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Problem: Motivation is the number one problem facing 

businesses today. It is essential for employers to recognize what 

motivates employees in order to improve productivity and 

ensure the success of the company. Even though employee 

motivation is a well researched topic, most studies have 

particularly focused on small domestic companies. 

Opportunities within MNCs and small companies are 

significantly different.  

Purpose: The purpose of this dissertation is to explore what 

motivates employees to work. Focus will be on employees 

working in multinational corporations in Sweden. In order to 

do so, we aim to identify key factors which have an impact on 

motivation at work. This study will contribute with a 

framework of motivational factors in a organization. It will 

also give an insight in employees’ attitudes towards motivation 

and what motivation means to them.  

Methodology: This paper will use a qualitative method. The 

study is based on an interpretivistic philosophy with an 

abductive research approach. In order to answer our research 

question, primary data is collected through interviews with a 

number of employees from multinational companies in 

Gujarat. This research strategy enables us to make 

investigations about work motivation. 

Conclusions: After analyzing the motivational factors in our 

study, we can make the conclusion that motivation is highly 

personal and differs from individual to individual. Work 

motivation is also not consistent over time, meaning, the factor 

which motivates an individual today will most likely not be the 

same motivational factor a year from now. It is clear that 

personal circumstances will have an impact on employee 

motivation. Results reveal that employees who are in the same 

profession are similarly motivated and satisfied in their work. 

 
I.  INTRODUCTION 

 
he initial chapter presents the background of the study 

and explains why the topic was chosen for this paper. 

The problem of the chosen subject will be described, 

followed by the purpose, research question and the 

theoretical limitations of the paper. The final part consists 

of the disposition of the study.  

 

Managers needs to have a good understanding of what 

motivates different people, which factors influence their 

level of motivation and what steps can be taken to 

enhance motivation or keep it at a satisfying level. 

Distinguishes motivation as a core competency of 

leadership and gives examples of companies where the 

term motivation plays an important role; leaders at 

Microsoft are considered to create an environment where 

the best employees can perform their very best work. 
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III.  LITERATURE CITED 

 
Motivation is a complex concept and can, therefore, be 

defined in several ways. Here are two definitions 

presented: Latham (2007) writes that “The term 

motivation is a derivation of the Latin word for 

movement, movere”(p.3). Björklund (2001) on the other 

hand points out that ” Motivation can be described as the 

need or drive that incites a person to some action or 

behavior. The verb motivate means to provide reasons for 

action”  

 
IV. LITERATURE REVIEW 

 

This section will provide a review of the literature used to 

analyze the study. The goal is to give a substantial 

framework for understanding motivation and why it is 

vital in the working environment. A definition of the word 

”motivation” will be presented and theoretical models 

such as Need theories of Motivation, and concepts will 

also be illustrated.  

 
A. Work Motivation  

Motivation is a complex concept and can, therefore, be 

defined in several ways. Here are two definitions 

presented: Latham (2007) writes that “The term 

motivation is a derivation of the Latin word for movement, 

movere” (p.3). Björklund (2001) on the other hand points 

out that” Motivation can be described as the need or drive 

that incites a person to some action or behavior. The verb 

motivate means to provide reasons for action” (p.4).  

Motivation is important in everything we do, especially at 

the work place. If we do not feel driven to do our job then 

the work will not be successfully accomplished. We need 

to be able to wake up in the morning feeling happy about 

going to work, yet every individual does not experience 

T 
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this feeling. Humans are motivated to work by different 

things; it can be everything from money to a flexible 

schedule; our life situation and external circumstances are 

the main decisive factors. This indicates that motivation is 

extremely personal; even if two individuals are exposed to 

the same situation they would still react in various ways 

and be motivated by totally different factors. Lundberg, 

Gudmundson and Andersson (2009) study of work 

motivation on seasonal workers supports the theory that 

motivation varies between employees. Let us picture a 

business situation where the goal is to increase the sales 

profit with five percent. Employees would react 

differently to this goal; one might think that the goal is too 

high; another person might pass it as too low, even though 

they are both competent in delivering the goal. Both 

employees are motivated on a different scale; the first 

person may think that the goal is unrealistic and wants to 

lower it, whereas the other person thinks that the difficulty 

is low compared to what is achievable and it is not enough 

18 challenging (Kessler, 2003). The beliefs and opinions 

of an individual change during time as well as the 

motivation. For an employee to experience motivation 

there have to be certain rewards, meaning that the 

employee must feel that his/or her work is meaningful and 

leads to reaching the goals of the company. The 

combination of motivation and needs will influence action 

(Kessler, 2003).  

