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Abstract      

This research examines the factors that makes start-ups attractive to young workers between 20 and 30 

years old”. It companies the notions of motivation of young workers defined in this study as workers 

between 20 and 30 years old, the startups work condition and the attractiveness factors of the startups. 

To provide recommendation to startup owners on how to enhance their characteristics to attract young 

talents between 20 and 30 years old. To do so, the research focuses of existing data and articles to 

understand the context of the study and understand the variables that influence and affect the startup 

attractiveness.  

The nature of the study is qualitative in nature. Primary data was collected through the conduction of 

six interviews featuring young startups founder and employees between 20 and 30 years old. The 

context and key elements of the study were investigated in depth to ensure full consideration of the 

topic.  

Various attractiveness factors and young employee motivation were recognized to answer the problem 

raised. Motivation theories and practices as well as insight about startups where identified. Finally, a 

framework describing the link between young workers motivation, startups work conditions and 

startups attractiveness was made. It showed that if the motivations of the workers meet the startup work 

conditions it will very likely lead the attractiveness of the startup.  

The study gives insights on how the startup are perceived by young workers. What are the advantages 

and disadvantages perceived by young workers towards working in a startup. Also, the study provides 

knowledge on the challenges of startup to recruit and young workers and how to overcome those 

challenges.  
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1 INTRODUCTION 

 

1.1 Introduction to the research topic / background 

 

 

Work forces are crucial for startups to ensure their survival, success, and growth. They 

bring up ideas and innovation when they evolve within the organization (Sorenson, 

1999; Beckman and Burton, 2008). Therefore, companies need to invest into recruiting 

talents and their human capital to enhance their entrepreneurial performance (Bosma 

et al., 2004). Corporate companies are seen more and more than rigid and hierarchical 

companies that are not in harmony with the new challenged posed by globalization 

and new technologies (Meda and Vendramin, 2013). Also, Meda and Vendramin 

(2013) state in their research that young workers that enter the market are seeking 

responsibilities and autonomy at work. In this context, startups appear as alternatives 

to bigger corporation to pursue their careers.  

 

The last decade has seen the concept of startup grow and appear as a new economic 

model insuring high growth and fundraising (Bouhaj, 2018). Among the human 

resources practices, the talent acquisition appears as the most important aspect of new 

ventures (Salamzadeh et al, 2015; Coad and Timmermans, 2016). The young workers 

are more and more involved in societal changes and want to work in companies, that 

corresponds to their values. Climate change, human rights, digitalization, globalization 

etc. are factors that are more and more considered by young workers and that takes a 

significant part in their life’s. Their life and values change, so does their motivations 

for joining a job. In fact, 73% of candidates said that they would only apply to a 

company that has similar values to them (Glassdor, 2021). 

 

The Covid-19 crisis also redefined the work relations and modalities in many ways. 

The field of recruitment and personal management are also evolving due to those 

changes. The evolution of the needs of young worker leads companies to build 

effective system to organize their business and its different departments. To keep the 

harmony, a particular attention is paid to the hiring process of workers to have 

motivated, well integrated, and trained employees. This is due as it has been proven 

that motivated workers lead to more efficient work. 
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To recruit the “proper” employee, it is important to understand what the work interest 

and expectation of the staff. Indeed, with globalization and the increasing of people 

making higher studies, companies need to try harder to differentiate, to attract talents 

and manage to retain it into the organization. When multinational companies use tools 

as corporate culture or stability to attract young workers, but the startups benefits from 

a new attractiveness. The purpose of this study is to understand what lead workers 

between 20 and 30 years old to work in startups rather than in “traditional” companies.  

 

A startup literally means, “a company” that is starting. This term implements the 

notion of a new activity, in a new mark. It is also characterized by risk, as 50% of the 

startup tend to fail in the first 5 years of their operations according to statistics (Leger, 

2019; Nyström, 2019). The American entrepreneur Steve Blank (2012) gave the 

following definition, “a temporary organization in search of an industrial sable, 

profitable and growth-enabling business model”. 

 

1.2 The purpose and objective of the study  

 

The aim of this research is to identify the motivation factors of young works to join a 

startup. In order to ease the delimitation of the study it was decided that young workers 

in this study will set between 20 and 30 years old. To do so it is important to define 

clearly what is considered startup. It will also be essential to identify what are the 

motivation factors of workers. In this regard, the purpose of this paper is to fill the 

current gap by identifying the work motivation factors of young individuals between 

their 20’s and 30’s, but also the current gap around startup attractiveness. More 

specifically, following the approach of Zaheer et al. (2019) the paper intends to answer 

the following research questions:  

(RQ1) What are the work motivation factors for the individuals between 20 and 30 

years old?  

“Ability is what you’re capable of doing. Motivation determines what you do. Attitude 

determines how well you do it.” (Holtz, n.d.) It was stated earlier in the research that 

motivation meeting is essential for workers in the process of choosing a company to 

join.  The aim of this question is to identify what workers think is essential to join a 
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company and be happy at their job. Identifying those motivations factors will help 

identify how corporate culture helps fulfilling motivations and expectations of the 

workers. Worker motivation also tends to shape the work environment and condition 

set by the company and how the companies highlight them to be attractive.  I will be 

essential to identify them in order to provide recommendations.  

(RQ2) What does startups have to offer to meet those needs? 

This question is also crucial to provide recommendation to the startup on how to 

advertise and showcase the factors that makes them more attractive. The recruiting of 

young talents is crucial for Startups to ensure their survival, success, and growth. They 

are the ones that fosters ideas and innovation when they evolve within the 

organization, (Sorenson, 1999; Beckman and Burton, 2008). It is key to understand 

how startups could meet the needs by linking the young workers need and the way 

startup match them.  

 

During the past decade, important contributions to the academical literature on 

entrepreneurship in general, on the new ventures and startups were made as they had 

expanded rapidly, (Ferreira et al., 2019). This led to the increasing of the literature 

reviews in the field covering entrepreneurship questions, (eg. Jones et al., 2011; Knight 

and Liesch, 2016; Unger et al., 2011). Therefore, the purpose of this study is to provide 

an overview of exiting literature on new ventures work conditions characteristics and 

attractiveness. The intention is to provide a big picture that highlights what is known 

about startup attractiveness, not about entrepreneurship attractiveness. 

Furthermore, the job satisfaction and turnover intention are not new topics in the field 

of human resources management. Indeed, in the last 20 years, many researchers have 

put the emphasis on how the job satisfaction influences the company’s workforce 

turnover. Although this topic has been previously addressed, the existing studies 

mainly focus on researching the topic in larger companies what leaves a gap regarding 

the practices in new ventures (Wagar et al., 2006).  Also, only few research evaluates 

the impact of job satisfaction and work conditions on turnover intention in startups 

using qualitative methods. The. existing studies either provide insights on how training 

satisfaction influences the turnover intention (Memon et al., 2016) or the relationship 
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between integration and job satisfaction and staff turnover in specific sectors (Ferreira 

et al., 2017).  

Other studies focus on the effect of human resources practices on turnover intention 

(Memon, Salleh, Mirza, Cheah, Ting, Ahmad, & Tariq, 2020), company growth 

(Barrett & Mayson, 2007), or employee retention (Wagar et al., 2006). According to 

studies of job satisfaction and turnover intention from an employer's perspective and 

from a management perspective, it appears that people are leaving for money, but it 

turns out there are other factors that are more important than compensation 

(Kotze et al., 2005). As Feldman and Arnold (1983) explain that job satisfaction is 

influenced by personal emotions and psychology, it may be interesting to examine 

people under different circumstances and in unique contexts to determine whether 

alternative conclusions and outcomes are possible. 

The rising expectations of Generation Y (those born between 1980-1995), Generation 

Z (those born between 1995-2010) also influence the need of startups to have a proper 

talent acquisition process (Zemke et al., 2000). Moreover, when having a talented 

workforce is a key factor to the new venture’s success in its early stage, facing 

difficulties recruiting and keeping the talents is problematic for the companies. (Greer 

et al., 2016; Mayson and Barrett, 2006). The knowledge on how startup attract new 

employees is limited (Cardon and stevens, 2004; Greer et al., 2016; Williamson et al., 

2002; Moser et al. 2017). A crucial knowledge gap in the entrepreneurship literature 

covering the factors that enables the new ventures to be presided as attractive to 

potential employees and job seekers. 

Talent acquisition can be explained as the process of identifying, attracting, and 

acquiring people with proper skills, who can meet the needs and culture of the 

company (Bhatnagar and Srivastava, 2010). New ventures need to make 

heterogeneous identity claim to advertise its attractiveness employment factors and 

differentiate them self from the competition that are seeking the same talents (Navis 

and Glynn, 2011). A heterogeneous identity entails that the criteria used to define 

group affiliation are more flexible, thus challenging the boundaries between groups 

(Frederic and Falomir-Pichastor, 2018). The differentiation can be such as what they 

offer in term of rewards as money or other benefits, social relationships as support or 

work conditions and finally by the values and the mission they are known for. They 
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also need to make homogenous identity claims to be perceived as reliable, trustworthy, 

and credible employers. This can be enabled by the founders and investors background 

reputation (Navis and Glynn, 2011). 

