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ABSTRACT:

The importance of work motivation and productivity in working life is highly essential. Further,
work motivation is acting as a base for achieving high results, commitment, and satisfaction at
the workplace. Previous research proves that work motivation affects many different fields of
working life such as productivity, satisfaction, and success. This research wants to examine the
current situation in nowadays working life with young adults working in an international envi-
ronment.

The study focuses on the importance of motivation in human resource management (HRM) and
it is a study of the connection between work motivation and productivity in an international
working environment amongst young adults. Thus, the literature review introduces the essential
theories related to the topic which are human resource management, work motivation, work
productivity and engagement, work satisfaction, and organizational behavior. The main theory
used in this thesis is Maslow’s hierarchy of needs. The research aims to get a deeper under-
standing of work motivation and what are the main causes affecting it amongst the target group.
Further, it also aims to understand the effect of motivation on productivity. The qualitative re-
search was conducted through in-depth face-to-face theme interviews with six different young
adults. Interviews were transcribed and categorized into themes in order to analyze and under-
stand the results.

The results proved that work motivation affects work productivity in many different ways. Mo-
tivation affects the work and individual’s performance. It was found out from the research that
the key factors for motivation are colleagues and the team at the workplace. Moreover, receiv-
ing feedback from the work and work environment makes an impact on work motivation as well.
The results showed there are different factors affecting productivity at the workplace which are
motivation, health and energy, shift rotation, colleagues, and work environment. In productivity
health and energy and shift scheduling is in a bigger role than colleagues and environment. It
can be found from the research that there are also cultural dimensions in these topics among
the answers. As a result, from the research, it can be stated that motivation is also one of the
key factors in performance and engagement in the workplace. Performance and engagement
are also affected by colleagues, team, salary, position, stress, work environment, well-being, and
time management. Again, colleagues and team are the key factors. It can be said from the re-
search that motivation is a key factor in working life and affecting a lot on productivity, engage-
ment, and performance at work. Motivation and well-being are the most important factors for
success in the company and personnel.

KEYWORDS: work productivity, productivity, human resource management, work satisfaction
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TIIVISTELMA:

Ty6motivaation ja tuottavuuden merkitys tyoelamassa on darimmaisen tarkedssa roolissa. Tyo-
motivaatio toimii korkeiden tulosten, menestymisen ja tyotyytyvaisyyden perustana ja mel-
keinpa edellytyksena. Aiemmat tutkimukset osoittavat, ettd tydmotivaatio vaikuttaa moniin eri
tyoeldaman osa-alueisiin, kuten tuottavuuteen, tyotyytyvaisyyteen ja menestykseen. Tdman tut-
kimuksen tarkoituksena on tarkastella nykyista tyoelaman tilannetta kansainvalisessa ymparis-
tossa tyoskentelevien nuorten aikuisten nakdkulmasta.

Tutkimus keskittyy motivaation tarkeyteen henkilostohallinnossa ja tutkii tydmotivaation ja
tuottavuuden valistd yhteytta kansainvalisessa tydymparistossa nuorten aikuisten keskuudessa.
Kirjallisuuskatsauksessa esitelldan aiheeseen liittyvia olennaisia teorioita, jotka ovat henkilosto-
johtaminen, tydomotivaatio, tyon tuottavuus ja sitoutuminen, tyotyytyvaisyys ja organisaatio-
kayttaytyminen. Tassa pro gradu — tutkielmassa kaytetty padteoria on Maslowin tarvehierakia.
Tutkimuksen tavoitteena on syventda ymmarrysta tydmotivaatiosta ja siita, mitka ovat tarkeim-
mat siihen vaikuttavat syyt kohderyhman keskuudessa. Lisdksi, tavoitteena on ymmartaa moti-
vaation vaikutus tuottavuuteen. Laadullinen tutkimus toteutettiin kasvotusten tehtavilla teema-
haastatteluilla kuudelle eri nuorelle aikuiselle. Haastattelut litteroitiin ja kategorisoitiin tee-
moiksi tulosten analysoimiseksi ja ymmartamiseksi.

Tulokset osoittivat, ettd tydmotivaatio vaikuttaa tyon tuottavuuteen monin eri tavoin. Motivaa-
tio vaikuttaa tyohon ja yksilon suoritukseen. Tutkimuksesta selvisi, ettd keskeisia motivaatioteki-
joita ovat kollegat ja tyotiimi. Lisaksi, palautteen saaminen tyosta ja tyoymparisto vaikuttavat
my0s olennaisesti tydmotivaatioon. Tulokset osoittivat, etta tydpaikan tuottavuuteen vaikutta-
vat erilaiset tekijat, joita ovat motivaatio, terveys ja energia, vuorotyo, tyokaverit ja tydympa-
ristd. Tuottavuudessa terveys ja energia seka vuorotyon vaikutus olivat isommassa roolissa kuin
tyokaverit ja tydymparistd. Tutkimuksesta kdy ilmi, ettd ndissa aiheissa on myds kulttuurisia
eroavaisuuksia. Tuloksena tutkimuksesta voidaan todeta, ettd motivaatio on myds yksi keskei-
sista suorituskyvyn ja sitoutumisen tekijoista tyopaikalla. Suoritukseen ja sitoutumiseen vaikut-
tavat myos kollegat, tiimi, palkka, asema, stressi, tydymparisto, hyvinvointi ja ajanhallinta. Jal-
leen, kollegat ja tiimi ovat avainvaikuttajia. Tutkimuksesta voidaan sanoa, ettd motivaatio on
keskeinen tekija tyoeldmassa ja vaikuttaa paljon tuottavuuteen, sitoutumiseen ja tydsuorituk-
seen. Motivaatio ja hyvinvointi ovat yrityksen ja henkiloston menestymisen tarkeimpia tekijoita.

AVAINSANAT: tydomotivaatio, tehokkuus, henkiléstohallinto, tyotyytyvaisyys
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1 INTRODUCTION

This thesis is about human resource management, work motivation and productivity. As
human resources and well-being and motivation in the workplace is highly important in
order to achieve effective results, good environment and happy workers the author in-
vestigates the connection between work motivation and productivity in an international
working environment amongst young adults, also known as Generation Z. Working life
in general consist of different factors that affects highly to work motivation and to
productivity. Motivated workers are the ones who bring usually most value to the com-
pany since they are actually engaged to work, they are doing (Kanfer et al., 2017, p. 338).
Therefore, it is highly important to investigate what are the factors behind the motiva-

tion and how motivation can be seen in results and in work satisfaction.

This research about work motivation and its affection to productivity is highly essential
research topic because work motivation is a crucial factor to the success of organizations.
It also affects to the well-being of individuals. (Kanfer et al., 2017, p. 338) It is researched
that people belonging to the same generations have similarities in features affecting to
the work motivation. Different generations might have different behavior, attitude and
motivation. Employers might have difficulties to understand today’s generations and
what are their needs and it is argued that it is the cornerstone of personnel management
is to understand the differences between different generations in order to reduce low
engagement, conflicts and poor management in the company. (Mahmoud et al., 2021,

p. 194)

Employers should embrace the Generation Z in the work life and understand their power.
While the past generations and their work behavior has been researched a lot, there is
not enough research done on the factors affecting work behavior of Gen Z employees.
(Aggarwal et al., 2022, p. 1) Therefore, it is highly important to take a deeper look into
younger generation as it is the future group of working life. This generation is not yet

highly reseached and investigated since Gen Z has been entering the working life in the



next few years. Therefore, this research willl bring a new perspective from Generation Z

to work motivation and how it is reflected in work productivity.

International working environment is also taken into consideration since author herself
is working as a manager in an international retail company. Thus, the goal is to find out
how does the work motivation amongst young adults affect to the results of the produc-
tivity at the workplaces. Moreover, author investigates also does the international envi-

ronment have some impact to this chosen issue.

This thesis starts with the theoretical part including human resources management,
work motivation, work satisfaction and organizational behavior as a concept. In addition,
the main theory in this thesis is Maslow’s need hierarchy which focuses on the motiva-
tion. Maslow’s hierarchy of needs theory is chosen to this research since it is one of the
most well-known theories when considering work motivation, productivity and organi-
zational behavior which are the key topics of this thesis (Smith et al., 2012, p. 62). The
author believes that this theory supports the topic strongly and helps to analyze the re-
sults since it is a theory focusing on the psychology of human motivation. Moreover, self-
determination theory is introduced in this thesis since it is an essential part of work mo-
tivation and work satisfaction. Self-determination theory is chosen to support this re-
search since it is key theory for work motivation as well but giving different kind of per-
spective than Maslow’s hierarchy of needs. It is one of the major theories of human mo-
tivation and is based on psychological needs, motivation, and well-being. (Gagne 2014,

p.2-3)

The empirical part is conducted with in-depth interviews. Interview target will be young
adults working in international companies and questions about their work motivation
and its affect to productivity. The results will be precise and accurate with face-to-face
interviews amongst these candidates. This thesis is based on qualitative research and

focuses on primary data.



When the data is collected and analyzed there can be made conclusions about this topic

and motivation’s affection to productivity in an international working environment.

1.1 Background of the study

Human resources management includes responsibility for the personnel needs and ac-
tions. In addition, the main goal is to retain and attract qualified employees to the com-
pany. At the same time, it is important to make sure that the legal requirements of the
organization’s operations are correct and that the employees would stay in the organi-

zation. (Bogardus & Bogardus 2004, p. 2)

Balancing working life with the physical, mental, and divine aspects is highly important
as they all collaborate and influence each other. If a person is constantly feeling over-
whelmed it will most likely also reflect on the overall well-being. (Mordue, p.13-14) The
balance between work and private life is quite new and therefore also affects motivation
and performance at work. Organizations are focusing nowadays on work satisfaction and
collecting data about their personnel but might not necessarily react to these results.
Human resource-analytics are forgotten even though digitalization ensures more and
more precise data about personnel and processes. If leaders can lead better, motivation

and engagement can be also achieved. (Saramies & Térnroos 2021, p. 22)

Industrial-organizational psychologists have studied motivation and satisfaction in work-
ing life for about five decades, but the progress in emphasizing has been slow. It has
turned out that work motivation and satisfaction are relatively independent features.
Some theories have focused only on limited aspects such as justice or management mo-
tives. Moreover, the phenomena themselves are complex, and therefore extensive re-
search has been done an obligation to understand them regardless of attempts to con-

nect them. (Kleinbeck et al., 1990, p. 3-4)
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1.2 Research question

The research question is in this thesis are:

-  How does work motivation affect to the productivity amongst young adults
(Gen Z) in international working environment?
- Are there any factors that are affecting the most to the motivation?

- Can high motivation be seen in work results and productivity?

1.3 Research purpose and objectives

The research purpose of this thesis is to investigate human resource management in the
light of work motivation and its affection on productivity. The study is limited to the
young adults working in the international working environment, also called Gen Z. Gen
Z refers to the young generation born in 1995-2010, in the digital era (Linuwih & Handa-
yani 2020, 1151). The purpose is to find out how much motivation really affects and how
can we see it in productivity in the workplace nowadays. It is interesting to find out over-
all the motivation to work among young adults and are there some differences between
different people since we are investigating international working environment which
means that there are people from different countries and cultures. This thesis also ex-
amines how high motivation can be actually seen in work results or vice versa low moti-

vation.

As said in the previous chapter, Industrial-organizational psychologists have studied mo-
tivation and satisfaction in the working life for about five decades, but the progress in
understanding these phenomena has been slow. (Kleinbeck et al., 1990, p. 3-4) The bal-
ance between work and private life is quite new concept and it has not been studied yet
that much (Mordue, p.13-14). Therefore, the author wants to find out today’s working

life situation focusing to Gen Z, young adults.
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Nowadays there are many ways to collect human resource-analytics to get more insights
about work well-being and motivation, but the problem is that there might be no action
plans for these results and usually leaders are a key factor in this thing. (Saramies &
Tornroos 2021, p. 22) Thus, the researcher wants to analyze the work motivation and
productivity among young adults and among young leaders in international companies,
to get insight from both sides. The researcher contributes then analyze these results and

find conclusions and reasons behind work motivation.

