are strong motivators. 
Advancement: Promotion, progress, and rising rewards for achievements are 
important here. Possibly the main motivator, however, is the feeling that 
advancement is possible. Honesty in promotion prospects and the likely timescale is 
vital from a company and manager. 
  
(Appelbaum & Kamal, 2000) 
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When satisfiers are reached, individual’s behaviour is largely affected by different 

kinds of motivators, both extrinsic and intrinsic motivators. According to the social 

psychological literature, people are said to be intrinsically motivated when they do an 

activity for its own sake, rather than for any extrinsic reward. The term intrinsic 

motivation is often used in contrast to extrinsic motivation (Cameron, 2002). 

According to studies, extrinsic motivators can increase job satisfaction only 

temporarily. Therefore also the intrinsic motivators are needed in order to motivate 

employees to develop the job and working effectively (Figure 3.2). According to Otala 

& Ahonen, 2005, an organisation should consider different methods and techniques 

to improve employees’ intrinsic motivation, as it affects on the job satisfaction, loyalty 

and retention. Cameron (2002) claims that also extrinsic rewards can affect positively 

on intrinsic motivation. 

 

Figure 3.2 Intrinsic and extrinsic motivators 

 

 

 

 

 

 

 

 

 

(Otala & Ahonen, 2005) 

 

        Profit sharing    Benefits       Initiative rewards 
   Rewards on performance          
    Salary                           Special rewards  
   
  Extrinsic motivators  

 Intrinsic motivators 

Colleagues              Job security 
   Job content  Status    Possibilities to influence          
        Feedback       Possibilities for advancement 
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In the following chapters, we discuss the factors of work environment that influence in 

the performance and motivation of employees. We inspect these factors especially 

from the point of view of knowledge workers and the young generation of them, and 

discuss how their motivation can be enhanced. 

 

3.2.2 Work environment 

 

There are several factors in the work and organisational environment that can affect 

employees’ motivation and wellbeing. Incentives and rewards are just the tip of the 

iceberg. Literature we reviewed throughout the thesis indicates that support from the 

colleagues and managers, organisational culture, and possibilities to influence in own 

job are vital elements of job satisfaction. Quality of work impacts on work efficiency 

and satisfaction, and through these also to a success of an organisation (Riikonen, 

Tuomi, Vanhala & Seitsamo, 2003). 

 

Organisations form networks including suppliers, customers, labour organizations 

and authorities, which influence an organisational culture. Organisational culture 

consists mainly of the practices, attitudes, beliefs, values and experiences. 

Organisational cultures are learned, when young employees enter a work 

organisation. These cultures can be strong or very weak depending on the alignment 

of people to organisation’s values (Hofstede, 2005). 

 

According to Riikonen, Tuomi, Vanhala & Seitsamo (2003), healthy organisation 

offers beneficial and secure work environment and atmosphere. These establish an 

organisational culture that supports personnel and organisational goals. Through 



 22 

training, reward systems, teamwork, personnel strategy, as well as development and 

active use of internal information channels, an organisation can bind personnel to 

adopt common values and norms. Employee commitment has showed to increase 

also company’s competitiveness and efficiency. When an organisation is experienced 

motivational, it is shown in reduced absence and employee turnover, low level of 

stress, high commitment and work satisfaction. On the other hand, when employees 

experience the organizational environment negative, high levels of employee stress 

are reported. Riikonen, Tuomi, Vanhala & Seitsamo (2003) argue that it is employee 

stress that actually has the largest impact on employee health and productivity. 

Stressed employees are also at risk for two to three times the number of accidents 

compared to their colleagues without the stressors (Sullivan, 2004). According to the 

study made in Canada (Sullivan, 2004), workplace stress-related illnesses are 

reported to be on the rise and can cost organizations greatly in terms of 

absenteeism, higher insurance claims, lost efficiency and lost productivity.  

 

Forsyth (2006) claims that to be effective and easy to work in, an organisation should 

also establish a clear and understandable structure. It means known forms, 

procedures, systems, instructions and rules, which may also be unwritten. Job 

security is motivational and comes from an organisation with a clear mission and 

open communication, clear job descriptions, knowing what is expected and how it is 

measured, as well as working with a right kind of manager and effective team 

members. These factors create a structure providing a purpose to the people, so that 

they relate to organisational goals more easily.  
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When organisations direct resources on supporting actions to employee wellbeing, a 

bigger portion of employees has good working capabilities. Organising the work well 

is essential for the sake of the whole organisation. Successful organisations can be 

characterized by several common factors. Most important of these are regular 

training, common and clear goals, open and wide publication of information, 

independent and responsible employees, common recreational events, ability to 

solve conflicts, and good working atmosphere (Riikonen, Tuomi, Vanhala & 

Seitsamo, 2003).  

 

Studies on young working force show that they base commitment and loyalty for 

organisations on feelings rather than rational thought. Lander (2006) discusses that 

organisations can gain better results by engaging the young generation by investing 

in their development and creating emotional bond. The study by Robert Half Finance 

& Accounting (2005) indicates that as the young generation value mainly the balance 

between work and free time. They demand flexibility, learning opportunities, 

relationships with decision-makers, challenging work projects, flexibility and 

personalized career development. When an organisational culture is created, 

supporting these factors, companies achieve better results in employee motivation 

and retention. According to Amar (2004), knowledge workers want to influence their 

work environment in some way. Sharing organisational information openly and goals 

that are engaged in activities will help an organisation to achieve the targets and 

motivate knowledge workers (Amar, 2004). 

 

Leadership is seen as a way of combining people and organisation. Classic research 

lead by Rensis Likert studied in the United States the organisations trying to 
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determine which organisational structures, principles and leadership resulted in the 

highest productivity (Miner, 2006). The research led to the identification of two 

different leadership orientations: an employee orientation and a production 

orientation. Higher productivity, greater group cohesion, lower work turnover and less 

worker anxiety was gained by building team spirit and showing sincere concern for 

workers. Shifting from production oriented style to more employee-centric and 

supportive style led to improved results (Wren, 2005). Recent studies have identified 

even more leadership styles. In Finland and Sweden, participative management is 

taking room from task management, and democratic climate is often established in 

many companies (Makilouko, 2003). 

 

Well-motivated teams in companies are desirable. They reduce gossiping, bucking 

the system, wasting work time, unpunctuality and responsibility avoidance. To make 

the motivation plan work, incentives are not enough. Motivation must be applied 

actively through various activities of the management process (Forsyth, 2006). 

Motivation should not just satisfy people, but surprise them occasionally. Motivation 

is a direct link to performance and results, so it is important part of management 

tasks (Heathfield). 

 

Manager should also possess human and social characteristics that make him or her 

good at managing other people. Positive characteristics listed by Forsyth (2006) are 

being fair, clear in communication, ready to trust people, prepared to give 

responsibility, good at delegating, good at their own job, decisive, consultative and 

more. Negative ones are not being secretive, not prepared to spend time with the 
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staff, not being supportive, resistant to change and dictatorial. These features lead to 

employees’ dissatisfaction and lack of motivation at work (Forsyth, 2006). 

 

Leadership is the ability to inspire confidence in and support to the people to achieve 

organisational goals. Swedish and Finnish management styles have used the new 

concept of “motivational leadership”, based on participative, encouraging and 

enthusiastic leadership (Finska Akademien, 2005; Mole, 2003; Makilouko, 2003; 

Leskela, 2002). “Motivational leadership” aims at developing the work community 

toward learning continuously allowing fitting with the innovative demand of changing 

organisation. This is achieved by keeping employees’ motivation at a high level 

(Hiam, 2003). Four principles of motivational leading can be summarised as an 

attempt to perceive individual motivators, openness on differences in team members’ 

characters, creation of an open and supportive environment, and participative and 

encouraging leadership. According to Leskela (2002) positive influences of 

implementing these features are improved atmosphere, collaboration, creativity, as 

well as enhanced mutual trust and respect. Motivational leading is argued to support 

the organisational goals. It works especially well in learning organisations and when 

leading a change (Dubrin, 2007). 

 

Each generation has a distinct set of values, view of authority and sense of loyalty. 

They must be motivated as well as managed differently. Lander (2006) states that a 

communication gap can easily occur, as the management is usually veterans and 

newcomers are by definition new to the written and unwritten rules of the 

organisation. Another way to see the inability of managers and organizations to 

inspire knowledge workers to volunteer their highest talents and contributions is the 
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reality that people vary in their responses to different situations and managerial 

actions. These responses can range from rebelling or quitting to a creative 

excitement. In this context young knowledge workers want coaches and leadership 

instead of managers (Coleman, 2008). 

 

Work environment in successful companies foster a desire for knowledge among 

their employees and that ensures its continual application, distribution, and creation.  

In this survey, more than 70% of the successful companies surveyed had individual 

incentive programs linked to product development targets, compared with 27% of the 

less successful companies (Hauschild, Licht & Stein, 2001). 

 

3.2.3  Job content and characteristics 

 

Arising from the motivation studies and organisational behaviour, more interest has 

been paid to job enrichment, as job itself is an important intrinsic motivator. 

Hackman, Lawler and Oldham (1971) presented five essential task attributes that 

enrich work and increase satisfaction, performance and attendance. First is the 

degree of autonomy to which employees feel being responsible for their work. 

Second, there must be a high degree of task identity meaning the vision of the 

complete process and an opportunity to use own skills in completing the task. Thirdly, 

variety was considered important to improve the meaningfulness of work. Feedback 

is needed on the level of accomplishment, and last, task significance has a major 

contribution to job enrichment. When these core job characteristics are implemented 

correctly in the work environment, authors state that it will result with a higher degree 

of internal motivation (Miner, 2006). 
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The importance of job characteristics is recognised widely. Interestingly, in the survey 

of Princeton University in USA (2007), vacation time is not an issue according to the 

study. In our survey in Finland and Sweden, however, the freedom to choose where 

to place the annual holidays or when to take the extra overtime hours, was highly 

motivational. Consistent results were received in the study of Finnish university 

students in 2008 (Universum Consulting company). The balance between work and 

free time is growingly valued. The differences to the study in the United States could 

be partly explained by differences in culture, generation and background of sample 

population, and economic situation.  

