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ABSTRACT 

Title: Work Motivation in Social Enterprises - A Study on Gävle Sweden 

Level: Final assignment for Master Degree in Business Administration 

Authors: Wei Qin and Zhonglv Song 

Supervisor: Dr. Maria Fregilou-Malama 

Examiner: Lars Ekstrand 

Date: 2014 May 

Aim: The aim of this study is to investigate the factors that motivate people to work for 

social enterprises and how social enterprise can attract qualified employees. 

Method: Both qualitative and quantitative approaches were used. The qualitative data 

were collected by interviews with 7 participants from 4 social enterprises in 

Gävleborg of Sweden. We gathered the quantitative data via questionnaires which 

were collected from 38 MBA students in University of Gävle. 

Result and Conclusions: By comparison between the expectation of MBA students 

and reality of the social enterprises, we found promotion opportunities and work 

environment are the factors which restrict social enterprises to attract employees and 

motivate people.   

Suggestion for further studies: Based on the exiting researches and our experiences, 

most studies focus on the financial problems and entrepreneur problems of the social 

enterprises. We suggest that further research could investigate the other aspects of 

social enterprises such as management problems or network of social enterprise. 

Contribution of the thesis: In this study, the most important factor to motivate 

students work for social enterprises are pointed out as work environment and we also 

give suggestions to social enterprises to improve their attractiveness, such as 

improving the promotion chance for employees. 

Key words: Social enterprise, Motivation, Employees, MBA students 
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1. Introduction 

We show an overview of our research in this chapter which includes the background 

and current situation of social enterprises as well as our motivation of this 

investigation. The research purpose, research question, limitation and disposition are 

also presented. 

1.1 Background 

In recent years, increasing attention is focused on the social enterprises due to their 

rapid development. Foster, et al. (2009) point out, there are a number of financial 

problems among social enterprises, for example, social enterprises lack of capital and 

struggle to access external fundraising instead of loan. However, social enterprise 

might face problems when they want to hire employees especially in the set-up stage 

(Ganesh 1999). Thus, our research will figure out the motivation of exiting employees 

of social enterprises as well as the influencing factors for graduates to be attracted to 

work in social enterprises. 

1.1.1 Social Enterprise 

The primary purpose of social enterprises is the common good; they want to advance 

their environmental, social and human justice agendas through the power of 

marketplace and the methods and disciplines of business (Bielefeld, 2009). In its early 

days, the social enterprises activities were identified mainly as the non-profits 

organizations, which through gained income and used business models achieved their 

real missions (Kerlin, 2010). The top five missions of social enterprises were 

described in housing, education, heath, community and economic development and 

workforce development (Dey and Teasdale, 2013). In addition, social enterprises also 

encompass some for-profits organizations, which the primary purpose and 

fundamental mission is social interests in today (Bielefeld, 2009). The social interests 

including lower the unemployment and inspire individuals. (Kerlin, 2010) 
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Primarily, there are three features that distinguish social enterprise from other types of 

organizations: at first, social enterprises aim at common good, which means the social 

enterprises pay more attentions on the common good rather than all others factors 

such as profits; secondly, social enterprises addresses an intractable social demand by 

its services and products or hiring disadvantaged individuals; finally, their strong 

revenue driver is commercial activity (Mathew, 2008). Thus, social enterprise is like 

an emerging sector in the middle of government, nonprofits and business, which 

improves human capital and creates jobs opportunities for the most in need person 

(Kerlin, 2010). 

Otherwise, due to the special character and nature differences between social 

enterprises and other organizations, there are also differences in jobs requirements and 

work motivation between different jobs seekers. According to Kerlin’s (2006) 

research, human resource issues became the second major problem except financial 

issues in social enterprise. However, the question of how to obtain the appropriate 

human resources for development of social enterprises has become an important issue. 

Furthermore, there are a number of research studies about financial problems in social 

enterprises, but there is a lack the studies of employment aspects; thus, we want to 

investigate the employee’s work motivation in social enterprises to close the gap. In 

our research, we chose four social enterprises located at Gävle Sweden as the research 

scope, which are Coompanion, Rapatac, Sandaga and Kooperativet Kraftkallan. 

1.1.2 Work Motivation 

Work motivation is the deep reasons for human to work. Every individual have 

different motivations for working (Gagné and Deci, 2005). Moreover, we can say  

that something impacts your morale and passion and improve the quality of our life by 

working (Wright, 2001). 

Individuals work for money whatever your personal reasons for working are the 

bottom line and basic requirement for working is earning income (Buelens and 
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Broeck, 2007). Thus, the fair payments, treatments and benefits are the cornerstone 

for an enterprise to retain and recruit employees (Wright, 2007). Other reasons also 

motive individuals to work for a company are the opportunity to growth and 

developing, which includes education and training; cross-training; career paths; 

succession planning; team participation; and field trips to successful workplaces 

(Tella, et al. 2007). To accomplish goals also can become a motivation for individual 

to work (Buelens and Broeck, 2007). 

However, special motivations exist in social enterprises. In Lanctot, et al. (2012) study, 

it shown that some people work for love in social enterprises and others work for 

personal fulfillment. The employees in social enterprises feel as if they contribute to 

something larger than themselves and this is really important (Germak and Robinson, 

2014). Those are such examples of some individuals who are just out of the prison but 

chose to join social enterprises for contributing to the society (Tella, et al. 2007). 

1.1.3 Talent Development 

Social enterprises face challenges in keeping their employees and thereby  

evaluating the impact and scale of their business in enterprises to adjust different 

manager position, and sourcing financing when they balance the profit and social 

value (Hynes, 2009).  Bielefeld (2009) believes, it is difficult to identify and hire 

qualitative individuals in mixed environment. Thus, sustaining employees and talent 

development has been identified as crucial in managing social enterprises 

(Rajendhiran and Silambarasan, 2012). Furthermore, Kerlin (2010) states, managing 

employees can be seen as talent development problem and this is the main problem 

we want to discuss in our research of social enterprises. 

Borzaga and Solari (2001) point out that, there is a thorny issue that managers need to 

take care to identify the traits of their potential employees and devise hiring 

procedures consistent with the internal requirement in social enterprises. The 

difficulty of this problem consists of the knowledge, skills and abilities as well as the 
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cultural/group compatibility of potential employees that needs to be evaluated by 

social enterprises. In a circumstance of increasing demand for labors, the 

unavailability of skilled employees would seriously jeopardize the development of 

social enterprises, and their ability to attract potential employees could be a key asset 

(Borzaga and Solari, 2001) 

Based on this information, social enterprises should foster a positive work 

environment to attract talents as well as to build an awesome business environment if 

the social enterprises care about the high motivation and positive morale of employees 

(Lanctot, et al. 2012). 

1.2 Purpose and Limitation 

This study discusses employee motivation of social enterprises and the feature of 

attraction for graduates to work in social enterprises. However, social enterprises 

require resources to satisfy the increasing demands of employees and the social 

enterprises eager to find tools to solve human resource issues (Ganesh, 1999). Having 

the understanding of the employee and potential employee’s work motivation is 

important for social enterprises in order to improve their attractiveness. 

The aim of this study is to investigate the factors that motivate people to work for 

social enterprises and the influencing factors that social enterprises need to give 

importance in order to attract qualified employees. 

The limitations are exited in the research. Firstly, this research focus on the Gävle area, 

due to the culture diversity as well as different economic development level and 

policy factors in different country, this research lacks the universality in the entire 

world. Secondly, we chose 41 MBA students and 7 employees working in social 

enterprises to take part in our research, this is not a large statistical sample. We think it 

will be better if we could have more investigate objects. 

1.3 Research Questions 
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Although social enterprise has become a popular and well-known organization in 

social life, most individuals do not set social enterprises as their first chose when they 

seek jobs (Nakai, et al. 2011). What do they really want? How can social enterprises 

contribute to make individuals attracted and motivated? It could be a really interesting 

topic. 

Moreover, According to Ganesh (1999), employee in social enterprises has different 

purposes than the employee in other enterprises. Thus, searching the deep work 

motivation of social enterprise’s employees and improving the attraction of social 

enterprises among people is the main research purpose in this study. 

The following research questions are addressed: 

 Q1: What factors can motivate people to work for social enterprises? 

 Q2: What factors influence social enterprises to attract qualified staffs? 

1.4 Disposition 

Our research is divided into six chapters. In the introduction chapter, we present 

background, purpose, research questions and the limitation of the study. The second 

chapter states the theory used. In chapter three, we introduce the methodology and the 

way of data collection. In chapter four, we state the results of interview and survey. 

We analyze the empirical data and state the employee’s motivation as well as the 

social enterprises conditions in chapter five. The final chapter states a comprehensive 

conclusion of our study with suggestions for future studies. 
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2. Theoretical Framework 

The basic theory is presented in the theoretical framework part. At first, we introduce 

the Maslow’s Hierarchy of needs in five sectors, which are physiological needs, safety 

needs, belonging needs, esteem needs and self-actualization needs. The second part is 

the factors influencing social enterprise’s talent attraction. The last part is the 

framework that we design for this research. 

2.1 General Theories 

Several theories were put forward in order to investigate the demand of human 

behavior, Maslow suggested the hierarchy of needs in five levels and he mentioned 

the needs of human is ascending from physiological needs to self-actualization needs 

(Parrish, 2010). Then, the David McClelland, (1987) advanced the three needs theory. 

He generalized the individual’s high level demand into three sector, which are needs 

of achievement, needs of power and need for affiliation (McClelland, 1987). As 

distinguished from Maslow’s hierarchy of needs, three needs theory do not emphasize 

the level of human needs and those three needs could happen at the same time 

(Atkinson and McClelland, 1948). Moreover, Virginia Satir who is the most 

influential psychotherapy master in America proposed the iceberg principle in order to 

research the internal needs of people (Haber, 2002). Satir holds, human can only see 

the tip of the iceberg that is the external behavior presentation of the individual, but 

there are several original emotional of individuals are hidden below the appearance of 

human behavior and coping styles, such as feelings, feelings about feelings, 

perceptions, expectations, yearnings and self: I am (Haber, 2002). In Vroom’s 

expectancy theory, he mentioned that expectancy, valence, outcome, instrumentality, 

choice are the factors can influence employees’ work motivation (Vroom, 1962). 

Vroom (1962) pointed out the outcome, such as the gap between employees 

performance and enterprise award can greatly influence employees motivation. Hence, 

the motivator-hygiene theory proved there are two aspects factors can influence 



 11 

employees work motivation, which are motivator aspect and hygiene aspect (Sachau, 

2007). Herzberg summarized, the motivator aspect including responsibility, award and 

achievement factors that is equal to demand of the esteem level and self-actualization 

level in Maslow’s hierarchy of needs model (Herzberg et, al. 2011). The hygiene 

aspect is equal to physiological needs, safety needs and belong needs of Maslow’s 

model, which including the salary, security, and friendship factors (Sachau, 2007). 

The table 1 presents the general theories of individual’s motivation. 

Table 1. General Theories of Individual’s Motivation 

Theory’s Name Author Explanation 

Three Needs 

Theory 

David 

McClelland 

It generalized the individual’s high level demand 

into three sector, which are needs of achievement, 

needs of power and need for affiliation. 

Iceberg Principle 
Virginia 

Satir 

Human can only see the tip of the iceberg that is the 

external behavior presentation of individual, but 

there are several original emotional of individuals 

are hidden below the appearance of human behavior 

and coping styles. 

Expectancy 

Theory 

Victor 

Vroom  

Expectancy, valence, outcome, instrumentality, 

choice are the factors can influence employee’s 

work motivation. 