The objectives of this thesis are to find out the connection and how it could be improved.
In addition, the objective is to understand the human resources processes and manage-
ment and its affection on work motivation in an international working environment. The
outcome of this thesis is to understand this connection between work motivation and
productivity amongst young adults and the differences in the international environment

in order to improve it and find the reasons behind it.

1.4 Delimitations of the study

Delimitations in this thesis are first of all the topic area is concentrating on human re-
sources and mostly on human resource management and processes. The topic is limited
to concentrate on certain parts of human resources which are work motivation and
productivity. The target group is limited to young adults (Gen Z) who are working in in-

ternational companies which have different nationalities.

1.5 Definition of key concepts

Human resource management

Human resource management is the structure and function of an organization which
task is to retain, manage and maintain the individuals working in the organization. Hu-
man resource management is dealing with the recruitment, selection, employment, and

exit of employees. Human resource management deals with searching for applicants,
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interviewing, and hiring. It also deals with workplace well-being, motivation, and safety.
There is a constant need to develop and build effective working relationships between

the organization and the employees. (Bogardus & Bogardus 2004, p. 2)

Work motivation

Work motivation is the ability of the organization and employees to keep themselves
and the organization happy, satisfied, and motivated. A motivated workforce is im-
portant for success, and in order to succeed, organizations need motivated personnel.
(Mathe et al., 2011, p.1-3) Motivation affects to the behavior of the individual and to its
direction and continuity. Motivation is the extent to which an individual wants to engage

in some behavior or activity and carry it out. (Viitala 2003, p. 150)

Work productivity

Work productivity is a measurement how much one employee can produce or get results
compared to the effort. It is a measurement how high are the work results compared to

the labor and resources used in order to achieve those. (Hastari et al., 2021, p.426)

Work satisfaction

Work satisfaction is a feeling where employee feels positive about the work and its fea-
tures. Employee who is satisfied with their work is motivated and happy at the workplace.
Work satisfaction can be caused from many different factors but usually people who are
satisfied are getting enough independence, responsibilities, training, recognition includ-

ing good management and salary. (Robbins & Judge, p. 66-68)
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Organizational Behavior

Organizational behavior is a concept where behavior and interaction are investigated. It
is about understanding people’s different behavior in organizations and the reasons be-
hind them. It helps companies to achieve a higher understanding and this way also a

better work environment. (Pettinger 2000, p.1)
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2 LITERATURE REVIEW

2.1 Human resource management

Human resource management is the structure of an organization which main achieve-
ment is to retain, manage and maintain the employees. It deals with recruitment, selec-
tion, employment and exit of employees. Human resource management is also involved
in recruitment processes including searching for applicants, interviewing and hiring. In
addition, it also deals with workplace well-being, motivation, and safety. (Bogardus &
Bogardus 2004, p.2) In the business management research field and in the literature hu-
man resource management is divided into three different main areas which are leader-
ship, industrial relations, and human resource management. (Viitala 2003, p.12) Human
resource management is described as a manner of planned human resource distribu-
tions and enterprises intended to organization for fulfilling its main targets. Human re-
source management consist of individuals, behaviors, decisions, and situations. (Wright

& McMahan 2011, p.93)

Human resource characteristics has been developed from last decades. Intellectual cap-
ital, brain power or knowledge amongst people have become the most significant com-
petitive factor of companies. Traditional personnel management has expanded in con-
tent, and it has become a central part of the strategic management of companies. What
is interesting about the development is that, along with the intensifying competition, the
business world has shown some signs of humanization. Discussions related to people

have clearly increased in companies. (Viitala 2003, p. 3)

Personnel is an extremely important resource in every company. It depends on them
how economically and profitably the company's operations can run (Viitala 2003, p.10).
Personnel motivation must be considered since it is a powerful factor that drives the
right way and affects personnel behavior (Leroy 2021, p. 240). Personnel as a resource is
fragile and huge changes and variability can cause annoyance in the company. Employ-

ees’ tasks and related skills can be easily transferred to new people, but nowadays this
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is less and less the case. Thus, even a small group of employees moving away from their
duties at the same time can mean serious problems, which also lead to a lack of custom-
ers' trust and financial losses. (Viitala 2003, p.10) This is why motivation is researched
and it is stated that motivation at work encourages employees to give results and satis-

faction to the work (Pancasila et al., 2020, p.387-388).

There is human resource personnel analytics created to understand better all human
resource processes. Personnel analytics is synonymous with human resource metrics
and is a highly developed method for analyzing and combining personnel data with other
data sources. Personnel analytics is an analytics and decision-making process. Personnel
analytics is also an evidence-based approach that enables better decisions about the
company’s personnel. It is an evidence- and information-based way of approaching de-
cision-making and promoting management with human resource knowledge. (Saramies

& Térnroos 2021, p. 30-32)

When analyzing human resources, work ability, and motivation one of the key elements
are the development and training in the company. When employees are confident and
feel that they are trained and are able to develop they will probably also be more moti-
vated to the work. To achieve expertise and motivated employees there must be relevant
and trained skills and knowledge for each employee. (Bowling et al., 2008, p- 137-138.)
Another key factor related to this topic is performance at the workplace and perfor-
mance management. Performance management means the performance at the work-
place related to tasks, roles, support, motivation, and appraisal. It includes also improv-
ing performance, goals, and targets. There are also certain control mechanisms that will
be evaluated from feedback and appraisals. (Bowling et al., 2008, p. 269-271) Human
resource management practices and policies can as well have an impact on employee
creativity. Communication is a highly essential factor to make teamwork and the im-

provement of harmony reduces conflicts in the workplace. (Chen et al., 2021, p.3812)
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When searching for international talents for the company, human resource management
policies could have a huge effect. The best results are gained when the candidates are
strongly motivated with right attitude. Human resource management policies are as im-
portant as other fields. Human resource management in talent acquisition is defined as
a collection of policies including commitment, flexibility, integration, and quality of work-
ing life. Training is one of the key factors if the company wants their employees to per-
form effectively and drive results. It is important to understand each employee’s weak-
nesses and strengths. It is also researched that reward and compensation attract a lot of
talents to the company and motivate them. (Child et al. 2001, p. 166-167) Training of
employees is deeply connected to their performance and therefore also to productivity.

Training is a key factor to performance at work. (Dessler 2013, p. 247)

When thinking about the international point of view, globalization has affected employ-
ees’ motivation to go and work abroad and to be more international (Akkan et al., 2022,
p. 118). International experiences are gained and wanted more and more and there are
also increased opportunities for global mobility (Suutari et al., 2018, p. 38). People want
to move abroad to grow and learn new skills. It will bring them higher value and they will
learn about intercultural working environment. (Akkan et al., 2022, p. 118) Global mo-
bility has evolved in recent years and many workers are either moving themselves for a
shorter or longer period or locating abroad (Andresen et al., 2020, p. 699). It has been
argued that the nature of careers has changed and organizations more and more value
international working experience. These provide valuable learning that could have a pos-
itive impact on an employee’s career. (Suutari et al., 2018, p. 37) International work can
lead to higher demands on individuals’ abilities and thus also affect motivation and work

productivity (Jokinen et al., 2008, p. 983).

2.2 Work motivation

Work motivation is the ability of the organization and employees to keep themselves
and the organization happy and motivated. Usually, this involves enough possibilities to

grow and express themselves, but clear policies. Motivated personnel are important and
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people who care and are interested in their organization play a key role to its success.
Motivation is a broad concept including different aspects and fields (Mathe et al., 2011,
p.1-3) The definition of motivation is an entity of an individual’s specific skills and mo-
tives in accordance with his or her goals. Motivation is all about achieving the individual

goals to get a feeling of success and satisfaction. (Hastari et al., 2021, p. 428)

It is important to understand what promotes employee motivation because it contrib-
utes to organizational performance. People who care and are interested in their organi-
zation are the key to its ability to succeed. (Mathe et al., 2011, p.4) Motivation is the fuel
for work activity and it directs to performance. Even in the same person, motivation var-
ies in different situations and at different times. For some, the central source of motiva-
tion is their own internal need for performance, and external rewards are not very im-

portant and vice versa. (Viitala 2003, p. 150)

A significant part of the live of an individual is spent at work. Employee motivation strat-
egies have long been of interest to organizational managers and researchers, as motiva-
tion has been duly recognized as an important factor in productivity. Factors related to
the satisfaction of employee’s basic psychological needs can be noticed within employ-
ees working environment, which have been taken into account as well. From the per-
spective of self-determination theory (Deci & Ryan, 2000), although productivity is a crit-
ical dependent variable in such analyses, it is argued that employees’ psychological
health and well-being are also very important workplace outcomes. Self-determination
theory is one of the major theories of human motivation. It studies intrinsic motivation
which means that a human is an active person who goes towards his or her own goals.
It is based on psychological needs, motivation, and well-being. (Gagne 2014, p.1-3) Em-
pirical findings from self-determination theory show that the conditions which cherish,
and support employee well-being are more beneficial to productivity, commitment, cre-
ativity, and other characteristics of highly effective employees (Gagne 2014, p. 13). Ac-
cording to the self-determination theory by Deci & Ryan 2000, employees also feel and

perform better when they are motivated autonomously. Their work will feel interesting
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and they feel valued and respected. (Jungert et al., 2018) Self-determination theory is
chosen to this research since it will help to understand the human motivation and well-
being. It aims to understand the intrinsic motivation and behavior while taking into ac-
count the psychology. It helps to understand this research since the work motivation and
productivity are the key concepts dealt in the thesis and Self-determination theory spe-

cially focuses on explaining the human motivation and its characteristics.

Motivation is a process of satisfaction, which means that employees want to achieve
certain needs at work. When employee manages to fulfill the goals constantly in a bal-
anced manner, then job satisfaction will increase. (Pancasila et al., 2020, p, 340.) Previ-
ous studies have shown as well that when people experience the satisfaction of their
basic psychological needs, they are more autonomously motivated, which means that
they behave with a full sense of authority, desire, and alternative, which positively af-
fects work motivation. Satisfying basic psychological needs promotes both types of au-
tonomous motivation. Thus, the satisfaction of basic needs affects mental health and
well-being, which in turn affects performance at work in a positive way. (Gagne 2014, p.
16) Self-determination theory is also related to internal and external motivation and psy-
chological needs. Intrinsic motivation and psychological need are driven by pleasure and
interest, the extrinsic motivation is more about engagement in a certain manner.
(Jungert et al., 2018, p.6) Cultural differences and the international environment might
affect motivation. Results from work motivation can for example vary a lot depending
on social, work, cultural, or national values. Countries are varying a lot from each other
since there are different work norms, codes, and behaviors. (Shkoler, 2020, p. 1-2) In
addition, cultural dimensions by Hofstede are the most prominent examples. (Hostede

& Mintu, 1992, p. 361)

Well-being at work includes respecting, listening, and appreciating the individual. This
happens through corporate culture. In addition to the personnel, managers, and super-
visors play an important role in building a corporate culture that supports well-being at

work. In order to create the conditions for a corporate culture that supports the well-
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being of employees at work, the organization must understand its people and their
needs. Taking care of the staff’s well-being at work and investing in the employee expe-
rience by involving and increasing employee understanding is very profitable from a busi-
ness perspective. Enthusiastic, motivated, well-being and committed employees also
create the best possible customer experience for customers. Therefore, organizations
must create the best possible personnel experience for their employees. (Saramies &
Tornroos 2021, p. 40-41) It has been researched that fluid intelligence and less personal
resource could lead to lower expectations, especially among older employees (Inceoglu
et al., 2012, p. 300-302). Thus, it is highly essential to consider the well-being at work

already in early stages.

There have been attempts to explain the influencing factors of work motivation using
scientific methods for decades. Many of the studies state that motivation arises from the
combined effect of three groups of factors. According to Porter and Miles (1974) these
are 1. the employee's personality, 2. the job and 3. the work environment. Personality
refers to interests, hobbies, attitudes and various needs, such as the need to belong and
the need for appreciation. The job involves the content, meaningfulness and variability
of the work, responsibility, independence and feedback, achievements, development
and advancement. The work environment includes economic and physical environmen-
tal factors such as salary, social benefits, working conditions, work organization and so-
cial factors such as management style, team cohesion, rewards and atmosphere. (Viitala
2003, p. 151) Itis researched that when an employee feels that their work has a meaning

and value, they will also feel more engaged to it (Anon 2015, p.29).