 
Table 3.2 Importance of Job Characteristics 

 

 

Besides the job characteristics, status and salary have been studied to have a 

motivational effect in some extent to people. Status may not drive everyone, but it 

can be a hidden aspect of people’s motivation. Salary, on the other hand, is 
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constantly causing dissatisfaction in organisations (Forsyth, 2006). Existing salary is 

rarely motivational, but becomes essentially demotivational if employees consider it 

unfair compared to other similar jobs inside the company or elsewhere. Still, salary is 

only one part of the complete mix of motivational factors: increasing the salary 

continuously cannot boost motivation in long term (Lidstone, 1992). A salary 

increase, especially as an award for merit, is certainly motivational. Leadership 

positions are often satisfying, as they combine such things as power, status, 

advancement, prestige, opportunity to help others and control recourses, and high 

income (Dubrin, 2007). To increase the effect of a salary and other compensation, a 

systematic compensation plan could be effective. 

 

In addition to the salary rating, an employee should have a chance to influence in the 

job content, assignments, projects, methods, work tools, working pace and order. 

When an employee can participate in the decisions, it has a major affect on creating 

a good working atmosphere and efficiency. In addition, it is important in which degree 

the company is supporting employee training and personal development in 

professional skills. Researches by Tuuli & Jurvansuu (2000) and EUROSTAT (2008) 

state that training is actually the most important action that an organisation can do to 

improve employee wellbeing. Good opportunities in professional training and 

development enhance competitiveness, innovation, work prosperity and help 

employees to commit for organisational goals (Riikonen, Tuomi, Vanhala & 

Seitsamo, 2003). 

 

Employees should also be proud of what they do, and that is a strong internal 

motivator. Recognition awards can support the feeling of being proud to attain a 
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given goal. Challenging work tasks have increased with the development of 

technology, organisation of work and internationalisation (Riikonen, Tuomi, Vanhala 

& Seitsamo, 2003). The literature review on the young generation showed that they 

in fact have a distinctive view on work. For instance, Trunk (2007) presents that 

young people over twenties seek for the balance between work and personal life. 

They want to use their time meaningfully, and companies are challenged to aim at 

flexibility to be able to face the needs of the new work force. Results were again in 

line with the studies of Princeton University (2007) and Universum Consulting 

Company (2008). 

 

Young knowledge workers are foremost motivated by internal factors, including the 

desire to see their ideas become a reality, enjoying working “on-the-edge” and 

innovating. From the organisational point of view, the idea is to invest in people to 

encourage both corporate external flexibility allowing companies to adapt to a 

changing economy, and internal flexibility in order to permit deployment, updating 

and the acquisition of employee’s new skills. Engineers are motivated by more 

challenging assignments. Scientists, on the other hand, are motivated by a greater 

freedom, which means the job itself is one of the main motivators for knowledge 

workers (Hebda, Vojak, Griffin & Price, 2007).  

 

Rüdiger & McVerry (2007) gave similar indications on knowledge workers. Access to 

training, autonomy and job content are important for knowledge workers. Job security 

also continues important in the knowledge economy’s changing environment. The 

knowledge economy should be able to offer jobs, which have the potential to be more 

fulfilling. In the coming years organisations are competing for work force, and their 
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competitiveness depends also on how they deal with employees. Rüdiger and 

McVerry argue that understanding the factors that knowledge workers value, the 

companies can increase overall job satisfaction of knowledge workers. In the next 

chapter we will look at the meaning of career advancement for the young generation. 

The literature together with our opinion poll shows a major interest of young people 

on developing career paths. 

 

3.2.4  Career opportunities 

 

Achievement and opportunity for advancement, which are intrinsic, personal 

motivators, are experienced highly important according to the studies on employee 

motivation. A feeling of making progress is directly linked to advancement, and drives 

many people. Therefore regular changes in work assignments can affect positively in 

people’s efficiency. Creating challenges in employees’ jobs and recognizing their 

efforts will result in greater productivity, creativity and inspiration (Forsyth, 2006). 

 

Career consideration is essential, as a significant portion of work force will retire in a 

few years, and managers need to replace the lost talent and find ways to maintain 

work effectiveness (Appelbaum & Kamal, 2000). To achieve zero attrition of 

employees, the companies should create a sense of career opportunities for them 

(Leland, 2008). Better incentives, more opportunities for advancement and improved 

training are all incentives that can be meaningful in retaining the know-how in the 

company (Credit Union National Association Incorporated, 2006). 
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Interestingly, when studying “generation Y” (people born from 1980 to 1994), it came 

up that workplace insecurities shape the priorities and values of “generation Y”. The 

three main career concerns were compensation and benefits, finding and keeping a 

job, and career satisfaction. It was noted that “generation Y” requires defined career 

paths, and firms should advertise this opportunity well in the application process and 

promotion (Robert Half International, 2008). Robert Half Finance & Accounting 

studied “generation Y” in 11 countries (2005), and concluded that they are mainly 

motivated by the balance between work and personal life. Young people seek for an 

employer that can offer an opportunity to maintain and enhance lifestyle, build a 

career and achieve financial rewards. Young workers can also be more demanding 

than the older generations due to the improved situation of labour market and 

availability of work that corresponds their education. 

 

Trunk (2007) discusses that “generation Y” easily changes a work place, if they do 

not see room for personal growth and career building. Lander (2006) also concluded 

that “generation Y” will stay, if they feel valued and see possibilities for advancement. 

She speaks for flexible office hours, lateral moves in career paths, company 

supported learning opportunities, and coaching as a primary management tactics to 

retain the mobile young generation. “Generation Y” is up for challenges, and they 

demand independence in choosing working methods. Lander shows that “generation 

Y” has a strong desire to influence work content and career path, and they look for 

management’s coaching.  

 

MaryAnn North (2008) marks that the process of advancing in the career includes 

three circles of consideration that employees seek: appropriate compensation, job 
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satisfaction and the balance between free time and work. When the personnel have 

clarified these things to him /herself, and the organisation has established a clear, 

supportive system and information channels to work for these goals, career 

opportunities become motivational (North, 2008). Already in the recruitment process 

companies could use career opportunities and possibilities to advance as arguments 

in attracting new employees.  

 

Knowledge workers can be motivated by providing upward career growth while 

remaining in the technical part of the firm, which is called a “dual ladder”. This 

approach has limitations. Other option is to conduct a third-career orientation, which 

allows individuals to move from one challenging project to another without 

progressing upwards on a ladder (Hebda, Vojak, Griffin & Price, 2007).  

 

According to the results generated from the survey by Robert Half Finance & 

Accounting (2005), the “generation Y” leaves their jobs mainly due to the lack of 

career opportunities (50 %), poor salary and bonuses (39 %) and an inadequate 

work/life balance (12 %). In addition to these, relations with co-workers are shown to 

be essential factors of work environment to employees, and they have an important 

influence in job satisfaction. 
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3.2.5  Interpersonal relations 

 

Robert Half International and Yahoo HotJobs (2007) have recently studied the 

professional priorities of young adults between the ages of 21 and 28. They have 

discovered that “generation Y” demands the best possible health care and retirement 

benefits, in addition to defined career paths. But when we consider why people leave 

teams and organisations, one of the key reasons is the failure in connecting with 

colleagues and managers as people (Robert Half International, 2008). 

 

Research of Finland’s Occupational Health Institute (2002) shows that the 

organisations engaged to a high degree of teamwork have better employee working 

ability. Effective leaders are outstanding motivators and coachers. When teamwork is 

well organised and supported by a manager, employees are better motivated 

(Riikonen, Tuomi, Vanhala & Seitsamo, 2003). Conflicts, on the other hand, reduce 

wellbeing at work (Forsyth, 2006). One important action of a manager is to create 

teams that enjoy working together, as these teams are also efficient and 

communicative (Dubrin, 2007). 

 

Internal relations affect significantly the level of personnel’s know-how. Otala & 

Ahonen (2005) suggest that a company should continuously develop ways to 

increase internal relations, as then personnel are also more ready to divide know-

how and information. When an organisation has a good communal spirit, it creates a 

sense of solidarity, security and a good atmosphere with confidence, support, and 

flexibility. In a well functioning work community, job satisfaction is at a higher level. 

The company should aim at supporting the communal spirit in a flexible way, which 
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offers support for divergence of personalities. This is also greatly valued by 

“generation Y” workers (Robert Half Finance & Accounting, 2005). If an organisation 

culture, its values and norms are too strict, it has negative side effects to the 

atmosphere, such as gossiping, separate circles of people and unnecessary 

supervising of colleagues (Otala & Ahonen, 2005). And when the basic needs of 

people are offended, the insecurity and loneliness is most certainly increased. Those 

are important factors leading to low job satisfaction and retention, and also leave 

many individual motivators ineffective (Kaivola & Launila, 2007). 

 

Communication is important in order to maintain a good working atmosphere and 

communication between people in an organisation. Good ways to stimulate 

communication between groups and around an organisation are different recreational 

activities and information channels (Forsyth, 2006). Examples of these are company 

newsletters and magazines, canteens, kitchen facilities for lunch breaks, social and 

health clubs, team sports, Christmas or other annual celebrations, and counselling 

services. Even though these may not be directly motivating factors, they increase job 

satisfaction, and this way reduce willingness to change an employer (Otala & 

Ahonen, 2005). 

 

3.3 Attracting knowledge workers 

 

During the past decades, especially spurred by the booming economy and soon 

retired baby-boomers, the companies have put more emphasis on building 

employees’ loyalty. It is generally cheaper and easier to retain the staff than recruit. 