Motivator-Hygiene 

Theory 

Frederick 

Herzberg 

The motivator-hygiene theory proved there are two 

aspects factors can influence employees work 

motivation, which are motivator aspect and hygiene 

aspect. 

Maslow’s 

Hierarchy of 

Needs 

Abraham 

Harold 

Maslow 

It divides human needs into five dimensions, which 

are physiological needs, safety needs, belonging 

needs, esteem needs, self-actualization needs 

While Summarizing those theories we can see that, David McClelland’s method focus 

on high level needs of human that is included in self-actualization needs of Maslow’s 

model (McClelland, 1987) and Stair’s principle focus on individual’s psychology 

demand(Haber, 2002) as well as Vroom’s expectancy theory and Herzberg’s 

motivator-hygiene theory are contained in Maslow;s hierarchy of needs model 

(Sachau, 2007). Thus, we think Maslow’s hierarchy of needs model contain all 

aspects that we want to study about work motivation in social enterprises and it is the 

most suitable theory for our research. 
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2.2 Maslow’s Hierarchy of Needs 

According to Maslow, human value system has two different kinds of need, one is 

instinct or impulse that fades with biological lineage rise. This is called primary needs; 

the other is high level need is demand and potential will appear with the human 

biological evolution (Parrish, 2010). He divides human needs into five dimensions, 

which are physiological needs, safety needs, belonging needs, esteem needs, 

self-actualization needs (Zalenski and Raspa, 2006). As figure 1 shows. 

In the physiological needs, individuals pursue the satisfaction of basic life conditions, 

such as water, food and sleep. Linking those conditions to individuals work 

motivation can be the following factors: salary, the other kind of compensation, work 

environment, holiday and so on; in safety needs, people want security of employment, 

stable income and job and so on; moving to belong level, people want to have happy 

and equal organization climate, collective activities, leader and colleague’s supporting 

or good cooperation with colleagues; the next need is esteem level, where people want 

to achieve the confidence and other’s respect and reflected in the workplace, 

employees need democratic decision making and participation, reward, as well as fair 

institution; the last level is self-actualization needs, which is the highest demand of 

human, the individuals in this level pursue the flexibility and challenge in work, 

promoting chance, meritocracy, satisfying personal interest, self-improvement and 

self-fulfillment at work (Parrish, 2010). 

In work places, people always have and hide these five levels demand, but they 

manifest a variety of urgency of needed at different times (Nelson, 1997). In the social 

enterprise human resource management, the most urgent needs of employee is the 

main measure for stimulating and motivating them (Gellerman, 1992). Generally, 

although the hierarchy of needs tends to be unconscious for people, the unconscious 

motivation is more important than the conscious motivation for individuals (Zalenski 

and Raspa, 2006). It becomes increasingly important for managers in transferring 

employee's unconscious demand to conscious demand by the appropriate skills (Steers 
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et al, 2004). 

Figure 1. Maslow’s Hierarchy of Needs Model. 

 

Source: Finkelstein (2006)  pp29 

Initially, the incentive effect will be reduced after the previous needs are met and the 

needs in next level will replace it as the main motivation for promoting individual’s 

behavior in social enterprises (Germak and Robinson, 2014). It will not be the cause 

to stimulate employee once the needs have been met and they were replaced by other 

needs (Lyon, et al. 2010). In Maslow’s hierarchy of needs model, he set the 

self-actualization needs as the highest needs of human and it is the most effective way 

to express individual’s potential, moreover, employees can get a peak experience of 

satisfied. (Parrish, 2010). 

Moreover, there are suggestions that gradations of needs are varying for individuals 

but not necessarily follow the theoretical framework of a specific order (Zalenski and 

Raspa, 2006). Even different individuals with same behavior have different pursuit of 

demand and it does not necessarily represent they have same needs (Zalenski and 

Raspa, 2006). Thus, the employee demand and motivation is a complex process even 

in social enterprises (Ganesh, 1999). 
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However, understanding the needs of employees is an important prerequisite for 

developing staff incentives (Ganesh, 1999). The employees in different time and 

different organizations as well as the different employees in same organization have 

diversion of needs and those needs frequently changes (Wright, 2007). Therefore, 

social enterprises managers should regularly conduct survey in various ways to 

understand what employees need and targeted incentives for their employees (Locke 

and Latham, 1990). 

2.1.1 Physiological Needs 

In the physiological needs, individual pursue satisfaction in great salary, indirect 

compensation, which includes holiday and coffee break as well as work environment. 

 Salary. How much should people earn? It would be difficult to stipulate your 

ideal salary even if the resources were unlimited (Kahnman, and Deaton, 2010). 

Intuitively, people would think that higher income should produce better results, 

however, scientific evidence indicates that the relationship between motivation, 

compensation and performance is much more complex (Langton, et al. 2011). In fact, 

researchers mean that even if managers let employees decide how much they should 

earn, they would probably not enjoy their job more (Fernandez, et al. 2010). In Cho’s 

(2009) research, they also prove that the linkage between salary and job satisfaction is 

weak in social enterprises. That does not mean that people should work for free. All 

employees need to pay the bills and provide for families including the social 

enterprises employees, but once these basic needs are covered then, the psychological 

benefits of salary are questionable (Judge and Ferris, 1993). 

 Other Kind of Compensation. In fact, there is little evidence to show 

compensation can motivate employees in enterprises, but some researches suggest 

that it actually will motivate them (Kahnman, and Deaton, 2010). Sometimes, higher 

compensation will make employees feel slacking off with no power to work hard in 

social enterprises (Cho, 2009). In addition, in a cross-cultural comparison, they did 

not find a positive correlation between compensation and work motivation in 



 15 

countries, such as in Taiwan, India, Australia and Britain (Kahnman, and Deaton, 

2010). The coffee break time is included in other kind compensation is an 

indispensable element to increase employee's work effectiveness in social enterprises 

(Austin, et al. 2006). It probably depends on the office rules and culture, but there's 

nothing wrong with taking a walk to grab coffee and getting up to stretch (Austin, et 

al. 2006). In most of the developed country such as Sweden, people prefer the free 

time to accompany family, thus, appropriate and reasonable vacation can indeed 

improve the company's employees work motivation (Kerlin, 2006). 

 Work Environment. Evidence show that people in a lively, healthy, wonderful 

environment can appreciate the beautiful of world better than the one who stay in a 

shabby room (Rashid and Rashid, 2012). Employees in a better environment are more 

likely to produce a peak experience (Rashid and Rashid, 2012). Therefore, a change 

of location can become an effective inspiration to motivate employees in social 

enterprises (Frank and Lewis, 2004). 

2.1.2 Safety Needs 

In the safety needs level, the employees pay more attentions on stable income and job, 

acceptable work stress as well as responsibility. 

 Stable Income and Job. Security is the basic condition for employee's work. The 

stable income and job security needs are important parts of employee's work 

motivation in social enterprises (Fernandez, et al. 2010). In order to ensure the stable 

system of company, the stable wages of employee is also important (Kahnman, and 

Deaton, 2010). And the stable salary is an important condition for graduates to take 

into consideration when finding job (Cho, 2009). Staff policy should provide job 

security to emphasize the company is willing to hire the employees in long-term and 

show that job security issue ultimately depends on themselves, anyway, the company 

will ensure the long-term employment between them (Fernandez, et al. 2010). Most of 

the social enterprises chose to give their employees a strong sense of security, 

especially in Japan, the company will give a high degree care to their employees even 
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the employee’s family (Karl and Sutton, 1998). 

 Acceptable Work Stress. Giving a certain pressure to employee is an effective 

way to enhance employee's work motivation (Conway and Briner, 2002). Furthermore, 

the linkage between the stress and work motivation is complex and there is neither 

positive nor negative correlation between them, only providing a suitable pressure to 

their staff that the motivation can be improved (Conway and Briner, 2002).  

 Responsibility. Ganesh (1999) argue that, increasing the responsibility of 

employees in social enterprises will enhance the sense of belonging to this group and 

they can recognize their contribution to the organization. The young generations 

especially graduates have high confidence and they ask for high responsibility as well 

(Nelson, 1997).  

2.1.3 Belonging Needs 

In the belonging needs level, people want to have a happy and equal organization 

climate, collective activities, leader and colleague’s supporting and good cooperation 

with colleagues. 

 Happy and Equal Organization Climate. Establishing a harmonious working 

atmosphere and friendly internal corporate culture of social enterprises is important to 

stimulate employees (Doherty, et al. 2009). According to Austin, et al. (2006), 

employees prefer to work in a harmonic and happy company rather than a quiet and 

intrigue one. 

 Leader and Colleague’s Supporting. Managers need to keep in touch with their 

employees whether in social enterprises or other kind of organization (Nelson, 1997). 

Chatting with the staff is a valuable asset investment that is time investment, so it 

highlights the importance of the relationship between people and it also suggests the 

leader is concerned about employees' performance and emotion (Judge and Ferris, 

1993). The regular contact between employee and leader makes the staff to ask for 

help from managers when they meet difficulties and problems and it benefits to form 
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trust and supporting in each other (Karl and Sutton, 1998). 

 Good Cooperation with Colleagues. Great cooperation and fair competition 

among colleagues is an essential key factor to build a harmonious atmosphere (Locke 

and Latham, 1990). And it is an important factor in belonging needs according to 

Maslow's hierarchy needs model (Parrish, 2010). More importantly, the friendly 

coexistence among colleagues makes employees work with fell of belonging and be 

proactive in work (Gellerman, 1992). The graduates always do a great job and have a 

good understanding of cooperation, thus, they eager to have a good cooperate with 

colleagues in future work (Conway and Briner, 2002).  

 Collective Activities. Social enterprises holding collective activity appropriately 

can improve the cohesion and sense of belonging to the organization of staff, which is 

closely link to the staff motivation (Doherty et al. 2009). Organizing birthday parties 

for workers and inviting all staffs in enterprises and their families to attend, or even 

held a training practice is also an effective method to improve employee's motivation 

and gain success even in an individualist country, such as America (Austin, et al. 

2006). 

2.1.4 Esteem Needs 

In esteem needs level, people want to achieve the fair institution, reward, democratic 

decision making participation and have good knowledge of company’s goals. 

 Fair Institution. It advocates that the competition between internal staff, as well 

as, the equality survival and the fittest between departments is effective 

encouragement (Buelens and Broeck, 2007). The progressive development policies 

make employee feel comfortable in social enterprises (Doherty, et al. 2009).  

 Reward of Excellent Staffs：Award incentive is an effective method in esteem 

needs level. For example, in the IBM, they have a "100 percent club", when 

employees completed their annual mission, they were approved as "100 percent club" 

members, they and their family are invited to attend a grand rally (Nelson, 1997). As a 
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result, the company's employees receive a "100 percent club" membership as the first 

goal to get the share of the glory (Nelson, 1997). According the employee's needs of 

award to promote the employee’s work motivation could be an effective tool (Bishop, 

1987). In addition, the negative incentive as well as introduction and elimination of 

mechanisms also can achieve a good effect in incentive (Doherty, et al. 2009). 

Employees will strenuously work if they face reduced income, job loss and other 

threats (Doherty, et al. 2009).   

 Democratic Decision Making Participation. In decision-making, employee 

feedback is important, thus, managers must listen to the views of staff and invite them 

to participate in the decision-making that relates to their work (Austin, et al. 2006). It 

can attract amount of talent for social enterprises if the two-way open communication 

and information sharing becomes an integral part in management (Locke and Latham, 

2004). In addition, social company could establish different channels to facilitate 

communication and decision-making participation and employees can solve their 

problems in work through these channels (Austin, et al. 2006). 