On the other hand, low motivation at work can be caused for example from leadership,
corporate culture and employee motivation. Dissatisfaction is a result of low motivation.
It is researched that employee’s with lower positions are more likely to be dissatisfied
because of the lack of variation, freedom, challenges, and responsibilities. (Pancasila et
al., 2020, p.389) Regarding job performance, Borman and Motowidlo's (1993) proposal

is to separate job performance into two different behavioral clusters. Job performance
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includes both in-role behavior and extra-role behavior. The first behaviors assess task
performance, and the second behaviors assess contextual performance. Task compe-
tence should be related to predictors of knowledge and attitude, such as cognitive ability
tests, while contextual performance should be related to predictors of motivation, e.g.,

personality factors. (Robertson 2010, p. 4-6)

2.3 Maslow’s hierarchy of needs

One of the most famous and well-known motivation theories is by Abraham Maslow in
1943 which is called the hierarchy of needs. It is a highly essential theory when consid-
ering work productivity, motivation, and organizational behavior. (Smith et al., 2012, p.
62-63) This theory is chosen as main theory to this research because it is one of the most
well-known theories in motivation, productivity and well-being including many different
features. Maslow’s hierarchy of needs is a comprehensive theory that enables the anal-
ysis of large entities. This theory helps to understand the research because it has differ-

ent needs and characteristics which helps to categorize the different parts of motivation.

Figure 1. Maslow’s hierarchy of needs. (Adapted from Smith et al., 2012, p. 62-63)

Self-
Actualization

Esteem

Social

Safety

Physiological
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Figure 1 represents Maslow’s hierarchy of needs are according to Abraham Maslow 1943.

Maslow’s universal theory consist of the idea that all individuals have a set of needs they

need to satisfy. These needs are physiological, safety, social, esteem and self-actualiza-

tion. The figure below explains in more detail what are these needs and what they con-

sist of. (Smith et al., 2012, p. 62)

Table 1. Maslow’s hierarchy of needs summary. (Adapted from Smith et al., 2012, p. 62-

63)

Meaning

Fulfilling the need

W Hunger
Warmth
Thirst
Shelter

Safety Security
Safety
Protection

Stability

Social Involvement with others
Teamwork

Social atmosphere

Drinks machines

Kitchen or restaurant facilities
Heating and air conditioning
Comfortable working environ-
ment

Salary

Health & Safety

Security

Contracts of employment
Communication

Performance and planning

Creating structures based on
teams

Staff associations and social
clubs

Open-plan offices

Company sports teams



22

Esteem Feeling wanted and valued Recognition schemes

Self-respect and the re- Regularfeedback

spect of others Job roles and titles
Status Promotion
Salary
Self-actualization Growth and development  Job roles that allow opportu-
Achieving potential nities for challenge, creativity

Freedom to create and in- and continuous learning
novate at work Decision-making, freedom

Autonomy and control over activities

Table 1 represents the different needs, their meaning and fulfiiment according to

Maslow which are listed and explained below (Smith et al., 2012, p. 62).

Physiological need is the first need from the bottom of the hierarchy including all phys-
ical aspects of life such as warmth and hunger. From organizational aspect this can be

improved for example with air conditioning, drink machines or other material goods.

Safety is the second need that consist of the safety and health things such as security
and stability. Organizations can fulfill these needs with taking care of health and safety,

security and with other communication related to this field.

Social is the third need which is about teamwork, involvement, and social atmosphere.
This need is fulfilled in the working place by concentrating on structures based on teams,
socializing, and having all time together.

Esteem is the fourth need in this hierarchy which is about feeling respected and valued
by themselves and by others and about status. Feedback, recognition, roles, titles, and

promotion are good examples that are affecting this need.
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Self-actualization is the fifth and last need. It is about development and growth as well
as about achievement, freedom, and autonomy. This is ensured by giving opportunities
to growth and having challenges and continuous learning in the workplace. (Smith et al.,

2012, p. 62-63)

2.4 Work productivity and engagement

Work productivity is a measure of performance in the working place. Work productivity
is the ratio between the results gained and the amount of work used. The employee who
has a high motivation to work usually is carrying more results. (Hastari et al., 2021, p.

426)

Organizations and individuals must constantly desire development. This process is called
organizational learning. The organization must educate learning individuals in order to
keep them satisfied with their work and motivated to continue in the same company.
Thus, turnover intentions are getting higher even if employees are motivated to work. It
is essential to study in the workplace how motivation affects the attitudes and behavior
of in order to keep people in the company. (Shkoler & Kimura 2020, p.1) Employees must
be motivated and see a high path to grow and have personal goals to achieve high
productivity (Smith et al., 2012, p. 60). Usage of different resources can help to achieve
development and growth of productivity at work. These resources are attitude, motiva-
tion, abilities and management of the company. These factors are analyzed to affect to
work productivity the most. Other relevant factors are work conditions, rewards, and

cooperation between workers. (Mawaddah & Paskarini 2021, p.404)

Work engagement is defined as mindfulness at work which means that individual who is
engaged in their work is positive, satisfied, and has a work-related state of mind. This
usually includes dedication to work and efficiency as well as adapting to changes. Com-
mitted and motivated employees are involved in their work with passion and power and

are more engaged in their work. There is a proven positive effect between individual
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work engagement and employee turnover since the employees who are engaged in their
work are also motivated and the chance to change the workplace is lower. (Shkoler &
Kimura 2020, p.2) Employee engagement is the level of satisfaction an employee feels
for the work. It is an entity of commitment, attitude, and satisfaction. When employees
are highly satisfied with their job, they will also have motivation and passion for it. (Rob-
bins & Judge, p. 67) Employee engagement is important because the level of employee
engagement will be profitable for the company. Employees who are engaged will stay in

the company longer and bring higher value. (Dessler 2013, p. 326)

Work engagement is a fulfilling and motivating state of work-related well-being. In con-
trast, we can think of exhaustion in the workplace. Committed employees have a high
energy level and are motivationally involved in their work and it can be seen from their
performance. Therefore, the characteristic of an engaged employee is high consistency,
motivation, and recognition of work. In addition, commitment to work can be defined
as a motivating concept in which employees feel driven towards a goal and want to de-
velop and succeed. (Bakker & Leiter 2020, p.2-3) It is researched that using an em-
ployee’s own strengths at work has a positive impact on work productivity and this way
to work satisfaction. Employee strengths influence their behavior and gain a feeling of
trust and success. When they have positive feelings, engagement can be seen clearly in

the behavior. (Lavy & Littman-Ovadia 2017, p.99)

The engaged employees are committed and have clear target towards which they pro-
gress. Committed employees focus their energy but also leave time for recovery. They
participate intensively in the work and attract the attention of others in a positive way.
Commitment to work has long-term effects on employee performance. The energy and
focus the employee gives, brings their full potential to be recognized. (Bakker & Leiter
2020, p.3-4) The key factors in engagement and motivation are a goal-oriented mind and
self-regulation. Self-regulation as a term means coping with environments and achieving

goals. (Seo et al., 2004, p.426)
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In general, company challenges are reported to be caused by stress, and the biggest
stress reasons are the deadlines, time challenges, bureaucracy, hierarchies, high work-
loads, poor management, and insufficient resources. Workplace stress and lack of em-

ployee satisfaction can lead to several health issues on employees. (Mordue, p. 4-5)

Performance appraisal is an effective tool for analyzing work motivation, engagement
and satisfaction. Performance appraisal is a meeting where a manager and employee
meet on a periodic basis and review all the work-related parts and issues together. This
is an important part where the employees are heard. It is important for managers also
to analyze and understand the performance appraisals and improve the business. One
of the psychological principles of learning is to engage performance and therefore have
more employees that feel that they are appreciated and achieving results. Another im-
portant factor is providing feedback to employees. It is researched that giving feedback
actually helps to work motivation and motivates them to perform better when they
know where they stand. (Blackwell 2000, p. 126-128) Employers and companies are be-
coming more aware that they have to invest in proper management and training for all
employees in order to achieve high results. Workforce must be trained and skilled with

clear goals and expectations. (Machado & Davim 2018, p. 173)

2.5 Work Satisfaction

Engagement and motivation lead to job satisfaction at the workplace. Thus, it is re-
searched that there are certain key factors that lead more often to job satisfaction. These
are proper training, good managers, independence, feedback, variety, positive interac-
tion and support, and other relevant factors. Another factor is the employee’s personal-
ity and positive self-esteem which leads also to better results at work. When employees
believe in themselves it is easier also to do well at work. In addition, one factor is salary.
If employees feel that they are paid well for the work done, it is more likely for them to
be satisfied with their work and turnover could be lower. The outcome of job satisfaction
can be seen in the organization. Usually, job performance raises as well as organizational

citizenship behavior. Customers are usually more satisfied as well when the service is
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good, and employees are motivated to work. (Robbins & Judge, p. 70-71) Employees
want to work and feel satisfied about their work and fulfill their needs. Employees must
know what the expectations from them are and what skills they need to develop. This
way employee performance will raise, and employees will be more satisfied. (Pancasila

et al., 2020, p.389)

On the other hand, the impact of job dissatisfaction can be seen clearly in the organiza-
tion as well. There is a theory called — the exit — voice — loyalty — neglect framework —
for job dissatisfaction. This theoretical model helps to understand the different aspects
of job dissatisfaction. This theory supports and helps the research in case of negative
answers on work motivation and satisfaction. It helps to categorize the responses gained

from the interviews in case of negative feelings.

Exit response means an employee who is dissatisfied and behaves in a manner that he

or she is already resigning or looking for new opportunities.

Voice response is somebody who is actively trying to improve work conditions and saying

out loud problems the workplace has.

Loyalty response is somebody who is waiting for issues to improve and trusting that

someday things will get better in the organization.

Neglect response means that the employee has already accepted the bad situation and
allowed it to get worse. This includes a bad attitude towards the work that can be seen

as low effort and laziness. (Robbins & Judge, p. 72)

Work satisfaction and work motivation are highly related to each other. When the em-
ployee is motivated to work and ambitious the satisfaction to own work will grow. Indi-
viduals’ achievements, goals, and ambitions need to be taken into account at the work-

place. Recognition of skills will lead to even higher results and a decrease in the
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employee turnover of the company. As mentioned earlier in this thesis the key theory is
motivation is Abraham Maslow’s hierarchy of needs. It describes clearly that the higher
the needs are the better people do. This can be implemented also to workplace and
satisfaction very well. Maslow explained the theory by stating that people tend to be
more satisfied with their needs systematically and tend to be satisfied first with the basic

needs in order to achieve satisfaction with the higher needs. (Pettinger 2000, p. 54-57)

It is important to note and remember in working life that every employee is an individual
with his or her own motivation, life situation, and personality. In order to be able to
manage employees and gain work satisfaction, one must understand what is important
to them. Employee understanding is a quite new concept, and it means understanding
which things are important to everyone, what motivates, engages, and brings well-being
at work. With this information, it is possible to create an environment where employees
feel good, to which they commit and where results are generated. (Saramies & Tornroos
2021, p. 34-38) Work satisfaction will be gained when employee is committed and feel
appreciated. It has an impact both for employees and companies. (Pancasila et al., 2020,
p.400) Whereas work motivation is an entity of external and internal factors that are
related to work behavior, job satisfaction is more of an organizational commitment. Job
satisfaction, organizational commitment and work motivation are all related to perfor-

mance at workplace. (Lohela-Karlsson et al., 2022, p.934)

From international perspective, job satisfaction factors vary in different nationalities and
countries. Also, age group is another important factor. Country differences can be seen
in job satisfaction since the leading style, culture, norms, rules and expectations vary in
different countries. (Westover & Taylor 2010, p. 821-823) Studies have shown that in
different countries employee satisfaction varies according to whether the workplace is
international or not. Job satisfaction has been found to vary significantly between em-
ployees of state-owned enterprises and foreign-invested companies. (Ho et al., 2022, p.