 

B. Motivational theories  

There are several theories explaining motivation. This 

thesis will focus on three classical need theories; 

Maslow’s Hierarchy of needs, Herzberg’s two-factor 

theory and Lawrence’s Four-Factor theory. The theories 

were already familiar in the beginning of our research and 

we are aware that they are quite old but still very popular 

in the field of work motivation. The theories are best 

suitable to our empirical material and research question. 

All of the three theories are connected to each other in 

some way and can be applied in real life situations. 

According to Molander (1996) need theories describe that 

it is possible to identify human needs, and through this 

identification of needs we can find out what motivates 

individuals and also how their needs can be fulfilled. 

Although the theories are commonly used in theoretical 

examinations there are of course some limitations and 

exceptions within each theory. The need theories do not 

describe techniques on how to motivate employees, which 

is not the purpose of this dissertation, rather they provide 

an understanding of the concept motivation. The 

following part will describe the chosen theories which 

have been tested by some of the earliest thinkers (Kessler, 

2003).  

   1)  Abraham Harold Maslow  

The hierarchy of needs is one of the first theories about 

work motivation by Abraham Maslow. However, Maslow 

was not the first person who tried to address the issue of 

motivation, other thinkers such as Sigmund Freud and 

Carl Jung also did a lot of research on the topic (Kessler, 

2003). According to Maslow there are five human needs: 

physiological, safety, belongingness and love, self-

esteem, and self actualization needs. After introducing his 

classical theory about the five different human needs he 

created his well known model 19 which he called the 

hierarchy of needs. At the bottom of the pyramid Maslow 

placed the physiological needs and at the very top of the 

pyramid he placed the self actualization needs (Molander, 

1989). In order for a human to reach the summit of the 

pyramid all of the five needs have to be fulfilled starting 

with the physiological needs at the bottom. Once the 

“lower needs” have been satisfied they do not longer 

motivate and the human does no longer strive to satisfy 

these needs. After satisfying the “lower needs” the human 

will then work his way up the “ladder” to face new needs 

that have emerged and that have to be fulfilled. The new 

needs further up the pyramid are self-esteem and self- 

actualization where Maslow argues that there is no end 

once you reach this level (Molander, 1989). The five 

human needs will be shortly explained below, and the 

starting point in the hierarchy is the basic needs, also 

called physiological needs.  

The physiological needs represent the most important 

needs for human survival, and that is food and water 

(Maslow, 1970). What should be kept in mind is that these 

needs have to be fulfilled first, before other needs can 

emerge and be satisfied. The following part describes an 

example; if a person is hungry and does not have enough 

food or water, other needs will not be important, he will 

only want to eat and drink. When the basic needs are 

fulfilled, the person will then try to satisfy other needs 

(Maslow, 1970). Figure 3.1 illustrates the hierarchy of 

needs.  

Figure 3.1: Maslow’s Hierarchy of needs  

(Source: tutor2u, 2010) 20 After the basic needs have 

been satisfied new needs will emerge. These new needs 

are called safety needs which refer to security, stability 

and protection (Maslow, 1970). As in the previous 

example with the physiological needs, new needs have 

now taken over since the former needs have already been 

fulfilled (Maslow, 1970). A person might now have the 

desire to have a good job with good working conditions, 

salary and retirement plan rather than an urge for food and 

water (Adair, 2006). Once the safety needs have been 

gratified there is no longer something to fulfill and just 

like with the physiological needs, new needs are being 

developed after the fulfillment of the safety needs and the 

process repeats itself (Maslow, 1970). The third type of 

need is the belongingness and love needs. After fulfilling 

the basic needs and safety needs, humans start to feel 

lonely and our greatest desire will be to seek for love and 

affection from others. This could for example be that we 

want to be part of a group of friends, colleagues and 

family (Maslow, 1970). A person that once was hungry 

and looking for safety will no longer be motivated to 

fulfill those needs since they have already been 

accomplished. The new motivation that will dominate the 

once hungry person will be love and affection from others 

(Maslow, 1970).  

When you have satisfied your physiological, safety and 

belongingness and love needs a fourth need arises. 

Maslow called this fourth need, esteem need, or self-

esteem (Maslow, 1970). According to Maslow the self-

esteem needs can be divided into two groups. In the first 

group we find factors such as desire for strength, 

achievement, confidence and independence. In the second 
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group of esteem needs we find desire for reputation, 

respect, dominance and to be more important to other 

people (Maslow, 1970). Finally, Maslow named the top of 

the pyramid self-actualization need. The self- 

actualization need “refers to a man’s desire for self-

fulfillment, namely, to the tendency for him to become 

actualized in what he is potentially (Maslow, 1970 p. 46). 