American Management association (1999) states that employee turnover is highest 
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among employees that are minorities, recent hires, younger than 30 or female 

managers. The similar results were drawn in the articles of Lander (2006), O’Malley 

(2006) and Trunk (2007): young generation easily changes jobs, even as often as 

every second year. Henderson (2000) suggests that in order to successfully recruit 

new employees, the company should put effort on a positive image, attending to job 

fairs to attract students, and creating interesting web sites. Even though the young 

generation commits to organisation less readily, the image of a stable, profitable and 

well-managed company is advantageous. This will attract new employees to apply 

since there has been some major downsizing in some sectors during the past 

decade. People increasingly appreciate job security (Henderson, 2000). 

 

According to research by Drake International on “generation Y” (2006), compensation 

is not the only important consideration they weight up when accepting a job. The key 

features that attract “generation Y” are listed in the survey as professional growth and 

development, work-life balance, variety, social interaction, responsibility and input, 

and reward and recognition (Twyford, 2007). 

 

Appelbaum and Kamal (2000) carried out a research in small business in North 

America, and found four primary non-financial factors that can be used to gain an 

advantage in increasing the company’s attractiveness, both in obtaining and keeping 

valuable employees. The factors were identified as job enrichment, employee 

recognition, internal pay equity and managerial skill. Job enrichment was the most 

significant, and included independence, job design and sharing, participation and 

flextime. A combination of these factors was supported by clarity of expectations and 
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external pay equity, which is especially important in recruiting young people 

(Appelbaum & Kamal, 2000; Robert Half Finance & Accounting, 2005). 

 

The study by Appelbaum and Kamal (2000) clearly states that the non-financial 

incentives have power. For small business to maintain control in attracting and 

keeping a productive employee base, emphasizing the use of non-financial 

incentives is essential. Taylor (2005) studied what motivates the university students 

to choose a certain type of sector or organisation to work for. She found that the 

students applying to private sector placed value e.g. on high salary, opportunity for 

self-improvement and promotion, company’s profile, and social status. Their interests 

differed from students applying to a public sector and non-profit organisations, who 

placed more value on job security and company’s geographical situation. These 

studies indicate the importance of a combination of non-financial incentives and 

compensation (Appelbaum & Kamal, 2000; Taylor, 2005). 

 

Because of the lack of ICT expert knowledge workers in Finland, companies are 

hiring engineers directly from professional schools and universities. Engineering 

students are also computer practitioners. Internet is emerging as an important and 

effective means to reach the next generation of workers. Large companies pay 

increasingly attention to the image also in web, as well as deepen the cooperation 

with local schools in order to hire summer trainees, part-time, and finally, full-time 

workers. However, the reverse side in recruiting students may be the loss of 

credibility and expertise as competitive assets, as they have not yet graduated to a 

profession. According to the study by Sirpa Kolehmainen at the University of 

Tampere (2001), managers in Finland emphasize qualifications through experience, 
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hobbyism, engagement in new technology, and personal attributes instead of formal 

technical education. They have also noticed the need among applicants for flexibility 

of an organisation (Kolehmainen, 2001). 

 

Already now there is a trend of recruitment fairs, events and offices that aim at 

helping the firms to find potential employees. These take place in universities and 

institutes, companies, as well as are arranged as separate happenings for both 

students and work force. They are advertised extensively in the Internet, local 

newspapers, employment agencies, and in the different lists of coming events. 

According to Monster.fi recruiting company (News Release of Monster Oy, 4.2.2008) 

in Finland, a new way to reach students are online recruiting fairs that can reach up 

to 200 000 students per fair. Every year it registered a new record of participating 

companies, so the employers have realised the value of the recruiting events. In the 

rising labour shortage in multiple industries, the firms need to think, how to attract the 

young students to apply for a job exactly from them, among all the firms in the market 

(Hamalainen, 2006). And later on, how to get the graduating students motivated to 

work for the company in the future. 

 

In 2007 “Universum consulting company” studied the values and valences of 5 807 

Finnish university students also in the field of technology covering a population, 

which average age was 25 years. Surprisingly, the university students value 

increasingly soft values, especially the balance between work and free time. Results 

are parallel to the survey of Robert Half Finance & Accounting (2005). 

Tekniikka&Talous drew similar conclusions in the survey of employer image among 

university students in 2007. Survey has been carried out annually during the past 13 
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years, and shows a decreasing trend of interest in leadership positions. According to 

the study, a management position is currently less valued than specialist and 

consultant positions, as students see them more independent, free and less stressful 

(Tammilehto, 2008; Peltonen, 2008). 

 

According to the “Universum Consulting company”, stable and secure work place 

was rated over the career opportunities and promotions. Engineers, on the other 

hand, are still reaching for a quick career progression, and they aim at working in a 

field of research and development, as well as in technology industry (Tammilehto, 

2008). When applying for a job, company’s good image in having a good working 

atmosphere and innovativeness was influential. Interestingly, when asking for the 

favourite future place to work, the companies that actively work with universities and 

polytechnics were the most popular choices for students. These results show that 

participation in recruitment events and fairs gain visibility and reputation for 

companies among students. This creates an advantage for them in attracting skilled 

work force for future needs (Peltonen, 2008).  

 

Other technique that successful companies use is to link individual incentive systems 

to product development targets. The survey showed that 70 percent of the successful 

companies surveyed had such programs compared with 27 percent of the less 

successful companies (Hauschild, Licht & Stein, 2001). Incentives will be viewed 

next, as they are used by the most of the companies, and different incentives have 

raised discussion throughout the literature. 
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3.4 Incentives to improve motivation 

 

By incentives, a company can aim at improving the performance level of employees 

(Herzberg, 2003). They can encourage and commit the personnel to organisational 

goals, which increase satisfaction and also, motivation. There are a vast number of 

incentives that have been adopted by companies and are supported by studies 

reported in multiple investigations (Appelbaum & Kamal, 2000). 

 

Employee motivation techniques are classified in the literature in different ways. For 

instance categories of financial (remunerative) and non-financial, moral, coercive as 

well as extrinsic and intrinsic incentives are commonly used. Extrinsic motivators 

include benefits, rewarding systems, and bonuses on performance and salary, which 

are in the line with financial motivators. Intrinsic motivators are feedback, internal 

relations, job satisfaction, possibilities to influence, job security, status, and 

opportunities for advancement. These factors can be affected by using correct non-

financial methods (Otala & Ahonen, 2005). 

 

In economics, the studies usually focus on financial and non-financial incentives, as 

they are used by the organisations in the world of business. Fewer studies have the 

concentration on moral or coercive ones, which are usually the focus in political and 

sociological studies. In our study we stick with the four main categories, as they are 

the most important for this particular study. The groups are non-financial and 

financial incentives, and social and personal incentives, in which non-financial and 

financial incentives actually belong to. In the empirical part of the study, we will 
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analyse the data and discuss how technology students rated and valued different 

incentives. 

 

In different life situations, people have different values and needs that should be 

taken into account in the reward and incentive programmes (Otala & Ahonen, 2005). 

Some value day-care possibilities for children, some freedom to choose the own 

working methods, and other value highly the flexibility in working hours. Personalising 

the rewards, especially for “generation Y”, is studied to be important in order the 

rewards to be motivational (Robert Half Finance & Accounting, 2005). No single 

reward system is a solution, but using different wage and incentive methods as well 

as correct processes to define them forms the successful completeness of rewarding. 

The studies on “generation Y” show that the companies need to develop effective 

reward and compensation packages to provide motivation they require (O’Malley, 

2006). 

 

An international survey of 1,800 human resources and finance directors in 11 

countries, conducted by Robert Half Finance &Accounting, finds that 83 percent of 

“generation Y” is motivated by different workplace benefits than other age groups and 

previous generations. According to the results, flexible office hours are at the top of 

the list of workplace benefits that motivates “generation Y” (36 percent). 

Performance-related salary and bonuses (33 percent), and programs for career 

development (32 percent) are also of importance. Twyford (2007) questions this with 

graduating students. He claims that the main motivator appeared from the studies is 

not the salary but the interesting and challenging work itself. We received parallel 

indications from our survey, discussed further in chapter 4. In the following two 
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chapters we will look at the financial and non-financial incentives separately and 

discuss their effect on motivation. 

 

3.4.1  Financial incentives 

 

Financial incentives are material incentives, which can be cash, like bonuses or piece 

rates on the top of the guaranteed salary, or converted easily in money, such as a 

company car (Imberman, 2008). Financial incentives are also referred to as monetary 

or economic incentives. Many studies argue that employees and “generation Y” 

respond best especially to financial incentives. The traditional ways to reward 

employees have been time and piece rate based incentives, but now there are also 

many complementary methods in use. These methods vary geographically and 

between organisations. Some of them enable rewarding the group efforts, or even 

the whole personnel, like personnel foundations and team commissions (Otala & 

Ahonen, 2005). 

 

Money – primarily in the form of a salary – has not remained as a good motivator in 

the knowledge work environment. The efficiency of money as a motivator of 

knowledge work is quite low. Money means different things to people. For motivators 

to be effective for employees in the knowledge work environment, the firms should 

extend the use of rewards and include non-financial incentives. Some examples of 

these outcomes that firms can offer are work/life benefits, and training opportunities 

(Otala & Ahonen, 2005). 
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According to Imberman (2008), at the executive level of dry-cleaning industry, 

directors often expect rewards for improved performance in the form of year-end 

bonuses, higher earnings per share, and inflated stock prices. Profit sharing plans 

with merit raises and year-end bonuses among all company’s employees are 

common in many industries. However, the problem in here is that everyone gets the 

bonus for company’s overall performance, so it is not exactly tied in to individual’s 

own output (Lidstone, 1992). Year-end bonuses can also be too far ahead to be 

motivational today. Team rewards, on the other hand, can be problematic, as team 

members may not feel that everyone is contributing, and individual efforts are not 

identified easily. Also individual rewards have their drawbacks: they may encourage 

individuals to act for the own interest, and therefore hurt the overall performance 

(Resnick, 2007; Lidstone, 1992). 