1018)



28

Employee experience is also a new human resource term. Employee experience consists
of the employee’s experiences, perceptions, and expectations related to his or her work
environment. It is influenced, among other things, by the company or organizational cul-
ture, management, work community, working conditions, and the company’s values, i.e.,
practically everything that happens around the employee. In order to be able to influ-
ence this, one has to understand the personnel. Small benefits and once-per-year hap-
penings are not enough, but a genuine understanding of how the organization looks
through the eyes of the employee and what works and what does not. There is even a
term for this leadership style nowadays, which is a servant leader. This kind of leader
listens to the personnel and looks at the world from the perspective of the personnel’s

well-being, potential, and growth. (Saramies & Térnroos 2021, p. 38-40)

2.6 Organizational behavior

Organizational behavior is a concept where behavior and interaction with people are
studied. Moreover, it is about understanding people’s different behavior in organizations.
The organization may have one person or several that consist of relationships between
different parties such as clients, suppliers, employees, and more. Organizational behav-
ior can be divided into different levels including individuals, groups, and organizations.
Thus, organizational behavior is also considered as a purpose for why organizations are
created, the behavior of people, the creation of individuals and groups with different
characteristics, and as an entity of work relationships. (Pettinger 2000, p.1) Moreover,
organizational behavior examines behavior in human performance, management, em-
ployment turnover, and job satisfaction. It includes different aspects of working life such
as motivation, leader behavior, change processes, work design, attitude, structure, and

conflict management. (Robbins & Judge, p. 30)

Organizational behavior improves understanding of oneself and behavior as well as un-
derstanding of others and organizations. It also gives individuals the opportunity to be
better leaders and related to that they could improve the efficiency of the organization.

Organizational behavior can also mean improving understanding between individuals
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and questioning the way things are now seen and done and trying to improve and make
change in a constant manner. (Smith et al., 2012, p. 3) In addition, leaders play a key role
in organizational behavior. Leaders are individuals who are supposed to lead by example
and inspire employees in order to achieve common goals. Leadership style and expecta-
tions vary from one country to another a lot. Research has proven that the most effective
leaders are the ones who recognize situations and act accordingly with skills that are
needed in different situations. (Hassi 2019, p. 787) Employees’ international activities
are shaped by their position in the global economy. International aspects affect organi-
zational behavior and how different nationalities act in working life. (Antentas 2022, p.

431-432)

The key idea in organizations is that people will achieve high results together as a group
when they have a common goal, they are aiming for rather than just individual working
alone. Therefore, it is highly fundamental and adequate to achieve the common needs
and goals. (Pettinger 2000, p.7) Each individual in the organization has his or her own
skills, attitudes, background and attributes and therefore it is highly important to notice
these factors and how they may affect in the organizational behavior. Thus, organiza-
tional behavior is sometimes hard and there can be various changes. Individuals have
different type of reactions to different situations and this can cause difficult situations.
In a working environment with a lot of personnel, group work is a usual and essential
part of organizational behavior. This gives huge opportunities to gather different ideas

and skills into one and divide the workload equally. (Smith et al., 2012, p. 5-6)

Human resources analytics is a concept used to achieve more effective management.
With it, it is possible to answer topics that are important from a business perspective,
such as why employees leave, why some perform better than others, or how work shifts
could be planned more efficiently and by listening to the personnel. Consequently, per-
sonnel analytics improves and helps the organization reach its goals, saves time and
money, automates processes, produces reliability and good forecasts, gives a more reli-

able picture of the organization’s internal processes, and increases the fact-baseness of
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decisions and management. (Saramies & Tornroos 2021, p. 50-53) Organizational deci-
sion-makers which are managers or other leaders can impact human resource manage-
ment and analytics. Human resource management decisions could be done by the man-
agement team, and it will have an impact on the analytics and policies which will lead to

more effective management. (Steffensen et al., 2019, p.2389)

Personnel analytics is a direct link to how the organization reaches its goals. It also helps
to make better hiring decisions. When the right people have been recruited to the right
positions in the organization, the company achieves its strategic goals. Personnel analyt-
ics also help to improve the company’s employer image and help to calculate the most
reliable forecasts of the company’s external and internal events. By increasing the un-
derstanding of employees and work, decision-making can be made fairer and work pro-
cesses more reliable and thus also more productive. (Saramies & Térnroos 2021, p. 50-

53)

Sometimes work life and working can be challenging and motivation may disappear or
decrease. Employees are constantly asked to do more and often with fewer resources.
These kinds of problems will appear in the company on many different levels. Engaging
and motivating personnel is extremely important for business. The commitment of per-
sonnel increases when they feel valued and are free to present their own thoughts and
ideas. (Ulrich 2007, p. 162-163) Usually, employee performance is achieved with correct
human resource practices. A company’s internal human resource practices should be at
a level that motivates employees’ behavior and abilities as well as gives them opportu-
nities to behave in a way that they feel comfortable. Human resource practices and cor-
rect behavior is a key element as well to productivity at work and it makes the work more

precise. (Jiang et al., 2012, p.75-76)

2.7 Summary of the literature review

This thesis aims to provide insight into the importance of motivation in human resource

management. The aim is to study the connection between work motivation and
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productivity in an international working environment among young adults, the Gen Z
generation. The literature review consists of human resource management, work moti-
vation, and its main theories, work productivity and engagement, work satisfaction, and
organizational behavior. In addition, the international aspect is taken into consideration

in many paragraphs.

Human resource management is the first part of the literature review. Work motivation
and work productivity which are the key elements analyzed in this thesis go under the
category of human resource management. Human resource management is the struc-
ture of an organization whose aim is to manage, train and maintain skills and employees.
It involves employment, recruitment, and selection of employees as well as interviewing
and hiring. Human resource management also involves motivation and health and safety.
(Bogardus & Bogardus 2004, p.2) Therefore, it is an essential part of the literature review.
In addition, also training, communication, talent management, and personnel analytics
were introduced to understand the entity of human resource management more effec-

tively.

Work motivation as a concept is about individuals’ motivation towards work. It is an en-
tity of specific skills, goals, success and satisfaction. (Hastari et al, 2021, p. 428) Motiva-
tion is what drives individuals to succeed in their work and also grow work productivity
(Viitala 2003, p. 150). It is a process of fulfillment and achievements that will affect to

job satisfaction in a positive manner (Pancasila et al., 2020, p.387).

Maslow’s hierarchy of needs by Abraham Maslow and self-determination by Deci & Ryan
are the main theories introduced in the literature review. Maslow’s hierarchy of needs is
one of the most popular and well-known theories of work motivation including different
stages of needs that are needed to satisfy. (Smith et al., 2012, p. 62) Self-determination
theory is also one of the major theories of human motivation that studies intrinsic mo-
tivation which is about individuals going towards their own personal goals. (Gagne 2014,

p.2-3)
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Work productivity and engagement are key factors that are mentioned in the literature
review. Work productivity means the measurement of performance and achievement at
work. On the other hand, work engagement is a state of mind where an individual feel
engaged in the work and sees their work in a positive manner. This includes usually ded-
ication and high motivation as well and therefore these topics are all linked together.

(Sckoler & Kimura 2020, p. 38)

Work satisfaction is a crucial part of the literature review. When the individual feels en-
gaged and productive, they will also feel work satisfaction. Work satisfaction is when an
individual feel happy about their work and she or he feels successful and appreciated.
(Robbins & Judge, p. 70-71) Both work satisfaction and work motivation are linked to
each other because when an individual is motivated, he or she will also gain more satis-
faction with the work. This is also linked to Maslow’s hierarchy of needs, the higher the

needs the higher is also satisfaction. (Pettinger 2000, p. 55-57)

Organizational behavior is also presented in the literature review. It is more about the
behavior and interaction at the workplace which affects also work motivation and
productivity. Organizational behavior is about understanding own behavior as well as

understanding the behavior of others. (Smith et al, 2012, p. 62)

This thesis will promote research on work motivation and its affection to work produc-
tivity amongst young adults working in the international environment. This research will
bring new value because Gen Z is a young population, yet not researched as much as
older ones. In addition, the connection between work motivation and productivity is re-
searched amongst these young adults which will reveal up-to-date data about today’s
work motivation, work culture, and assumptions. The author will interview both employ-
ees and managers in order to compare if there are different results between them. All
of the candidates will work in international environments which means that they have

different cultures in their workplace or they themselves are from different country.
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3 METHODOLOGY

Methodology part of the thesis explains detailed information about the methods and
materials used to conduct the research. The research method, approach and strategy,

data collection, data analysis and reliability and validity will be discussed.

3.1 Research method

The main goal of this research is to investigate the connection between work motivation
and productivity in an international working environment. As a result of this research,
the goal is to understand more nowadays work motivation and productivity amongst
young adults working in international environment. This research is limited from human
resources to work motivation and productivity and the research target is limited to

young adults also known as Gen Z, who are working in international environment.

A research can be conducted either with qualitative or quantitative methods. Qualitative
research is about understanding the phenomenon that is researched whereas quantita-
tive research focuses more on generalizing and it is based on already existing theories.
(Kananen 2015, p. 65-72) In this research, qualitative methods are used. Qualitative re-
search examines the world of meaning, which is interpersonal and social. Meanings are
expressed as relationships and the entities they form. (Vilkka 2021, p. 118) Qualitative
research is about finding deeper meaning to researched topic rather than focusing on
numerical data collecting. (Hirsjarvi et al., 2010, 160-164) Thus, qualitative research fo-
cuses on outcome and meaning of the study. Qualitative analysis includes structured or
open-ended interviews as well as external observations or observations by participation.
(Laksham et al., 2000, p.371) Moreover, qualitative research is conducted by document-
ing observations, theme interviews and texts. In order to analyze these, the data must
be commensurate. Commensurate means that the interviews, observations, or other
materials are transferred into text, which makes it possible to analyze the data. In addi-
tion, transcription of data must be done from the interviews or other observations. (Ka-

nanen 2015, p. 83)
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3.2 Research approach and strategy

Research method used in this thesis in qualitative method since the aim is to find deeper
meaning and understanding about the work motivation and its affection to productivity
among young adults. The research will be conducted as theme interviews for six young
adults working in international environment. In qualitative research common data col-
lecting methods used are structured or open-ended interviews. The advantage of these
are that it actually reveals real situations and feelings. Questions are open-ended and
gives opportunity to the participants to express their thoughts and feelings. (Laksham et

al., 2000, p.374)

Interviews in this research will be open-ended interviews and more precisely theme in-
terviews including open-ended questions that are seeking answer for what, why and how.
Theme interview consist of themes that divides the topics of the interview in order to
keep it organized and clear. Themes are acting as a standard for the interview and keep-
ing it as an entity. Themes and questions are not introduced beforehand in this research.
A transcription will be done from each theme interview in order to analyze the data col-
lected later on. Transcription will be condensed and analyzed by themes. (Kananen 2015,
p. 147-170) Theme interview is selected to this research because it is the most common

method for qualitative research and makes the research clearer and more organized.
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Figure 2. Theme interview. (Adapted from Kananen 2015, p. 149)

BACKGROUND
WORK
MOTIVATION
WORK PERFOI;MANCE
PRODUCTIVITY : ENGAGEMENT
N / \ /

Figure 2 emphasizes the themes that are used in the interviews. These four themes are
background, work motivation, work productivity and performance and engagement.
These themes will help to organize the interview by themes and to keep the interview

precise and accurate.

3.3 Data collection

The interview method chosen to this research is theme interview which includes open-
ended questions about the four different themes which are background, work motiva-
tion, work productivity and performance and engagement. The aim is to find an in-depth
understanding of the topic by asking questions from the participants according to the
themes. Theme interview consist of open-ended questions in order to find deeper mean-
ings. Questions chose to this research demand explanations and more in-depth under-
standing and this is why it is a precise choice for this research. (Kananen 2015, p. 147-

170) Questions had variation in the interviews and there can be done additional
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adjustments in the interview in order to reach the themes of the interview and find an-

swers to research questions (Eisenhardt 1986, p. 539).

Data collection is an essential part of the research. The quality of the study is defined by
the adequacy, reliability and relevance of the data. Sources of data are classified into
primary sources and secondary sources. Primary sources are the sources that researcher
straightly collects, and secondary sources are sources that are already existing, but are
used again for another purpose. (Krishnaswami & Satyaprasad 2010, p. 87-86) In this
thesis, data collecting is done through theme interviews and these will be primary

sources.