1.3 Research methods of the study  

To conceive the literature review, secondary data as previous research, articles and 

studies was collected. The secondary data sources on the selected topic includes many 

publications, as books, academic journal article, previous research done, human 

resources press articles, management press articles. Those literatures were collected 

through the electronical library and data basis of Kedge Business School and Oulu 

university.  

After collecting secondary data to compose the literature review (1. Literature review 

about start up recruiting and workers motivation), to define and set the context of the 

study, primary data was collected. This second method of collection was held by using 

qualitative method to answer the research question about what is attracting for workers 

between 20 and 30 years old to work for a startup.  

The research is qualitative and descriptive. The purpose of descriptive research is to 

obtain data describing topics of interest (Sekaran, 2003). The qualitative data was 

collected with the realization of interviews of experts in the topic, by asking startup 

owners and employees on their incentive of the attractiveness of their business and on 

their motivation to work and join a startup. This is more flexible and unstructured to 

allow the experts to provide the valuable information they want without being trapped 

by the questions. The interviews will be conducted over the phone or online video call, 

they will be recorded and transcribed to be analyzed to answer the research questions.  

The analysis of the data collected, was held thanks to Excel and descriptive analysis 

process. The interviews were analyzed by confrontation to each other, and then will 

be confronted to existing studies to observe differences or similarities in the data 

observed.  
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1.4 Structure of the study  

The structure of the thesis is elaborated in a certain way to achieve the research 

objectives established above and to fulfill the defined tasks. The thesis includes an 

introduction, three chapters, conclusions, and recommendations. The research contains 

a bibliographic list of the literature sources used.  

The first chapter of the research consists in the literature review. In this part, the 

concept and definition used in the research will be covered, as startup, motivation of 

employees and recruitment of startups. The second chapter will be about establishing 

the research methodology used to fulfil the thesis but is also devoted to the analysis. 

Followed by third chapter dedicated to the interpretation of results of the research 

about the attractiveness of startups for workers between 20 and 30 years old based on 

the six interviews conducted.  

Finally, the concluding part of the thesis will be divided in four chapters being the 

conclusions, recommendation limitations, and future research. The chapter four, 

conclusions summarize the findings of and the theory analyzed by the author during 

the research. The chapter five is dedicated to managerial recommendations for 

efficiency and effectiveness in the use of startup attractiveness for startup managers 

and owners will be provided based on the conclusions made. The limitations faced in 

the conductions of the study and the future research that could be done to complete 

this study will be presented.  
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2 LITERATURE REVIEW ABOUT STARTUP AND YOUNG EMPLOYEE 

MOTIVATION  

 

In the literature review chapter, precious research and data will be analyzed to 

understand the context of the different factors of the studies. A definition of startup 

will be provided, as well as the different motivation factors of worker. This will allow 

the understanding of the attractiveness of startups for workers between 20 and 30 years 

old to join a company thanks to fulfilling their needs and expectations. This allows the 

elaboration of the theoretical framework of the study. 

 

2.1 Conceptualizing Startups 

2.1.1 Defining startup 

The word startup literally means “the act of setting in operation or motion”, so it can 

be said that appeared at the beginning of the year 2000’s in its sense of “a fledgling 

business enterprise” (Merriam Webster, n.d), and has since then become a common 

word. There is no consensus on the definition attributed to the word Startup and 

specifying its characteristics as the size of the company, its legal form or it economic 

sector. Eric Ries also introduced the concept of lean startup, as a way of developing a 

startup by bench marking and are getting validation from customers. The aim is to 

answer to a direct need or demand relying on minimal initial funds, (2011).  Based 

lean startup, we can define in a general way a startup as “a human institution designed 

to create new product or service in conditions of extreme uncertainty”, (Ries, 2018).  

 Other definition as the following can also be provided, “A startup is an organization 

that is challenged by youth and immaturity, with extremely limited resources, multiple 

influences, and dynamic technologies and markets” (Sutton, 2000). The Larousse 

dictionary defines at startup as a young innovative company, usually in the new 

technology sector (Bouchama, 2017). This definition can be completed with the 

university of Sidney definition (2020) that states that startups are young companies 

founded to develop a product or service that is unique and that are made to solve a 

problem, therefore many startups are known as “disruptors” in their respective 

industries. It is customary to consider that a startup is new company that bears an 

innovative project (Insee, 2022).  
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The term startup can also be substituted by the term new ventures. A new venture is 

defined as a “new organization established in order to exploit a repeatable and scalable 

business model”, (Shepherd et al., 2021). New ventures were also proven to play a 

crucial role to the economic health as they bring new and innovative products to the 

market. (Rowden, 2002)  

More than new ventures, startups, are also qualified as “Gazelle” companies. The term 

gazelle company is a metaphor from the African Savana as gazelle companies are fast 

growing not as mice or elephant that are slower animals, (Bird, 1979). They are 

businesses that have a minimal growth of 20% in sales each year and a base revenue 

of 100 000$, (Birch, Haggerty and Williams, 1995). According to OECD (2011), 

companies need to fulfill several conditions to be considered as gazelle such as 20% 

employment growth the first 3 years and having at least 10 employee the startup year. 

The company also need to achieve at least 50% sales growth for 3 consecutive 

operation years, regardless of the size, industry, and age, (Autio, Sapienza and 

Almeida, 2000). 

The definition that is considered the most global one and on which most authors agree 

is the one provided by Steve Blank. According to his definition a startup is "a 

temporary organization in search of an industrialize business model and allow an 

exponential growth. (Elmekki, 2015). The crucial characteristic that can be extracted 

from this definition is the “temporary” nature of a startup. Being a startup is not the 

goal of the company, it is a phase of the company life span, its final aim is to be out of 

it. It is to scale up and be able to operate on a larger scale and create value. Steve Blank 

identifies six types of startups:  

• Scalable startups: this term represents companies that are in the technology 

niche. They are considered as companies with great potential and have easy 

access to the global market. Scalable startups usually get their funding from 

investors to grow in international companies. They usually attract talents to 

grow their business and attract the investors. Some famous examples of 

scalable startups are Google, Uber, Facebook, and twitter.  

• Small business startups: The second type of startups that can be identified. 

They are business created by individual that self-fund it. They develop at their 

https://link.springer.com/article/10.1057/s41291-021-00163-1#ref-CR113
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own pace. They are more regular businesses such as grocery stores, bakers, 

hairdressers, garages for example.  

• Lifestyle startups are funded based around a hobby and that the funder is 

willing to develop with passion. Lifestyle startups are dancers, artists etc. that 

want to work doing what they love. The earn money creating business around 

it such as classes, services, or products.  

• Buyable startups: it is another type of technology and software industry that 

are intent to be created from scratch and be developed enough to be sold to a 

bigger startup. Giant groups as Amazon or Uber are known to buy small 

startups to stay innovative by continuing their development to receive the 

benefits.  

• Big business startups: they are larger sized companies with a rather infinite 

lifespan since their competitors’ companies and customers are in constant 

change. This business has a great adaptability capacity and can generate 

innovative products to meet the needs of the customers.   

• Social startups: even though they are not intended to make profits as other 

startups are. They still are companies created to answer a need and do good for 

other people. They are usually non-profits and charities and are funded through 

donation.  

Other characteristics of a startup is that it has a fast growth, original fundings, and are 

based on strong innovation. Once the startup has reached a stable, healthy, and 

profitable economic model it turns into the regular business phase. To sum it up, it can 

be stated that startups are (Varde, 2021):  

• Temporary: the startup phase is intermediary. It is meant to launch the 

entrepreneurial project before being transformed in a traditional company or 

being purchased by a bigger company in the long run.  

• Innovative: the essence of a startup is to be disruptive by carrying a project 

that. Reshapes the consumption of a product or service.  

• Industrialize: a startup needs to have a business model that can be used at 

bigger scales without affecting the quality and the functioning of the product 

or service.  
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• Exponential growth: large scale sales will enable for higher margins. Thus, 

even if the research and development costs are significant, once the offer is 

commercialized, the profits generated continue to increase. 

Nevertheless, many definitions highlight an important aspect that characterizes the 

startup as the context of uncertainty and risk they evolve in. The market in which the 

company operates is crucial and will affect how the company will succeed, (Barata, 

2018). The fact that they are built on extreme uncertainty, can be explained as the 

company is at its core innovation to design products and services that are hoped to 

revolutionize the market’ (Moroni, Arruda & Araujo, 2015).  

Also, despite successful startups stories, 90 percent of them fail. The failure of those 

company is mainly caused by self-destruction rather than competition (Marmer, 

Herrmann, Dogrultan, Berman, Eesley, Blank, 2011, Crowne, 2002). The reasons of 

the startup’s failure are usually the following: lack of financial resources, team 

management issues, lack of knowledge, etc. (Núñez, 2007).  

Startups are known to have a high rate of failure as many startups fail in the early 

stages, and only one third of the startups manage to become companies, (Vesper, 

1990).  The study by Dynamic Mag based on the number of Insee (2021) states that 

25% of the French companies fail in the 2 first years of operation, and 49,5% fail in 

the first 5. For the startup the number is then even higher with a rate around 80% within 

the first 5 years, but exact rate is difficult to generate (2021). However, most of the 

startups that survive and turn into companies are referred as success stories and play 

and important in the economy, (Martinson, 2002). 