 

For economic incentive to be effective, they should be transparent, easy to 

understand and short-term (Imberman, 2008). Pay-for-performance programmes with 

short-term reward horizon are proved to be effective in multiple studies, already from 

the beginning of the 20th century. Well-designed gainsharing plans quantify improved 

employee performance, and give a value for it. These plans can reward group efforts, 

and cooperation with management to achieve company’s goals e.g. in higher 

productivity and better quality (Lidstone, 1992). The programme must be experienced 

fair by majority of the employees. Gainsharing should be set short enough, for 

instance to one month, and bonuses have to be re-earned every period for the 

programme to be continuously motivational (Imberman, 2008; Lidstone, 1992). 
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Lidstone (1992) identifies five payment policies studied in the United Kingdom and 

the United States. These are importance of pay, establishment of salary levels, 

conditions in which payment by results work, uselessness of annual bonuses as 

motivators, and importance of publishing in company salary scales. These policies 

have showed to improve the results of financial incentives, and therefore should be 

worth to take into account in designing the compensation plans. The best 

programmes are established together with using non-financial incentives to improve 

performance, satisfaction and retention.  

 

What comes to “generation Y”, Maritz Inc. research (O’Malley, 2006) found that 79 % 

of employees under 35 years are motivated by additional innovative recognition and 

reward programmes. Within older generations, the share was lower (68 %). The 

study indicates that financial bonuses may work better with the young employees 

who crave for independence and possibilities to influence, as they can choose how to 

use the reward. O’Malley discusses that non-financial incentives can actually be even 

seen as part of the salary, which reduce their motivational effects. However, a recent 

study of Maritz Inc (O’Malley, 2006) presents non-financial incentives as the most 

effective motivators among employees. 

 

Another issue is that measuring knowledge worker productivity can be difficult in 

relation to setting the goals. Because of that, dissatisfied knowledge workers may 

take advantage of the situation. Providing challenging work, reducing isolated tasks 

by increasing team activities, increasing recognition of personal achievement, and 

providing realistic promotion opportunities are suggested measures to reduce the 

phenomenon called “cognitive turnover” (CT) (Jones & Chung). 
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Employee motivation needs positive reinforcers, and studies show that financial 

incentives may not be enough. Next we will look at more closely non-financial 

incentives, which may have essential power on young knowledge workers. 

 

3.4.2  Non-financial incentives 

 

Non-financial, so called non-economic and direct motivation techniques include a 

huge variety of methods. They can be are expressed for instance as recognition, 

flexibility in work hours, and flexibility in positioning vacation. Non-financial incentives 

also include fringe benefits like service award lunches, paid memberships to gyms, 

tickets to sport and cultural events, preferred parking sports, payment of telephone 

calls, employee of the year awards, gift items for achieving the goals, special 

ceremonies, and recreational activities (Lidstone, 1992). The area of non-financial 

incentives is large, and aim at building team spirit and good publicity as well as 

maintain organisation culture. Non-financial incentives also provide workers with a 

sense that management cares for them. It is claimed that these fringe benefits are 

not directly motivational, but they reduce dissatisfaction (Imberman, 2008). However, 

some of these fringe benefits may directly influence in intrinsic motivation of 

individuals, like status (Imberman, 2008; Lidstone, 1992). 

 

According to Dubrin (2007), recognition is studied to be a powerful motivator because 

it is simply a normal human need. Leaders should train, coach and encourage 

employees when necessary, as confident employees perform better. Motivating 

others by giving them recognition and praise is a direct application of a positive 
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reinforcement, and is also a product of organisation culture. Organisations have also 

noticed the fact, and recognition programmes are already widely used. Examples of 

these programmes are a story of one outstanding employee in every company’s 

magazine, recognition of a long service, or an employee of the month award, which is 

common in the United States. We tested these motivators also in our empirical study, 

and the results are discussed in chapters 4 and 5. 

 

Several studies during the past decades have presented that employees crave for 

recognition and praise as much as the regular paycheck. This is an interesting result 

indicating that employees tend to see financial compensation as an entitlement, 

whereas recognition is seen as an infrequent gift. Employees are interested to know 

that their work is meaningful and appreciated by the organisation. Intelligent use of 

oral, written and material rewards lead to best results. Effective recognition awards 

have symbolic meaning, inspiring pride of ownership, and they help to reinforce the 

company identity. These external symbols of status can be the brand of a company 

car in use, job title, visiting cards, symbols of successful performance, club 

memberships, and credit cards for business expenses. These items and symbols 

make employees proud of their work and the company, and this has an effect on their 

effort level (Dubrin, 2007; Lidstone, 1992). Recognition awards can have important 

value in motivating the generation Y. They crave for acknowledgement of their 

achievements, and a visible reward with symbolic meaning can motivate them for 

long time. O’Malley (2006) presented travel and lifestyle rewards as good options to 

recognise the brand-aware young employees. 
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Non-financial incentives have also received critics on their effectiveness. Many of the 

non-economic methods are seen as entitlements, the same problem that has 

occurred with financial incentives. Absence of these motivation techniques, on the 

other hand, can lead to dissatisfaction (Imberman, 2008). Therefore many of the non-

financial incentives may not directly affect on the level of motivation, but be an 

important factor in job satisfaction. Because of this, employees may seek some extra 

rewards for any “extra” performance, and usually cash can be in their minds 

(Imberman, 2008). 

 

3.4.3  Discussing the relevance of incentives 

 

As employee motivation is seen such an important factor in the organisation’s overall 

success, the tools to enhance it are widely studied. Incentives are powerful tools, but 

they must be used wisely to work effectively. The extent how well motivation methods 

and techniques have an effect on personnel depend on the individual needs of 

employees and the way, how incentives are offered (Peltonen & Ruohotie, 1987). In 

order to get the best results, a company should establish a clear link between the 

rewards and performance, so that the employees know the expectations and 

standards for the work. And when they perform according to the standard, they know 

they will be rewarded. Clarity of expectations may not be motivational itself, but it 

supports the implementation of all the other incentives (Peltonen & Ruohotie, 1987; 

Dubrin, 2007). 

 

The company should also make the rewards large enough to be motivational. 

Otherwise they might even have an opposite effect. Marc Resnick (2007) states in 
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his article of “What Rewards Work Best?” that the effectiveness of incentives 

depends on five factors: type of work, recipient pool, allocation of awards, incentive 

choice, and threshold of difficulty. He speaks for giving small awards to a bigger 

group, than focusing bigger awards to a limited amount of employees. When the 

awards are transparent, flexible according to employee preferences, and given 

regularly based on performance, they have the best possible influence (Resnick, 

2007; Robert Half Finance & Accounting, 2005). 

 

Henderson (2000) indicates that according to the recruitment experts, employees 

nowadays want a meaningful job, flex time, sabbaticals and paid time for 

volunteering. They also need their contributions at work to be valued. Similar results 

were indicated in various surveys on young generation. In addition, employees 

expect benefits, but their demands and expectations differ. Some value regular 

training and job sharing options. Others insist on company-sponsored health club 

services, child-care assistance and overall focus on employee wellbeing.  A study 

made by American Management Association (1999) already showed that employees 

rated perks and flexible job arrangements higher than monetary incentives and 

salaries. People want a life outside an office, too. It was estimated, though, that 

monetary bonuses are more valued by young recruits, who are just building their 

lives. IT professionals were noticed to ask for stock options more regularly. In 

addition, a study among college students (Henderson, 2000) shows that workers with 

a positive mood performed better, were more persistent and tried harder. They also 

reported higher levels of motivation than employees with a neutral mood. Being in a 

good mood strengthened the link between performance, effort and outcome 

(Henderson, 2000). 
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Many recent researches praise the non-financial incentives as a primary source of 

job satisfaction and motivation. But we should not set aside the studies on satisfiers 

and motivators. According to Maslow’s hierarchy of needs, Herzberg’s two-factor 

theory, and more recent studies (Appelbaum & Kamal, 2000; Credit Union National 

Association Incorporated , 2008), the basic factors in work need to be in order before 

the motivators can affect positively on employee’s performance. Appelbaum & Kamal 

argue that it is nearly impossible to increase job satisfaction by non-financial 

incentives, if the employees are unable to maintain a comfortable standard of living. 

Therefore non-financial incentives only supplement the fair pay, and the careful 

implementation of these incentives assures their success (Miner, 2006; Appelbaum & 

Kamal, 2000). 

 

Essential in salary is that it is experienced fair related to work contribution of 

individual and others. Money is a limited motivator, but is most certainly a primary 

motivator to a point where the basic needs are met (Hagemann, 1991). But when this 

happens, intrinsic variables begin to take on greater importance. Therefore taking 

into account individual’s intrinsic and extrinsic motivators when developing the 

reward systems and compensation plans is essential (Appelbaum & Kamal, 2000; 

Otala & Ahonen, 2005). According to the study of Cameron (2002), rewards have no 

negative influence on intrinsic motivation, even though that is also claimed in 

literature (e.g. Watson). Non-financial incentive programmes to support the financial 

incentives might have significant effect in job satisfaction and employee wellbeing. To 

carefully implement the incentive programmes, companies should establish goals 

and measurements to measure performance, and the achieved results should be 
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linked to rewards (Otala & Ahonen, 2005). To support the functioning incentive 

programmes, it is essential for a manager to listen actively the workers, recognise 

their achievements, host an award banquets or feature their efforts in the company’s 

newsletter (Dubrin, 2007). Henderson (2000) claims that promoting a can-do attitude 

and the opportunities for advancement boost staff morale. Again, this has been the 

point in various studies on “generation Y”. 

 

Vartiainen (2002, 2005) carried out a study on the current condition of rewarding 

systems in public and private sectors in Finland. The results indicated that rewarding 

systems are going through a transformation period towards new ways to reward 

employees. Finnish companies are reconstructing the reward systems and 

employers indicate a need to develop the current systems. They believe that 

improved incentive programmes would encourage employees to better performance. 