Choosing the sampling for the research is essential part. Well-selected sampling results
to more accurate findings. Moreover, sampling is done to test the hypothesis of the the-
sis. When choosing the sample group there are certain issues that needs to be consid-
ered. A good sample group must fulfill certain criteria’s which are representativeness,
accuracy, precision and size. (Krishnaswami & Satyaprasad 2010, p. 52-53) In this thesis,
the sample group are young adults who are working in international working environ-
ment, as in this case all of the six participants are. The sample group of six persons is

good sample for qualitative research.

There are different sampling techniques and methods from probability to random sam-
pling and non-probability to non-random sampling. This research follows the non-prob-
ability sampling and more precisely purposive sampling. Purposive sampling means a
selection of participants by criteria decided before the research. (Krishnaswami &
Satyaprasad 2010, p. 77) Moreover, it means that for this study there are selected par-
ticipants who fits to the criteria of the study, which are in this case the generation and

working in international environment.
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Table 2. Participants to the research

Interviewees Gender Age Nationality Role
Interviewee 1 Female 23 years Finnish Commercial
Interviewee 2 Female 30 years Greek Manager
Interviewee 3 Female 19 years Finnish Seller
Interviewee 4 Male 26 years Finnish Operator
Interviewee 5 Female 25 years Finnish Coordinator
Interviewee 6 Female 22 years Finnish Manager

Interviews in this thesis were conducted as face-to-face theme interviews in the period
of 7th of June to 22" of June with six participants. Participants were chosen from the
age group of 19 to 30. There was one male and five females interviewed to this thesis
and five of them were Finnish and one Greek. All of the participants are working in an
international working environment. Interviews took approximately 45-60 minutes per

participant. The interviews were conducted in the following date and times:

Interviewee 1: June 8, 2023 from 17:00-17:45

- Interviewee 2: June 10, 2023 from 19:00-20:00
- Interviewee 3: June 7t", 2023 from 14:00-14:35
- Interviewee 4: June 9", 2023 from 16:00-16:55
- Interviewee 5: June 22", 2023 from 16:00-17:05
- Interviewee 6: June 16", 2023 from 19:00-19:45

3.4 Data analysis

Data analysis were conducted by qualitative techniques. All of the interviews held were
recorded throw phone in order to have all the data in a digital form later on. After that,
the recordings were listened and conducted into written form as transcripts of theme
interviews. This ensures that analysis can be done from the data collected (Poland, 2001,
p.629). In addition, it is essential to pick only the relevant information from the interview
for the transcription. This is called the data reduction part since the unnecessary data is

reduced from the results. (Roulston, 2014.)
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The analyzing method chosen for this research is thematic analysis. Thematic analysis is
a method used in qualitative research and its purpose is to find meanings and patterns
to different themes. (Kiger & Varpio 2020, p. 846) This is the most accurate way to ana-
lyze the data since the text can be studied precisely and from text form it is easier to
read and analyze the main findings from the study. (Kananen 2015, p. 83-85) Themes
can be built inductively or deductively. Inductive approach was used in this data analysis,
which means that the themes were emphasized from researcher’s data. In addition, re-
searcher utilized the framework of six-step process which are 1) familiarizing the data, 2)
accomplishing initial codes, 3) examination of themes, 4) analyzing themes, 5) defining

themes and 6) conducting the report. (Kiger & Varpio 2020, p. 846)

The analyzing method used in this thesis are transcripts of theme interviews. A transcrip-
tion will be done from each theme interview in order to analyze the data. Transcription
will be condensed and analyzed by themes so that all parts of the interviews are taken
into consideration. (Kananen 2015, pp. 147-170) This method of choosing certain cate-
gories from the findings will help to understand the results. Research herself can choose
the dimensions from the study or these can be existing literature. (Eisenhardt 1986, p.
540) In addition, most of the interviews were held in Finnish so these needed also to be
translated into English for the transcriptions. Researcher followed the six-step process in

order to keep on track what needs to be done in the analysis (Kiger & Varpio 2020, p.846).

After the transcripts are made, they are analyzed by the three main themes in the re-
search. The themes of motivation, productivity and engagement and performance were
analyzed by reading the transcripts one by one. Researched conducted the theme anal-
ysis by using Word and gathering all data into one document by themes in order to em-
phasize the bigger picture of the findings. After that, the results from the theme analysis
were combined with the secondary sources, so the theories used in this thesis (Eisen-

hardt, 1986).
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4 FINDINGS

This part presents all the results gained from the six different interviews that were held.
After that, the results are discussed and analyzed by themes and in accordance with the

relevant theory and lastly, the findings are summarized.

The results proved that work motivation affects work productivity in many different ways.
Motivation affects to the work and individual’s performance. Key factors for motivation
are colleagues and the team at the workplace. In addition, feedback is super important
for employees as well as good and inspiring work environment. The findings emphasize
that there are different factors affecting productivity at the workplace which are moti-
vation, health and energy, shift rotation, colleagues, and work environment. When con-
sidering productivity at the workplace, the results show that health, energy, shift and

schedule impacts more than colleagues and environment.

As a result, from the research, it can be stated that motivation is one of the key factors
in performance and engagement in the workplace. Performance and engagement are
also affected by colleagues, team, salary, position, stress, work environment, well-being,
and time management. Moreover, colleagues and team are the key factors in perfor-
mance and engagement. Findings elaborates that motivation is a key factor in working

life and affecting a lot on productivity, engagement, and performance at work.

4.1 Interview results

In the following section, the findings from the interview will be introduced by themes.

Work motivation

First theme of the interviews was work motivation and its affection. It started with the

general question of how motivated the interviewees to their work are. The results vary
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from being quite motivated to being not so motivated. Nobody answered that they are
highly motivated or not motivated at all. Also, interviewees stated that motivation can
depend on the day and that they could be more motivated or were more motivated be-

fore. Work tasks, colleagues and stress level seem to be a factor to the answers.

“Mostly I am quite motivated but there are times that | lose my motivation. Very
often | have too much work but too little time. That causes me stress and lowers
my motivation level. “— Interviewee 1

“l used to be very motivated but nowadays not that much.” — Interviewee 2

“I am very motivated actually and | like it for now. This is a temporary work for
me before my university studies starts. | like to work with customers and every day
is different. | like my colleagues a lot.” — Interviewee 3

” | am quite motivated.” — Interviewee 4
“I could be more motivated.” — Interviewee 5

“Depends on the day. Work tasks that | like to do makes me more motivated but
then all the negative issues bring the motivation down.” — Interviewee 6

Then the interviews continued with the question about level of the motivation and its
effect on the work. Most of the answers are including the result that motivation is a key
effector and when you have the motivation you will also work better. Also, one interest-
ing finding is the cultural difference from the Greek interviewee who mentioned that in
Finland the motivation and loyalty is more to themselves and not for the company. There
was also one neutral answer that stated that for her the level does not affect that much
and she will still try her best. Motivation makes employees happier and positive and days

goes faster.

“When | am motivated, | am also happier and positive towards my work. When |
am motivated, | also work faster.” — Interviewee 1

“I believe it affects a lot but also differs from my home country Greece. Commit-
ment and loyalty are mandatory in Greece, in Finland people are more loyal to
themselves and that is my mindset nowadays and my motivation is just enough
for my work.” — Interviewee 2
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“When | am motivated, | want to go to work and workday goes better and faster.
| feel like it is comfortable to be there.” Interviewee 3

“I think that motivation is one of the biggest factors affecting the productivity of
my work. When | am motivated, | am more productive. Of course, motivation also
affects well-being in the workplace. When | am motivated, | think that it is nice to
go to the office. “— Interviewee 4

“It affects quite a lot because then | also want to do the work better.” — Inter-
viewee 5

“Neutrally.” — Interviewee 6

After that, there was discussion about factors affecting to the motivation. The main fac-

tors affecting work motivation according to interviewees are stress, managers, employee

situation, colleagues, feedback, team, training, credit, environment, salary and compen-

sation, benefits, work tasks, and variability and pressure. The answers about the factors

are quite similar depending on the interviewee and include the same issues. The most

mentioned factors are feedback, environment, and colleagues.

“Stress affects negatively as well as too low salary. Managers also affect the work
a lot and if they are good, it affects positively. The number of workers is one factor
and we do not have enough workers. Colleagues affect me in a positive way when
they are nice to work with as well as in a negative way if they are rude or unfriendly.
Feedback is super important and affects the motivation as well as credit from the
work.” -Interviewee 1

“A great team includes loyalty, dedication of personal time, getting out of the com-
fort zones, and not expecting that you have to earn something. In-depth training
is one of the main factors so that | feel that | am trained for my responsibilities.” —
Interviewee 2

“Nice colleagues, good credit, and feedback are super important. It is good to
know what you are doing great and what you can still improve.” - Interviewee 3

“Colleagues are one big factor. In my opinion, work motivation is a lot higher when
there is a good team to work with. Of course, like colleagues, managers have a
big impact on motivation. If there is for example unfair treatment and unneces-
sary monitoring, it greatly reduces work motivation. The feeling that someone ap-
preciates my work boosts my work motivation. Of course, salary/compensation is
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also a factor affecting motivation. | think that almost no one is working just be-
cause it is fun. The amount of money paid is not in itself the largest of the com-
pensations affecting to motivation. Fringe benefits can also have a big impact on
motivation. When you get paid fairly for the job it also makes you feel important,
and this again boosts the motivation.” — Interviewee 4

“The main factors are work environment, colleagues, work tasks and their varia-
bility.” — Interviewee 5

“The main factors negatively are rush, pressure, bad feedback and negative peo-

ple around me. Positive factors are good feedback, feeling of success, life outside
of work and positive people around me.” — Interviewee 6

Productivity

The second theme is about productivity at the workplace. The interviewees all felt that
they are productive almost all the time or frequently. Also, productivity depends on the

day for some interviewees.
“I think | am quite productive and have good work ethic. | try to be as productive
as | can.” — Interviewee 1

“I am very productive, and | always plan how | should divide my shift in order to
cover all the needs of the day.” — Interviewee 2

“I feel that | am productive but of course, it depends on the day and how am |
feeling overall that day. | feel that | am doing my best and being as productive as
I can.” - Interviewee 3

“I am highly productive.” — Interviewee 4

“I feel quite productive at work.” — Interviewee 5

“Usually I am really productive.” — Interviewee 6

Then the discussion continued with the factors affecting to productivity which were mo-
tivation, health and energy, shift rotation, colleagues and work environment. Shift rota-

tion is a common answer in this question for those who work shiftwork. Here the key
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factors are health, well-being and environment which are affecting to the energy and

productivity the most.

“Motivation affects a lot. Also, health and good energy and also bad health and
migraine. Shift rotation — for example, if | have only a morning or evening shift, |
am more tired and less productive. In addition, colleagues, private life issues, and
stress are the main factors.” — Interviewee 1

“Shift rotation affects the most since if it is a morning shift | work more produc-
tively.” — Interviewee 2

“Good energy and good sleep. Also, how many days | have already worked. If |
had day offs, then | have more energy and productivity after that to do the work.”
— Interviewee 3

“Well, first of all, | like my work, and this is most probably the biggest factor. After
that, | would say that colleagues and the work environment are big factors when
thinking about productivity.” — Interviewee 4

“Working environment and motivation, the colleagues and how nice they are and
how different your work tasks are.” — Interviewee 5

“Negative factors are tiredness, stress and pressure and positive factors are good
sleep, not feeling rushed or pressured. Productivity depends on the work shift and
work week.” — Interviewee 6

The interviewees were also asked how the motivation affects to their productivity. Five
of the interviewees answered that motivation goes along with productivity and that the
more motivated you are the more productive you are. One of the interviewees answered
that motivation does not actually affect that much since the work tasks need to be done

anyway whether you feel motivated or not.

“Motivation affects a lot also to productivity since then | am faster, more creative
and more productivity when | am motivated.” — Interviewee 1

“The more motivated you are the more productive you are. Currently, | feel okay
and fulfill my responsibilities, but | will not want to push myself to extra work.” —
Interviewee 2
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“If  am motivated to do the work, | am more productive. These two are going
together from my point of view.” — Interviewee 3

“Motivation affects highly to my productivity.” — Interviewee 4

“It does not affect that much, when you are at work you need to do the needed
tasks even when you do not feel so motivated.” — Interviewee 5

“If  am not motivated, | am not productive.” — Interviewee 6

Performance and Engagement

Third theme was performance and engagement. There was discussion about the perfor-
mance at work and how do the participants feel about their performance. Most of the
answers emphasize that interviewees feel that they perform well at work and are trying
their best. Answers also elaborate that when you have the needed skills and training the
performance is on a better level and you feel more confident. Also, the cultural aspect
can be seen from the answer of the Greek interviewee who stated that according to

Finnish standards, her performance is more than good.