 Good Knowledge of Company’s Goal. When employees make a good 

understanding of the company's short-term and long-term goals as well as combine 

their own objectives with the company's, in this situation, a good incentive system 

will naturally emerge in social enterprises (Austin, et al. 2006). The staffs will efforts 

for both of the company's objective and their own goals; on the contrary, employees 

will lose motivation at work place (Colbert, 2004). 

2.1.5 Self-actualization Needs 

The last level is self-actualization needs, the individuals in this level pursue the 

flexibility and challenge in work, promoting chance, meritocracy, satisfying personal 

interest, self-improvement and self-fulfillment. 

 Flexibility and Challenge in Work. Generally, young people, especially 

graduates often pursue the challenges and flexibility at work, they want to arrange 
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their own work and in their mind, the work should be challenging but not stereotyped, 

in this situation, the work motivation of employees will be improved (Locke and 

Latham, 2004).  

 Self-Improvement and Self-Fulfillment. Drucker (1995) means: "the biggest 

incentive for employees is to help them get the results, only the results in order to let 

him get a sense of accomplishment.” In social enterprises, gain the self-improvement 

and self-fulfillment could be seen as the most important thing for their employees. 

(Austin, et al. 2006). 

 Meritocracy. For attracting the talent, social enterprises should remove 

drawbacks in employing and hire the real qualified individuals instead of hire the 

individual of relationship (Roberts, et al. 2006). 

 Promotion Chance. The step by step and without challenges work is best weapon 

to kill morale (Crewson, 1997). Social enterprises want employees who are excelled, 

can give employees a good position and managers should not only guide how could 

employees grow in their work. To provide them opportunities to learn new skills and 

promote their work motivation is important for graduates (Rashid and Rashid, 2012). 

 Satisfying Personal Interest. If there are indications that the employee prefer a 

certain way to work or want to do other type of work, managers should react 

according to the context situation (Wagner and Moch, 1986). Social enterprise's 

managers should be aware of what works the staff will do even in free time and 

according to the situation help them create opportunities to do these jobs (Crewson, 

1997). Graduates consider their own interests when finding jobs (Wagner and Moch, 

1986).  

2.2 Social Enterprise’s Attractiveness 

The organization culture, policy, system, development and other elements are 

described as factors influencing social enterprise’s talent attraction.  
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2.2.1 Organization Culture 

Organization culture is the values and behaviors that form the unique social and 

psychological environment of an organization (Hofstede, et al. 2010). These values 

constitute the standard exchange method among internal communication and external 

cooperation (Roberts, et al. 2006). Different organizational cultures attract talent 

representation of different behaviors (Hofstede, et al. 2010). For example, in the 

recruitment, some social enterprises are more like to do a marketing promotion in 

order to improve the visibility and reputation of this enterprise through recruitment 

(Iles, et al. 2010). Social enterprises need to establish unique organization culture 

which is essential for attracting talent. 

2.2.2 Organization Policy and System 

In social enterprises, the fair system has a major impact on attracting new employees 

(Drucker, 1995). A fair public organizational style can attract better talent and it also 

conducive for human resource management as well as establishing a great company 

image (Carless and Wintle, 2007). At the same time, internal structure and promotion 

policies can enhance social enterprise's talent attraction (Iles, et al. 2010). 

2.2.3 Other Factors 

Development level and scale of social enterprises also have influence to attract talent, 

due to most individuals especially the graduates tend to go to large-scale enterprises 

in employment (Lyon, et al. 2010). Moreover, those companies who have a sound 

development programs are easier to gain the high-level talent (Kanfer and Ackerman, 

2004). 

In addition, the social enterprises that have satisfied salary and award are easier to 

attract outstanding talent (Cho, 2009). Good reputation and management of social 

companies are attractive for talent (Rashid and Rashid, 2012). Finally, we cannot 

ignore the leader's charisma in attracting talent (Popper, 2005). 
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2.3 Framework 

Researches about social enterprises mostly focus on the social entrepreneurship or 

financing in social enterprises. In our study we focus on work motivation of 

employees in social enterprises to find out how to improve the attractiveness of social 

enterprises.  

Based on the study of Satir’s model, McClelland’s (1987) three needs theory, Vroom’s 

(1962) expectancy theory, Herzberg’s (2011) motivator-hygiene principle and other 

article’s support, we designed the framework to guide our research. In the early study, 

it is proved the Maslow’s hierarchy of needs model is the theory that contain all 

factors we want to discuss in our research. Therefore, the influence of factors of work 

motivation in this framework are based on the five level of Maslow’s theory.  

We present the factors motivating people to work for social enterprises and social 

enterprises’s talent attraction in five dimensions, which are physiological needs, safety 

needs, belonging needs, esteem needs as well as self-actualization needs. The detailed 

factors belonging to those levels are presented in this framework as well. The figure 2 

presented the framework of our research. 
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Figure 2. Theoretical Framework of Work Motivation in Social Enterprises 

 

Source：(Own Construction) 
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3. Methodology 

In the methodology part, we start at the research approach; we use both qualitative 

and quantitative approach in this study. The sampling part, which explain our sample 

selection also present in this chapter. The next sector is data collection to elaborate 

how to do the data collecting and the data presentation and analysis. The last part is 

the reliability and validity of our research. 

3.1 Research Approach 

According to Wengraf (2001) Central Research Questions - Theory Question - 

Interview Question (CRQ-TQ-IQ) model, we design our interview question list as 

well we use both qualitative and quantitative method to complete our research 

questions and collect the primary data as well as secondary data. Qualitative 

researchers focus on making sense of interviewee’s personal view and the ways in 

which they intersect (Glesne and Peshkin, 1992). As Wengraf (2001) notes, important 

information can only be described in words instead of numbers, thus, the qualitative 

method has become a popular research procedure. Furthermore, comparing to the 

qualitative method, the quantitative research tends to describe the data on direct 

number (Brannen, 1992). In this research, the questionnaire is designed for the MBA 

students in University of Gävle and uses the quantitative research approach, while the 

qualitative research approach is used for interview of the social enterprise’s 

employees in Gävle area. 

3.1.1 Qualitative Approach 

In the qualitative approach, the interview list (Appendix I) is designed based on the 

Maslow’s hierarchy of needs model. According to Robson (2011), the qualitative 

interview questions should start at some break-ice questions, thus the questionnaire is 

separated into three parts, the first part is basic information, which make up with three 

questions to make the interview become closer and deeper (Moll, et. al, 1992) We also 
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can get basic valuable information on interviewee’s education background (Q 1.1), 

their recognition of social enterprises (Q 1.2) and work experiences (Q 1.3).  

Moving to second part, this is the mainly substance in the qualitative interview, which 

is important for the in-depth interview (Wengraf, 2001). Due to our research purpose 

(RP), central research questions (CRQ), theory questions (TQ) and CRQ-TQ-IQ 

Model, this part based on the Maslow’s hierarchy of needs model is divided into five 

sectors which are physiological needs (Q 2.1), safety needs (Q 2.2), belonging needs 

(Q 2.3), esteem needs (Q 2.4), self-actualization needs (Q 2.5) (Zalenski and Raspa, 

2006). Each sector has several interview questions to search the interviewee’s real 

mind of their needs in social enterprises. According CRQ-TQ-IQ Model (Figure 1), 

we design our interview questions list and questionnaire. In CRQ-TQ-IQ model, the 

author mentions the design of interview questions and questionnaire should found out 

the research purposes at first and based on the research purpose (RP) set the central 

research questions (CRQ) (Boeije, 2010). Then, find the suitable theory to solve the 

central research questions and put out questions according to the theory (Wengraf, 

2001). Finally, the interview questions (IQ) should be based on the theory questions 

(TQ) (Wengraf, 2001). Thus, this is an important approach in our research. 

Figure 3. CRQ-TQ-IQ Model 

 

 

 

 

 

 

Source: Wengraf, T. (2001), pp 60-63 
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Linking to our research, the research purpose is to analyze the work motivation for 

social enterprise’s employees and our central research questions is what factors 

motive employees in social enterprises as well as what factors can attract talent in 

social enterprises (Boeije, 2010). To solve this problems, we use Maslow’s hierarchy 

of needs theory divide the questions into five sectors, which are physiological needs, 

safety needs, belonging needs, esteem needs, self-actualization needs (Wengraf, 2001). 

The interview questions and questionnaire are designed based on the five sectors. 

In the end of the interview, the additional and open questions can give interviewer 

unexpected inspiration and the interviewees can supplement their idea, thus the 

question list is incomplete without the expanding questions (Boeije, 2010). In part 

three of our qualitative question list, we design three open questions (Q 3.1 ~ Q 3.3) 

to give the interviewee a free stage and this kind of question-and-answer process 

gives us the flexibility to collect value data and not only data from stable questions 

that we prepared (Moll, et al. 1992). 

3.1.2 Quantitative Approach 

We designed a questionnaire (Appendix II) for the MBA students in University of 

Gävle. Corresponding to the qualitative interview list, the questionnaire is also 

divided into three parts and each part has its own function. 

In the questionnaire, the brief introduction is necessary and it can give the answerers 

an overview of this questionnaire (Brannen, 1992). Thus, in this part we introduced 

social enterprises and the research object in our study and promise the security of 

answerer’s information.  

Then, we started the questionnaire on demographic factors, which Brannen (1992) 

have proved, it is a dispensable and general part in survey. So gender (Q. 1), age (Q. 

2), work experiences of years (Q. 3) as well as if they were willing to work in social 

enterprises is described on demographic factors in our questionnaire. 



 26 

The second part is work motivation factors. We designed the work motivation factors 

in our questionnaire and the scale principle was used in this part. Likert scale is a 

statement, which participants were asked to indicate their level of acceptance of the 

specific factors and this evaluation could be subjective or objective (Likert, 1932). 

Usually, five response levels were stated at Likert scale model, which are "strongly 

agree", "agree", "not necessarily", "disagree", "strongly disagree" and five answers 

were recorded as 5 points, 4 points, 3 points, 2 points and 1points in the statistic 

(Burns and Grove, 1997). The score may indicate individuals’ attitude of different 

factors in the scale (Likert, 1932). And we use the extent multiple-choice questions to 

measure the importance degree of each factor in work motivation. In a scale of 1 to 5 

where 1 is the lowest important and 5 is the highest important. Corresponding to the 

interview questions and CRQ-TQ-IQ model, we also separated the work motivation 

factors into five sectors. Several factors in each sector are used to measure the degree 

of importance to attract MBA students to work in social enterprises.  

According to our theory, in the questionnaire, we listed three factors to investigate the 

important level of physiological needs for MBA student choosing to work in social 

enterprises in questions of sector 1. In the questions of sector 2, there are three factors 

to test the work motivation in safety needs level. Moving to questions of sector 3, four 

factors were designed for testing the important degree of belonging needs in attracting 

MBA students to work for social enterprises. The esteem needs also was investigated 

by four factors in questions of sector 4. In the questions of sector 5, six factors were 

used to search the MBA student’s work motivation. 

The last part is the open question, for ensuring the validity for the questionnaire, we 

set question 6, if they want to add anything else. 

3.2 Sampling  

In accordance with Morgan and Krueger (1998), the selection of samples should be 

related to the research questions of the study to ensure they provide available data with 
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sufficient knowledge and experience. Thus we took the employees of RAPATAC, 

Coompanion, Sandaga, and Kooperativet Kraftkallan as our interviewees. Because we 

are investigating what factors can influence social enterprise attract qualified staffs. 

Additionally, those organizations that we chose are local representatives of social 

enterprises in Gävle.  

We also chose the students of MBA program in University of Gävle as our 

quantitative samples which followed convenient sampling method. The convenience 

sampling refers to the investigators arbitrary select the sample, in this method, the 

proximity principle and time-saving principle is important to take into consideration 

(Boeije, 2010). 