By this Maslow meant that humans perform things they 

are capable of doing, for example an artist paints pictures 

and becomes self- fulfilled since he does what he knows 

best (Maslow, 1970).  

One of the problems with Maslow’s hierarchy of needs is 

that the theory is often misunderstood. The theory 

specifies that once a human need has been satisfied other 

needs will emerge. This situation can be misinterpreted as 

if the previous needs will disappear and new needs will 

take its place. However, this is not the case, instead 

Maslow means that a 21 human can have several needs 

but some needs will dominate and be more important. For 

example, when a human experience hunger or thirst this 

need will dominate over other needs, but once that need 

has been satisfied it will not disappear (Pinder, 1984). 

Maslow also points out that every individual is different 

and can experience needs in other order than the pyramid 

suggests, hence, the theory was not meant to be universal. 

Another concern about the theory is that not every 

individual is aware of his or her needs. Maslow says that 

if the needs are identified then there are ways to take 

action and motivate people, yet if individuals are not 

conscious about their needs it is difficult to take action 

and try to motivate. With this said, Maslow’s hierarchy of 

needs is not as simple and uncomplicated as we may 

think. Finally, the theory has been very popular in 

understanding organizational behavior, still the theory do 

not have much scientific evidence (Pinder, 1984).  

 

  2)  Frederick Herzberg  

After Maslow introduced his Five-factor model of human 

needs, many other similar models have been created; one 

of those models is Herzberg’s Two- factor theory. 

Herzberg decided to test his theory through interviews 

with engineers and accountants in different organizations 

(Pinder, 1984). The employees were asked to think about 

a situation where they felt extra good or extra bad about 

their work, and they were also asked to describe the 

surrounding when the situation occurred and finally the 

consequences of this incident. The total sample was 203 

employees, and once the sample was collected Herzberg 

analyzed the data. Herzberg could observe specific 

patterns and the analysis resulted in a classification of two 

groups of human factors; the motivators and the hygiene 

factors (Pinder, 1984). This model is more related to the 

motivation to work. The characteristics of hygiene needs 

are; supervision, interpersonal relations, physical working 

conditions and salary and among the motivational needs 

we find factors such as responsibility, achievement, 

recognition and self- actualization (Herzberg et al, 1959). 

Herzberg called the motivators satisfiers. Trough 

interviews, Herzberg discovered that achievement was a 

great satisfier among the employees, meaning when 

employees were able to successfully complete a task. 

Another factor which proved to be important for the 

respondents was to have an interesting and varied work 

(Pinder, 1984). Finally, these satisfiers were important to 

the respondents because they were related to individual 

growth and development. The other category, hygiene 

factors, was 22 identified as dissatisfiers. Here, Herzberg 

found that poor working conditions and a miserable 

relationship with the supervisor were the main 

dissatisfiers among the employees. Herzberg concluded 

that the motivators were mainly related to the work itself, 

and hygiene factors were associated with the working 

environment (Pinder, 1984).  

Herzberg differentiated between two types of individuals 

which he called hygiene seekers and motivator seekers 

(Pugh, 1997). The people whom Herzberg referred to as 

hygiene seekers, were the ones who only stayed satisfied 

and motivated if they were rewarded with something such 

as salary for performed work (Pugh, 1997). Herzberg said 

that satisfying the hygiene needs will not result in higher 

job performance it will only help to prevent job 

dissatisfaction (Herzberg et al, 1959). The motivator 

seekers are people that actually find satisfaction and 

motivation in the performance of their work. When the 

motivational needs (responsibility, achievement, 

recognition and self- actualization) are well satisfied this 

will result in higher work performance and job 

satisfaction (Landy et al, 2004). To briefly summarize 

Herzberg’s theory, humans have two sets of needs, 

compared to Maslow who introduced us to five levels of 

human needs. Herzberg’s motivators are connected to 

self-actualization and hygiene needs are linked to the job 

surrounding. The Motivator-Hygiene theory has 

similarities to Maslow’s hierarchy, where Maslow also 

identified recognition and self-actualization needs along 

with safety needs such as working conditions and salary. 

Figure 3.2 shows how Maslow’s five human needs and 

Herzberg’s satisfiers and dissatisfiers are connected to 

each other.  