 

2.1.2 Characteristics of working in a startup 

New ventures are usually based on a simple organizational structure (Lester et 

al., 2008). The simplicity if the sturture implies low departmentalization, wide control 

span, more centralized authority, and low level of formalization, (Robbins et al., 2013). 

In fact, startups have a low number of employees and are managed by an average of 

two owners and take direct orders from them.  
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If the startups are known as small unstable companies with high failure risk, they still 

offer many advantages that attracts employees. Indeed, the startup market benefits 

from a fast-growing job market with a rate increasing by 8% in 2019 in the Netherlands 

for example. Even with Covid19 crisis at its peak startup jobs kept increasing with +4% 

what shows an amazing resilience (Startup Amsterdam, 2020). This study also shows 

that 57% of the job created are emerging from companies that operates since less than 

5 years.  

Early employees are attracted by characteristics as the working environment, tasks, or 

opportunities that startups are known for, (Gjerløv-Juel and Guenther, 2018). To have 

high rates of recruiting some benefit can be identified and that are recurrent in different 

studies (Litchfield, 2012; Sendpulse, 2022). 

Startups provide flexible environment, offering a flexible workplace and schedule. 

Startups are well-known for a more relaxed office space than traditional businesses. 

With more an informal dress code, flexible schedule, and remote policies. Startups 

want to provide their employees the freedom to work in the best environment possible. 

Additional perks as snacks and meals, rest areas, activities are organized to emphasize 

the wellbeing at work of the employees, (Indeed Uk,2022). Furthermore, most startups 

have a high centralization that enables the flexibility in decision making and makes it 

more adaptive. Employee can adapt their schedule to their lifestyle, as long as they 

meet the objectives. Workers can choose when to work and even work remotely from 

everywhere around the world, (Gurianova, 2017).  

The owners are usually the leaders of the company and are passionate leaders. They 

use their energy and business intent to inspire their employees to provide their talent, 

resources, and enthusiasm. They also, try to link people and foster mutual purpose, 

(Gulati and Sawhney, 2019; McMahon, 2007). The short distance between the top of 

the hierarchy also provided more trust from the employee as the information 

exchanges is greater between the management and the employees. The employees feel 

more confidence towards the business and job satisfaction when they have regular 

feedback about the state of the business, (TINYpulse, 2013).  

Employee also enjoy having a job that offers a variety of tasks. Indeed, working for a 

startup provide challenges and opportunities and will always change what will require 
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the employees to learn quickly and be able to multitask. They also provide a creative 

work environment. Startups wanting to be innovative and disruptive in their field, must 

hire talented and creative individuals that are able to think outside the box. Startups 

have some time to face well established competitor, to this matter, they will use 

specialist and niche marketing that requires creativity (Escalante and Turvey, 2006; 

Lester et al., 2008). Furthermore, working in a startup from the very beginning enables 

you to build a foundation of necessary skills and knowledge, gain experiences in 

different functional areas, and take responsibility for multiple tasks what will lead to 

professional growth. Friendly teams are also a great advantage of working in a startup.  

The small number of employees also increases the chance to get acquainted with the 

entire team individually. Joining a startup is seen as becoming part of family. 

Furthermore, startups mainly recruit within the family and friend circle before 

extending it to the network and then to other people what also helps to build the 

trustworthy and friendly environment, (Aldrich and Langton, 1997).  

Career opportunities are assets for working for in a startup you gain new skills and 

incentives while doing completely different tasks. In a fast-growing startup the 

employees are promoted more easily. The workers are also well perceived by recruiters 

as working for a startup, underlines autonomy and good problem-solving skills, 

(Gjerløv-Juel and Guenther, 2018).  

Startups are also dynamic as they need to be in constant evolution. Indeed, to stand out 

startups needs to be unique and different. They need to stand out to be competitive, 

this will lead them to use their experience to grow and adapt to the market changes. 

(Harris, 2016) this constitutes and challenges and great need of adaptability from the 

workers.  

The small workforce of startup leads the manager to have informal Human resources 

practices to build stronger relationship with their employees. Such management style 

offers a more fluid approach leading to greater employee satisfaction. However, 

informality can have a negative impact on the business long term strategic plan and 

insights. The growth of the startup will lead to shift in a more formal human resources 

approach to ensure better growth. This change can be a negative shift got the employee 

environment for the workforce. (Hayton, Hornsby, & Bloodgood, 2013). Indeed, it is 
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crucial to build relationship between the workforce and the key stakeholder within the 

company.  

The relationships are key elements to the empowerment of the knowledge flow that is 

necessary for the innovation process. Innovation is a sensitive part of the 

entrepreneurial activity. Manager should set an intrinsic motivation system to 

stimulate the workforce creativity. The creativity will lead to bring the startup to next 

level, (Boudreau and Ramstad, 2009; Cappelli and Keller, 2013; DiMaggio and 

Powell, 1983; Dunlop, 1958; Sheehy, 1995)  

While may advantages can be identified, some potential disadvantages of working for 

a startup can be identified, (Indeed, 2022). The first one is the job uncertainty. 

According to statistics, only 50% of startups that have hired employee stay in business 

after the first 5 years of operations or have high turnover rates, (Leger, 2019; Nyström, 

2019). The tech startups are even more at risk as the important need of innovation and 

the technological evolution threats. Those reasons make working for a startup, 

especially in tech, a not very stable choice regarding job security as they will lose their 

job if the company fails.   

Economic security has become a more important factor many individuals. It appears 

to be the second basic needs after the fulfilling of the physiological needs. The need 

of safety refers to physical safety in the work environment as well as mental stability 

offered by a secure position in the company. Job security represents the insurance and 

probability that the employee will keep his job, (Lucky, Minai & Rahman, 2013). 

Studies has shown that low job security can lead dissatisfaction and/or commitment 

issues as its one of the basic needs and it is not met (Taiwo, 2007). It can result in 

stress and pressure, reducing of the belonging sense in the workplace, (Vo, 2016). 

However, studies show that’s employees that are willing to work for a startup are 

comfortable with taking more risk and tend to place little value on the job security and 

salary. They are more focused on their career opportunities, growth and what they will 

acquire while working, (De Clercq & Rius, 2007; Sauermann, 2013).  

The heavy workload is another disadvantage encountered working in a new venture. 

As stated previously, working in a startup allows the employee to have more 

responsibilities that will very likely result in a more important workload. If for some 
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workers it is a benefit, it is not the case for everyone one as it increases burnout odds 

and stress since they carry different roles with sometime lack of clear support from the 

leaders, (Gialuisi et al., 2013).  

The high workload is also linked to more time spent working. Workers are required to 

work more and have limited vacation, especially at the early stages of the company as 

the company need to settle and work fast to enter the market. If the work the work 

schedule is more flexible, startup workers will often be required to work longer hours 

than what is required for a typical 9-5 shift. 

 Furthermore, at its early days’ startups can suffer from a lack of resources, money for 

example. Startup can then be unable to pay their employees as much as a traditional 

business with more stable income in the beginning. Moreover, startups have built their 

activities thanks to investors funds, they must provide them results. Leaders’ and 

investors can intervene in the work and pressure the teams to for results, caused by the 

urge or survival and pressure to scale up. This can lead to a loss of focus from the 

employee and customers feedback to focus on making profits instead. (Gulati, 2019). 

This can result in employee’s frustration what will limit the growth of the startup. To 

encounter this startup often offer to their employees to buy stocks of the startups as an 

equity based compensation (Aran, 2019). This will also help the worker to feel that 

they belong in the company and will put more efforts as they own a part of it.  

A lack structure can also be frequently attributed to startups as the leaders and founders 

tend to blend in with the employees. They have little to no hierarchy what can lead to 

confusion to whom need to oversee the work. 

Change is almost always constant in startups, from totally switching direction to 

changes in role attributions. This can be a disadvantage for individuals who would 

prefer a more stable and predictable work life. 

While a lot of freedom is a good thing and is even preferred by some individuals, too 

much freedom can be a disadvantage for others. Startups often offer a lot of freedom 

to their employees and expect them to flourish under these conditions. However, 

worker that don’t enjoy multitasking can be overwhelmed by the freedom offered by 

a startup. 
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As stated before, the flat hierarchy in startup have some advantages as the flexibility 

is offers. However, startups are often managed by young entrepreneurs, that are 

passionate but might lack experiment in management. The lack of management can be 

frustrating to the workforce and affect employee retention. The startup success relies 

on the ability of its leader to recognize market opportunities, and influence market 

purpose, this can affect the company stability as it relies on an unexperimented 

manager, (Gulati, 2019). 

Startup operates in complex and fast evolving environment, that leads to some 

inconveniences as lack of financial investments in training and retention, non-defined 

human resources policies, and clear culture organization and lack of management, 

(Rowden, 2002; Gialuisi & Coetzer, 2013; Storey et al., 2010).  

Startup funds are mainly based on personal savings, family, and friends’ loans, (Scott 

and Bruce, 1987). External ways to gather money is to seek for investors. Startups 

mainly use their revenues or money they gathered to invest it to ensure growth on the 

short term. This leads them to have low funds. Despite the low pay it offers, it doesn’t 

seem that it has an impact on the satisfaction of its workforce. Research shows that the 

level of salary tends not to have an impact on the job satisfaction, (Judge et al., 2010).  