However, Boeije (2010) also emphasized that the researchers must ensure the 

availability of the sample when you chose the convenience sampling. We chose MBA 

student in University of Gävle as a sample to collect our primary data due to the 

proximity principle and time-saving principle. On other hand, according to our 

research question, we considered that the MBA students might be the employees of 

social enterprises in future. 

3.3 Data Collection 

In the data collection parts, the primary data collection and secondary data collection 

are described. And we also introduce the detail colleting method of interview and 

questionnaire in this part. 

We used both primary data and secondary data in our research; the primary data is 

collected from interviews of social enterprises employees and questionnaire survey of 

MBA students in University of Gävle. And the secondary data were collected from the 

exiting articles, relevant journals and some other available resources. 

In the interview part, Merriam (2009) suggest the interview data should have two or 

more participants independently analyzing the same questions. In our research, we 
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have designed the interview questions for seven employees from four social 

enterprises. We have interviewed the advisor from Coompanion Gävleborg, the 

founder and two employees of Rapatac, one employee from Sandaga as well as two 

employees of Kooperativet Kraftkallan. We had in-depth interviews with our 

participants except the employee of Sandaga who was interviewed by email. Merriam 

(2009) also mention that, the in-depth interviews can help the researchers collect 

valuable information. The detail information of the participants and the interviews are 

referenced in table 2.  

Table 2. Information of the Interviewees 

Interviewee Organization Position  Method  Date of the interview  

Ulf Karlsson Coompanion Consultant Face to face 
2014-05-14 

10:00-11:00 

Moussa N D́iaye RAPATAC CEO and founder Face to face  
2014-05-15 

15:00-16:00 

Christian Oman RAPATAC 
Marketing 

Manager 
Face to face 

2014-05-15 

16:00-17:00 

Chris Bryan Aravena RAPATAC Supervisor Face to face 
2014-05-16 

16:00-18:00 

Elena Al Damanhouri Sandaga Founder Email 2014-05-17 

Lena Wik 
Kooperativet 

Kraftkallan 

 Department 

Manager 
Face to face 

2014-05-19 

14:00-15:00 

Olle Jonsson 
Kooperativet 

Kraftkallan 
Chairman Face to face 

2014-05-19 

15:00-16:00 

Source：(Own Construction) 

 

For collecting the quantitative data, we chose the MBA students in University of 

Gävle as the sample. There were two groups including 48 students is studying in 

MBA course of University of Gävle, one group belonged to autumn semester students, 

which had 19 students. The other group belonged to spring semester students, which  

included 29 students. We collected the data in two different semester, the first time for 

spring semester class and second time for autumn semester class and we met the 

students face to face while doing the questionnaire survey to clarify our questions in 

order to avoid misunderstanding. Moreover, we are allowed to do a brief introduction 

before they fill the questionnaire and it benefits to ensure the answerers understand 
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our questionnaire. It took about 10 minutes to complete the questionnaire. The 

detailed information is in table 3: 

Table 3. Questionnaire Participants Information 

Participants Place Participation Number Date 

Spring Semester MBA 

Students of Gävle University 

Classroom in Gävle 

University 
21 2014-04-11 

Autumn Semester MBA 

Students of Gävle University 

Classroom in Gävle 

University 
20 2014-04-14 

Source：(Own Construction) 

 

3.4 Data Presentation and Analysis 

In chapter 4, we present the collected data from the interviews of social enterprises’ 

employee and questionnaire survey of MBA student in University of Gävle.  

The primary data of our study was collected by both quantitative approach and 

qualitative approach. In the later chapter, the information of all the interviewees is 

combined following the structure of the interview questions; the presentation includes 

the basic information of respondents and the organizations they work for, additional, 

their answers are presented through five sectors which according to five needs level of 

Maslow's hierarchy of needs model. The quantitative data will be shown with the 

same structure with qualitative data in order to be analyzed. The demographic data are 

displayed with the percentage. Furthermore, the arithmetic mean, standard deviation 

and the frequency of 1 and 5 of each factor are calculated and presented, these data 

was presented with two digits after the decimal point. Finally all of data are 

summarized. 

Arithmetic mean is used to reflect a general situation and average level of data 

(Holladay, 1997). In our research, the arithmetic mean can investigate the MBA 

student’s general opinion of each factor in influencing work motivation. The formula 

of arithmetic mean is as follows: 
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In this formula, M stand the results of arithmetic mean, n means the number of the 

sample, a1、a2、a3……an stand the a specific number of the sample. In our statistics, 

we retain two decimal places of the data. 

The appearing times of each factors is frequency and frequency indicates the extent of 

effect of the corresponding data (Rubin, 1984). The larger number of frequency 

indicates the object has huge influence on the overall situation, on the contrast, the 

smaller value of frequency means the object has low level influence in this data (Kirk, 

2007). Linking to our research, the frequency accounted can help us to investigate 

which factor has huge influence to affect MBA student’s work motivation. 

Standard deviation (σ) is a measure of the dispersion of a set of data from its mean 

(Sarhan, 1954). The more spread apart the data show the higher the deviation number; 

the lower standard deviation number means the smaller gap among the data (Rubin, 

1984). Connecting to our research, the standard deviation can help us to explain the 

gap of MBA student’s work motivation at each factor. Standard deviation is calculated 

as the square root of variance and the detail formula is: 

n
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2222
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σ is standard deviation, M stand the results of arithmetic mean, n means the number 

of the sample, and a1、a2、a3……an stand the a specific number of the sample. In our 

statistics, we retain two decimal places of the data. 

The data analysis of this study is presented in Chapter 5. The analysis structure 

follows the theoretical framework which has been shown in Chapter 2. We compared 

and analyzed the similarities and differences of the answers between interviews and 

questionnaire, then the summary of primary data were drawn. Moreover, the primary 

data and secondary data that we presented in chapter 2 was compared in order to 
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complete our theoretical framework.  

3.5 Reliability and Validity 

The principles of validity and reliability are fundamental cornerstones of the scientific 

method (Yin, 2011). The idea behind reliability is that any significant results must be 

more than a one-off finding and be inherently repeatable. (Read, 2013). Validity refers 

to the degree in which test or other measuring device is truly measuring what intended 

it to measure. (Read, 2013). 

We collected our empirical data from multiple sources in order to make sure our 

survey could be reliable and valid. In accordance with Yin (2011), the multi-source 

data collection can improve the reliability and validity of a case study. Patton (2002, 

P560) suggests that the qualitative data should be collected by two or more 

interviewees, and compare their opinions. The idea behind reliability is that any 

significant results must be more than a one-off finding and be inherently repeatable 

(Bryman and Bell, 2011). Thus we interviewed seven employees in four social 

enterprises; our qualitative data are from Coompanion, Rapatac, Sandaga and 

Kooperativet Kraftkallan. The information of our interviewees is shown in TABLE 2. 

In addition, our interview questions were sent to them before we met to ensure the 

interviewees have understanding of our study aim. In the questionnaire, we sent to 

more than 40 individuals to collect the data. 

For ensuring the reliability, other researchers must be able to perform exactly the 

same experiment, under the same conditions and generate the same results and this 

will reinforce the findings and ensure that the wider scientific community will be 

accepted (Bryman, 2012). In our research, we individually interviewed the interviews 

and questionnaire participants and collect the data in order to avoid the interaction 

between individuals. Moreover, using the different statistic tools to measure the data 

is important to ensure the reliability and validity (Bryman, 2012). Thus, there are 

three tools that were used to measure the data in our research to maintain validity and 



 32 

reliability.  

Bryman and Bell (2011) state, diligent scientists take measurements many times, to 

minimize the chances of malfunction and maintain validity and reliability. In this 

research, we used two different software and checked it three times to ensure 

reliability and validity. 

For the quantitative data collection, we went to the lectures attracted by the students 

of the MBA program of University of Gävle and presented the introduction of our 

study to ensure the respondents have enough knowledge and understanding of social 

enterprise and our research. Finally, we have got 41 responses in the survey. There are 

41 MBA students in University of Gävle participated in our survey. Three 

questionnaires are excluded due to lack of information, thus, the available answers are 

38 and the available rate is about 93%. 
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4.  Empirical Study 

Here, we present the results of our primary data. At first, the brief introduction of the 

four social enterprises we interviewed is presented. The interview data and survey 

data is presented in this chapter as well.   

4.1 Social Enterprises Presentation 

In this research, we chose four social enterprises who located in Gävle as our research 

sample; there are Coompanion, Rapatac, Sandaga and Kooperativet Kraftkallan.  

Coompanion is a social enterprise that is based in 25 different locations nationwide 

and the aim of Coompanion is providing people who want to realize ideas together 

with information, advice and training, based on their individual requirements - from 

idea to successful company (Coompanion, 2014a). The Coompanion Gävleborg 

makes up with four employees and we interviewed one employee in this company. 

Rapatac is a social enterprise located in Gävle and they purpose on lower the 

unemployment rate in Gvale. Rapatac AB appoints and decisions regarding the 

management team whose job is to organize and conduct operations in Rapatachuset 

(Rapatac, 2014a). We interviewed three employees in Rapatac. 

Sandaga is a social enterprise founded in January 2012 by members Elena Al 

Damanhouri and Seda Celik. The purpose of Sandaga is to create individually tailored 

job opportunities to people who have found themselves far from the labor market and 

thus reduce the need for maintenance support from public funds, and to create 

conditions for better social integration (Sandaga, 2014a). Elena participated in our 

interview by E-mail. 

Kooperativet Kraftkallan is a work-integration social enterprise and it means human 

resource is most important factors in their company, thus, the employees are 

shareholders in the company as well and they believe this can lead to a committed 
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staff (Kooperativet, 2014a). Moreover, one of the goal is to create job opportunities 

for individuals who are unemployed and sick at long-term. Their business areas 

including property management, soil conservation, sewing, furniture dressing, 

cleaning, management, staffing, dog passing and rehabilitation etc. We interviewed 

two employees in Kooperativet Kraftkallan (Kooperativet, 2014a). 

4.2 Interview Data Presentation 

We interviewed seven employees who work in four social enterprises. Ulf Karlsson is 

the consultant in Coompanion and he was graduate from Gothenburg University of 

bachelor degree and major in economic. Moussa N D́iaye, Chris Bryan Aravena and 

Christian Omanis are the employees of the Rapatac. Elena Al Damanhouri is the 

founder of Sandaga and she graduated economist specialized in accounting and 

administrative informatics. Lena Wik and Olle Jonsson work for Kooperativet 

Kraftkallan and they started work at social enterprises since 2006. However, Ulf and 

Moussa had working in social enterprises more than ten years as well as Elena, Chris 

and Christian’s work experiences in social enterprises are less than one year. All the 

interviewees have work experiences in other kind of companies before they go to 

social enterprises except Chris.  

*Physiological needs: “The salary is the basic needs for employees but it is not 

everything,” Moussa said, “the job is the way to live, thus, the work environment is 

more important and great work environment is like the key to open employee’s work 

motivation.” and Chris also mentioned, “Money can buy people in the beginning, but 

I did not discuss anything about the salary when I decided to work in Rapatac”. 

However, all participates described the salary is just fine and they think it will be 

better if they can have more. But Ulf said the indirect compensation is really good in 

his company. For example, normally, there is five weeks of summer holiday for 

Swedish worker but he gets seven weeks. Move to the work environment, 7 

interviewees are satisfied with their work environment very much and they totally 

agree the cleaning and bright office makes them feel relaxed and suitable when they 
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accomplish the project. 

*Safety needs:  To satisfy the employee’s safety needs, Moussa thinks salary should 

be stable and ascending every year. All interviewees agree this view and it can 

achieve in their company also. Moreover, their position is also stable now. Most of 

them enjoy a grave responsibility and stress due to they are appreciated from the boss. 