Figure 3.2: Maslow  

& Herzberg 23 After Herzberg introduced his two factor 

theory, several researchers attempted to test and 

understand the theory. The results appeared to be very 

mixed, where some studies criticized the theory and other 

supported it (Pinder, 1984). Critics argued that the 

interviewees in Herzberg’s study did not want to look bad 

so they linked satisfaction to their own successful actions, 

and blamed negative feelings, hygiene factors, on 

situations which did not lie within their control such as 

working conditions. These arguments questioned the 

validity of the theory. Behavior research is problematic to 

evaluate since, as stated above, the interviewees can 

describe situations to make them look better. Supporters 

claim that the theory was not tested in the right way with 

appropriate instruments and that the critics did not bring 

adequate evidence of the theory’s validity (Pinder, 1984).  

 
   3)  Paul Lawrence  

Our third choice of theory is Lawrence’s four factor 

theory of human nature which is a following theory to 

Maslow’s hierarchy of needs and Herzberg’s two factor 

theory. According to Lawrence there are four factors that 

influence human choices also known as drives; the drive 
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to acquire, the drive to bond, the drive to learn and the 

drive to defend. The four human drives will be further 

explained below. The basic question in this theory is: 

“what drives an individual?” (Berggren, Gustavsson, & 

Johnsson, 2009, p.24). Lawrence also points out that 

every human have several drives but that all drives cannot 

be satisfied every time.  

The first factor, the drive to acquire, specifies that humans 

drive to improve status by acquiring experiences. This is a 

very common feature of human nature. An example of 

this is that humans compete with each other in various 

ways. In the working place employees may compete about 

different positions within the company which will lead to 

higher status and salary. Employees will also try to 

acquire rewards for their accomplished work in order to 

gain recognition (Berggren et al., 2009). Next, the drive to 

bond is the desire to create relationship with others, and is 

completed when the bond is mutual and shared. 

Employees who are working together in groups have the 

advantage of better managing environmental threats in the 

organization. Moreover, Lawrence explains the third 

factor, the drive to learn as: “Humans have an innate 

drive to satisfy their curiosity, to know, to comprehend, to 

24 believe, to appreciate, to develop understandings or 

representations of their environment and of themselves 

through a reflective process: the drive to learn” 

(Berggren et al., 2009, p. 25). This means that humans 

have a willingness to learn and to understand our 

environment so that they know how things work. 

Employees who have a job where there is an opportunity 

to develop knowledge within their field experiences it as a 

satisfying work. Finally, the fourth factor is the drive to 

defend which means that humans try to protect themselves 

against any harm that relates to their own beliefs and 

experiences. Lawrence argues that humans have prepared 

skills, such as caution and rationalization, to tackle any 

threat that may appear. Conflicts and other rivalry among 

co-workers can occur as threats in an organization and 

employees will then drive to defend themselves (Berggren 

et al., 2009). Unlike Maslow’s hierarchy of needs, the 

four factor theory is universal and independent and each 

factor is connected with each other.  

 

C.  Motivation concepts  

In order to understand the results from our research 

question, “What motivates individuals to work”, two 

concepts will be presented; intrinsic and extrinsic 

motivation. The purpose of this part is to interpret the 

behavior of employees, why are they motivated by certain 

factors? An employee can be motivated by personal 

factors such as a sense of progress and the feeling of 

having a meaningful work. On the other hand, employees 

can also be motivated extrinsically based on self- interest, 

which means that they perform mainly because they 

receive a salary for the work.  

 
  1)  Intrinsic Motivation  

Intrinsic motivation occurs when the human performs for 

his or her own sake, instead for social rewards (Pinder, 

1984). Christina Björklund (2001) writes in her book 

Work Motivation- studies of its Determinants and 

Outcomes that intrinsic motivation is about “engaging in 

a task for its enjoyment value” (p.28). Intrinsic motivation 

is also about creative thinking, and increased performance 

meaning that if a person is intrinsically motivated he or 

she can, not only increase the performance but also the 

job satisfaction. Kenneth W. Thomas (2002) talks about 

four different types of intrinsic rewards: sense of 

meaningfulness, sense of choice, sense of competence and 

sense of progress. A sense of 25  meaningfulness is when 

you put all of your emotions and feelings into a certain 

task that makes you excited and gives you the feeling that 

the task is worth your time and energy (Thomas, 2002). A 

sense of choice is about having the opportunity to make 

your own decisions and to choose task activities that you 

find useful to perform. Moreover, a sense of competence 

involves the feeling that you are performing your chosen 

task in a way that it is making progress and that the work 

with the chosen task is going well (Thomas, 2002). The 

fourth intrinsic reward, a sense of progress, involves the 

excitement and feeling that you are on the right track. 

When you feel that the work with the chosen task is 

moving forward and you accomplish something on your 

way, you get the feeling that it was worth all your time 

and energy (Thomas, 2002).  