All those downsides can lead to difficulties in employee retention what will affect the 

company in the matter of cost and productivity, (Wagar et al., 2006). Turnover cost is 

varied and contains costs of recruitments, temporary workers costs, formal training 

costs or inductions expenses, (Kotze et al., 2005). Hidden costs can also be imputed to 

a high turnover such as productivity losses, interruption in the workflow, knowledge 

leakage, and tension in the environment du to overwork on the remaining employees, 

(Phillips & Connel 2011). Furthermore, the cost of turnover depends on the level and 

skills of the lost employee. In fact, startup have fewer workforce and are more affected 

by the interruption in performance. It will cause loss of competitive advantages due to 

the leakage of knowledge and resources for innovation, (Kemegor et al., 2008).  

Employee retention is difficult for startups, but recruiting is too. According to Bhide 

(2000), individuals that are ready to work for a startup tend to be the one to have only 

limited other alternatives, as they are usually unemployed, fresh graduates, 

immigrants, etc.  (Nyström, 2011). This implies that those workers tend to be less 



 

 

21 

educated and receive lower wages, benefits, and training, but have longer working 

hours and low job seniority, (Parker, 2004).  

Other issues like startup lack legitimacy in job seekers eyes can also be faced as of 

description are not always properly defined, as the business is in constant evolution 

and employees might have to multitask, (Williamson, 2000). Their lack of identity and 

market share can also be an issue while trying to attract potential employees, (Wade 

and Aldrich, 2002). 

 

2.2 Conceptualizing Motivation 

2.2.1 Definition and origin of the motivation 

Motivation is a fundamental aspect of human behavior.  It provides the driving force 

that leads individuals to structure their behavior when aiming to meet the requirements 

of their everyday life (Austin and Vancouver, 1996).   

Research that focuses on employee suggest that the workers are highly motivated and 

satisfied at work when they feel that their needs and values are met. When talking 

about motivation theories Maslow’s need hierarchy and Self-determined theory by 

Edward L. Deci and Richard M. Ryan are the most famous (Barden, 2018). Those 

theories mainly states that the workers are driven to work by the desire to fulfill their 

basic needs and moving to other levels of need. The main difference between the two 

theories results in the fact that Maslow’s theory is based on the idea that every 

individual behaves the same and has the same needs, whereas the self-determined 

theory argues that people have different motivators that affect differently the behaviors 

(Barden, 2018). 

 At the beginning of the 1940s, Abraham Maslow developed his theory of needs, in 

which he determined the basic human needs in order of importance: physiological 

needs, safety needs, sense of belonging, self-esteem and “self-actualization” demand 

(Figure1). This modified Maslow hierarchy of needs (1992) adapted by Heather 

Harder (2014) to illustrate the link between the needs of workers and their motivation. 
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Indeed, the workers have different needs and expectations in their personal and 

professional life’s (Figure 1).  

 

Figure 1 Abraham Maslow's Hierarchy of Needs as applied to the Workforce (Harder, 2014) 

On the base of the pyramid, as in the regular pyramid of needs. Functional or 

physiological needs are the minimum required by an employee needs when he joins a 

company, namely a job and income. Basic workers need also consist of things like the 

needed work equipment, a workplace toilet, a desk, etc.   

The second step is the need of employees for security or safety, which is having a full-

time job that provides a good income and good working conditions in a stable business. 

A company with a healthy economic model could provide that.  

The following level of the pyramid are covering social needs. Social needs are about 

having healthy relationships with colleagues and good team dynamics. In fact, good 

social relationships really affect how well the company reaches its goal as the 

employees will be more willing to fulfil their target if they are happy to do so.  

The need for esteem is the fourth on the pyramid. This need is perhaps one of the least 

that must be fulfilled by the employees. Getting respect and sense of accomplishment 
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from superiors, this will allow the employee to feel that their work is acknowledge and 

that they are in their place in the company is a good way to have this need satisfied.  

Finally, the top of the pyramid is the need for self-actualization. This need is becoming 

more important for the new generation as they want a job that matters, it matches with 

the new demand of ethics and social responsibility. The higher up in the pyramid, the 

more difficult it is to reach these needs. The top is what the employee is ideally wishing 

to get, while at the bottom are the primary needs without which employees refuse to 

work.  

The self-determination theory on the other hand (Figure 2) states that motivation is 

based on three basic needs: competence, autonomy, and relatedness, what could be 

explained as the need for skills mastery, autonomy, and connection. The first need 

competence can be explained as the fact that individuals want to feel effective and feel 

that they are well trained. To have a good employee motivation, companies must 

provide regular opportunities and challenges to make sure that their employees 

continue to grow and learn within the company. The second need is autonomy. 

Employees needs autonomy regarding their choices and goals. People want to feel 

independent and free. Finally, humans have a deep need for belonging. Individuals 

need to feel connected with others what will lead them to be more engaged and 

motivated. Self-determination without connecting to a social group and so without 

relatedness. (Edward and Richard, 2000) 

 

Figure 2 Adapted from Edward and Richard Self-determination theory, (2000)  
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Vroom (1964) defines motivation as “a process that governs an individual’s choices 

among alternative forms of voluntary activities.” Therefore, the decisions made by 

individuals are based on the assessment of which of the alternatives and their expected 

outcomes will lead to the desired outcomes. This assumes that individuals expect the 

efforts they made to lead to positive performance or outcomes, (Vroom, 1964). 

Motivation is defined as “the forces acting on or within a person that causes the person 

to have a specific, goal-directed manner”, (Slocum and Hellriegel, 2007). This 

definition states that a worker’s motivation will influence its productivity. It is then 

crucial that management promotes employee motivation to reach the company goals. 

Motivation is also defined as a psychological drive that determines the direction of 

personal behavior but also level of effort, and of persistence towards obstacles. 

(Charles, 2000). This definition can be completed with Nnorom and Quadri that 

describes motivation as an inner force that led individuals to accomplish personal and 

professional objectives, (2013).  

 

Figure 3 McClelland’s Human Motivation Theory (1961) 

 

David McClelland later established this work in “The Achieving Society book” 

published in 1961 (Figure 3). He believes that three motivation factors can be 

identified: the need for achievement, the need for belonging and the need for power. 

People have different needs and behavior, depending on their main motivation. 

According to McClelland, motivations are intrinsic. He stated that regardless of 

gender, culture, or age, three driving factors exist, one will become the dominant 

motivation drive. The elements of his theory can be explained simply: the need for 

Achievement is the desire to be successful. The affiliation need is the willingness to 
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build relationships with others. In other words, individuals affected by a sense of 

belonging prefer to work in team and tend to be people pleasers. Finally, the need for 

power is the wish to control or have power over others or things (McClelland, 1961).  

 

2.2.2 Theories of motivation to work 

To estimate the amount of motivation at work, the following formula can be used: 

Expectation multiplied by Value equals to Motivation, or E x V =M (Pajares and 

Schunk, 2002). This formula allows to identify what can be improved to enhance 

motivation. The first component of the formula is value. It is used to consider how 

important, or valuable, this goal is to you. For example, if the value of an employee 

position is evaluated, it is important to study how does the employee consider it 

position and what are the benefits of the position for him. Studying value, it is 

important to consider both intrinsic value and extrinsic value. Intrinsic value it has 

personal value, like the knowledge and skills you acquire in this position. A task has 

an extrinsic value when you are doing the task to be rewarded or to avoid a sanction. 

An example of extrinsic value would be obtaining a degree to secure a job that pays 

more or having a promotion. The second aspect is expectation. The expectation is 

about evaluating the rate of success into achieving a goal or task. Expectations are 

commonly influenced by shaped by past experiences of success or failure, emotions, 

or feedback from others. For example, the expectation toward a job could be 

influenced by the feedback of previous employees or by the having this position in 

another company previously, (Pajares and Schunk, 2002). 

A more complex formula can be used to calculate Motivation level, based on the factor 

time. The Temporal Motivation Theory (TMT), (Steel and Konig, 2006). This theory 

emphasizes that time is the key motivation and focuses on the impact of deadlines on 

the allocation of attention to specific tasks. The deadline for completing an action is 

approaching, and the benefits or perceivable benefits of the action increase 

exponentially. TMT is particularly useful for understanding human behaviors such as 

procrastination and goal setting. TMT claims that a person’s motivation to perform a 

task can be derived from the following formula (in the simplest form):  
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The temporal motivation proclaim that motivation is highly influenced by time. In this 

formula, motivation represents the desire of a particular outcome. The expectancy that 

can also be called self-efficacy, is the plausibility of success. The next variable is the 

benefit corresponding to the outcome. The variable impulsiveness the individual's 

capacity to resist impulses. Lastly the delay is the time that elapses until the result is 

achieved for example the deadline. Greater the employee expectancy for success in 

completing the task is, higher the value of the result related is, the more its motivation 

will be. On the other hand, impulsiveness, and high delay, will both reduce the 

motivation (Steel and Konig, 2006).  

The use of the formulas to calculate motivation are the testimony that company 

managers can influence the motivation of their employees. They could use those 

motivation leverage to appear as more attractive on the market.  