Furthermore, Chris suggested responsibility cannot be described as a tangible factor, 

but the boss should trust the employee enough. 

*Belonging needs: Ulf said “The happy and equal organization climate is the core 

value in our enterprises, I am equal with my boss actually and she supports me a lot at 

work”. But Lena and Olle said the organization climate with both of happiness and 

serious due to their work method and they want more support from the leaders. Seven 

participants agree only the happy and equal organization climate can keep the 

excellent employee. For creating the great organization relationship, Rapatac and 

Kooperativet Kraftkallan take 10 - 20 minutes as sport time together in the sunshine 

day during the work time, like the break time in high school. However, they agree 

their enterprises lack of the collective activities after work. 

*Esteem needs: Four social enterprises are with fair institution in our interviews and 

they can join the department decision making or important decision making meeting. 

Although they do not have the tangible reward of employees, the boss will point 

excellent employees out in the meeting and let everyone know to award them. Move 

to the company’s goal, Christian stated, “I cannot continue my work without the 

knowledge of Rapatac’s goal” and 7 participants can replay their enterprise’s goals 

fluently. 

*Self-actualization needs: The employees agree they have high flexibility about work 

due to the employees can decide where and when to finish the task in social 

enterprises. The employees in Rapatac and Sandaga believe there are challenges and 

self-improving everyday but others said there is lack of challenges in social 

enterprises. Furthermore, they also have different opinions about promote chance. 
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Chris who was working in social enterprises for three months as well as Lena and 

Olle from Kooperativet Kraftkallan are believe they have promotion chance but others 

do not think they have any chances to promotion. Hence, all interviewees said the 

work in social enterprises confirm their interested greatly. 

No doubt, seven employees really enjoy their work now and we can feel their 

happiness through interviews. Moreover, five interviewees stated the most important 

reason for them work in social enterprise is they want to inspire individuals and help 

them. But Ulf thinks the work in social enterprises can balance the work and family 

very well, which is the most important reason. Olle said work in social enterprise is 

the only choice from him in the beginning, thus, he selected social enterprises. In 

summery, they love their job now. 

4.3 Survey Data Presentation 

Through the questionnaire, we collected the valuable information for our analysis and 

the survey data presentation is divided into two parts based on the questionnaire, 

which are demographic factors and work motivation factors. In the demographic 

factors, we present the basic information about the respondent and the work 

motivation factors are the mainly part in our research. 

4.3.1 Demographic Factors 

The Q1 of the questionnaire is about the gender of the respondents, according to the 

figure 1, 22 male and 16 female participated in our survey. Male accounted for 58% 

and female accounted 42%. The number of male respondent and female respondent in 

our survey are almost flat. Table 4 can show the detail information. 

Table 4. Gender Information 

Gender Male Female 

Account 22 16 

Rate 58% 42% 

Source：(Own Construction) 
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In the Q2, we search for the age of the respondent and the results show that MBA 

students are mainly between 20-30 years old. No people under 20 years old, 19 

students are 21-25 years old, 14 individuals are 26-30 years old and the last 5 people 

are over than 30 years old and it shows in Table 5. 

Table 5. Age Information 

Age Account Rate(%) 

Under 20 Years Old 0 0% 

21-25 Years Old 19 50% 

26-30 Years Old 14 37% 

30-35 Years Old 2 5% 

Older than 35 3 8% 

Source：(Own Construction) 

 

Move to Q3, we discuss the work experiences of those students. Figure 4 shows, there 

are 8 students with less than three month work experiences, 5 of them have three 

month to one year work experiences and 25 individuals worked more than one year. 

Figure 4. Work Experiences Information 

 

Source：(Own Construction) 

 

The Q4 in demographic factor is if the MBA students are willing to work in the social 

enterprises. And we found 32 students are willing to work in social enterprises, which 

means 84% of the respondents are willing to work in social enterprises and only 6 

students said they will not work in there. 
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4.3.2 Work Motivation Factors 

According to the Chapter 2, we found there are several factors that can influence 

employee’s work motivation in social enterprises. Furthermore, we measure the work 

motivation of the MBA student in University of Gävle according to Maslow’s 

hierarchy of needs model. Hence, we use the arithmetic mean, frequency and standard 

deviation, which are the important statistical tools sort out our primary data that 

collected in survey. 

Each factor’s influence in the questionnaire is accounted by the arithmetic mean, one 

point frequency, 5 points frequency and standard deviation. Those statistical data 

provide the fundamental information for the following analysis and we list the detail 

accounted information of each factor in the table 6, table 7 and table 8. 

Table 6 is the basic table, the number of arithmetic mean, 1 point frequency, 5 points 

frequency and standard deviation in each factors are presented at corresponding five 

hierarchies of needs. In the table 7, the arithmetic mean and standard deviation 

number of each factors is separately ranked from highest point to lowest point. The 

rank in table 7 including all factors of our study, however, in the table 8, we want to 

figure out the importance of every factor in each needs level, thus, the table 8 list the 

rank of work motivation from high point to low point on each needs level according 

the value of arithmetic mean and standard deviation. 
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Table 6. Student Work Motivation Information 

Source：(Own Construction) 

 

 Arithmetic Mean 

In the arithmetic mean statistics, we can figure out the average importance degree of 

each factor. Generally, the accounted numbers of arithmetic mean are similar but still 

can show the lowest point is the 3.61 points which score of the other kind of 

compensation in sector 1 and the highest point is the 4.39 points that score of work 

environment in sector 1. Moreover, the gap between the highest point and the lowest 

point is less than one point. In the table 7, it can direct present the rank of each factor 

 Factors 
Arithmetic 

Mean(M) 

1 Point 

Frequency  

5 Points 

Frequency 

Standard 

Deviation (σ) 

Sector 1 

1 Salary 4.13  0 14 0.81  

2 Other Kind of Compensation 3.61  1 4 0.86  

3 Work Environment 4.39  0 21 0.79  

Sector 2 

4 Stable Income and Job 4.21  1 17 0.93  

5 Acceptable Work Stress 3.68  0 3 0.77  

6 Responsibility  4.18  0 12 0.65  

Sector 3 

7 Happy and Equal Organization Climate  4.08  0 16 1.00  

8 Leader and Colleague’s Supporting 4.11  1 12 0.83  

9 Good Cooperation With Colleagues 4.37  0 19 0.71  

10 Collective Activities 3.71  2 9 1.06  

Sector 4 

11 Fair Institution 3.89  0 10 0.83  

12 Reward of Excellent Staffs 3.79  1 7 0.93  

13 Democratic Decision Making Participation 3.87  2 14 1.17  

14 Good knowledge of Company’s Goal 4.11  0 14 0.89  

Sector 5 

15 Flexibility in Work  3.79  1 7 0.91  

16 Challenge in Work 3.71  0 6 0.80  

17 Self-Improvement and Self-Fulfillment 4.29  0 17 0.77  

18 Meritocracy 3.76  1 9 0.94  

19 Promoting Chance 4.32  0 17 0.74  

20 Satisfying Personal Interest 4.03  1 13 0.94  
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for work motivation of MBA students. 

 Frequency 

In our data, 1 point is rarely seen in each factors statistics and only 11 times were 

chosen. Two times were chosen by collective activities factor and democratic factor, 

which means two answerers think the collective activities and democratic decision 

marking participation are not important for their work motivation. Hence, in the factor 

of the other kind of compensation, stable income and job, reward of excellent staffs, 

flexibility in work, meritocracy and satisfying personal interest are scored in 1 point 

on one time. The rest factors are not chosen by the respondent. 

In the 5 points frequency statistics, the 5 points is chosen 241 times which is a high 

appear frequency and every factor is at least chosen by one time, which represent 

those factors are really important for the MBA students in work motivation. Moreover, 

the minimum occurrences frequency of 5 points is the acceptable work stress factor, it 

is chosen by 3 times. And the maximum occurrences frequency of 5 points is work 

environment, it appears 21 times. In the other factors, the 5 point is chosen in several 

times and the detail information is presented in the table 6.  

 Standard Deviation 

The standard deviation can measure the gap of MBA student’s attitude in each factor 

of work motivation. The value of σ is among 0.65 to 1.17. The 0.65 is score in 

responsibility factor, which mean the MBA students have similar attitude of 

responsibility in work motivation. And the 1.17 is counted on democratic factor prove 

the MBA students have different attitude in this factor. The detail data of standard 

deviation is presented in the table 6 and table 7. 
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Table 7. Rank of Students Work Motivation in all Factors 

Source：(Own Construction) 

Arithmetic Mean’s Rank  Standard Deviation’s Rank 

 Factors Rank 
Arithmetic 

Mean(M) 
  Factors Rank 

Standard 

Deviation (σ) 

Sector 1 3 Work Environment 1 4.39   Sector 4 

13 Democratic 

Decision Making 

Participation 

1 1.17  

Sector 3 
9 Good Cooperation   

With Colleagues 
2 4.37   Sector 3 

10 Collective 

Activities 
2 1.06  

Sector 5 19 Promoting Chance 3 4.32   Sector 3 
7 Happy and Equal 

Organization Climate  
3 1.00  

Sector 5 
17 Self-Improvement 

and Self-Fulfillment 
4 4.29   Sector 5 

20 Satisfying 

Personal Interest 
4 0.94  

Sector 2 4 Stable Income and Job 5 4.21   Sector 5 18 Meritocracy 5 0.94  

Sector 2 6 Responsibility  6 4.18   Sector 2 
4 Stable Income and 

Job 
6 0.93  

Sector 1 1 Salary 7 4.13   Sector 4 
12 Reward of 

Excellent Staffs 
7 0.93  

Sector 3 
8 Leader and Colleagues 

Supporting 
8 4.11   Sector 5 15 Flexibility in Work  8 0.91  

Sector 4 
14 Good knowledge of 

Company’s Goal 
9 4.11   Sector 4 

14 Good knowledge 

of Company’s Goal 
9 0.89  

Sector 3 
7 Happy and Equal 

Organization Climate  
10 4.08   Sector 1 

2 Other Kind of 

Compensation 
10 0.86  

Sector 5 
20 Satisfying Personal 

Interest 
11 4.03   Sector 3 

8 Leader and 

Colleague Supporting 
11 0.83  

Sector 4 11 Fair Institution 12 3.89   Sector 4 11 Fair Institution 12 0.83  

Sector 4 
13 Democratic Decision 

Making Participation 
13 3.87   Sector 1 1 Salary 13 0.81  

Sector 4 
12 Reward of Excellent 

Staffs 
14 3.79   Sector 5 16 Challenge in Work 14 0.80  

Sector 5 15 Flexibility in Work  15 3.79   Sector 1 3 Work Environment 15 0.79  

Sector 5 18 Meritocracy 16 3.76   Sector 2 
5 Acceptable Work 

Stress 
16 0.77  

Sector 3 10 Collective Activities 17 3.71   Sector 5 
17 Self-Improvement 

and Self-Fulfillment 
17 0.77  

Sector 5 16 Challenge in Work 18 3.71   Sector 5 19 Promoting Chance 18 0.74  

Sector 2 
5 Acceptable Work 

Stress 
19 3.68   Sector 3 

9 Good Cooperation 

With Colleagues 
19 0.71  

Sector 1 
2 Other Kind of 

Compensation 
20 3.61   Sector 2 6 Responsibility  20 0.65  
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Table 8. Rank of Students Work Motivation in Each Sector 

 Factors Rank 
Arithmetic 

Mean(M) 

 

Factors Rank 
Standard 

Deviation (σ) 

Sector 1 

3 Work Environment 1 4.39  
2 Other Kind of 

Compensation 
1 0.86  

1 Salary 2 4.13  1 Salary 2 0.81  

2 Other Kind of 

Compensation 
3 3.61  3 Work Environment 3 0.79  

  