 
   2)  Extrinsic motivation  

Extrinsic motivation is based on external factors such as 

self- interest and the pleasure of making profits (Nelson et 

al., 2006). Extrinsic and intrinsic motivation is one and 

another opposite which means that extrinsic motivation is 

a behavior that is performed just for the money and not 

for the pleasure of doing it. People that are extrinsically 

motivated do not actually get motivated from the work 

itself. They expect to receive some rewards after having 

performed a certain task or else they will not feel pleased 

(Gagne et al, 2005). Figure 3.3 illustrates how intrinsic 

and extrinsic motivation is connected to Maslow’s 

hierarchy of needs.  

Figure 3.3: Extrinsic and Intrinsic needs 26  

 
CONCLUSION 

 
The final chapter contains a short summary of the entire 

thesis. A conclusion of our study will be given. Finally we 

will present practical implications and offer suggestions 

for further study.  

 
SUMMARY 

 
This dissertation is about people working in multinational 

corporations and their experience and attitude towards 

motivation. The purpose of this dissertation is to explore 

what motivates employees in MNCs to work. In order to 

do so, we identified key factors which have an impact on 

motivation at work. This study will contribute with a 

framework of motivational factors in an organization. 

Kim Dongho (2006), the author of the article “Employee 

motivation: Just ask your employees”, argues that 

employee motivation has been a big concern for 

organizations and managers because motivation is the 
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deciding factor in work performance and determines the 

success or failure of an company. More and more firms 

are moving outside their domestic borders. This means 

globalization of business has a significant impact on 

Human Resource Management. Therefore, it is essential 

for MNCs to have an effective Human Resource 

Management and a greater degree of involvement in their 

employees.  

In the past 40 years, a number of surveys have studied the 

challenge of employee motivation. A survey conducted 

today would most probably show a different result in 

motivational factors among employees (Wiley, 1997). 

There have been a number of studies about the subject, 

most of them questionnaire based surveys. Qualitative 

methods in the field of management is very limited, which 

the article by Cassell, Symon, Buehring and Johnson 

(2006) supports. Even though, there have been various 

studies about motivation in national and public sector 

companies, research within multinational companies have 

not been carried out. This brings up the question: Is work 

motivation in MNCs any different from national 

organizations? MNCs offer training, chance for 

advancement and promotion within the company in larger 

extent than small companies. Studies have showed that 

multinational 61 corporations are the first choice of 

working place for business graduates, because they view 

MNC as a better candidate for career development (Moy 

and Lee, 2002). There are several theories explaining 

motivation. This thesis focuses on three classical need 

theories; Maslow’s Hierarchy of needs, Herzberg’s two-

factor theory and Lawrence’s Four-Factor theory. The 

theories were best suitable to our empirical material and 

research question. All of the three theories are connected 

to each other in some way and can be applied in real life 

situations. Qualitative method based on an interpretivistic 

philosophy with an abductive research approach was used 

in this study. To address the issue of motivated workers, 

interviews were carried out with nine employees working 

at Alfa Laval Lund AB and Sweco Environment AB.  
 

CONCLUSION 

 
The purpose of this thesis was to explore what motivates 

employees in MNCs to work. In order to do so, we aimed 

to identify motivational factors in an organization. After 

analyzing the motivational factors in our study, we can 

draw the conclusion that motivation is highly personal and 

differs from individual to individual. Work motivation is 

also not consistent over time, meaning, the factor which 

motivates an individual today will most likely not be the 

same motivational factor a year from now. It is clear that 

personal circumstances will have an impact on employee 

motivation. The findings of this study did not indicate any 

pattern or differences between male and female views. 

Our study supports the theory that motivation is different 

depending on the age of the employee, younger and older 

workers do not have the same career choice. Results 

reveal that employees who are in the same profession are 

similarly motivated and satisfied in their work. Moreover, 

many quantitative studies have come to the conclusion 

that money is a great motivator at work and is often put on 

first place among motivational factors, however, the 

results from our study showed a different outcome. 

Employee motivation differs from MNCs and SMEs. 

People choose to work in a company depending on what 

that organization has to offer to the individual, which the 

study by Moy and Lee (2002) supports. The majority of 

the interviewees decided to work in an MNC because of 

the size, international contacts and the opportunity for 

advancement/ career development. 62 Furthermore, the 

findings of our study uncover that employees from the 

two case companies are more intrinsically motivated, 

rather than extrinsically. A common denominator between 

the companies is that the respondents prefer to work with 

projects where they are able to contribute and develop a 

solution to a problem. The propositions in this study were 

the following: (1) What motivates employees depends on 

personal circumstances, where experience and family 

situation plays a significant role, and (2) Employees are 

mostly intrinsically motivated, rather than extrinsically. 