The Hawthorne effect is another theory that focuses on motivation factors at work. It 

refers to a pattern of some workers to adapt their behavior in response to their 

awareness of being observed. This implies that when employees become aware that 

they are observed, the attention they receive from the experimenters may lead to them 

changing their way of acting. (Fox, Brennan & Chasen, 2008; McCarney, Warner, 

Iliffe, van Haselen, Griffin & Fisher, 2007). In fact, the Hawthorne Effect derives from 

a series of studies by Elton Mayo done at the Western Electric Company’s Hawthorne 

plant in Illinois between 1920s and 1930s. Mayo wanted to examine the how physical 

conditions effects worker’s productivity. The researchers first aimed to study the 

impact on productivity by changing some environmental conditions as lighting, 

monetary incentives, and the number of breaks. The series of studies revealed that 

employees were not necessarily responsive to changes in independent factors but will 

be more responsive to the extra attention from their supervisors and the feeling that 

their supervisors cared about them and their work. Ultimately, the Hawthorne effect 

suggests that individuals perform and are more motivated better when they feel 

recognized or believe that management cares about employee well-being. This theory 

suggests that higher productivity can result from social conditions, relationships, and 

being part of something bigger than oneself.  In small companies like startup tracking 
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who did what is easier and makes the employees more responsible for their action 

within the company.  

As Confucius said in Confucius, 551-479 B.C. “When it is obvious that the goals 

cannot be reached, don’t adjust the goals, adjust the action steps” (Daniel, 2020). This 

quote is a quote that usually comes when talking about Locke’s (1990) goal-setting 

theory. It is an integrative model of motivation, where goals are seen as key 

determinants of behavior. Locke’s recipe for effective goal setting includes Setting of 

challenging but attainable goals. Goals that would be too difficult, too easy or 

unrealistic don’t stimulate and motivate individuals. Setting goals that are specific and 

measurable. These can focus us on what is wanted and can help us measure the 

progress toward the goal. By setting goals the motivation can be stimulated when the 

goals are reached.  

The “corporate responsibility” theory by Mary Parker Follett (1940), envision the 

business as an “integrative unity”, in which each worker is integrated in the whole. In 

this perspective the business is like a family "should be so organized that all will feel 

this responsibility (of the whole)." By giving responsibilities to each individual, it will 

help to reveal the worker potential. By trusting the employee and promoting initiatives 

and proactivity will make the workers feel empowered and will enable motivation. It 

is therefore essential to put into practice a flexible structure that promotes the 

emergence of a climate of trust to motivate and involve the employee. Maria Parker 

Follet shows that it is essential for a company to transform divergent interests between 

stakeholders into convergent interests. It is crucial that the employee feel recognized 

and not exploited. In fact, it is obvious that the employee benefits from empowerment 

because he or she has more choices in his or her actions and can benefit from them at 

work. But the company's management is obviously also a winner for two major 

reasons: First, there is a disappearance or at least a reduction in control costs. Second, 

the employee initiative allows the company to expand its data collection to facilitate 

decision-making. 

McGregor elaborated the so-called "Theory X and Theory Y" where he deals with the 

relationship of man with work and develops the theory X (consumption of W) /Y 

(development at work) (1960). The business world reveals many varied profiles within 

a single structure. Douglas McGregor proposes a vision to classify these different 
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profiles into two distinct groups. The first group perceives work as consumption, while 

the second group perceives work not as a simple task, but as a way to perform and 

prosper. Theory X: Individuals have an innate aversion to work, so they must be 

controlled and immersed in a standardized system with a framework and hierarchy. 

They seek security and want to be directed. A rigid structure is preferred. Theory Y: 

Employees are results-oriented at work; want self-control, autonomy, decision 

making. They want to avoid restrictions and lack of trust at all costs. Thus, if we are 

to create individuals with a high degree of involvement, an abundance of means of 

control will be superfluous and may affect the emergence of the group. It is therefore 

necessary to favor a flexible structure. This theory shows that responsibility and 

autonomy are not necessarily desired by employees, as they can lead to 

misunderstanding or stress. In fact, it is easier if you have few skills to dictate by a 

leader rather than being a decision maker. The type of structure, leadership style and 

means used to promote motivation may therefore differ from one individual to another. 

As a generalization, it should be remembered that it is more difficult to assign a lot of 

responsibility to low skilled or unskilled jobs. The role of the manager is to identify 

the specific characteristics of each individual or group of individuals and classify them 

into two groups: type X and type Y employees. However, McGregor considers that 

Theory Y and the resulting management style are more adapted to human nature 

because the theory in question gives the employee the possibility of being an actor in 

the company and therefore of participating in the process of innovation, work 

organization and leadership. In this theory, individual interests can therefore converge 

towards the collective interest. In fact, the individual of type X who seeks security will 

bring a form of sustainability to the organization. Individual Y will seek training and 

initiative that will bring collective reflection. 

 

2.3 Young workers  

2.3.1  Young workers definition and characteristics  

Young workers in this study are between 20 and 30 years old. In 2022, this age range 

represents the individuals born between 1992 and 2002. The different generations are 

shaped by the experiences led by the events that occurred during their formative years. 
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The society is divided in different generations, as it can be seen on the following figure, 

six generations that can be identified (Figure 4), the research will focus on the 

generation Y and Z that were respectively born between 1980 and 1995, and 1995 and 

2010. (Zemke et al., 2000)   

 

Figure 4 Timeline of generations (Dimock, 2019) 

 

The dates that delimitate the generation might differ from few years but are around the 

same years. Indeed, according to Dimock gen Y, also called millennials (Meier & 

Crocker, 2010; Schäffer, 2012) were born between 1981 and 1995 and gen Z were 

born between 1997 and 2012, show different behaviors as they were born under 

different experiences (Dimock, 2019).  

The Gen Z are student, newly graduated, or at the beginning of work life. They tend 

to be mobile, realistic, in need for dialogue, when millennials are mainly out of studies 

more oriented towards themselves as they grew in an economically stable era, (Francis 

and Hoefel, 2018). Millennials and Gen Z share similar values concerning social and 

pollical matters as race, diversity, climate change, gender etc., (Parker et al., 2019). 

Concerning the implication of new technology, they both believe that it can have a 
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potential negative impact on interpersonal relationship as well as concerning 

employment, (Priporas et al., 2017). In the stage of development theory of Erikson 

(1998) individuals in their early adulthood, (20’s to early 40’s) are in the stage called 

“intimacy vs isolation.”. During the previous stage, adolescence, they are focused on 

developing them self and enter early adulthood ready to share life with others. Young 

adults need to have a strong sense of self before being able to maintain successful 

relationship with others, (Erikson, 1998).  

In his study about “Conception of adult development” by Daniel Levinson, he defines 

the early adulthood from the age of 17 to 45 years old. The adulthood is the part when 

the individual has the greatest amount of energy and abundance but also contradiction 

and stress.  It is also when people try to pursue their aspirations to attain satisfaction 

on several aspect as love, sexuality, family life, work, major life goals, etc. it is also a 

moment where the individual can have stress by having to simultaneously undertake 

burdens of parenthood, financial occupations, and work decisions. It is a moment when 

the individual must make crucial choices regarding marriage, family, work, and 

lifestyle. Ambition and passions take a great part in the decisions making during this 

era, (Levinson, 1986). 

The young generation, that are now in their 20’s, are becoming a large percentage of 

today’s global workforce as they represent the one of largest generational group with 

75million individuals, (Puybaraud, 2010). They were also usually born in prosperous 

social and economic climates. This leads them to have trouble with the concept of 

authority, hierarchy and have less patience, as they had less sibling than previous 

generations This also allowed them to have great negotiation skills from a young age 

dealing with authority figures, (Salt, 2007). Young generation tends to have high self-

esteem as they were raised having prizes and reward for their achievement and 

participation to challenges. They are great team player as they grew through group 

project in pairs during their classes, (Meier & Crocker, 2010).  

They were also born during the technology boom era what allows them to have more 

skills and knowledge and great ease in the digital world. The technological knowledge 

they possess eases their way of communicating and share innovation through new 

communication means in their personal or private environments.  (Hernaus & Pološki 

Vokic, 2014). In the workplace they are usually seen as having an important self-
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esteem and believe they have added value to provide to the organization. They are 

driven by new challenges; they are focused on their career but still value work life 

balance. They value flexibility and like to combine social activities and work; they are 

family oriented. They need regular feedback to evaluate their performance (Gibson, 

Greenwood, & Murphy, 2009). They are also known to easily accept changes, they 

live the moment and more attracted to short term plans then long period of 

commitment. They make more of their relation on social media and they have virtual 

friend circles, (Schäffer, 2012). 

2.3.2 The needs and motivation of workers nowadays 

Motivation and its factors are still the same and can be explained by the theories stated 

in the part 2.2.1. However, the motivation slightly evolved with time and society. Also, 

factors like motivation at work are rather specific. Herzberg’s two factors theory, 

additionally called motivation-hygiene theory, initially meant to deal with worker 

motivation and diagnosed re-assets of task delight. He argued that motivating elements 

have an impact on task delight due to the fact they may be primarily based totally on 

an individual’s want for non-public growth: achievement, recognition, painting itself, 

responsibility, and advancement. On the alternative hand, hygiene elements, which 

represented deficiency needs, described the task context, and will make people sad 

with their task: employer coverage and administration, supervision, salary, 

interpersonal relationships, and operating conditions (Herzberg, 1966).  