“I think It is quite good. | always try my best.” — Interviewee 1
“Comparing to Finnish standards | feel that it is more than good.” — Interviewee 2

” 1 am fast-learned and want to learn. | am independent now and like to do every-
thing by myself. | like to feel confident, so | do not really like the training process
of the work since this is still quite new work for me.” — Interviewee 3

“I'think that my work performance is on a really good level. | have the needed skills
and know-how that are needed to perform my tasks, | am motivated and produc-
tive and perform my tasks with good end results.” — Interviewee 4

“I think my performance is at a good level but could be also better.” — Interviewee
5

“I am always doing my best at work” — Interviewee 6
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The next phase was about engagement to the work. In this part, the answers vary a lot.
Some of the interviewees feel that they are committed and engaged, and some are not.
One of the interviewees is even too engaged and takes all the work to home. One inter-
viewee mentioned that it requires more time in the company to feel engaged and one

mentioned that the work feels monotonous and days repeat themselves.

“Currently | am quite committed to my work but of course, | am open to new op-
portunities.” - Interviewee 1

“Not so good at this specific workplace.” — Interviewee 2

” | haven’t been working so long in this position, so | do not still feel engaged to it.
It is something new and | like it, but | think it will require more time to achieve the
engagement to it.” — Interviewee 3

” | think that | am quite engaged. | have mainly positive feelings towards the com-
pany | am working in, | think that | belong to our team and like my work. Of course,
some days repeat themselves and the work feels monotonous. On those days |
might start to think about my level of engagement again.” — Interviewee 4

“No good or bad feeling.” — Interviewee 5

“I am maybe even too engaged. | always think to work things in my free time.” —
Interviewee 6
Then there was discussion about the motivation and its effect to performance and en-
gagement. According to interviewees, motivation is one of the key factors that affects
their performance and engagement. However, if they do not feel motivated, they still
will try their best to do the work. One participant mentioned that she is available for new

job opportunities.

“When | am more motivated, my performance is also better. My working attitude
is better, and | have more motivation to help colleagues and customers.” - Inter-
viewee 1

“Currently | am doing fine but | hope that in the future | will find new opportunities.”
— Interviewee 2
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” When | am motivated to learn my performance and engagement also grows.” —
Interviewee 3

” Motivation affects in my opinion more to the performance than it affects en-
gagement. When | am motivated, | think that | perform my tasks faster with better
quality.” — Interviewee 4

“I try my best at work even when | am not motivated towards the work tasks or
the people | work with.” — Interviewee 5

“When | am motivated, it will affect in a good way, but if | am not then | still always
will try my best.” — Interviewee 6

Further, the discussion continued with the factors affecting to the performance and en-
gagement. The main factors affecting the performance and engagement of the inter-
viewees are again colleagues, motivation, managers, salary, passion, stress level, envi-
ronment, time management, well-being, and work experience. Mostly mentioned factor

in this discussion was again colleagues.

“Colleagues and their motivation, managers and their performance, salary and if
it is too low compared to responsibilities, passion to the work, working hours and
overall atmosphere of the workplace.” - Interviewee 1

“Stress level, workplace choice and passion for work.” — Interviewee 2

” Colleagues performance, good environment, good managers and most im-
portant is a salary in this position.” — Interviewee 3

“Time is a big factor affecting my performance. If | am in a rush and all the tasks
must be performed in a certain time period, | think that my performance level de-
creases. | have also noticed that keeping breaks will boost work performance. Pas-
sion for work and well-being are also factors that are affecting my performance.
Colleagues and managers also affect work performance.” — Interviewee 4

“Main factors are definitely the work environment and the colleagues | work with.
If my colleagues are not nice to me or other people, | do not feel motivated or
happy to work in that place. Work tasks can be anything, but if the people are
mean to each other then | do not want to stay in that workplace. “— Interviewee 5

“Stress as a negative factor and not thinking anything else than work-related
things. Positive factors are salary, work experience, and position.” — Interviewee 6
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4.2 Discussion

The main target of this thesis was to find out about work motivation and its effect on
productivity amongst young adults in the international working environment. The target
group was interviewed for this thesis in order to understand the topic researched. Qual-
itative research included six face-to-face theme interviews amongst young adults work-
ing in different types of roles in international work environments. This part of represents
and discusses the results gathered in the light of the relevant theory introduced in the
thesis. The results are analyzed by themes since the interviews were theme interviews.

This makes it clearer to understand and organize the answers.

As a result of this study is to understand how motivation affects the target group’s
productivity and overall, their work. As stated in the theory, the balance between work
and private life is a new concept not studied much as well as nowadays motivation (Mor-
due, p. 13-14). Motivation is a key effector and usually motivated workers bring more

value to the company.

When considering the theory combined with the interview results about motivation
there can be clearly seen a connection. Motivation as a concept is situational, and indi-
vidual and reaches for better engagement and results (Viitala 2003, p.150). As also stated
in the interviews, motivation can vary from day to day, but the base is the same. Moti-
vation helps an individual to achieve success and be invested in the work role and organ-
ization (Mathe et al., 2011, p. 1-3). The Greek interviewee felt that in Finland the invest-
ment to the company is not on the same level as in Greece. All of the interviewees agreed
that motivation leads to better results. In addition, proper training was mentioned to
affect motivation. When analyzing motivation, training is affecting to motivation since it
will improve an individual’s skills and behavior and help to achieve motivated employees

(Bowling et al., 2008, p. 137-138).
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When emphasizing the organizational behavior, it is stated that people achieve higher
results together as a group when they work as a team with a common goal (Pettinger
2000, p. 7). Teamwork is a highly essential part of organizational behavior and gives op-
portunities to gather multiple skills and ideas (Smith et al., 2012, p. 5-6). As well as from
the results there can be seen the importance of colleagues and overall team. It is men-
tioned several times by several participants that colleagues and team are the key factors
to motivation and job satisfaction. In addition, work life can be challenging, and motiva-
tion can decrease or even disappear since employees can be asked to do more with less
resources (Ulrich 2007, p. 162-163). This can be pointed out from the results as well since
participants mentioned that their motivation has decreased, or they are not motivated
anymore. Moreover, one participant mentioned exactly the fact that there is too much

to do with too little time.

Self-determination theory is a study about intrinsic motivation which means an individ-
ual reaching their goals. It supports the idea that when a human has psychological health
and well-being in a good condition, it will lead to better results in working life and
productivity. (Gagne 2014, p.2-3) From the results of the interview, the self-determina-
tion theory can be recognized since the interviewees answered that one of the key fac-
tors affecting their motivation is stress, environment, and pressure which are all linked
to an individual’s well-being. In addition, the self-determination theory highlights the
importance of respect and feeling valued which will lead to better motivation (Jungert
et al., 2018). Interviewees answered that key factors for motivation are as well credit,
compensation, feedback, and benefits. These are all linked to the respect and value of
the employee. Cultural differences might affect motivation based on work norms, codes,
and behaviors (Shkoler 2020, p.2). As could be seen from the interview as well since the
other interviewees were from Finland and one from Greece. According to Porter and
Miles (1974) there are three main factors affecting to the state of motivation which are
employee’s personality, the job and the work environment. (Viitala 2003, p. 151) Key

factors of motivation from the interview results also are work environment and work
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tasks. Work environment was mentioned from couple times and especially the col-

leagues they are working with.

The main theory of the thesis is Maslow’s hierarchy of needs which focuses on work
productivity, motivation and organizational behavior. It is based on the set of needs
which are physiological, safety, social, esteem and self-actualization. Related to the mo-
tivation part there can be found similarities from many of the needs. Physiological need
can be comfortable working environment and salary which were mentioned as a key
factor in the interview results. Social need includes teamwork and social atmosphere
which were also mentioned in the interview as an effector to the motivation. When team
is better and strong, the motivation and atmosphere is also better. In addition, the es-
teem needs which is the respect and value of the employee and others can be clearly
pointed out from the interview results. This includes feedback, recognition and salary
which were all mentioned from the interviewees. Self-actualization needs and especially
opportunities for learning and challenge also connect to the results as variability in the

work tasks was mentioned. (Smith et al., 2012, p. 62)

The second theme in the interview was productivity and its affection for work motivation.
Work productivity is a measure of performance in the working place and it is the output
of the individual. It can be seen from the results gained. (Hastari et al., 2021, p. 426)
Most of the interviewees felt highly productive or productive. None of them felt non-
productive at their work. As studied, motivation has an impact on the productivity of an
individual. When an employee is motivated and has clear goals, they can achieve high
productivity. (Smith et al., 2012, p. 60) Productivity can be increased by attitude, moti-
vation, abilities, management of the company, work conditions, rewards, and with coop-
eration (Mawaddah & Paskarini 2021, p. 404). Interviewees mentioned the key factors
to productivity as motivation, health and energy, shift rotation, colleagues, and work
environment. These are very similar reasons with the theory except none of the inter-

viewees did not mention management or rewards at this point. One of the interviewees
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mentioned that motivation does not affect her job since the job needs to be done any-

way whether you have motivation or not.

When emphasizing Maslow’s hierarchy of needs to work productivity and its interview
results there can be pointed out a couple of observations. Again, there is a physiological
factor in the work productivity from the interview results which is the work environment.
In addition, the safety need can be recognized from the results as the interviewees an-
swered that health and energy are affecting their productivity. Safety need includes also
performance and planning which can be related to the shift rotation that was mentioned
in the interview. Social need in work productivity is again teamwork and colleagues as
well as from the interview results colleagues were mentioned in this part. (Smith et al.,

2012, p. 62-63)

The third and last theme in the interview was about performance and engagement.
When combining the theory part of the performance and engagement to the results
there can be seen similarities. Work performance is the way you present yourself at the
workplace and how you perform. According to the self-determination theory, employees
perform better when they are motivated autonomously and treated with respect (Smith
etal.,, 2012, p. 60). Interview results also showed that motivation is one of the key factors
in their performance. Some of the interviewees still mentioned that they will try their
best even though sometimes they do not feel motivated to do their work and this of
course affects negatively to the work. Performance and performance management are
essential factors in the workplace. Performance management is about improving and
evaluating employees as well as improving corporate performance, targets, and goals.
(Bowling et al., 200, p. 269-271) Two interviewees mentioned that they are available for
new opportunities. This can be combined with the theory of — the exit — voice — loyalty
— neglect framework — for job dissatisfaction, introduced before in the thesis. The part
of looking for new opportunities categorizes to exit response which means that em-
ployee is dissatisfied and either resigning or looking for new opportunities. (Robbins &

judge, p. 72)
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Work engagement as a concept is defined as mindfulness at work. An employee who is
engaged in their work is usually positive, satisfied, and has a work-related state of mind.
This consists of motivation, recognition, passion, and dedication to the work. (Shkoler &
Kimura 2020, p. 2) Engaged employees are committed, strong, and have clear goals in
their minds. They are focusing their energy well and giving their all at work. (Bakker &
Leiter 2020, p. 3-4) Interview results vary in terms of engagement. Some of the inter-
viewees feel that they are committed and engaged, and some are not. They pointed out
that the time they have been in the company affects their engagement as well as col-
leagues, motivation, managers, salary, passion for the work, stress level, environment,
time management, well-being, and achieving work experience. There are many different
factors according to the interviewees that are affecting the performance and engage-
ment. Passion was mentioned as a new factor in this section and it is highly related to
the theory of the engaged employees as they usually are highly passionate about the
work. Also, motivation plays a big role again in this part as well. These factors can also
vary a lot depending on the country, as can be seen from the answer of the Greek inter-
viewee who stated that according to Finnish standards, her performance is more than

good.