Results of the study were parallel to the recent studies carried out in Europe and 

United States.  Rewards, which were based on the evaluation and know-how in work 

performance, competence, and the demand level of work, were used in over half of 

the companies. Merit pays and profit sharing was in use only in third of the 

interviewed companies. Complementary benefits were used widely. The mostly used 

benefits in Finland were organised staff canteen, flexible office hours, telephone 

benefit, and company supported exercise activities. Companies were also offering 

possibilities to choose between monetary reward and benefits, depending on the 

employees’ preferences. The most important aspects of rewarding systems were 

identified as fairness, motivational and encouraging, as well as supporting the 

competitiveness (Hakonen, Salimaki & Hulkko, 2005). This flexibility of reward 
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systems and company culture will, according to various studies, be effective 

especially with the “generation Y” people. 

 

Even though motivation techniques are reasoned and justified in the literature, there 

is also disagreement. Kathryn Pokorny studied the effect of piece-rate incentive 

programmes in employees’ motivation in 2004. She found interestingly that for both 

no incentives and high incentives the efforts levels are almost equally low. Even 

though she didn’t compare the results with a fixed salary nor the non-financial 

incentives, and the results were in contrast with many previous findings, she argued 

that a low piece rate could actually lead to a better performance than a higher one. 

She admitted, though, that several factors such as task, composition of wages, and 

the subjects’ perception on the situation can affect on the exceptional results 

(Pokorny, 2006). 

 

Pounds (2006) discusses the negative effects of incentive programmes. The 

management blames easily the lazy employees’ lack of motivation for the 

organization’s poor performance. The overusing of incentives can also create 

undesirable effects, which weakens management authority and also cooperation, as 

the team members have become competitors. When focusing on motivation as an 

easy reason to blame, Pounds is worried that many of the real influential causes are 

ignored, like non-participating management or system deficiencies. Instead of 

massive incentive programmes, companies could focus on creating a meaning for 

employees’ work, giving them an opportunity to utilize own capabilities, creating good 

internal relations, and taking them to participate in decision-making. Using these 

methods individuals feel that their contribution for the company is valued and their 
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opinions are heard. Pounds argues that the procedures inside the company can 

create motivation as a side effect, but it is not a primary goal (Pounds, 2006). 

 

Even though Pounds resists the traditional incentive programmes with financial 

bonuses, which are very common in United States, he actually speaks for the non-

financial incentives as a way to create job satisfaction. The era in incentives is 

definitely changing, together with a new generation entering to the work environment, 

and that is also seen in many recent studies that have inconsistent results 

concerning the most valued motivators. As these studies are mainly carried out in the 

United Sates, and with the current work force, we aimed in our research to study the 

future workforce. Taylor (2005) has surveyed young recruits in universities of 

Australia, and came to a conclusion that it is truly valuable to study the work attitudes 

and motivations of the next generation of workers. She found that a wide range of 

work attributes, both intrinsic and extrinsic motivate university students. It seems that 

non-financial and financial incentives still share opinions, and a good combination of 

them is needed to successful incentive programmes (Taylor, 2005; O’Malley, 2006). 

 

In the next chapter, we will present and analyse the results of our opinion poll, about 

the motivation of engineering students in Sweden and Finland. The analysis aims at 

getting an assessment of the newcomer’s attitude toward their future job in a context 

of IT economies in innovative countries. Therefore our study of Swedish and Finnish 

students’ opinions seek to understand motivational factors that affect positively the 

attitudes of graduating technology students toward work. 
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CHAPTER 4: OPINION POLL OF ENGINEERING STUDENTS ON 
WORK MOTIVATION 

 

 

4.1 Methodology 

 

In order to study motivation techniques and the factors that affect motivation at work 

among technology students, we carried out a survey in two universities of technology 

science. We chose these universities, one in Finland and one in Sweden, also to be 

able to compare the results from two different sample groups. Criteria for the 

empirical study was that the sample groups were among engineering degree 

programmes, the sample groups from Sweden and Finland were approximately the 

same size (37 + 33 students), the same English questionnaire (Appendix A) was 

used in both countries, and the study was carried out in a similar way with same 

economic resources. 

 

Motivation is a qualitative concept, but we conducted the empirical study by using a 

quantitative approach of opinion, as it suited for the purpose of the study. The 

motivational factors and incentives were chosen to the questionnaire according to the 

literature review. We also used the study of Technical University and The Ministry of 

Labour by Hakonen, Salimaki, & Hulkko (2005). This study presents and evaluates 

the currently used incentives in Finnish organisations. We also used Dubrin’s 

presentation of valences (2007, pp. 296-297), motivational factors by Appelbaum & 

Kamal (2000) and employee wellbeing as a success factor by Otala & Ahonen 

(2005). Taylor (2005, pp. 179-190) gave interesting aspects on the next generation of 

workers in Australia, and their views on organisations’ work and rewards. Forsyth 
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(2006, pp. 1921-1931) inspired us by his discussion on how to motivate people, and 

Hebda, Vojak, Griffin & Price’s (2007, pp. 437-439) study on motivating technical 

visionaries gave also contribution to our questionnaire.  

 

To value the incentives, we used a nominal scale of 1-5, which was efficient in our 

study, as the rating gave respondents a large enough scale to answer as precisely as 

possible. Nominal scale also allows the measurements like standard deviation and 

means to be used in the analysis of data (Ghauri & Gronhaug, 2005). 

 

The scope of the study was restricted to students of technology degree programmes, 

both to enhance the reliability of results and also to have similar sample groups of 

opinions from the both countries. This would also make the data more comparable. 

The research situation was kept as stable and similar as possible in both countries. 

The data was entered to excel, and one excel file was retained for checking 

purposes, and with the other we started the analysis. This was done to avoid errors 

in the data analysis phase. We filtered and organised the data into groups, for 

instance we categorized the population, the motivational techniques and factors. We 

were inspired by Herzberg’s motivational factors, presented in job satisfiers and 

motivators in the table 3.1 (pp. 19). We used it for categorizing the data. We 

compared the various features of our research findings between categories, e.g. by 

means and standard deviation for each group separately and together, if also 

important, and aimed at explaining and describing the relationships between 

variables. 
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One factor that may have caused some fluctuation in responses in questionnaires is 

the language used. Research was carried out in English both in Sweden and Finland, 

and the students’ background may have influence in how well the questions were 

understood. Also the concepts in the questionnaire can be understood in a different 

way in the separate countries. To overcome the problems occurred from the 

language used, we designed the questionnaire with only a few questions that use 

concise and simple language, have a clear idea and structure, and understandable 

options to choose from. As we wanted the study to be made in a similar way in both 

countries, only translation help from a request was offered to sample groups. This 

helped in getting more valid responses. 

 

One challenge is also that people vary in their response set. Some people centre 

their answers to the midpoint of a nominal scale 1-5, the others response more 

dramatically by using the extreme ends. But as shown in the figure 4.1, the standard 

deviation for all options in the questionnaire’s question four is around one, which is 

acceptable for this study without major corrections of the data.  
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Figure 4.1 Average values and standard deviation of the respondents 
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The Swedish population of our opinion sample is 37 students. They are from 

technical degree programmes of Chalmers University of Technology. Their average 

age is 22 years, and a representation of women is 21,2 %. Similar data representing 

the Finnish population is 33 students from North Karelia University of Applied 

Sciences. Their average age is 26,7 years, and a representation of women is 9,1 %. 

Data was collected in April, 2008 (Table 4.1).  

 

Swedish respondents were from different degree programmes in the field of 

technology. The length of the degree programmes varied between 180-240 ECTS, 

with an average length of 4 years. Finnish respondents were from 4 different degree 

programmes of 210-240 ECTS, an average length also of 4 years. Percentage of 

women in the technical degree programmes in Finland is low, and therefore also only 

a small portion of respondents was women. In 2000, share of women in Finnish 

technical degree programmes was 20 %. If we count only degree programmes of 

electrical engineering and information technology, from which also 40 % of our 
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sample is from, the share is as low as 6 % (Haikama & Kaarela, 2007). According to 

North Karelia University statistics, the current share of women in the technology 

degree programmes that participated to our opinion study is as low as 7,5 %. The 

share was lowest in the electrical engineering degree programme, where only one 

woman was currently studying. The share of women in the technology sector is low 

also according to Eurostat (2008). Sweden had 25,2 % of women representation in 

R&D and Finland had as low as 17 %. Cisco systems carried out a research that 

shows only 7,6 % representativeness of women in the information technology 

assignments in Western Europe (Haikama & Kaarela, 2007). Due to this, responses 

of women in our study are not compared separately between the two countries’ 

sample groups. 

 

Table 4.1 Characteristics of sample groups 
Characteristics  

Group Sweden  
 
Group Finland 

 
    Difference 

 
Group size, N 

 
37 

 
33 

 
4 

 
Age group up to 22 years 

 
25 

 
13 

 
12 

 
Age group over 22 years 

 
12 

 
20 

 
-8 

 
Age average 

 
22.0 years 

 
26.7 years 

 
-4.7 years 

 
Percentage of women 

 
21.6% 

 
9.1% 

 
12.5% 

 
Number of engineering degree 
programmes of the university 

 
12 
Chalmers 
University of 
Technology 

 
4  
North Karelia 
University of 
Applied Sciences 

 
8 

 

Figure 4.2 presents a pie diagram of the division of respondents to different age 

groups. When we analysed and categorized the data, we divided the respondents to 

two age groups according to the table 4.1. We also studied the differences between 

students in the beginning of their degrees and further in their studies. 
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Figure 4.2 Respondents’ ages of sample groups 
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Technical degree programmes, which were studied in this research, are presented in 

the figure 4.3. Chemical engineering, mechanical and automation engineering, as 

well as biotechnology were degree programmes only in Chalmers University. 

 

Figure 4.3 Technical degree programmes of all respondents 
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Civil engineering, electrical engineering and information technology form most of the 

data (64 %), as they were also the biggest technology degree programmes in the 

universities. 