Job satisfaction is defined by the academicians Vroom defines job satisfaction as the 

concrete orientations of a worker towards work position they are currently occupying 

(Vroom, 1964; Brikend, 2011). Furthermore, in his expectancy theory, Vroom states 

that the workers motivation toward productivity is based on the strength of an 

expectation of an outcome and how the outcome will attract the individual. 

A study made by Openminded kfée (2018) based on a survey of 1,005 executives 

nationwide, has identified 28 criteria that characterize corporate culture and then 

narrowed them down to five main categories: identity, organizational, managerial, 

market strategy and relational. The findings of this study revealed that the main 

consensus in terms of 22 expectations of the company was: freedom to organize work 

for 75% of respondents, followed closely by systematic consultation with the 
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hierarchy, transversality in the organization of work, diversity of colleague profiles 

and the company's concrete ethical commitment. This study also highlights what the 

candidates look for while applying for jobs. In fact, in the criteria for companies 

sought, 21.9% opted for solidity (type of company offering a guarantee of durability, 

expertise, process, balance), 20.9% for ambition (company ensuring prestige, 

performance, value), 21.1% for the collective (company based on relationships, pride 

of belonging, trust), 16.7% for adventure (company valuing innovation, surpassing 

oneself, leadership) and 19.4% for business (give-and-take relationship, opportunity, 

individualism). When reading the results, the survey reveals differences according to 

gender and age. For example, unlike experienced executives, the new generation has 

particularly high expectations in terms of conviviality but is much less motivated by 

collective success. These same young executives, "although less experienced, have 

more difficulty in admitting that their manager closely supervises their work, they 

demand total autonomy and are also distinguished by a rejection of performance 

measurement via financial results," the survey details. For their part, women are more 

interested in ambition and men in solidity. A fact that is quite contrary to the 

spontaneous opinion (Openmind kfée and Ipsos, 2018; Belhout, 2020).  

While the brand-new technology can additionally appear a good deal quieter and much 

less annoying than their elders, the revolution the present process, specially of their 

courting with work, isn't any much less profound: on the lookout for that means and 

well-being. The brand- new talents, a long way from searching out a task for life, are 

keen for lots of experiences (Openminded kfée and Ipsos, 2018).  

The predominance of internet in the recruiting word also has an impact on motivation 

of job seekers to choose a company. According to Career Arc, more than half of job 

seekers have abandoned their application after reading a negative review about the 

company (55%), while only 45% of employers check the online reputation of their 

company. According to the Glassdoor 50 human resources and recruiting statistics for 

2017, women are more influenced by the image of the company when they make the 

decision to apply for a company. In fact, 39% of women consider the company's brand 

as "very important" before deciding to apply, while the same is true for 33% of men.  

In the Michael Page Compensation Survey (2020), personnel placed human family 

members and agree with at the vanguard in their concerns: 95% need true family 
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members with their supervisor and colleagues, 91% want popularity and 81% are 

seeking out a painting- lifestyles stability and point out the significance of bendy 

running hours, decreased 23 commuting time or teleworking. Employees verify their 

choice for VSEs/SMEs, (very small enterprises and medium sized enterprises), instead 

of massive agencies with 5,000 employees and think that a human-sized shape gives 

them extra autonomy, versatility, and a higher quality work life. In phrases in their 

each day lives, 64% of respondents would really like so one can paintings remotely, 

and 38% have already used teleworking, that's favored for its high-quality effect on 

lifestyles stability and higher concentration.  

Another study by Laurent Granger (2020) highlights that apart from the salary, 7 

motivation factors of employees nowadays can be identified. The first one is 

recognition. The employees have the need to feel that their work is appreciated. This 

recognition can be done by financial rewards or by other non-monetary means. The 

well-being in the workplace is also highly valued by employees that want to be truly 

satisfied at work and want to feel that they belong in the organization. 

 The job relevance ensuring professional growth and success is also a factor that 

motivates employees to work for a company. On great motivator of individuals to work 

is the career opportunity and development as they will be rewarded with promotion if 

they are top performers. Workers also have a need to be stimulated by challenges and 

projects and want to avoid routine.  Working in a smaller group also allows employees 

to have greater control over they work what they value a lot. They tend to be less 

effective when they feel that they lose the control over their task. The feeling of 

accomplishment is a great source of motivation. 

 Finally, employees value freedom and autonomy. They will perform better if they can 

be accountable for the consequences of their work decisions, (Granger, 2020). The 

motivations of the workers are similar as they were before. The salary is the still the 

first motivation factor. But it cannot deny that the young generation is looking for more 

well-being at work and want a job that is respectful and ethical. Market growth is 

driving an increasing demand for technology talent that is becoming increasingly 

difficult for your company to win. Technology companies are competing for tech-

savvy, growth-minded talent. But talent is also catching up with new skills. Take the 
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example of Generation Z (now in their 20s), who are adopting new technologies faster 

than any other generation. 

Hitka and Balazova (2015) show in their study that the heterogeneity in terms of age, 

skills, experience, education, it is possible to generate a united motivation and 

remuneration system to suit all employees no matter their age, education, or 

experience. The main motivation factors and remuneration items as the salary, job 

security, good team spirit, bonus, and fair appraisal system. Those factors have a 

different importance level depending on the employee characteristics, (Hitka and 

Balazova 2015).  

2.4 Summary and conclusions  

In this chapter, the context of the study was set and all the elements to be defined were 

defined according to different theories. To summarize, it is relevant to say that work 

conditions fostered by the startups play a role in its attractivity even if it needs to meet 

the young workers needs and be advertised wisely. The best performing organizations 

are the ones that valorizes the employee experience as the employees will join and stay 

in companies, they feel they belong in. It was stated that efficient leadership and 

flexibility allows a culture of trust and inspire workers to join the new ventures and 

help then to focus. The following elements and the following framework can be done 

to summarize the key elements of the study.  

 

Figure 5 The relationship between the different elements studied (Developed by the author) 
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Young workers motivation  

According to Gary Latham (2011), employees get their motivation from unfulfilled 

needs that they want to satisfy. Motivation is essential for people to work efficiently 

in an organization, and management or leadership style also play an important role. 

Motivation is not always based on monetary rewards, but intangible reward techniques 

can also be used to maximize returns. Motivation factors as flexibility, well-being, 

facilities, companies’ values, work stimulation, etc. can be used as a leverage to 

motivation apart from the salary. Despite people’s expectations, management is 

responsible for formulating and agreeing on theories to ensure employee job 

satisfaction. Empowering employees, employees should be encouraged and provided 

with a platform to express their motivations. Employees will work diligently when 

they are inspired and motivated, because efficient production can always bring positive 

results. Results-oriented inspire employees to achieve their goals.  

Motivation factors within the startup  

Startups are known to provide flexible environment, offering a flexible workplace and 

schedule. Startups are well-known for a more relaxed office space than traditional 

businesses and flexible work conditions. (Gjerløv-Juel and Guenther, 2018).  The work 

environment is characterized by more an informal dress code, flexible schedule, and 

remote policies. Startups want to provide their employees the freedom to work in the 

best environment possible. (Indeed Uk, 2022). They also foster a creative work 

environment. (Escalante and Turvey, 2006; Lester et al., 2008). The management style 

used in main startup provides a more fluid approach leading to greater employee 

satisfaction. (Hayton, Hornsby, & Bloodgood, 2013) 

 

Startup attractiveness for workers between 20 and 30 years old  

The elements stated above explain the attractiveness of startups. The attractiveness of 

startups is enabled by the fact that the employees’ needs are met by the startup work 

conditions.  Indeed, Employee a enjoy having a job that offers a variety of tasks. 

(Escalante and Turvey, 2006; Lester et al., 2008), while working for a startup requires 

multitasking. Working for a startup seems to provide challenges and opportunities that 
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the employee requires and can be great career accelerator for them. Furthermore, the 

ability to be creative and constant change constitutes a great career opportunity, 

(Hayton, Hornsby, & Bloodgood, 2013).  

 

 

  



 

 

37 

3 METHOLOGY  

 

The purpose of this chapter is to present how was the research made. After identifying 

the different variable involved in the research, data need to be collected in order to 

answer the research questions. This section will serve a presentation of the research 

strategy, the research process and the methodology used to collect and interpret the 

results gathered. The research being about attractiveness of startups for worker 

between 20 and 30 years old, different data collection methods will be used to fulfil 

the research object and answer the research questions.  

 

3.1 Research strategy  

The research will be held on different levels based on the time and the advancement 

of the study. The steps of research design are presented as in ‘the seven steps for 

scientific methods and appropriate research methods’ adapted from (Zikmund et al, 

2013) to provide a hypothetico-deductive and conclusive method of research design.  