The results showed that the propositions appeared to be 

correct. To conclude the analysis of the theoretical 

framework, the theories are somewhat applicable to the 

empirical findings, although there are restrictions. 

Maslow’s hierarchy of needs is complicated and difficult 

to interpret. It is easy to jump to the conclusion that once 

a need has been satisfied it will disappear and new needs 

will take its place. The theory does not have a lot of 

scientific evidence. With consideration to Lawrence’s 

four factor theory, the findings of this study can only be 

connected to two of the four factors; the drive to bond and 

the drive to learn. Another aspect is that the theories do 

not consider individual differences such as: type of work, 

age, and experience. A recapture of the previous studies 

on employee motivation suggest that it is important to 

continue to explore what motivates individuals to work.  

 
CRITICAL REVIEW 

 
The sample included two multinational corporations, and 

since a qualitative methodology was applied, the purpose 

was not to generalize the results. First of all, motivation is 

a very complex subject to investigate because it is a 

temporary state of the individual. Motivation is not 

consistent over time, which makes the reliability of the 

study very low. Second, the results from the ranking 

question in this study can be rather misleading since some 

factors can be equal important to the individual. Third, 

with consideration to the interviews, the presence of the 

researchers might have affected the ranking choices of the 

respondents. 63  

 

CONTRIBUTION 
It is essential for companies to understand what motivates 

individuals. Through this understanding companies have 

the ability of adopting motivational techniques which can 

lead to competitive advantage and ensuring the success of 

the company. Managers can gain insight on employee 

motivation by reading various surveys about the topic and 

evaluate the results. This thesis contributes to realizing 

what motivates individuals to work, which can then help 

managers to effectively motivate their staff.  
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FUTURE STUDIES 

 
During the last fifteen weeks of work with our dissertation 

we have gathered a lot of information and knowledge 

about what motivates employees in MNCs. Since we had 

a limited time with this dissertation we feel that a further 

study on this topic would be of interest and we will 

therefore, give some recommendations on further studies 

that we wished to have carried out ourselves. First of all it 

would be interesting to see if our result will differ if we 

repeat the interviews at the two companies in one year. As 

we described in chapter four the interviews were 

performed using few employees due to company 

resources and our limited time. It would have been more 

interesting to increase the number of interviewees. 

Finally, we do not see a need to conduct a further study on 

motivation in small companies, since there already exist a 

large amount of empirical studies within these 

organizations. 64  

 

REFERENCES 
[1]. Adair, J. (2006) Leadership and Motivation: the fifty- fifty 

rule & and eight key principles of  
motivating others. London: Kogan Page Limited.  

[2]. Alfa Laval (2010) Alfa Laval in two minutes. [online] 

Available from:  
http://www.alfalaval.com/about-us/our-company/alfa-laval-

in-2-minutes/pages/alfa-laval-in-2-minutes.aspx (cited 23 

April 2010).  
[3]. Alvesson, M. & Sköldberg, K. (1994) Tolkning och reflektion 

- vetenskapsfilosofi och  

kvalitativ metod. Lund: Studentlitteratur.  
[4]. Bent, R. & Freathy, P. (1997) “Motivating the employee in 

the independent retail sector”.  

Journal of Retailing and Consumer Services, Vol.4 No. 3, pp. 
201-208.  

[5]. Berggren, M., Gustavsson, J. & Johnsson, E. (2009) 

Motivation at work. Bachelor  
dissertation, Lund University, 2009.  

[6]. Björklund, C. (2001) Work Motivation- Studies of its 

Determinants and Outcomes.  
Stockholm: Elanders Gotab.  

[7]. Björklund, M. & Paulsson, U. (2003) Seminarieboken- att 
skriva, presentera och opponera.  

Lund: Studentlitteratur.  

[8]. Bryman, A. & Bell, E. (2007) Business research methods, 
2nd ed. New York: Oxford  

University Press Inc.  

[9]. Burns, R.B. (2000) Introduction to research methods. 
London: Sage Publications.  

[10]. Cassell, C., Symon, G., Buehring, A. & Johnson, P. (2006) 

“The role and status of qualitative methods in management 
research: an empirical account”. Management Decision, Vol. 

44 No.2, pp. 290-303.  

[11]. Cheng, P. & Robertson, R. (2006) “Not for bread alone- 
Motivation among hospital employees in Singapore”. Public 

Organiz Rev, Vol. 6, pp. 155-166.  

[12]. Child, J. (2005) Organisation: contemporary principles and 
practice. Malden: Blackwell Publishing.  

[13]. Dongho, K. (2006) “Employee motivation: Just ask your 

employees”. Seoul Journal of Business, Vol. 12 No. 1, pp. 
19-35.  