When considering Maslow’s hierarchy of needs in terms of work performance and en-
gagement there are again consistencies. As a physiological factor in this part, salary, and
environment were again mentioned in the interview. Safety need includes performance
and planning which also connects to the result of performance and engagement. Thus,
safety need connects also to well-being at the workplace. Social need and teamwork
were clearly seen from the interview results as colleagues were again a very popular
answer among the interviewees. In addition, managers were also mentioned in this sec-
tion. Esteem need also includes salary and from the status point of view also achieving
work experience would go to esteem need. Moreover, self-actualization need can be
connected to the time management part of the results since it is part of taking control

over activities at the workplace. (Smith et al., 2012, p. 62-63)
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4.3 Summary of the findings

To summarize the findings of this research there can be stated many different percep-
tions. The aim of this research was to find out the state of work motivation and its effect
on productivity amongst young adults working in the international working environ-
ment. As a result of this study, there should be more understanding of how motivation
affects the productivity of the interviewees with the help of the theory related to this
topicand used in the thesis. The theory related to the research is combined and analyzed

in the discussion part.

Work motivation was the first and biggest concept dealt with in the research. From the
interview, there can be drawn clear conclusions. First of all, motivation is a large concept
and varies from day to day still holding the basic level of motivation. It also changes over
time, some of the interviewees felt that they used to be motivated and not anymore,
and others feel that they are motivated but could be even more. All of the 6 interviewees
agreed on the hypothesis that motivation level affects positively to work and its produc-
tivity. There were also some cultural differences affecting. Interviewees stated that mo-
tivation makes them happier, more positive, faster, productive and they work better. The
factors that were affecting to their motivation were stress, managers, colleagues, feed-
back, credit, team, training, salary, benefits, work environment, work tasks, variability,
rush, pressure, and success. These all affect in a positive and negative way depending on
the situation. As a biggest factor that can be pointed out from each interview is col-
leagues at the workplace. It is clear from the results that colleagues make the most dif-
ference since you are working with them each day and if the team is strong and friendly

the motivation will also go higher.

The productivity theme in the research is also an essential part of this study. Results
show that the target group feels quite or highly productive at work. This also has of

course variations depending on the day and shifts they are working. Motivation, shift
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rotation, energy, colleagues, work environment, and overall well-being are mentioned
as key factors to productivity. Again, colleagues are pointed out in many of the interviews
but also health and well-being are one of the biggest factors in productivity in both pos-
itive and negative ways. Motivation affects to interviewee’s productivity a lot. 5 of the 6
interviewees stated that motivation has a high impact on productivity and that these
two go along together, the more motivated you are the more productive you are. An
interesting finding was that one of the interviewees answered that motivation does not
affect that much to productivity since the work has to be done in any case whether you
are motivated or not. From the results, there can be said that motivation makes the em-

ployee want to work more productive, more creative, and faster.

The third theme in the research dealt with performance and engagement and its affec-
tion for motivation. All the interviewees felt that they are performing well at their work-
place. One of the interviewees answered that it could be better as well. There can be
also seen a cultural dimension since the Greek interviewee stated that she is doing more
than good compared to Finnish standards since they have different work ethic and stand-
ards in her home country. The engagement of the interviewees varies in the answers.
Some of the interviewees were quite engaged, some were not, and one was even too
engaged. Motivation from the interviewees’ point of you is affecting performance and
engagement positively but it is not absolutely necessary. It was stated by a couple of
interviewees that even if they are not motivated, they will still do their best. In addition,
one interviewee mentioned that motivation affects more to performance than engage-

ment.

The main factors found from the research affecting performance and engagement were
colleagues, managers, salary, passion, shifts, stress level, work environment, time man-
agement, and work experience. Here the results vary quite a lot but still, colleagues and
managers were mentioned a couple of times as a key factor. Also, the work environment
and passion for work were highlighted. In conclusion, performance and engagement are

affecting motivation somehow, but employees can perform quite well also without
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motivation since they must work. In addition, the employee can perform well even
though they would not feel that engaged in the work. Still, if employee has good moti-

vation, they could perform better and feel more engaged in the work.
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5 CONCLUSION

This thesis observes the connection between work motivation and productivity in an
international working environment amongst the young adults. Through this research,
the goal is to have a deeper understanding about nowadays work motivation amongst
young adults and how it is affecting to productivity and other relevant fields such as

performance and engagement.

This field was not yet deeply researched since the generation is entering the working life
and therefore it is highly essential to understand them. The qualitative research was
conducted as face-face theme interviews to six different participants in order to under-
stand the phenomenon researched. The interview was conducted as a theme interview
including three different main themes and background information. All of the interview-
ees were young adults working in different roles from managers to basic level employ-
ees. There were five females and one male participating to interview. Five of them were
Finnish and one Greek. This interview group enabled the results to be more diverse since

they were different ages, nationalities, and genders.

Through this research, there can be answered to the research question on how motiva-
tion affects to the productivity of these young adults. It can be stated that productivity
depends on the day and has variations. The interviewees who work shift work and has
a different kind of schedules stated that it affects productivity. The most important fac-
tors for productivity that could be found from this research are motivation, health and
energy, shift rotation, colleagues, and work environment. One interviewee stated that
motivation does not play that huge role and that the work still needs to be done but still
the major agreed that the more motivated you are to the work the more productive you
are. As a conclusion major of the findings emphasize that motivation is a main factor to
productivity in a positive way, when you feel motivated you will most probably also be

more productive.
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Furthermore, it can be stated that work motivation is a highly important factor in young
adults’ working careers. Motivation is a multifaced concept, depending on the day and
time but remaining at the base level. Motivation affects to the work and how individuals

perform at the workplace as well as the productivity of the work.

The second research question was about the factors affecting to the motivation. It was
found out from the research that the key factor for young adults’ motivation are col-
leagues and the team at the workplace. When the team is strong and colleagues are
nice, the work also feels more motivating. On the contrary, if the colleagues are not nice
or the team is not good, it will affect negatively the motivation. Other relevant findings
from the research are that feedback and work environment make an impact on work
motivation as well. It is important to receive feedback on the work done to understand
how the employee is performing and what they can improve. Positive feedback is always
encouraging and motivating as well as the work environment in general. When the work
environment is good more likely the people will also thrive better. Therefore, companies
should focus on the work environment including the people who are working there to

also achieve higher results in other fields.

Third research question were about high motivation, and can it be seen in work results
and productivity. As a result, from the interview, it can be stated that motivation is one
of the key factors that affect to performance and engagement even though it is not ab-
solutely necessary. Moreover, if employee has high motivation, they are more likely to

perform better and feel more engaged in the work.

The last topic researched in this thesis was performance and engagement and its effect
on motivation. Answers elaborate that performance is better with proper training and
confidence in the work. There are also cultural dimensions affecting to the research.
Engagement in the work is achieved with a passion for the work and with motivation.
Other factors affecting to engagement and performance found from the research are

colleagues, motivation, managers, salary, position, stress level, environment, time
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management, well-being a work experience gained. Again, colleagues and team are
playing the key factors and affecting the most. As a conclusion performance and engage-
ment are affecting to motivation but are not absolutely connected since an employee
can perform well without motivation to work. This means that the employee is just fo-
cusing on the fact that he or she needs to work even though the work does not seem

interesting.

The results are highly connected to the organizational behavior and the importance of
the colleagues and team. When the employees are valued, committed and heard they
are also happier in the company. Participants proved the importance of colleagues and
team by pointing it out multiple times in the interviews as a biggest factor in motivation

and well-being.

As a result of this research, it is easier to understand the reasons behind work motivation
and its affection. Young adults were a relevant target group for this result since they are
the future of the working life. From this research we can learn the importance of the
team and colleagues and overall the atmosphere at the work. This should be the primary
focus of each company in order to achieve highly committed, motivated and happy
workers who are willing to develop in their careers and stay long time in the company.
Also, as a result of good working environment there would be more happy people since
the working life affects to our life a lot and if people are happy and successful and work

it could be also seen in their private life.

5.1 Limitations

There are certain limitations affecting to this research. First of all, the sample size was
six interviewees. This can affect to the study since there can be a risk of not receiving
enough information for the study. However, these six interviews were conducted as a
face-to- theme interviews which allowed to gather in-depth data for the research. An-

other limitation affecting to the study is the selection of participants. It was limited to
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certain age group and only to people working in international environment in different

fields. Also, the position and field could affect to the results.

5.2 Practical implications

Work motivation affects to the work productivity in many ways. The findings suggest
that the most affecting factors are colleagues and work team. In addition, feedback was
highly important. As a practical implication, companies should focus more to the team
and work environment to create a strong and happy team. Also, feedback was another
key finding. Companies should have regular meetings or other happenings where em-
ployees would receive feedback from their work at regular intervals. When considering
productivity at the workplace, even more important factors that the research suggest
are health and energy. This could be applied to working life by ensuring that all employ-
ees have a proper health care service. Energy could be ensured with the workload, work
hours and shift rotation being reasonable. Motivation also was found out to be one of
the key factors to engagement and performance at the workplace. Motivation could be
improved in a practical manner by for example ensuring good work-environment, good

benefits, nice colleagues, and salary.

When combining key findings with the theory used in the research there is a clear con-
nection. First, findings suggest that colleagues and work team are the main factor to
motivation. Also, Maslow’s hierarchy of needs includes the social need with involvement
of other, teamwork and social atmosphere (Smith et al., 2012, p.62). Moreover, it was
stated that personnel, managers, and supervisors affect positively to the well-being at
work (Saramies & Tornroos 2021, p. 40-41). According to Porter and Miles (1974) there
are three main factors that increases motivation. These are employee’s personality, the
job, and the work environment (Viitala 2003, p. 151). The colleagues are not represented
in these as a key factor but mentioned in all the parts in some way. Self-determination
theory shoes also that conditions that affect positively to employee well-being are af-
fecting positively to productivity and commitment (Gagne 2014, p. 13). It is argued that

employees’ health and well-being are very important workplace outcomes (Gagne 2014,
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p. 2-3). As it was found out from this study as well that the well-being at work is one of
the most important factors. This research emphasizes new findings about the work mo-

tivation emphasizing the importance of colleagues and work environment.

According to the relevant theory, the factors affecting to productivity are motivation,
attitude, abilities, and management of the company (Mawaddah & Paskarini 2021, p.
404). This research suggests that even more important factors to productivity are health
and energy. In addition, it is stated that employees who are engaged to the work are
also more motivated (Scholer & Kimura 2020, p.38). This contributes with the research

findings as well.

5.3 Future research suggestions

As stated before, the work behavior and motivation amongst Gen Z is not enough re-
searched field since this generation is still entering the working life (Aggarwal et al., 2022,
p. 1). Employers are struggling to understand today’s generations and how they act in
working life (Mahmoud et al., 2021, p. 194). Therefore, this field of study is highly im-

portant to research and continue researching.

Although this study emphasized the connection between work motivation, productivity
and other relevant fields there is still space for further research. As an example, this
study focuses now on this specific group of people working in specific fields. With differ-

ent sample selection, there could be already different results gained.

The researcher suggests that her findings from the work motivation amongst young
adults could be applied to different participants. Moreover, the importance of well-being
at workplace was mentioned multiple times in the research results and could be further
researched more from this point of view. Furthermore, how well-being affects to the
motivation and results in the working life. It was found out that well-being is one of the
most important factors for success in the company. Field of well-being is highly important

factor which is valuable topic for further academic investigation.



60

References

Aggarwal, A., Sadhna, P., Gupta S., Mittal, A., & Rastogi, S. (2022). Gen Z entering the
workforce: Restructuring HR policies and practices for fostering the task perfor-
mance and organizational commitment. Journal of public affairs, 22(3), -n/a.
https://doi.org/10.1002/pa.2535

Akkan, E., Lee, Y., & Reiche, B. S. (2022). How and when do prior international experi-
ences lead to global work? A career motivation perspective. Human recourse
management 61(1), 117-132. https://doi.org/10.1002/hrm.22083

Andresen, M., Lazarova, M., Apospori, E., Cotton, R., Bosak, J., Dickmann, M. & Smale,
A. (2022). Does International work experience pay off? The relationship between
international work experience, employability and career success: A 30-country,
multi-industry. Human resource management journal, 32(3), 698-721.
https://doi.org/10.111/1748-8583.12423

Anon. (2015). Making people want to come to work: How transformationl leadership
and meaningful work improve motivation, work engagement — and productivity.
Development and Learning in Organizations, 29(5), 28-30.
https://doi.org/10.1108/DL0O-05-2015-0047

Antentas, J. M. (2022). Global internationalism: An introduction. Labor history, 63(4),
425-440. https://doi.org/10.1080/0023656X.2022.2139819

Bakker, A. B., & Leiter, M. P. (2010). Work Engagement: A Handbook of Essential Theory
and Research. https://doi.org/10.4324/9780203853047

Blackwell Publishers Ltd. (2000). Introduction to Work and Organizational Psychology.
Edited by Nik Chmiel.