 

Figure 6 The seven steps for the scientific method and the appropriate research methods 

(Adapted from Zikmund et al, 2013) 
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Nowadays a vast amount of data is being gathered by researchers. The use of existing 

data becomes more prevalent, (Andrews, Higgins, Andrews, Lalor, 2012). Secondary 

data is defined as pre-existing quantitative or qualitative data when aiming to 

investigate new research questions or accessing previous studies, (Heaton, 2004). In 

other words, secondary data are the data collected by other researcher while serving 

another purpose. Secondary data was collected to use the literature review (1. 

Literature review about startup and young employee motivation), to define and set the 

context of the study.  

To access the information and theories collected in the first part of the study, primary 

data must be collected. Primary data is the data that was collected by the research 

him/herself to answer a particular research question, (Glaser, 1963). The method of 

collection primary data will be held by using the qualitative methods to answer the 

research question about attractiveness of startups for worker between 20 and 30 years 

old. 

 The research is qualitative, conclusive, and descriptive. The purpose of descriptive 

research is to obtain data describing topics of interest (Sekaran, 2003). The mean used 

to collect primary data was the use of interviews to provide quantitative data by 

questioning the target of the research, startup workers and owners between 20 and 30 

years old. This will help to gather data about the variable studied earlier and their 

relationship. 

 The aim was to identify the motivation of this target to answer the research questions 

1 and 2. In order for the questions to be clearly understood by the respondents the 

specific terms explained. The reasoning of the interview needs to be well thought and 

organized in a coherent way. Six interviews were conducted in total; two startup 

workers and four startup owners. The interviews need to be flexible and unstructured 

to allow the experts to provide the valuable information they want without being 

trapped by the questions. The terms can be vaguely defined in order to provide the 

expert an opportunity to interpret its own way the elements. This will provide a specific 

vision of the topic. 
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3.2 Research methodology and design  

 

The aim of the research design is to provide an appropriate basis to the study. The 

research design process needs to be chosen according to the research focus; it 

determines how to obtain relevant information (Aaker, Kumar, and Day, 2008). On 

the other hand, research methodology refers to the “how” of every part of the research. 

It’s how the searcher systematically designs the study to ensure relevant and reliable 

results that answers the research aim and objectives (Jansen and Warren, 2020). 

 Purpose of the study is to provide a descriptive and confirmatory study will be made 

to determine and to describe the characteristics of the variables of interest of the thesis 

topic, here attractiveness of startup for workers between 20 and 30 years old (Sekaran 

and Bougie, 2016). 

Extent of researcher interference and study stetting of this research is uncontrived 

which means that the research was accrued out in a natural environment where the 

work takes place normally. The level of interference from the author was minimal. 

The unit of the analysis is the type of population chosen to achieve the study. 

Individuals were interviewed in the realization of the study.  

 Two types of samples were used in the realization of the study to cover the two 

questions of research. The first sample was composed of individuals between 20 and 

30 years old either working in a startup or being startup owners.  

 

 

3.3 Data collection methods  

3.3.1 Literature review data collection 

To answer the research questions data needed to be collected. The first step of the data 

collection was to collect secondary data to compose the literature review. The 

secondary collected were academical releases, specialized press articles, studies made 

by other researchers, previous theories and formulas elaborated by different authors 

throughout the years. Those elements of data were collected online on internet, in 

online through university databases, online research bases like ResearchGate, EBSCO, 

Google Scholar, Cairn etc.  
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3.3.2 Conduction of the interviews 

The second step was to collect primary data with six experts ‘interviews. The 

interviews were semi-structured. The interview was composed of a basis of 12 open 

questions that were adapted depending on the context and the course of each interview 

(see Appendix1). The six individuals interviewed were chosen for their experience and 

expertise, but also for their age and type of company they are or were working for. The 

interviews were conducted in November 2022. All the interviews were conducted 

remotely on the phone or in video conference. All the interviewees received an 

overview of the research topic and the questions prior to the interview. All the 

interviews were recorded, and transcribed latter and additional notes were taken as 

well. The interviews were conducted within 10 days and the average length of the 

interaction was approximately 40 min, with the longest being 75 minutes and the 

shortest 30 minutes. The interviews were conducted in English or French, and 

therefore careful translation were made to intent to keep the intended meaning 

unchanged through translation.  All interviews’ details can be found in Table 1.  

 

Table 1. Conducted interviews 

Interview  Age Type of 

business 

Position/ title Length Date  

1. 24 IT and business 

management  

Co-funder 45 minutes 04.11.2022 

2. 24 / Student in small 

business and 

entrepreneurship 

management 

1 hour 05.11.2022 

3. 26 Brand strategy Co-funder 1 hour 15 06.11.2022 

4. 25 IT Business 

developer  

40 minutes 07.11.2022 

5. 32 IT CEO  33 minutes 11.11.2022 

6. 29 Technology 

product 

CO-funder 30 minutes 14.11.2022 
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The first interview was conducted with a 24-year-old American that was the Co-

founder of a startup that oversaw gather data about vehicle fleet to manage them better. 

The startup was based on subvention from the Corneil tech university. His experience 

as a startup owner that failed proposes great insights to the study.  

The second interview was with a 24-year-old Dutch student that is studying small 

business and entrepreneurship management in the university of Groningen. He is 

currently starting a business with some associates. His academical knowledge and his 

experience in starting a new business are relevant to the study.  

The third interview was a 26-year-old Belgian co-founder of a startup specialized in 

brand management since more than 2 years.  His position as an owner of a startup 

provides valuable information to the study.  

Interview four was with a 25-year-old French worker that had several experiences 

working for startups and that is currently working in a startup scaling up. On the long 

term his aim is to become an entrepreneur himself. His experience and expectation 

match the subject questioned in this study.  

The fifth interview featured a 32-year-old polish company owner who is an 

entrepreneur since he was 14 years old. His was interviewed as an expert in the startup 

domain that was able to provide insights toward his employee motivation and the 

practices within company.   

The final interview was made interviewing 29 years old, American, that have 

cofounded two years and a half ago a company that designed smart home product to 

solve everyday problems. His experience as a young startup owner provided great 

insights on the topic.  

3.4 Method for data interpretation  

After collecting the data, its analysis and interpretation needed to be done to answer 

the research questions. Indeed, analysis process was built to use efficiently and 

relevantly the data (Hague, 1988). The following process was developed (Figure 7). 

The first step after collecting the data was to clean the collection. Making sure that the 
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data suits the research purpose is essential to an efficient analysis. Then, according to 

the strategy held, thanks to research questions the questions needed to be accessed and 

analyzed. To analyze the data, tools as excel and the pivotable were used as well as 

simple reading of the answer obtained. The interviews were analyzed separately and 

were interpreted together by confrontation of the results and comparison the studies 

available on the market.  

 

Figure 7 Steps in the data analysis process (Adapted from Hague, 1988) 
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4 RESULTS OF INVESTIGATION ABOUT ATTRACTIVENESS OF 

WORKERS OLD TOWARDS JOINING A STARTUP  

This chapter presents the interpretation of the research results. The research is divided 

into three parts according to the variables identified in the theoretical framework, each 

of them aiming to provide answers research questions. The research focuses on 

understand the factors that plays a role in the attractiveness of startup for young 

workers between 20 and 30 years old. The data was collected by conducting six 

interviews; five of them were employee or startup owner between 20 and 30 years old 

and one is a startup owner above 30 years old that recruits’ young workers.  

 

4.1 Overview of the interview  

The survey is composed of 12 open and semi open questions (see Appendix 1). Prior 

to asking the questions an overview of the subject of the thesis and its context was 

explained to ease the comprehension of the questions. The questions were open and 

semi open to give a direction to the answer without compromising the authenticity of 

the answers given. The questions were adapted as the interview went by if needed to 

adapt to each individual’s situation.  

 

The first question was general presentation in which the respondents had to present 

themselves (Name, age, job, type of company they occupy the position in) in order to 

access that they are part of the targeted group of the study, and was asked as such: 

Could you briefly describe yourself? What do you do in the workplace/What is your 

role? How many years have you been working in this industry? (Age, company, etc.) 

(See table 1)  

 

Each individual was selected to provide elements to the answer the research questions. 

The employee and startup founder provided insightful elements about their experience 

and that of their employees.  
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4.2 The motivation of young workers  

Motivation was addressed as a crucial aspect of human behavior. Motivation is what 

leads individuals to structure their acts and behavior when they are attempting to match 

the requirement of their everyday life, (Austin and Vancouver, 1996). In the interviews 

led, four out the 12 questions were allocated to trying to identify the factors that 

motivate the respondents in their everyday work life. The results were various as each 

individual is driven by its own preferential factors. However, some common ideas and 

needs could be identified.  

To the fifth question addressed was: What is your biggest challenge with motivation 

in the workplace? This question was made to understand what were the struggles that 

individuals can have while trying to stay motivated working for a startup. As stated, 

before this question showed the singularity of individual’s needs. If the need for 

challenges or need of job safety appears in the answers, each individual experience its 

own challenges when it comes to motivation at work.  

The fact that some of the interviewees are owner and some are funders also leads to 

different answers as the implications are different. Owners and founders feel more 

pressure than employee to stay motivated, at their must provide results to their 

investors.  

This fact meets the statement of Gulati (2019), that states that startup employees are 

often pressured by owner and investors that are seeking results. This is caused by their 

intention to scale up and their urge to survive by being profitable quickly. To do so 

they can intervene and micromanage the work of their employees.  