 

4.2 Analysis of the research findings 

 

The results indicate a strong correlation of students’ preferences and expression of 

opinions in Sweden and Finland. Differences of opinions do exist between Swedish 

and Finnish students, but remain marginal. More diversity in responses was seen 

between women and men, degree programmes as well as between age groups. 

Students in both countries agreed on which motivational factors in the work 

environment were the most valuable and influential for them. What comes to the 

evaluation of incentives, more differences between different groups of respondents 

were identified. Still, we can clearly see the trend from the results: all the students 

are looking for a balance between the work and personal life. They want to invest 

also in leisure, and require flexibility from an employer to be able to combine the work 

and personal life. 

 

Our results were parallel to the recent studies on university students in Finland (by 

Universum Consulting Company and Tekniikka&Talous), but had some disparities to 

some studies conducted in the United States, notably in attitudes towards free time 

(table 3.2, pp. 27). However, those studies were mostly focused on the current 

working force, which in our case belongs also mainly to a different generation 

(generation X) than the main part of our sample group (generation Y). Surveys 

among university students and “generation Y”, e.g. by Taylor (2005), Robert Half 
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Finance & Accounting (2005), Universum Consulting Company (2008), and Institute 

of Management & Administration (2008), supported by several articles and other 

surveys, were all pointing out that the new generation differs in their values 

compared to the “generation X”. We found similarities to our findings especially with 

these studies. What comes to the recent studies of the current work force, one 

relevant study to compare our findings was the survey of Hebda, Vojak, Griffin & 

Price (2007). It focused on the technologically oriented work force from similar 

sectors than the students in our sample groups. Interesting points were also made in 

the studies of Appelbaum & Kamal (2000) and Kolehmainen (2001), to which we also 

reflect our findings. 

 

In the following chapters that are structured according to the topics and research 

questions we present the most interesting findings. These are students’ opinions on 

factors that influence their decision to apply for a job, as well as means that an 

organisation can use to keep them motivated in their jobs. 

 

4.2.1  What influences the decision to apply 

 

Companies compete in a growing extent on the work force, and they have moved 

their attention to graduating students, as discussed in the literature review. New trend 

is to make contacts with students in different recruitment events, and also market the 

company among this future work force. 

 

The main factors that influence in engineering students’ decision to apply for a job 

are presented in Figure 4.4. It shows how students evaluated the importance of these 
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elements. It also demonstrates major similarities in preferences between the students 

from two sample groups in Sweden and Finland.  

 

Figure 4.4 Factors that affect decision to job apply 
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The three most valued factors are clear, and congruent with both of the sample 

groups. Students identified that they look for interesting job content and attributes, 

career opportunities, as well as amount of salary, when choosing the future place to 

work. Approximately 80 % of students indicated interesting job content as one of the 

three priorities when they decide to send a job application. 

 

Swedish group appreciated employee benefit programmes more than Finns, close to 

the actual amount of salary. This is interesting because it shows that it is worth for 
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the companies to market their benefit programmes together with career opportunities 

already in the recruitment process. These are obviously meaningful factors for 

Swedish technology students.  

 

Finnish students show to be more materialists than their Swedish colleagues since 

they emphasized the size, brand and image of the company. Size of the company 

was actually a number one factor among Finnish women. One explanation on this 

can be the situation in the labour market in Joensuu, Finland, were the Finnish data 

was also collected. The unemployment rate in this part of Finland is one of the 

countries highest: 13 %. The amount of open jobs in the IT sector is dramatically 

diminished last year, which is also influenced by closedown of Perlos Oy factories in 

Joensuu, as the industrial company of 2000 employees shut down and moved their 

production to China, according to newspaper Karjalainen 21 May, 2008. Due to the 

worrying and ongoing situation in Joensuu area, the size of the company probably 

means job security for the Finnish sample group. That influences their responses in 

the questionnaire, and decision to apply for a job. Job stability was an important 

factor for students also according to research by Tekniikka&Talous (2007). 

 

Whereas Swedish sample group did not put value to the size of the company, they 

showed interest in the company’s internationality. This point may have taken their 

endorsement from the size of the company, and can therefore be connected also to 

job security, as well as opportunities for advancement. Both of these factors can be 

associated with international company. According to Mole (2004), Swedish are 

internationally oriented, even more than Finns, which can also be seen from our 
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findings. Though, the latest study of Tekniikka&Talous (2007) indicates an increasing 

interest to internationality among Finnish university students. 

 

Figure 4.5 Factors that affect decision to job apply divided per age groups 
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Figure 4.5 shows more in detail the three most valued factors in an organisation, 

when deciding to apply for a job. We compared all the answers between two age 

groups: students under 22 years old emphasized clearly the job content, whereas 

older students were looking for both the interesting job content and career 

opportunities for advancement. As a matter of fact, the results indicate that interest in 

career opportunities among students grew steadily with age. Older students have 

generally more experience from the working life, and that may explain their interest in 

the possibilities for job rotation and promotions, and less on salary. The survey by 

Tekniikka&Talous (2007) found that especially engineering students look for a career 

progress. Parallel findings for “generation Y” were presented in the survey of Robert 

Half Finance & Accounting (2005), as well as in the articles of Trunk (2007) and 
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Lander (2006). According to research by Drake International on “generation Y” 

(2006), compensation, growth, and development as well as variety encourage young 

people to apply (Twyford, 2007). 

 

Figure 4.6 Differences in factors of a job apply decision between students in 
the beginning and at the end of studies 
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Even though both age groups identified similar factors to the most influential in 

choosing the place to work, also differences could be spotted when we divided the 

students according to their advancement in studies. Students in the beginning of the 

studies shown in figure 4.6 were especially interested in company’s internationality, 

where as students closer to graduation uniformly emphasized interesting job content 

and career opportunities. Especially men were interested in their career path, which 

is shown in the figure 4.7. Women, on the other hand, were interested in the size of 

the company, which prefigures their interest in seeking job security, and benefits 

offered by the company.  
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Figure 4.7 Differences between women and men on influential factors in the job 
apply 
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As a summary, we can see that technology students are mainly interested in intrinsic 

factors of a company when applying for a job, such as job itself, job security and 

advancement. Extrinsic motivators, salary and benefits are also of great importance 

in supporting the students’ image of the employer and an organisation as a work 

place. Some similarities to the result can be seen even with the Raudsepp study in 

1960’s, according to which engineering students mostly valued interesting job (45%), 

salary (34 %) and a good place to live (31 %). Opportunity for advancement (30 %) 

came as fourth, so changes can be seen with this new generation of technology 

students, as three mostly valued factors got over 50 % endorsement each, which is 

parallel to the recent studies on young work force.  

 

The sample of students in our survey is also more congruent with their responses to 

factors than in Raudsepp’s study, where the division and uniformity of motivators was 
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more flat. More recent study (Hebda, Vojak, Griffin & Price, 2007) about work 

motivation of technical visionaries also present intrinsic factors to be the main source 

of motivation, supported by carefully selected extrinsic motivators that enhance 

intrinsic motivation. 

 

4.2.2  Motivational factors of work environment 

 

Figure 4.8 also shows similarities of sample groups in response to questionnaires 

about factors that improve motivation and performance at work.  

 

Figure 4.8 Factors that improve motivation and performance at work 
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Top factors are rated over 40% and both groups have selected “good relations with 

team members and co-workers”, “independence and freedom to influence in own job 

content and methods”, and “challenging work tasks” as one of them. Surprisingly 
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recognition is an area that students score lower and differently in both countries. One 

of the possible reasons for this can be explained, as recognition is only valid when 

the job is exercised and that is not the case for students. In the studies, students 

receive continuous feedback in the form of course grades, so they may not still 

understand to demand for recognition at work, where receiving it is not that obvious. 

 

In our study, the other factors of work environment, such as career paths and 

interesting and challenging work were congruent with earlier findings. The survey of 

Drake International (2006) presents also that students value mostly professional 

growth and development, work-life balance, variety, social interaction, responsibility 

and input, as well as compensation, reward and recognition (Twyford, 2007). 

Whereas Swedish students mostly valued recognition, social relations in the work 

place were significant to both of our sample groups. Therefore companies should 

consider different kind of group rewards and recreational activities, when building 

their employee reward strategies. 

 

As we can see from the figure 4.9, satisfiers (table 3.1, pp. 19) are of importance for 

students to maintain their motivation at work. However, when they applied for a job, 

they were more interested in work motivators (table 3.1, pp. 19) than satisfiers. 
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Figure 4.9 Motivators and satisfiers that improve motivation at work 
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Figure 4.10 shows more in detail the three most valued factors per age groups 

related to improved performance at work. Students under 22 years old prefer the 

independence and freedom to influence the job content instead of achievement, 

whereas older students have opposite preferences in these categories. On the other 

hand both groups scored high in internal relations, which reinforce the dimension of 

culture as femininity (Hofstede, table 4.1). 

 

Our results are again parallel to the studies on “generation Y”. The study of university 

students by Universum Consulting company (2007) indicates that Finnish students 

mostly value the balance between personal life and work. Taylor (2005) concluded 

that university students value intrinsic motivators over the extrinsic ones. We claim 

that this result can be shown also in our results. Appelbaum & Kamal (2000) state 

that job enrichment is an important motivator for employees. Interestingly, studies of 

e.g. Robert Half Finance & Accounting (2005) and several articles, indicate that 

“generation Y” values financial rewards to enhance their motivation. 
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Figure 4.10 Factors that improve performance at work divided per age groups 
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Students were divided in gender groups. It shows that women are underrepresented 

in technology degree programmes (see table 4.1, pp. 56). In the figure 4.11, male 

students are particularly interested in improving the performance at work via career 

opportunities, possibility to achieve promotion, and bonuses and other financial 

incentives. Women, on the other hand, prefer challenging work tasks, participation in 

decision-making, and support and guidance from the supervisor. The influence of 

leadership has been proved to have a major impact in employee motivation. 