Bogardus, A. M., & Bogardus, A. (2004). Human Resources JumpStartTM. Sybex.

Bowling, P., Festing, M. & Engle, A. (2008). International Human Resource Management.
Fifth Edition. Cengage learning EMEA.

Chen, S., Fan, Y., Zhang, G., & Zhang, Y. (2021). Collectivism-oriented human resource
management on team creativity: Effects of interpersonal harmony and human re-
source management strength. International journal of human resource manage-

ment, 32(18), 3805-3825. https://doi.org/10.1080/09585192.2019.1640765


https://doi.org/10.1002/hrm.22083
https://doi.org/10.111/1748-8583.12423
https://doi.org/10.1108/DLO-05-2015-0047
https://doi.org/10.4324/9780203853047

61

Child, J., Faulkner, D. & Pitkethly R. (2001). The Management of International Acquisi-
tions. Oxford University Press.

Dessler, G. (2013). Human Resource Management. Thirteenth Edition. Florida Interna-
tional University. Pearson.

Eisenhardt, K. M. (1989). Building Theories from Case Study Research. The Academy of
Management review, 14(4), 532-550. https://doi.org/10.2307/258557

Gagne, M. (2014). The Oxford Handbook of Work Engagement, Motivation, and Self-De-
termination Theory. Oxford University Press, Incorporated, 2014.

Hassi, A. (2019). “You get what you appreciate”: Effects of leadership on job satisfaction,
affective commitment and organizational citizenship behavior. International jour-
nal of organizational analysis (2005), 27(3), 786-811.
https://doi.org/10.1108/1JOA-08-2018-1506

Hastari, S., Mufidah, E., Wahyudi, P., & Laksmita, D. (2021). Contribution of work ability
and work motivation with performance and its impact on work productivity. Man-
agement science letters, 11(2), 425-434,
https://doi.org/10.5267/j.msl.2020.9.026

Hirsjarvi, S., Remes, P. & Sajavaara P. 2010. Tutki ja kirjoita. Tammi

Hofstede, G., & Mintu, A. T. (1992). Cultures and organizations — software of the mind.

Journal of international business studies, 23(2), 361.

Ho, N.,, T. T,, Hoang, H. T., Seet, P., Jones, J., & Pham, N. T. (2022). Career satisfaction
antecedents of professional accounting returned in international workplaces: An
employee experience perspective. Employee relationg, 44(5), 1014-1029.
https://doi.org/10.1108/ER-06-2021-0258

Inceoglu, ., Segers, J., & Bartram, D. (2012). Age-related differences in work motivation.
Journal of Occupational and Organizational Psychology 85(2), 300-329.

https://doi.org/10.1111/j.2044-8325.2011.02035.x

Jiang, K., Lepak, D.P., Han,K., Hong, Y., Kim, A., & Winkler, A. (2012). Clarifying the con-

struct of human resource systems: Relating human resource management to


https://doi.org/10.5267/j.msl.2020.9.026
https://doi.org/10.1111/j.2044-8325.2011.02035.x

62

employee performance. Human resourse management review, 22(2), 73-85.

https://doi.org/10.1016/j.hrmr.2011.11.005

Jokinen, T., Brewster, C., & Suutari, V. (2008). Career capital during international work
experiences: Contrasting self-initiated expatriate experiences and assigned ex-
patriation. International journal of human resource management, 19(6), 979-998.

https://doi.org/10.1080/09585190802051279

Jungert, T., Van den Broeck, A., Schreurs, B., & Osterman, U. (2018). How Collegues Can
support Each Other’s Needs and Motivation: An Intervention on Employee Work
Motivation. Applied psyckology, 67(1), 3-29. https://doi.org/10.1111/apps.12110

Kanfer, R., Frese, M., & Johnson, R. E. (2017). Motivation Related to Work: A Century of
Progress. Jounal of applied psychology, 102(3), 338-355.
https://doi.org/10.1037/apl0000133

Kananen, J. 2015. Opinndytetydn kirjoittajan opas. Jyvaskylan Ammattikorkeakoulu.

Kiger, M.E., & Varpio, L. (2020). Thematic analysis of qualitative data: AMEE Guide No.
131. Medical teacher, 42(8), 846-854.
https://doi.org/10.1080/0142159X.2020.1755030

Krishnaswami, O., & Satyaprasad, B. (2010). Business research methods. Himalaya Pub-
lishing House.

Kleinbeck, U., Quast, H., Thierry, H. & H,,ucker, H. (1990). Work Motivation. 1% Edition.
Psychology Press.

Laksham, M., Sinha, L., Biswas, M., Charles, M., & Arora, N. K. (2000). Quantitative vs
qualitative research methods. The Indian Journal of Pediatrics, 67(5), 369-377.
https://doi-org.proxy.uwasa.fi/10.1007/BF02820690

Lavy, S., & Littman-Ovadia, H. (2017). My Better Self: Using Strengths at Work and Work
Productivity, Organizational Citizenship Behavior and Satisfaction. Journal of ca-
reer development, 44(2), 95-109. https://doi.org/10.1177/0894845316634056

Leroy, h. (2021). Beyond intrinsic and extrinsic motivation: A meta-analysis on self-de-
termination theory’s multidimensional conceptualization of work motivation. Or-
ganizational psychology review, 11(3), 240-273.
https://doi.org/10.1177/20413866211006173


https://doi.org/10.1016/j.hrmr.2011.11.005
https://doi.org/10.1111/apps.12110
https://doi-org.proxy.uwasa.fi/10.1007/BF02820690
https://doi.org/10.1177/0894845316634056
https://doi.org/10.1177/20413866211006173

63

Linuwih, E.R., & Handayani, G.K. (2022). The Input of a Successful EFL Learner and the
Mastery of Gen-Z Slangs. IDEAS: Journal of English Language Teaching and Learn-
ing, Linguistics and Literature, 10(2), 1150-1163.
https://doi.org/10.24256/ideas.v10i2.2977

Lohela-Karlsson, M., Jensen, I., & Brjorklund, C. (2022). Do attitudes towards work or
work motivation affects productivity loss among academic employees? Interna-
tional journal of environmental research and public health, 19(2), 934.
https://doi.org/10.3390/ijerph19020934

Roulston, K. (2014). Analysing interviews. The SAGE handbook of qualitative data analy-
sis. SAGE.

Ulrich, D. (2007). Henkiléstéjohtamisella huipulle. Talentum Media Oy.

Machado, C., & Davim, J.P. (2018). Organizational Behaviour and Human Resource Man-
agement. Springer international publishing.

Mahmoud, A. B., Fuxman, L., Mohr, I., Reisel, W. D., & Grigoriou, N. (2021). "We aren’t

I”

your reincarnation!” workplace motivation across X, Y and Z generations. Inter-
national journal of manpower, 42(1), 193.209. https://doi.org/10.1108/1JM-09-
2019-0448.

Mathe, H., O’Keefe, M. & Pavie, X. (2011). Valuing People To Create Value: An Innovative
Approach to Leveraging Motivation At Work. World Scientific Publishing Com-
pany.

Mawaddah, N., & Paskarini, I. (2021). THE RELATIONSHIP BETWEEN EDUCATION, JOB
SATISFACTION, AND WORK MOTIVATION TO WORK PRODUCTIVITY (INVESTIGA-
TION ON WORKERS IN THE WELDING SECTION OF RACK PRODUCTION AT UD.
KING RACK, SURABAYA, INDONESIA.) The Indonesian journal of public health,
16(3), 404-415. https://doi.org/10.20473/ijph.v16i3.2021.404-415

Mordue, S. J. How to Thrive at Work: Mindfulness, Motivation and Productivity. Critical
Publishing.

Pancasila, I., Haryono, S., & Sulistyo, B.a. (2020). Effects of work motivation and leader-

ship toward work satisfaction and employee performance: Evidence from


https://doi.org/10.3390/ijerph19020934
https://doi.org/10.1108/IJM-09-2019-0448
https://doi.org/10.1108/IJM-09-2019-0448

64

Indonesia. The journal of Asian finance, economics, and business, 7(6), 387-297.
https://doi.org/10.13106/jafeb.2020.vol7.n06.387

Pettinger, R. (2000). Organisational Behaviour. MacMillan Master Series.

Poland, B. (2001). Transcription quality., In J. F. Gubrium, & J. A. Holstein. Handbook of
interview research. Sage Publications, Inc.
https://dx.doi.org/10.4135/9781412973588.n36

Robbins, S., & Judge, T. A. Essentials of organizational behavior. Global edition. Pearson.

Robertson, T. T. (2010). Personnel Psychology and Human Resources Management. Wi-
ley-Blackwell.

Saramies, J. & Tornroos, M. (2021). Henkiléstéanalyytikka — Mittaa ymmdrrystd me-
nesty. Alma Talent Oy.

Shkoler, O., & Kimura, T. (2020). How Does Work Motivation Impact Employees’ invest-
ment at Work and Their Job Engagement? A Moderated-Moderation Perspective
Through an |International Lens. Frontiers in Psychology, 11, 38-38.
https://doi.org/10.3389/fpsyg.2020.00038

Seo, M., Barret, L.F., & Bartunek, J.M. (2004). The Role of Affective Experience in Work
Motivation. The Academy of Management review, 29(3), 423-439.
https://doi.org/10.2307/20159052

Smith, P.E., Farmer, M., Yelloeley, W., & Smith, P. (2012). Organizational behavior.
Routledge.

Steffensen, D.S., Ellen, B.P., Wang, G., & Ferris, G.R. (2019). Putting the “Management”
Back in Human Resource Management: A Review and Agenda for Future Re-
search. Journal of management, 45(6), 2387-2418.
https://doi.org/10.1177/0149206318816179

Suutari, V., Brewster, C., Makel3, L., Dickmann, M., & Tornikoski, C. (2018). The Effect of
International Work Experience on the Career Success of Expatriated: A compari-
son of Assigned and Self-Initiated Expatriates. Human Resource Management,
57(1), 37-54. https://doi.org/10.1002/hrm.21827

Viitala, R. (2003). Henkiléstojohtaminen. 2-3 painos. Edita Prima Oy.

Vilkka, H. (2021). Tutki ja kehitd. PS-kustannus. 5. paivitetty painos.


https://doi.org/10.3389/fpsyg.2020.00038
https://doi.org/10.1177/0149206318816179
https://doi.org/10.1002/hrm.21827

65

Westover, J.H., & Taylor, J. (2010). International differences in job satisfaction: The ef-
fects of public service motivation, rewards and work relations. International jour-
nal of productivity and performance management, 59(8), 811-828.
https://doi.org/10.1108/17410401011089481

Wright, P.M., & McMahan, G.C. (2011). Exploring human capital: Putting ‘human’ back
into strategic human resource management. Human resource management jour-

nal, 21(2), 93-104. https://doi.org/10.1111/j.1748-8583.2010.00165.x


https://doi.org/10.1108/17410401011089481

66

Appendices

Appendix 1. Theme interview questions

This face-to-face interview is carried out with the aim to analyze the connection between
work motivation and work productivity in an international working environment.

BACKGROUND
\ )
WORK
MOTIVATION
WORK PERFOI‘\;&MANCE
PRODUCTIVITY . ENGAGEMENT
N / ‘\\ g

Themes in the interview.

Background
1. Gender:
2. Age:
3. Nationality:

4. What is your current position?

Work motivation

5. How motivated are you to your work?
6. How do you feel that the level of your motivation affects to your work?

7. What are the main factors affecting to your motivation at work and why?
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Productivity

8. How productive do you feel that you are at work?
9. What affects to your productivity?

10. How does your motivation affect to your productivity?

Performance & Engagement

11. How do you feel about your performance at work?
12. How do you feel about your engagement to your work?
13. How does your motivation affect to your performance and engagement?

14. What are the main factors affecting to your performance and engagement?