Sector 2 

4 Stable Income and Job 1 4.21  4 Stable Income and Job 1 0.93  

6 Responsibility  2 4.18  5 Acceptable Work Stress 2 0.77  

5 Acceptable Work Stress 3 3.68  6 Responsibility  3 0.65  

  

Sector 3 

9 Good Cooperation With 

Colleagues 
1 4.37  10 Collective Activities 1 1.06  

8 Leader and Colleague’s 

Supporting 
2 4.11  

7 Happy and Equal 

Organization Climate  
2 1.00  

7 Happy and Equal 

Organization Climate  
3 4.08  

8 Leader and Colleague’s 

Supporting 
3 0.83  

10 Collective Activities 4 3.71  
9 Good Cooperation With 

Colleagues 
4 0.71  

  

Sector 4 

14 Good knowledge of 

Company’s Goal 
1 4.11  

13 Democratic Decision 

Making Participation 
1 1.17  

11 Fair Institution 2 3.89  
12 Reward of Excellent 

Staffs 
2 0.93  

13 Democratic Decision 

Making Participation 
3 3.87  

14 Good knowledge of 

Company’s Goal 
3 0.89  

12 Reward of Excellent 

Staffs 
4 3.79  11 Fair Institution 4 0.83  

  

Sector 5 

19 Promoting Chance 1 4.32  
20 Satisfying Personal 

Interest 
1 0.94  

17 Self-Improvement and 

Self-Fulfillment 
2 4.29  18 Meritocracy 2 0.94  

20 Satisfying Personal 

Interest 
3 4.03  15 Flexibility in Work  3 0.91  

15 Flexibility in Work  4 3.79  16 Challenge in Work 4 0.80  

18 Meritocracy 5 3.76  
17 Self-Improvement and 

Self-Fulfillment 
5 0.77  

16 Challenge in Work 6 3.71  19 Promoting Chance 6 0.74  

Source：(Own Construction) 
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5. Analysis and Discussion 

In the analysis and discussion chapter, we analyse the social enterprises employee’s 

work motivation and MBA student’s work motivation based on the literature review 

and our primary data. Moreover, how to improve the social enterprise’s attractiveness 

also is discussed in this chapter. 

5.1 Social Enterprise Employee’s Work Motivation  

According to Zalenski and Raspa (2006), Maslow divide the human’s demands into 

five hierarchies, and the five hierarchies array from low level needs to high level 

needs. From Moussa’s opinion, the hierarchies of demand are not necessarily 

according to the order, perhaps the highest level demands are satisfied can be the most 

important work motivation for employee and ignore other demands. Therefore, 

seizing the most the most urgent demand of social enterprises employee could 

improve their work motivation.  

In the physiological needs level, Cho’s (2009) proved the weak linkage between 

salary and employee’s work motivation. In our interview, Chris said, he did not ask 

anything about salary when he signed the contract. But Lena thinks it will be better if 

she has higher salary. Other interviewees see the salary as less important factors as 

well. Move to the other kind of compensation, Kahnman, and Deaton (2010) did not 

find the positive correlation between compensation and work motivation, however, 

Ulf who is from Coompanion mentioned the importance factor can motivate him is he 

has 7 weeks’ vacation per year, however, Elena works really busy even has no coffee 

break, but other participant did not see indirect compensation as an important work 

motivation.  

In the environment factor, Rashid and Rashid, (2012) state, employees in a better 

environment are more likely to produce a peak experience. Our interviewees totally 

agree with this point, especially Moussa emphasized the work environment is a key to 
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open employee’s work motivation. However, Olle thinks the work environment is 

important but he hopes his company can move to a bigger place and has his own 

office. We can see, only one of them is not satisfied with the work environment.  

In the safety needs, Karl and Sutton (1998) agreed most of the social enterprises chose 

to give their employees a strong sense of security. In our research, all interviewees are 

confident enough for their position and no any anxiety emotion. In the exits 

researches, the accept stress (Conway and Briner, 2002) and increasing Responsibility 

(Ganesh, 1999) will improve employee’s work motivation. In our research, the 

employee’s views prove this point. 

In the belonging needs, Doherty, et al. (2009), Nelson (1997) and Locke and Latham 

(1990) find a positive correlation between good organization climate, leader’s 

supporting, good cooperation with colleagues and employee’s work motivation. And 

Christian who is the interviewee emphasized the happy and equal environment is 

really important in his work; others also agree with this point. However, Lena and 

Olle want more support from the leaders and their organization climate with both 

serious and happiness due to their work method. Furthermore, Doherty et al, (2009) 

state the collective activity can improve employee’s work motivation. However, all 

enterprises are lack of collective activity at all, but the employees still agree they have 

good relationship with their colleagues and work well. Thus, our research disagrees 

with this view. 

In the esteem needs, the social enterprise’s employees agree with Buelens and Broeck 

(2007) and Austin, et al. (2006), fairness and democratic decision making 

participation is really important and every participant in our research can repeat the 

goal or purpose of their enterprises very fluent. Elena said, only the employees know 

the goal of the social enterprises very well that they can develop the company together. 

In this level, Doherty, et al. (2009) confirm the reward has a good effect in incentive, 

but in social enterprises, Chris said, although there is no tangible reward but only 

verbal awards in his enterprises, it still can motivate him. 
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In the self-actualization needs, Drucker (1995) and Meritocracy (Roberts, et al. 2006) 

believe, self-Improvement can motivate employees in social enterprises. Chris and 

Elena totally agree with it. However, Ulf who had worked for his social enterprises 

for 11 years but without any promote chance still with high work motivation and he 

disagree the promotion chance is a necessary factor to motivate employee (Crewson, 

1997). Actually, Chris who works three months in social enterprises is the one who 

think he has the promotion chance, moreover, Lena and Olle emphasized they can 

promotion if they have the good performance. Furthermore, Olle is the only one who 

think the work is not fully embody his ability. Such as, he is good at computer 

technical but he need not use it in his work. 

Finally, we have to mention that, five of seven interviewees agreed, confirming the 

interesting is the most important factor to motive them work in social enterprises and 

they enjoy inspiring and improving other individuals (Wagner and Moch, 1986). 

Moreover, Ulf said the work in social enterprises can balance the work and family 

very well, which is the most important reason for his choice and Olle said work in 

social enterprise is the only choice from him. 

5.2 MBA Student’s Work Motivation 

According to Nakai, et al. (2011), the social enterprise is not the first choice for 

students. However , there are only 6 students rate in 16% in our research expressed 

they do not want to work in social enterprises. Therefore, the social enterprises could 

attract graduate attention. We analyzed the details about MBA student’s work 

motivation in the following. 

In the physical needs, although the salary proved as the less important factor for work 

motivation in many exist researches (Cho, 2009), 14 students score five points of 

salary factor and M=4.13 ranks seventh in all factors, and the σ=0.81 show the small 

different between their choice. Therefore, the salary is an indispensable factor in 

MBA student’s work motivation. In this level, we also need mention the work 
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environment, which is the most important factor for student’s work motivation, the M 

of work environment is 4.39 and it ranks the first at all factors. It confirms Rashid and 

Rashid’ (2012) idea. The M of other kind of compensation is 3.61, σ=0.86, which the 

M is the lowest one and student opinion is similar. We can say the other kind of 

compensation cannot be a key factor to motive student.  

In the safety needs, the M of stable work and responsibility is higher than 4 points and 

it prove the incentive of stable work and responsibility (Ganesh, 1999). But the 

acceptable stress only score in 3.68 of mean, it overthrows Conway and Briner’s 

(2002) idea. 

In the belonging needs, the cooperative activity’s mean is 3.71 and the σ=1.06, it 

shows the students think cooperative activity is not important but there is different 

between their choice. Austin, et al. (2006) emphasized the influences of cooperative 

activities in work motivation. Furthermore, the M of happy and equal environment, 

leaders’ supporting and colleague relationship respectively score in 4.08, 4.11 and 

4.37. It confirms Doherty, et al. (2009), Nelson (1997) and Locke and Latham’s 

(1990)’s researches, which the happy and equal environment, leaders’ supporting and 

colleague relationship are the factors that can motive MBA’s students to work for 

social enterprises. 

In the esteem needs, Colbert (2004) believes the good knowledge of company’s goal 

is a work motivation. In our research, the mean good knowledge of company’s goal is 

4.11, which ranks first in this level and σ=0.89. However, the fairness, democratic 

decision making participation and reward score in 3.89, 3.79 and 3.87 of mean, 0.83, 

0.93 and 1.17 of standard deviation. The importance of these three factors ranks the 

back ten of total factors. Thus, in our research, they are less important factors. 

In the self-actualization needs level, Crewson (1997) discovered the individuals are 

eager the promote change. In our research, the M of promote change is 4.32 and ranks 

third in all factors. The promote chance can encourage MBA’ students work in social 

enterprises. The self-improvement and self-interested factors mean’s value are over 4 
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points indicated the positive connection between them and work motivation. Other 

factors in this level such as flexibility, challenge and meritocracy are value less than 4 

point of mean. According to Locke and Latham (2004) as well as Roberts, et al. 

(2006), those factors can motive students, but the results of our data collection 

indicate weak relationship between them and student’s work motivation. Moreover, 

the values of standard deviation of all factors in self-actualization needs level are less 

than 1 point, therefore, the students have similar attitude of those factors. 

In the table 6, we figure out the most important factor in each sector by the value of 

mean. Work environment is the most important factor to motivate students in 

physiological needs. In the safety needs, MBA student agree that stable income and 

job can improve their work motivation. Move to belonging needs, good cooperation 

with colleagues can motivate MBA students in greatly. Good knowledge of 

company’s goal could set as the most important factor to improve student’s work 

motivation in esteem level. In the self-actualization level, MBA student can be 

motivated by promotion chance in mostly. 

5.3 How to Improve Social Enterprise’s Attractiveness 

In our research, we found there are gaps between social enterprises employee’s work 

motivation and MBA’s students. This gap can help to locate the factors that the social 

enterprises should be improve and increase their attractiveness. 

First of all, according to Roberts, et al. (2006), different organization culture attract 

different talent. In the belonging needs, the employees in social enterprises have the 

same required of the MBA student. The good cooperation of colleague score highest 

in the belonging needs, which the M=4.37, in the interview data, Chris, Elena and 

Olle are emphasized the important of good relationship with the colleagues and all 

employees are satisfied with it. Therefore, we can see the social enterprises did a great 

job in this factor.  

In the organization system and development parts, due to most of the social 
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enterprises are small and medium enterprises, it is lack of the promotion chance 

(Carless and Wintle, 2007). And in our data, three employees in social enterprise 

believe they have the chance to promotion but the MBA’s students really can be 

attracted by promotion chance, this factor value at 4.32 of mean that ranks third in all 

factors. Thus, social enterprises can increase their attractiveness if they can develop 

faster and provide more promotion chance. Most of the employees appreciate their 

work environment what the MBA students score it as the most important factor for 

their work environment. Moreover, the leaders in social enterprises can support their 

employees enough confirm the MBA students work motivation. 

Weather in other researches or in our data of interview, they indicated the salary has 

the weak relationship with the work motivation. Most of the interviewee said, “It is 

just fine of the salary”, which means employees in social enterprises are not satisfied 

enough of salary. However, salary still scores in 4.13 of arithmetic mean of MBA 

student work motivation. There is a gap between the employee’s work motivation and 

MBA students; therefore, if the social enterprises can increase the salary also can 

improve their attractiveness to the students. 