According to the literature and studies, “generation Y” is especially looking for a 

leader that coaches and guides rather than uses authority and commands. Young 

people search possibilities to influence in all the sectors of their work and personal 

life. Hebda, Vojak, Griffin, and Price (2007) studied technical visionaries in the United 

States. They came into conclusion that their motivation is maintained by rewards, 

recognition, organisation culture, internal motivation, and cooperation with a 
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manager. How they were managed and the independence on the work tasks were 

among the three most motivational factors of work environment. Poor relations led 

them to change jobs easily, and that is the case of young generation, too, which is 

even more mobile. 

 

Figure 4.11 Difference between women and men on motivational factors at 
work 
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Students in the beginning of their studies, shown in the figure 4.12, are eager and 

especially interested in individual awards, career opportunities and advanced work 

tools. When studying “generation Y”, it was noted that they do place a high value on 

external symbols of status, as they crave for recognition on their achievements 

(O’Malley, 2006). Students closer to graduation were less interested in symbolic 



 70 

awards, and emphasized challenging work tasks together with good relations with 

team members & co-workers. 

 

Figure 4.12 Differences on motivational factors at work between students at the 
beginning of their studies and close to graduation 
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4.2.3  Incentives 

 

Incentives related to personal life, advancement and working conditions (figure 4.13) 

are highly appreciated by both sample groups, which indicates same preferences of 

incentives in those areas. Both trend curves show the same trend in relative 

measures. Work-life balance and spending time in personal life is areas, which both 

groups prefer. This is parallel to previous studies of university students and young 



 71 

generation. Therefore incentive programs, which promote this area, are helpful to 

attract and keep young employees.  

 

Figure 4.13 Categories of incentives rated in a scale of 1-5 
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As the figures 4.13 and 4.14 show, incentives in the area of personal life, such as 

possibility to decide where to place annual holiday, flexible working hours, freedom to 

choose when to take the saved overtime hours, and an extra day off as a reward of a 

well done project are highly appreciated. An important observation is that a new 

incentive, an extra day off as a reward, was tested in the opinion poll. The 

respondents answered with high scores in both groups to this particular incentive, 

which reinforce the argument that new incentives connected to personal life are 

highly appreciated by sample groups compared with other areas. Again, results were 

congruent with earlier findings of young generation. However, it seems that when 
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vacation time as a reward was valued over the financial incentives, the value of 

money has decreased. This result is similar with the Universum Consulting 

Company’s survey of Finnish university students (2007). But it collides with the 

survey of Robert Half Finance & Accounting (2005), which claimed financial 

incentives to be top-rated among young generation. They were appreciated among 

the sample groups, too, but not that extensively. Here is seen a difference of work 

environment between Europe and the United States that is professionally more 

competitive. 

 

Among the top 5 incentives evaluated by both groups, we can find same preferences, 

as shown also in the figure 4.13. However, there are relative differences in the next 

group of 6 incentives, which place incentives in different order for Sweden and 

Finland. In terms of absolute values these are still at a higher level, compared to the 

rest of the incentives (all together 41 incentives were rated), to be considered as top 

incentives. The relative differences of specific types of incentives can be explained 

because of cultural dimensions and maturity time of accepting those incentives. 

 

Free medical service as a benefit is surprisingly on the top of the incentive list. The 

popularity in Finland can be partly explained by the various problems currently in 

public health care services. According to the Ministry of Public Services, it demands 

quick actions to improve the shortage of doctors. Waiting times to see a doctor are 

currently even over two months. If a company has an own doctoral service, the 

appointment can be arranged within hours (Hakola, 2008). Here the opinions can 

reflect a concern that is related to the governmental and national management of the 

health care system. This question is showing the difference of expectations due to 
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the different healthcare systems between the United States and Europe and opinions 

on what need consideration. The European concern is on national policies and the 

US concern is about corporate advantages.  

 

Figure 4.14 Top-category incentives 
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Division of opinion were wider and therefore more flat with Swedish students, as can 

be seen in the figure 4.14. Finnish students were congruent with what they thought 

was the most effective incentives to improve their motivation at work. The top-

category incentives got relatively high support among Finnish sample group. Still, the 

conformity of responses in both countries is clear, and supports the findings of earlier 

research on values of students and young employees. 
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Individual incentives, both financial and non-financial (figure 4.15), are valued higher 

for Swedish and Finnish students in relation to team-based incentives. This result is 

consistent with the meaning of tying incentives to goals that employees can influence 

but not achieve on their own, which forces them to seek and share knowledge more 

broadly (Hauschild, Licht & Stein, 2001). 

 

Figure 4.15 Financial and non-financial incentives in a social context 
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According to the figure 4.15, preferences of financial and non-financial incentives are 

balanced between individual and team-based incentives. As it was mentioned in the 

literature review, there is a positive trend regarding work-life balance. However, we 

can see a slight preference of non-financial incentives compared with financial 

incentives in the category of individual incentives. 



 75 

4.2.4  New ideas for incentives 

 

New ideas for incentives (7 of 41 incentive options) were studied in the questionnaire 

to get a response from the students, and to evaluate, if those are accepted today as 

new potential techniques to reinforce work motivation. As you can see in the figure 

4.16, there exist similar trends of the regression curves with an offset of 

approximately 0.4, between both groups. This indicates that new innovative 

incentives are welcome and will probably emerge in the future, when companies 

realise their possibilities with young employees.  

 

Figure 4.16 New innovative incentives 
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According to the previous studies, some of the new incentive ideas are commonly 

used in the United States, such as day-care centres at company’s facilities. These 



 76 

are not common in the Nordic countries, where more traditional incentives have 

ground (e.g. Hakonen, 2005). Also, for instance, day-care systems in Sweden and 

Finland are functioning, so the need for special arrangements is not yet experienced. 

 

The same trend, which was also seen in motivational factors and techniques of work 

environment, can be also spotted from incentives. Training and time-off from work 

were the most interesting incentives for students. This supports the previous studies, 

and strengthens the idea of “generation Y’s” desire for flexible organisations and the 

company’s supported learning opportunities.  
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CHAPTER 5: CONCLUSION 

 

Objectives of this study were to highlight the main motivational factors and 

techniques that engineering students may project over their work environment and 

future. We think that the opinion survey was essential for organisations to assess the 

attractiveness of companies toward new graduating engineering students. There is 

an income of students every year, the companies need to look for a new work force, 

and they are forecasted to face competition on the educated people during the 

coming years. Finland and Sweden are both forerunners of information and 

communication technology, and a significant proportion of the work force is 

knowledge workers. This background led us to carry out this particular thesis and an 

opinion survey among technology students. 

 

Young generation differs in their values and opinions, and therefore it is important to 

study their motivation at work. Young knowledge workers also easily change jobs in 

the Nordic countries, and committing them to organisations is harder. In order to 

keep the new work force motivated and their performance at a high level, the 

companies need to consider ways to do that effectively. Different reward and 

recognition programmes should be established, and the flexibility of the organisations 

and these reward systems is a key word today. 

 

The most important factors, when applying for a job, for all the students of our survey 

population were defined as an interesting job content, career opportunities and salary 

(figure 5.1), which we showed to be supported by recent studies. 
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Figure 5.1 Most influential factors in applying for a job 

0%

20%

40%

60%

80%

100%

Interesting Job Content Career opportunities Salary

Pe
rc

en
ta

ge
 o

f r
es

po
nd

en
ts

Sw eden

Finland

 
 

The question of how companies can hold on to the professional young employees 

has received focus during the last years especially in Finland. Our survey indicates 

that independence and freedom to influence in own job content, internal relations 

with co-workers, advancement and career opportunities, supported by financial 

incentives (figure 5.2) were the most valued factors that students appreciate in the 

work environment. From the incentives, especially those related to these elements 

were seen of a great importance. 

 

Balance between work and personal life is highly important for the young generation, 

and that can be clearly seen in the ratings of incentives. Financial bonuses were 

influential, but the students wanted flexibility from the organisation. A high 

percentage (over 80 %) would have taken a reward of achievement in vacation time, 

and placed less value on financial compensation and bonuses (70 %). Benefit 

programmes, however, were seen very motivational, and that is the area where 

companies should also concentrate. If the benefit programme is interesting for the 
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young generation, it can support them staying in the company. In addition, the main 

factors that an organisation can do to low the employee turnover is to offer 

challenging work tasks, career opportunities, flexible organisation culture, enhance 

internal relations, support learning possibilities and aim at participative management 

that coaches the young employees and give them chances of glory. 

 

Figure 5.2 Top motivational factors of work environment 
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Our survey showed congruent results between the two sample groups, and the 

differences occurred among genders and age groups. However, these were marginal 

since one may assume that both Finish and Swedish students work in a relatively 

similar students’ environment. Our survey also drew parallel indications than recent 

studies on knowledge workers in Europe and the young “generation Y”. 
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APPENDICES 
 
Appendix A: The questionnaire for technology students 
 
QUESTIONNAIRE on influence of motivators in performance at work 

 
 
1. PERSONAL DATA 
 

Age:  Nationality:   Gender: female 
    male 

 
 Degree programme:     Completed study points (ECTS):     
                            (out of the total degree, e.g. 180 / 240) 
 
 

RESEARCH QUESTIONS 
2. When applying a job from a company, which of the following factors affect your decision 

to apply? (Choose 3 most important) 
1. Company’s internationality 6. Career opportunities  
2. Interesting job content and attributes 7. Employee’s benefit programmes 
3. Company’s brand and image in public 8. Amount of salary 
4. Size of the company 9. Company’s financial and business 
5. Company’s interest in environmental issues  situation 
 10. Other:   

 
 

3. Which of the following are the most important for you, and improve notably 
yourmotivation and performance at work? (choose only 3) 

1. Recognition and praise    8.  Challenging work tasks
 Group awards (non-monetary recognitions)    9. Support and guidance of the superiors 

2. Individual awards (non-monetary rewards)    10.  Career opportunities  
3. Independence and freedom to     11.  Good relations with team members & 
 influence in own work content and methods    co-workers 
4. Bonuses and other financial incentives    12. Flexible, information sharing and 
5. Advanced work tools (e.g. computer, software)    co-operative organisation 
6. Possibility to achieve promotion    13. Participation in decision-making 