[14]. Dowling, P., Welch, D. & Schuler, R. (1999) International 

Human Resource Management: Managing People in a 
Multinational Context, 3rd ed. Cincinnati: South-Western 

College Publishing.  

[15]. Engelberg, E. & Sjöberg, L. (2006) “Money attitudes and 

emotional intelligence”. Journal of Applied Social 
Psychology, Vol. 36, pp. 2027-2047.  

[16]. Frey, B.S. & Osterloh, M. (2002) Successful Management by 

Motivation. Berlin: Springer- Verlag.  
[17]. Furnham, A., Eracleous, A. & Chamorro-Premuzic, T. (2009) 

“Personality, motivation and job satisfaction: Herzberg meets 

the Big Five”. Journal of Managerial Psychology, Vol. 24 
No. 8, pp. 765-779.  

[18]. Gagne, M. & Deci, E. L. (2005) “Self-Determination Theory 

and Work Motivation”. Journal of organisational Behavior, 
Vol. 26, pp. 331- 62.  

[19]. Gratton, C. & Jones, I. (2004) Research methods for sport 

studies. London: Routledge.  
[20]. Harris, M. (2008) Handbook of Research in International 

Human Resource Management.  

[21]. Lund: Studentlitteratur.  
[22]. Herzberg, F., Mausner, B. & Bloch Snyderman, B (1959) The 

Motivation To Work. London:  

[23]. Chapman & Hall Limited. 65  
[24]. Hill, C.W.L. (2009) International Business; competing in the 

global marketplace, 7th ed.  

[25]. New York: McGraw-Hill.  
[26]. Islam, R. & Ismail, A.Z. (2008) “Employee motivation: a 

Malaysian perspective”.  

[27]. International Journal of Commerce and Management, Vol. 
18 No. 4, pp. 344-362.  

[28]. Jackson, T. & Bak, M. (1998) “Foreign companies and 
Chinese workers: employee  

[29]. motivation in the People´s Republic of China”. Journal of 

organizational Change Management, Vol. 11 No. 4, pp. 282-
300.  

[30]. Kaye, B. & Jordan-Evans, S. (2003) “How to retain high-

performance employees”. John  
[31]. Wiley & Sons, Inc, Vol. 2, pp. 291-298.  

[32]. Keats, D.M. (2000) Interviewing; a practical guide for 

students and professionals.  
[33]. Buckingham: Open University Press.  

[34]. Kenneth W. T. (2002) Intrinsic Motivation at Work: Building 

Energy & Commitment. San Francisco: Berrett-Koehler 
Publishers, Inc.  

[35]. Kessler, H. W. (2003) Motivate and Reward: Performance 

Appraisal and Incentive Systems for Business Success. 
Norwich: Curran Publishing Services.  

[36]. Kooij, D., Lange, A. & Jansen, P. (2008) “Oders workers´s 

motivation to continue to work: five meanings of age”. 
Journal of Managerial Psychology, Vol. 23 No.4, pp. 364-

394.  

[37]. Kvale, S. (1997) Den kvalitativa forskningsintervjun. Lund: 
Studentlitteratur.  

[38]. Kvale, S. (1996) Interviews; an introduction to qualitative 

research interviewing. Thousands  
[39]. Oaks: Sage Publications, Inc.  

[40]. Landy, F. & Conte, J. (2004) Work in the twenty first century. 

Boston: McGraw-Hill.  
[41]. Latham, G.P. (2007) Work motivation; History, Theory, 

Research, and Practice. Thousands  

[42]. Oaks: Sage Publications, Inc.  
[43]. Linz, S. (2004) “Motivating russian workers: analysis of age 

and gender differences”.  

[44]. Journal of Socio-Economics, Vol. 33, pp. 261-289.  
[45]. Liu, Y., Combs, J., Ketchen, D. & Ireland, D. (2007) “The 

value of human resource management for organizational 

performance”. Business Horizons, Vol. 50, pp. 503-511.  
[46]. Lundberg, C., Gudmundson, A. & Andersson, T. (2009) 

“Herzberg´s Two-Factor Theory of  

[47]. work motivation tested empirically on seasonal workers in 
hospitality and tourism”. Tourism Management, Vol. 30, pp. 

890-899.  

[48]. Manolopoulos, D. (2008) “An evaluation of employee 
motivation in the extended public sector in Greece”, 

Employee Relations, Vol. 30 No. 1, pp. 63-85.  

[49]. Maslow, A.H. (1970) Motivation and Personality, 2 nd ed. 
New York: Harper & Row Publishers.  