Moreover, in our interview data, 5 interviewees mentioned the self-interesting is the 

most important reasons for them to chose work in social enterprises. Wagner and 

Moch, (1986) also point out the influence of self-interesting on employees work 

motivation. Thus, improving the MBA’s students interesting in social enterprises is an 

important element on improving social enterprise’s attractiveness. 

Table 9 below shows the comparison of MBA students’ work motivation and 

employees’ work motivation. 
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Table 9. Comparison of MBA student’s work motivation and employee’s 

Factors MBA Student’s View Employee’s View Results 

Cooperation 

with 

Colleagues 

Scoring highest in the 

belonging needs level, 

which the M=4.37 

All employees are 

satisfied with it. 

Social enterprise did a great 

job in this factor. 

Promotion 

Chance 

Value at 4.32 of mean 

and it ranks third in all 

factors. 

Only three employees 

believe they have the 

chance to promotion. 

Social enterprise should 

improve the promotion 

chance. 

Work 

Environment 

Most important factor in 

all level. The M=4.39 

Important and satisfied 

of work environment. 

Social enterprise did a great 

job in this factor. 

Leaders’s 

Supporting 
Important factor 

5 interviews satisfied 

with this factor. 

Social enterprise did a great 

job in this factor. 

Salary 
Salary scores in 4.13 of 

arithmetic mean. 

Most of the interviewee 

said, “It is just fine of the 

salary”. 

Social enterprises can 

increase the salary to 

improve their attractiveness. 

Self-interesting 

84% of the respondents 

are willing to work in 

social enterprises 

5 interviewees mention 

the self-interesting is the 

most important reason 

for them to chose work 

in social enterprises. 

Improving the MBA’s 

students interesting of social 

enterprises. 

 

Source: (Own Construction) 
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6. Conclusion 

We divide this section into three parts. The apprehension and the answer of our 

research question is presented at first. Our contributions, reflections and the 

suggestions for the further research are presented. 

6.1 Apprehension of Research Questions 

In this research, we designed two research questions in the beginning and the answers 

are presented as follow: 

Q1: What factors can motivate people to work for social enterprises? 

In Maslow’s theory, salary can not motivate employees now, however, through our 

research, we found that salary; compensation and some other tangible factors can not 

be the main element to motivate the employees in social enterprises. However, 

improving the intangible factors such as manager’s supporting, verbal reward, and 

responsibility could motivate the employees in social enterprises. Moreover, the 

employees in social enterprises are satisfied with their work condition and they 

emphasize the importance of work environment. The better environment can help 

them keep the good mood at work and they can continue their work only in this 

situation. Therefore, the four social enterprises where we visited are with good 

environment. Furthermore, employees indicated the interesting the most important 

reason to guide them work in social enterprises, they enjoy inspiring and helping 

others as well as communication with others, otherwise, even other factors are fully 

satisfied by individuals, they will not select work in social enterprises. Thus, we can 

see the interest and enthusiasm are the indispensable factors for employees who work 

in social enterprises. 

Q2: What factors influence social enterprises to attract qualified staffs? 

In our research, we set the MBA students as the investigating object of the qualified 
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staffs. We use specific statistical methods including arithmetic means, frequency and 

standard deviation to figure out this question. We found the MBA students set the 

work environment, leader and colleague’s supporting, self-fulfillment, flexibility in 

work and stable income and job as the top five factors motivating them for work in 

social enterprises. Moreover, according to Maslow’s hierarchy needs model, we also 

figured out the most important factor that can motivate MBA students in social 

enterprises at each needs level. The result is described on table 10. 

Table 10. The Most Important Factors in Each Sector  

Maslow's Hierarchy of Needs The Most Important Factors 

Physiological Needs Work Environment 

Safety Needs Stable Income and Job 

Belonging Needs Good Cooperation With Colleagues 

Esteem Needs Good knowledge of Company’s Goal 

Self-actualization Needs Promoting Chance 

Source: (Own Construction) 

 

6.2 Contribution 

According to our primary data, we compared the work motivation of MBA students 

and employees in social enterprises, we investigated the elements that social 

enterprises should improve to attract more qualified staffs.  

Firstly, the potential employees have high requirement of work environment and 

organization climate including happy and equal circumstances, good knowledge of 

enterprise’s goal as well as colleague and leader’s supporting. The social enterprises 

in our study and the present employees are satisfied with those elements.  

However, the potential employees mentioned the promotion chance and work 

environment could motivate them in mostly, we found the employees in social 

enterprises lack of promotion chance through our research and salary is described as 
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“fine or they do not care about it”, therefore, we suggest, the social enterprises can 

increase the promotion chance and the salary to attract more qualified employees in 

the future. Hence, all employees in our research mentioned that, their company is lack 

of the collective activities after work and there are two social companies that have the 

sport time during the daily work. We suggest it will be better if the companies can 

organize more collective activities to improve employee’s work motivation. 

Hence, in our study, we found that most employees chose to work in social enterprises 

due to their interest, thus, we advice the manager of social enterprises to propagate 

their idea on the social media tools and make more potential employees pay attention 

and be interested in social enterprise’s work to improve their attractiveness. 

All in all, this study helps the social enterprises recognize the real needs of students 

and their employees in order to help social enterprises improve their attractiveness 

and hire qualified employees. Furthermore, this study provides valuable information 

to help social enterprises improve their employees’ work motivation and their society.  

6.3 Reflections and Further Research 

In our research, we focused on the area of Gävle Sweden, due to different culture, 

economical development and policy; the research cannot be generalized. The 

questionnaire data is collected only from MBA students of University of Gavle. 

However, we investigated 7 employees in 4 social enterprises by face-to-face 

interview and 41 MBA students and combined the qualitative and quantitative 

approach to ensure the reliability and validity of our research. Hence, three statistic 

tools, two different software and three times checked are used to improve our research. 

Thus, the research is valuable at study of social enterprise employees' work 

motivation in Sweden. We found those four social enterprises are ignore the 

importance of collective activities and we believe social enterprises will develop 

better if they can set collective activities as a new motivating factor. 

In further research, for example, the investigator can focus on developing countries; 
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maybe the salary could be the most important factor to motivate individual work at 

social enterprises but not the work environment. Moreover, the work motivation is 

influenced by many factors, we selected some factors according to Maslow’s 

hierarchy of needs method, researcher can expand the factors such as the location of 

the social enterprises also could be an important factor to take into consideration. No 

doubt, the social enterprises as new kind of enterprise have a develop space; further 

research can investigate other aspects of social enterprises such as management or 

how they can develop cooperation with other actors. 
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Appendices 

Appendix I Interview Question List 

Part 1. Basic Information  

1.1 What is you education background? 

1.2 Do you have work experiences in other kind of enterprises before you come to 

social enterprises? Are there any differences?  

1.3 How long have you work in social enterprises? 

Part 2. Hierarchy of Needs 

2.1 Physiological Needs  

2.1.1 Are you satisfied with the present remuneration? Such as salary. 

2.1.2 If you get enough indirect compensation (welfare and allowance, holiday or 

coffee break) in there? 

2.1.3 Are you satisfied with the work environment in your workplace? Such as the 

space of the office.  

 

2.2 Safety Needs  

2.2.1 Is your work stable now? 

2.2.2 Will you feel anxiety in work or afraid to lose the job? If you will, then what is 

the reason? 

2.2.3 Will you feel high stress in your company? 

2.2.4 Do you think you have a grave responsibility in your company? 

 

2.3 Belonging Needs 

2.3.1 Is a happy and equal organizational climate important to employees? Can you 

make a brief description about the company you work? 

2.3.2 Are leaders support you enough? 

2.3.3 Are you pleasant about the cooperation with you colleagues? Is any of you 

colleagues became your best friend? 

2.3.4 Do you have some parties with your colleagues in your spare time?  

2.3.5 Are there any parties or sport competitions organized by your company or other 

kinds of collective activities? 

 

2.4 Esteem Needs  

2.4.1 Are you satisfied with the fairness of employee treatment in the company you 

work?  

2.4.2 Does your company praise or reward the excellent staffs? And how? 

2.4.3 How do you think the level of the “Democratic” in your company? Such as if 

you can participate in the decision making? 

http://changingminds.org/explanations/needs/health.htm
http://changingminds.org/explanations/needs/safety.htm
http://changingminds.org/explanations/needs/belonging.htm
http://changingminds.org/explanations/needs/esteem.htm
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2.4.4 Do you have knowledge about the goals of your company? 

 

2.5 Self-actualization Needs  

2.5.1 Do you have enough flexibility during the work? (For you to use your specialty) 

2.5.2 What kind of challenges do you face in your enterprises?  

2.5.3 Can you gain exercise and improvement during your work?  

2.5.4 Does the work fully embody your ability? Which means, can you fully show 

your advantages? 

2.5.5 When your company arranges the work of staffs, would the managers consider 

the specialties of staffs? 

2.5.6 Do you have some chances to promote? 

2.5.7 Do you think your job conform your interest? 

Part 3 Additional Questions 

3.1 Could you describe briefly if you like your work or not?   

3.2 What is the most important reason for you to choosing work in social enterprises? 

3.3 Do you want to add something more? 

 

 

http://changingminds.org/explanations/needs/self_actualisation.htm
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Appendix II Questionnaire 

 Survey of Work Motivation 

 

Thank you for supporting our survey. This research is about employee’s work 

motivation in social enterprises. Social enterprise is an emerging organization which 

differs from traditional organization. Social enterprises usually focus on maximize 

improvements in human and environmental well-being rather than maximizing profits 

for shareholders. Commonly, social enterprises can form as co-operative, mutual 

organization, a disregarded entity, a social business, or a charity organization. Your 

information will be used in the primary data in our study. We are committed to strictly 

keeping your personal information confidential. 

 

Part 1. Demographic Factors 

 

1. Gender: ______ 

 

2. Age □ 

A. Under 20    B. 21-25    C. 26-30    D. 31-35    E. Older Than 36 

 

3. Work experiences in year. □ 

A. Less Than 3 Month  B .3 Month - 1 Year  C. 1-3 Years  D. More than 3 Years 

 

4. Would you like to work in a social enterprise？□ 

A. Yes    B. No 

 

Part 2. Work Motivation Factors  

 

5. How important do you think the following factors influence your work motivation 

in social enterprises? (In a scale of 1 to 5 there 1 is the lowest and 5 is the highest)  

                                        

Unimportant 1-2-3-4-5 Important 

Sector 1  

Factors 1 2 3 4 5 

1 Salary      

2 Other Kind of Compensation      

3 Work Environment      
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Sector 2 

Factors 1 2 3 4 5 

4 Stable Income and Job      

5 Acceptable Work Stress      

6 Responsibility       

 

Sector 3 

Factors 1 2 3 4 5 

7 Happy and Equal Organization Climate       

8 Leader and Colleague’s Supporting      

9 Good Cooperation With Colleagues      

10 Collective Activities      

 

Sector 4 

Factors 1 2 3 4 5 

11 Fair Institution      

12 Reward of Excellent Staffs      

13 Democratic Decision Making Participation      

14 Good knowledge of Company’s Goal      

 

Sector 5 

Factors 1 2 3 4 5 

15 Flexibility in Work       

16 Challenge in Work      

17 Self-Improvement and Self-Fulfillment      

 18 Meritocracy      

19 Promoting Chance      

20 Satisfying Personal Interest      

 

Part 3. Open Question  

 

6. Do you want to add something? 

 

 

Thank you for participation! 
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Appendix III Interview Data 

We interviewed seven employees work in four social enterprises. And we will present 

it one by one. 

Interviewee One: Ulf Karlsson 

Ulf Karlsson is the consultant in Coompanion and he was graduate from Gothenburg 

University of bachelor degree and major in economic. He was working in social 

enterprises for 12 years and he worked in national job agency before came to social 

enterprises.  