14. Other:   
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4. Please rate the following incentives on a scale 1-5, considering how motivating these are for 

you. (1 = no motivational effect, 2 = low motivational effect, 3 = average motivational effect, 
4 = good motivational effect, 5 = high motivational effect)   
         1  2   3   4   5 

      
1. Salaries consisted of a basic part + additional money from the performance    
2. 1000 € / 9000 SEK performance bonus 
3. Annual bonus based on the company’s achievement in financial targets 
4. 100 € / 900 SEK gift certificate 
5. An extra day off as a reward of a well-done project 
6. Employee of the month/year award 
7. Award ceremonies of 10, 20 and 30 years of service 
8. An article of you at work, published in the company’s magazine 
9. Lunch with boss in the company’s cafeteria as a reward of good work 
10. Lunch with boss & team members in the company’s cafeteria as a reward  
11. Note of appreciation placed in file 
12. Verbal praise of appreciation from the manager in front of the colleagues 
13. Public note of appreciation for the project’s team members (including you) 
14. Above-average performance rating from the manager 
15. Top-category performance rating from the manager 
16. Allowed to accumulate frequent flyer miles or accommodation points for own use 
17. Allowed to purchase the work tools and software of choice 
18. Allowed to use work mobile phone for personal use 
19. Car benefit (only taxable value each month to be paid) 
20. Housing benefit (only taxable value each month to be paid) 
21. Challenging new assignments regularly 
22. Private office room 
23. Flexible office hours 
24. Freedom to choose when to take the saved overtime hours for a day/few hours off 
25. Possibility to decide where to place the annual holiday weeks 
26. Free medical service 
27. Opportunities for promotion  
28. Possibility for job rotation 
29. Recreational activities with the team outside office hours 
30. Recreational activities with the team during office hours 
31. Relaxation room for lunch breaks at the company’s facilities 
32. Possibility for training and further education, supported by the company 
33. Company’s benefit programmes to gyms, public swimming pools and other 

exercising 
34. Possibility for free regular fitness test to check condition 
35. Possibility for company’s supported and organized fitness holiday (1 week) 
36. Free tickets to movies, theatres, and cultural events 
37. Free tickets to sport events 
38. Staff discounts to different local magazines and special shops 
39. Benefit of getting help in cleaning the house 
40. Day-care centre at the company for children under school age 
41. Theme evenings/days for company’s workers  

(e.g. product demonstrations, Christmas craft ware, Christmas party) 
 

 
Thank you for your answers! 
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Appendix B: Consolidated data of factors that affect decision to job apply 
 

 
Factor\Country 

 
Sweden 
N = 37 

 
Finland 
N = 33 

 
          Diff  

 
*Women 
N = 11 

 
*Men 
N = 59 

1. Company's internationality 27.0% 6.1% 21.0% 18,2% 16,9% 
2. Interesting job content and attributes 75.7% 87.9% -12.2% 72,7% 83,1% 
3. Company's brand and image in public 18.9% 18.2% 0.7% 9,1% 20,3% 
4. Size of the company 8.1% 24.2% -16.1% 36,4% 11,9% 
5. Company's interest in environmental issues 13.5% 9.1% 4.4% 9,1% 11,9% 
6. Career opportunities 62.2% 75.8% -13.6% 45,5% 72,9% 
7. Employee's benefit programmes 37.8% 12.1% 25.7% 36,4% 23,7% 
8. Amount of salary 54.1% 51.5% 2.5% 45,5% 54,2% 
9. Company's financial and business situation 13.5% 15.2% -1.6% 18,2% 13,6% 
10. Other 2.7% 0.0% 2.7% 9,1% 0,0% 
 

Appendix C: Percentage of respondents of factors that improve motivation and 
performance at work 
 

 
Factor\Country 

 
Sweden 
N = 37 

 
Finland 
 N = 33 

 
          
Diff  

 
*Women 
N = 11 

 
*Men 
N = 59 

1. Recognition and praise 29.7% 9.1% 20.6% 27,3% 18,6% 
2. Group awards (non-monetary recognitions) 5.4% 9.1% -3.7% 0,0% 8,5% 
3. Individual awards (non-monetary rewards) 16.2% 6.1% 10.2% 0,0% 13,6% 
4. Independence and freedom to influence in 
own work content and methods 48.6% 42.4% 6.2% 54,5% 44,1% 
5. Bonuses and other financial incentives 16.2% 42.4% -26.2% 0,0% 33,9% 
6. Advanced work tools (e.g. computer, 
software) 8.1% 3.0% 5.1% 0,0% 6,8% 
7. Possibility to achieve promotion 37.8% 21.2% 16.6% 9,1% 33,9% 
8. Challenging work tasks 37.8% 45.5% -7.6% 63,6% 37,3% 
9. Support and guidance of the superior 13.5% 15.2% -1.6% 27,3% 11,9% 
10. Career opportunities 16.2% 27.3% -11.1% 9,1% 23,7% 
11. Good relations with team members & co-
workers 56.8% 45.5% 11.3% 63,6% 49,2% 
12. Flexible, information sharing and co-
operative organisation 21.6% 30.3% -8.7% 18,2% 27,1% 
13. Participation in decision-making 13.5% 6.1% 7.5% 27,3% 6,8% 
14. Other 0.0% 0.0% 0.0% 0,0% 0,0% 
 

 

(*) Data include Sweden and Finland 
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Appendix D: Consolidated data of incentives 

 

 
Factor\Country 

 
Sweden 
Average 

 
Finland 
Average 

 
    Diff 
 Average  

 
Sweden 
Std Dev 

 
Finland 
Std Dev 

1. Salaries consisted of a basic part + additional 
money form the performance 3.22 3.45 -0.24 1,08 0,87 
2. 1000 EUR / 9000 SEK performance bonus 3.24 3.76 -0.51 1,04 0,94 
3. Annual bonus based on the company's 
achievement in financial targets 2.92 3.33 -0.41 0,98 0,82 
4. 100 EUR / 900 SEK gift certificate 2.54 2.91 -0.37 1,12 0,91 
5. An extra day off as a reward of a well-done 
project 3.54 3.91 -0.37 1,28 0,84 
6. Employee of the month/year award 2.70 2.33 0.37 1,08 0,85 
7. Award ceremonies of 10, 20 and 30 years of 
service 2.73 2.52 0.21 1,35 1,23 
8. An article of you at work, published in the 
company's magazine 2.49 2.06 0.43 1,15 0,79 
9. Lunch with boss in the company's cafeteria 
as a reward of good work 2.32 2.42 -0.10 1,27 0,94 
10. Lunch with boss and team members in the 
company's cafeteria as a reward of good work 2.57 2.88 -0.31 1,01 0,93 
11. Note of appreciation placed in file 2.73 2.64 0.09 0,96 0,93 
12. Verbal praise of appreciation from the 
manager in front of the colleagues 3.03 3.18 -0.15 1,26 0,95 
13. Public note of appreciation for the project's 
team members (including you) 3.43 3.00 0.43 1,17 0,94 
14. Above-average performance rating from the 
manager 3.00 3.03 -0.03 1,11 0,85 
15. Top-category performance rating from the 
manager 3.49 3.21 0.27 1,22 1,02 
16. Allowed to accumulate frequent flyer miles 
or accommodation points for your own use 2.97 3.30 -0.33 1,21 0,77 
17. Allowed to purchase the work tools and 
software of choice 3.08 3.48 -0.40 1,19 0,67 
18. Allowed to use work mobile phone for 
personal use 2.81 3.73 -0.92 1,27 0,94 
19. Car benefit (only taxable value each month 
to be paid) 3.35 3.85 -0.50 1,11 0,91 
20. Housing benefit (only taxable value each 
month to be paid) 3.38 3.64 -0.26 1,14 0,78 
21. Challenging new assignments 3.62 3.18 0.44 1,19 0,77 
22. Private office room 3.35 3.91 -0.56 1,06 0,84 
23. Flexible office hours 4.14 3.88 0.26 0,95 0,86 
24. Freedom to choose when to take the saved 
overtime hours for a day or few hours off 3.84 4.06 -0.22 1,09 0,61 
25. Possibility to decide where to place the 
annual holiday weeks 4.16 4.36 -0.20 0,83 0,60 
26. Free medical service 4.00 4.27 -0.27 1,03 0,76 
27. Opportunities for promotion 3.84 3.94 -0.10 1,30 0,86 
28. Possibility for job rotation 3.51 3.42 0.09 1,19 0,90 
29. Recreational activities with the team outside 
office hours 3.24 3.39 -0.15 1,06 0,93 
30. Recreational activities with the team during 
office hours 3.38 3.12 0.26 1,14 0,86 
31. Relaxation room for lunch breaks at the 3.22 3.33 -0.12 1,29 0,92 
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company's facilities 
32. Possibility for training and further education. 
Supported by the company 3.46 3.82 -0.36 1,24 1,01 
33. Company's benefit programmes to gyms, 
public swimming pools and other exercising 3.59 3.42 0.17 1,28 0,94 
34. Possibility for free regular fitness test to 
check condition 3.08 3.55 -0.46 1,30 0,97 
35. Possibility for company's supported and 
organized fitness holiday (1 week) 3.16 3.67 -0.50 1,17 1,02 
36. Free tickets to movies, theatres, and cultural 
events 2.62 3.48 -0.86 1,19 1,09 
37. Free tickets to sport events 2.89 3.12 -0.23 1,24 0,89 
38. Staff discounts to different local magazines 
and special shops 2.73 3.09 -0.36 1,10 0,98 
39. Benefit of getting help in cleaning the house 2.86 3.06 -0.20 1,16 0,97 
40. Day-care centre at the company for children 
under school age 3.16 3.21 -0.05 1,26 1,11 
41. Theme evening/days for company's 
workers. (e.g. Product demonstrations 
Christmas craft ware) 2.81 3.09 -0.28 1,10 1,13 
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