[50]. Miner, J.B. (2006) Organizational Behavior 1: Essential 

Theories of Motivation and Leadership. New York: M.E. 
Sharpe, Inc.  



Volume III, Issue V, May 2014    IJLTEMAS ISSN 2278 - 2540 

www.ijltemas.in Page 315 
 

[51]. Molander, C. (1996) Human Resources at Work. Lund: 

Studentlitteratur.  
[52]. Molander, C. (1989) Human Resource Management. Lund: 

Studentlitteratur.  

[53]. Morley, M. & Collings, D. (2004) “Contemporary debates 
and new directions in HRM in MNCs: introduction”. 

International Journal of Manpower, Vol. 25 No. 6, pp. 487-

499.  
[54]. Moy, J. & Lee, S. (2002) “The career choice of business 

graduates: SMEs or MNCs?”.  

[55]. Career Development International, Vol. 1, pp. 339-347.  
[56]. Nelson, D. L. & Quick, J. C. (2006) Organisational 

Behavior: Foundations, Realities, and Challenges, 5th ed. 

Mason: Thomson South-Western Publishing.  
[57]. Närvänen, A.L. (1999) När kvalitativa studier blir text. Lund: 

Studentlitteratur. 66  

[58]. Pinder, C.C. (1984) Work motivation; Theory, Issues, and 
applications. Glenview: Scott Foresman and Company.  

[59]. Pinnington, A. & Edwards, T. (2000) Introduction to Human 

Resource Management. New York: Oxford University Press 
Inc.  

[60]. Pugh, D. S. (1997) Organization Theory- Selected readings, 

4th ed. London: Penguin Group.  
[61]. Reid, R. & Adams, J. (2001) “Human resource management- 

a survey of practices within family and non-family firms”. 

Journal of European Industrial Training, Vol. 1, pp. 310-
320.  

[62]. Rynes, S., Gerhart, B. & Minette, K. (2004) “The importance 
of pay in employee motivation: discrepancies between what 

people say and what they do”. Human Resource 

Management, Vol. 43 No. 4, pp. 381-394.  
[63]. Saunders, M., Lewis, P. & Thornhill, A. (2009) Research 

methods for business students, 5th ed. Essex: Pearson 

Education Limited.  
[64]. Steers, R.M. & Porter, L.W. (1987) Motivation and Work 

Behavior, 4th ed. New York: McGraw-Hill.  

[65]. Sweco (2010) About Sweco. [online] Available from: 
http://www.swecogroup.com/en/Sweco-group/About-Sweco/ 

(cited 29 April 2010).  

[66]. Tang, T. & Kim, J. (2002) “Endorsement of the money ethic, 
income, and life satisfaction”. Journal of Managerial 

Psychology, Vol. 17 No. 6, pp.442-467.  

[67]. Tang, T., Tillery, K., Lazarevski, B. & Arocas, R. (2004) 
“The love of money and work- related attitudes: Money 

profiles in Macedonia”. Journal of Managerial Psychology, 

Vol. 19 No. 5, pp. 542-548.  
[68]. Taylor, S.J. & Bogdan, R. (1998) Introduction to qualitative 

research methods, 3rd ed. New York: John Wiley & Sons, 

Inc.  
[69]. Tutor2u (2010) Maslow’s Hierarchy of needs. [online] 

Available from: 

http://tutor2u.net/business/people/motivation_theory_maslow
.asp (cited 10 May 2010).  

[70]. Wallén, G. (1996) Vetenskapsteori och forskningsmetodik, 

2nd ed. Lund: Studentlitteratur.  
[71]. Walker, E., Redmond, J., Webster, B. & Clus, M. (2007) 

“Small business owners: too busy to train?”. Journal of Small 

Business and Enterprise Development, Vol. 14 No. 2, pp.294-
306.  

[72]. White, M. & Mackenzie-Davey, K. (2003) “Felling valued at 

work? A qualitative study of corporate training consultants”. 
Career Development International, Vol. 1, pp. 228-234.  

[73]. Wiley, C. (1997) “What motivates employees according to 

over 40 years of motivation  
[74]. surveys”. International Journal of Manpower, Vol. 18 No. 3, 

pp. 263-280.  

[75]. Wilson, J.P. (2005) Human Resource Development: Learning 
and Training for Individuals and Organizations, 2nd ed. New 

York: Kogan Page.  

[76]. Woodruffe, C. (2006) “ The crucial importance of employee 
engagement”. Human Resource Management Internatinal 

Digest, Vol. 14 No. 1, pp. 3-5.  

[77]. Vroom, V.H. (1964) Work and Motivation. New York: 
Wiley. 