*Physiological needs: He said, the salary is just fine but the indirect compensation is 

really good in his company. For example, normally, there is five weeks of summer 

holiday for Swedish worker but he gets seven weeks. By talking about the work 

environment, he is satisfied with the independent office and friendly neighbor 

company due to it is a small enterprise with two employees here. 

*Safety needs: The salary is stable in his position but the work time is flexible. He 

was working here for 12 years, thus, he feel a little stress and high responsibility in 

work.  

*Belonging needs: Ulf said “The happy and equal organization climate is the core 

value in our enterprises, I am equal with my boss actually and she supports me a lot at 

work”. He described the good relationship with their colleague, however, his 

colleagues are working in different area in Sweden but only two who work in Gävle 

together, thus, they lack of the parties or collective activities. They discuss more about 

the work if they get the opportunity to have the group lunch or dinner.  

*Esteem needs: Even there is no special reward of his enterprises when he finished a 

huge project, but he enjoys that everyone can know the company’s goal very well and 

works really hard together.  

*Self-actualization needs: His job with a high flexibility in work time as well as 
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when he wants to create a new project. He also mentioned, he will face the challenge 

and self-improving everyday especially when he had the business in Thailand but he 

does not like the website developing work that he has to do because lack of 

employees. The promote chance is not that much in the small enterprise but this job 

confirm his interest greatly. 

Moreover, he said, “I like this job very much and the most important reason for me to 

chose work in social enterprises is that I can balance my work and family better”. 

Interviewee Two: Moussa N D́iaye 

Moussa N D́iaye is the CEO and foundation of the Rapatac. He is very social but he 

study in technical program in university and after he worked at the technical company 

of African in some months, he found it is not him, then, he started to create the social 

enterprises 12 years ago. He thinks the social enterprises should focus on making the 

world better and their company’s goal is lower the unemployment rate in Gävle area. 

*Physiological needs: “The salary is the basic needs for employees but it is not 

everything,” Moussa said, “the job is the way to live, thus, the work environment is 

more important and great work environment is like the key to open employee’s work 

motivation.” 

*Safety needs: He thinks the salary should be stable and ascending every years and 

everyone who enjoy their work are afraid to lose the job because they want to stay 

here and keep the position. By talking about the stress, Moussa had high stress when 

he started his job, but he with full confident to overcome those stresses now. 

Furthermore, he suggested responsibility cannot be described as a tangible factor, but 

the boss should trust the employee enough. 

*Belonging needs: Only the happy and equal organization climate can keep the 

excellent employee. For creating the great organization relationship, they went to 

swimming pool together and enjoy the sunshine together, maybe not too many 

collective activities are be organized but they did it. Moreover, as the boss, Moussa 
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always support those employees more than enough.  

*Esteem needs: At first, Moussa said, “no one is same but everyone is equal”, so they 

should have the equal treatment in the company and if someone did a great job, the 

boss will point it out in the meeting and let everyone know to award the excellent 

employees. Moving to the decision making participation, the related employees but 

not everyone should join the decision making progress.  

*Self-actualization needs: In Rapatac, the job with a high flexibility in work time and 

work place, the employees can decide where and when to finish the task but it is lack 

of challenges and promote chances. On the other hand, due to the work needs, he 

needs meet different individuals everyday and sometimes he will make mistakes, so 

that he through learning from the different individuals and mistakes to improve 

himself every day. In Moussa’s opinion, Rapatac can arrange the employees by their 

specialties such as they have a designer who is quiet and he will never charge the 

communication staffs but focus on the technical problems. Then, he also stated, “For 

me, the job must confirm the interest, because the job is the way to live”. 

No doubt, Moussa likes his job very much, and he explained that he really enjoy to 

help people and make everyone being better is the main reason for him selecting to 

work in the social enterprise. Inspiring others and letting others feel his important can 

make him happier. 

Interviewee Three: Christian Oman 

The marketing manager who named Christian Oman from Rapatac was graduate from 

high school last year, but he had many work experiences before, such as, he worked 

as seller and builder before. Then, he was hired by Rapatac at 7 month ago.  

*Physiological needs: Christian satisfied with the salary and other kind of 

compensation as a new comer. Especially, he thinks the work environment is really 

good; the cleaning and bright office makes him feel relaxed and suitable when he 

accomplishes the project. 
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*Safety needs: In Christian’s view, he has the stable work and he knows his boss very 

well, so that, there is no worry about lose the job and he has a grave responsibility due 

to he is appreciated from the boss. However, the controllable pressure is with him 

because he is the fresh man here. 

*Belonging needs: Christian said, “The organization climate is really good in our 

company and the boss is support me enough”. Although his best friend is not from 

Rapatac, he always have lunch or dinner with his colleague in spare time and do some 

sport and collective activities with them in the forest.  

*Esteem needs: Christian stated, his boss treats every employees as the equal 

individuals and gives them opportunities to participate the decision making progress 

to improve them. Although there is no tangible reward for the excellent staffs, the 

boss will let everyone know this staff and his excellent job, this kind of way also can 

praise employees. At the same time, he will point out some employees who with 

uncomfortable performance. Hence, when we talk about the company’s goals, 

Christian can repeat it immediately and has his own understanding of it. 

*Self-actualization needs: Christian believes he is improving and facing the 

challenges every day, because he meets different people every day in the social 

enterprises. But he has free to arrange his work time, work place as well as work 

method. Even, this job seem like lack of the promote chances, but he said, it can fully 

embody his ability and conform his interested, thus, he is enjoy the work very much 

now.  

Christian emphasized the love of his job, he likes communicating with people and 

helping people, the social enterprise gives the opportunities to meet those demands. 

So, he enjoys working in social enterprises very much. 

Interviewee Four: Chris Bryan Aravena 

Chris Bryan Aravena is the supervisor in Rapatac and his job charge for the inside 

tasks of Rapatac. He is the one who work shortest time at social enterprises. Chris 
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major in art in his high school and work in supermarkets before, he said, his 

experiences help him figure out the real needs. 

*Physiological needs: “Money can buy people in the beginning, but I did not discuss 

anything about the salary when I decide to work in Rapatac,” Chris said, and he 

believes the work environment in Rapatac is amazing. 

*Safety needs: Although he was working in social enterprises only three month, he 

believe he has a stable work and never feel anxiety to lose the job or high stress but 

take the full responsibility in this group. He said “I am busy every day, but I enjoy it, I 

am so happy when I get up every morning that I can go to work.” 

*Belonging needs: By talking about the belonging needs, Chris think the organization 

culture is great and boss can support him more than enough. The colleagues have their 

family but they still try to have dinner and lunch together as possible and take 10 - 20 

minutes play game together in the sunshine day at the forest where across their office, 

like the break time in high school. 

*Esteem needs: In the esteem needs level, Chris satisfied with the fairness of the 

treatment and he has the deep understanding of the enterprise’s goal. He emphasized, 

“I cannot continue my work without the knowledge of Rapatac’s goal”. Generally, the 

employees have to know the company’s goal and work hard for achieving the goal. 

*Self-actualization needs: Chris work three months now and he believes he can has 

the opportunity to promote opportunities due to the hard work and improvement every 

day. Moreover, his job has the prescribed working hours but flexibility work method, 

which means he can arrange the prescribed working hours by himself. He mentioned 

he is so lucky can find the job can embody his ability and interested what is 

communication and help people. 

Chris likes to work in social enterprises very much, and he likes to help people and 

inspire them, it is the most important reason for him choses work in social enterprises. 

He emphasized the important of trusting and confident in the interview.  
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Interviewee Five: Elena Al Damanhouri  

 

Elena Al Damanhouri who was working one and half years in social enterprises is the 

founder of Sandaga and she graduated economist specialized in accounting and 

administrative informatics. 

*Physiological needs: Elena is satisfied with the salary and work environment very 

much. But the demand of the work in social enterprises is very high; therefore they 

rarely get time for coffee breaks or spare time. 

*Safety needs: In the safety needs, Elena feel secure about her position and very 

stabile at the moment. The stress in the social enterprise is acceptable and she take a 

high responsible in her company due to she is one of the founder. 

*Belonging needs: Sandaga always discuss and try to be very democratic about 

decisions in their organization but it comes down to the board in the end and the boss 

supports the employee very much. She also mention, they are all close in the 

cooperation, it is like a second family since they spend so much time together but it 

has been difficult to find the right time. 

*Esteem needs: Elena stated, absolutely, it is very important that it is equal and fair in 

organization. Especially, When there is a possibly they try to give the staff an extra 

day off from work and reward the staff with Christmas gifts. She also emphasized, it 

is of a significant matter to have both short-term goals and long-term goals to aim for. 

*Self-actualization needs: In the last level, Elena said her work is very flexible in the 

sense that she can change the schedule if it is necessary. In the challenge and 

improvement aspects, she holds the same ideas as Moussa  

In final, she described, she enjoys the work in greatly and the most important reason 

for why she works in social enterprises is being able to help others building a better 

life. 
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Interviewee Six: Lena Wik 

Lena Wik is the department leader of Kooperativet Kraftkallan and she was major in 

nursing. She had work experiences in factors as well as stores and she started work in 

social enterprises since 2006. 

*Physiological needs: Lena satisfied with her salary but it will be better if she can 

have more. And the indirect compensation and work environment are described as 

fine for her. 

*Safety needs: Lena think the work is stable and she was anxiety about her position in 

the beginning, however, the situation changes now, she feel less stress and more 

responsibility in this company now. 

*Belonging needs: Lena said the organization climate with both of happiness and 

serious due to their work method and she wants more support from the leaders. 

Although there are not many collective activities in their company, the colleague is 

cooperating well but they are not the close friend, only the work friend. They still 

have the party in Christmas about one time per year. 

*Esteem needs: Lena said they have no award of the excellent staff and they normally 

make decision by their own department except the big decision. Hence, she thinks she 

cannot work great without the full knowledge of the company’s goal. 

*Self-actualization needs: she believes she was totally different between the six years 

ago and she improved a lot during the work. The work is fully embody her ability and 

if she has a good performance in the work, she has the promote opportunity. 

Finally, Lena likes this job very much. Although, this is the only choice for her in the 

beginning, but now, she enjoy helping individuals who away from work has become 

the main reason for her work in Kooperativet Kraftkallan. 

Interviewee Seven: Olle Jonsson 
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Olle Jonsson work as chairman in Kooperativet Kraftkallan but he only has two years 

work experiences in social enterprises. Moreover, it is the first job for him, which 

means he does not have other work experiences. 

*Physiological needs: Olle said his salary is depends on their profit but it can offer 

himself and he is satisfied with it. The compensation is no different between other 

companies. He also mentioned it will be better if he can have an independent office in 

a bigger environment. 

*Safety needs: we discover Olle has the stable work with less anxiety and stress but 

he takes a lot of responsibility of Kooperativet Kraftkallan, the responsibility makes 

him feel the company needs him. 

*Belonging needs: Olle described the organization climate as happiness and equal but 

he still needs more support from the boss. By talking about the colleague, Olle said 

although they are not always meet after work, there will have some sport time in the 

sunshine during the work time. 

Esteem needs: Olle mention they do not have any award system but they can join the 

department decision making and the big decision making meeting for one time per 

year. As well as, he can describe their purpose fluently. 

Self-actualization needs: Olle think he satisfied with the flexibility of Kooperativet 

Kraftkallan. The challenge is many individuals think this company is a part of 

government and he thinks his abilities in technical are not fully use in this position, he 

hope it will be used in future. Moreover, he said the promote opportunity is exist if he 

can work hard and he is really interested in his job. 

Olle said, he has no choice but work in social enterprises but he really likes it. Hence, 

he hopes he can help more people to find a job. 

 

 

 

 