 

“When you created a startup pr work for one there are a lot of ups and downs. 

Especially because you are depending on the investors if you don’t make profits. The 

fact that it is hard to sell a service or product it makes it hard to stay motivated when 

you don’t see results to the work to put into it.” Interview 1) 
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In this quotation of the first interview the scare of failure appears and can be seen as a 

factor that limits the motivation of employees. This element was also stated in answers 

during the second interview, where it was stated that: 

“(…) when the business doesn’t work out, when there are issues within the team or 

that it felt that the company is unstable and has a lack of vision of its future it’s hard 

to stay motivated.” (Interview 2) 

 

This need of stability and fear for failure also showed that new ventures owner and 

employee some time might have to move away from their values sometime to make 

money and survive. The owner interviewed in the third interview explained that 

sometimes he must work with clients that does not have aligned value with the line 

carried by his company, but it is still required to accept those types of clients to get to 

known and make some sales. This lack of matching between the business and the 

values is an issue that was covered in several of the interview as it was stated that trust, 

values, and transparency were essential element for workers to join a company. It 

shows that having a meaningful job that respect the individual values and morality is 

crucial to young workers nowadays as it was stated by Granger, (2020) in his article.  

(Granger, 2020). The motivations of the workers are similar as they were previously. 

The salary is the still the first motivation factor. But it cannot be contested that the 

young generation is looking for more well-being at work and are seeking for jobs that 

are more respectful and ethical.  

If the answers to this question gave diverse answers all going in the same direction, 

the fifth interview that was conducted with a startup owner that is above 30 and was 

giving his impression on behalf of its young employees gave another interesting 

answer to this question and the following question that is: What motivates you to be 

more productive?” 

 

Indeed, he stated that to him motivation is not something that can be influenced, so to 

keep motivated it is important to set habits and routines to get the work done in the 

moment went the motivation is low. Also, to stay motivated it is important to be 

passionate about the work and have a clear goal to be propelled from inside. He also 
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added that having a good life balance is crucial to avoid burnout and be able to master 

productivity in the adequate moments.  

This question aimed to understand are the factors that get young workers to get the 

work done and be more invested in the company. The other interviews showed gain 

that the challenges resulting from the job is a great motivator for individuals between 

20 and 30 years old. This challenged seeking was shown to be enable by the fact that 

startups are in need to be in constant evolution to stand out against the competition, 

(Harris, 2016). However, the interviews answers highlight that the challenges can’t 

not come alone to be good motivators and need to be paired with recognition and 

rewards. The interview 3 for example stated that:  

“When I feel that what I do matters and that it has an impact on the company 

success and the values defended by the company it pouches me to be more 

productive” (interview 3) 

The fourth interviewees’ answer also support this need for recognition as he stated that 

having a manager that is able to recognize and reward the work is not crucial for his 

productivity. He also added that in his company a business developers have a fixed 

salary to which booster and rewards can be added if the goals are exceeded. The 

recognition is also made through the announcement of the best employee during 

seminars. In previous research recognition also appears as in important factor for 

keeping the employees motivated, (Granger, 2020; Herzberg, 1966). 

The sixth person interviewed on the other hand stated that deadlines and the contact 

with the clients is a great motivator to him as he has someone he needs to satisfy.  

 

Among all the factors that were given by the individuals interviewed, they also had to 

rank the three motivation factors they value the most and that they seek while job 

seeking. They had to provide them answering the following question: What are the 3 

most important factors that motivated you to work for a startup?  

 

The answers provided were also very various but shared the same ideas and core needs. 

Indeed, in the Table 2, we can see that remuneration appears as the least important 

factor for half of the 6 respondents. The fact that remuneration is not qualified as main 

factor by the other respondents was explained by the fact that they believe that 
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remuneration is a basic need that is automatic when starting a job and is therefore not 

the one they think of in the first place when considering working for a startup.  

 

Table 2.  Three main motivation factors to join a company 

 

The other factors present in the table as: flexibility, responsibilities, or independence, 

all aim to share the idea that the employees want to feel that they are trusted in the 

company they work for and that they can manage their work as wished if the 

requirements are met. The young workers enjoy having the opportunity to be proactive 

and to take their own decisions without having to follow a long and rigid process to 

take actions that they believe would be valuable for the business.  

 

On the other hand, the notions of good leader, transparency, work conditions and 

values are the testimony that the young individuals interviewed are looking for 

meaningful job carried by passionate leaders that will motivate them to work towards 

the company success. As showed in the studies by Gulati and Sawhney (2019) and 

McMahon, (2007), they want a leader that inspires them and fosters good team relation 

and company health. Employees also want their managers to be transparent are share 

valuable information about the business stage. They want to know how clearly; they 

get the strategy and direction of the company. The need behind this transparency needs 

and need of an inspiring leader is to be reassured about the stability and security of the 

job. They are aware of the risks but will be willing to take the risks if they believe that 

they are part of something that as great values and will make some changes. They will 

give more to the company if they feel that they are valued and trusted. As show in 

previous studies they want to feel that the gap between them and hierarchy is tinny to 

nonexistent. As shown in previous research articles, short distance implies and 

INTERVIEWEE  MOTIVATION 1  MOTIVATION 2 MOTIVATION 3 

1 Good leader Transparency  Growing company 

2 Responsibilities Work conditions Remuneration 

3 Flexibility Independence  Values 

4 Dynamism Values Remuneration 

5 Opportunity Learning margin Remuneration 

6 It my project Success  Solve a problem 
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provides better communication within the organization and trust. The employees feel 

more satisfaction when they have regular feedback about their work and the state of 

the business, (TINY pulse, 2013). 

Also, another group of motivation factors that was identified through this question is 

the need for: opportunity, learning margin, and dynamism, is explained by the fact that 

young individuals are looking further than the material benefits the position offers. 

They want to feel that this position is a steppingstone to their professional and personal 

growth. Indeed, want a job that allow them to be challenges to learn new skills and 

competences and that will be the key to professional opportunities. The dynamism and 

growth of the company are characteristic that can ensure that the company will have 

opportunities to offers. As a matter of fact, a growing company will be dynamic and 

will ha rising opportunities as it will scale up and will need more employees and some 

of which will be in hire position that could be filled with the promotion of internal 

workforce.  

Finally, the last person interview that was the founder of its own company and designer 

of the product created gave different motivation factors: personal project, success of 

the business and solve a problem. As chose to launch his company aiming to solve a 

problem, he was experiencing the motivations are different and the success of the 

project is directly linked to personal felling. This can be linked to the need to fulfil 

values.  

 

The last questions asked to evaluate the motivation factors of the individual 

interviewed was the following: Are those factors still the same now that you work for 

a startup? The purpose of this question was to access if those motivations were the 

ones that led them to work for a startup or evolved while working for one. It was 

interesting to notice that almost all the interviewee stated that their motivation 

remained the same and no evolution was made towards it. However, the one 

respondent that stated that his motivation factors changed explained that he was 

looking for challenge prior to launching t-is startup and the failure of it made him value 

more stability over the challenges.   

Finally, the fifth interviewee explain that he observed that nowadays the young 

workers are more focused by the money they will make and are not afraid to ask for 

more if they think they deserve it were as his generation was more preoccupied by 

having a stable job and was less willing to negotiate with the hierarchy.  
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4.3 The startup work conditions 

The second question was asked to access the position of the interviewee toward the 

delimitation of the startup notion. The question aimed to identify how the individuals 

interviewed define the term startup and its characteristics. Each individual had its own 

definition of a startup as showed in the table 3.  

 

Table 3. Definition of startup to the interviewee 

INTERVIEWEE  DEFINITION OF STARTUP TO THEM.  

1 a startup company is a company with low capital or that has 

raised investors capital. It as a high growth mind not only 

based on money but also based on user and customer gained. It 

should have a high growth to reach profitability and scale up. 

2 startup is a small business that has an idea and problem to solve 

that requires external investment to start selling and be 

profitable. If it doesn’t need investors’ money it is just a small 

business 

3 a startup is a company that is derived of the codes and limitation 

of traditional corporate businesses, as the dress code and 

flexibility. It is also based on a non-traditional business model. 

4 a startup is a company that is managed by one funder or several 

cofounders, and that can remain in the “startup” phase as long 

as it did not reach profitability. 

5 a startup is an inorganic company that is has an idea that is small 

and unknown. The aim of a startup is to grow quickly and to 

become a more traditional business. 

6 A startup is an innovative company that is trying to develop a 

service or product, without having a clear positioning yet. They 

often aim to answer a problem or need. 
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From those definition, a synthesis can be given. Indeed, startup are seen as small 

businesses that based on ideas and used personal or investors funds to observe a quick 

growth and aimed to scaleup. This definition some aspects of the definitions given in 

the literature review (2.2.1 Defining a startup) but left out some elements covered by 

the academics. For example, it is very close to following definition provided by Sutton 

(2020), “A startup is an organization that is challenged by youth and immaturity, with 

extremely limited resources, multiple influences, and dynamic technologies and 

markets”.  

 

The interviewees also qualified the startups as more flexible environment. Were they 

have the freedom to choose the way they want to work, or they want to shape their 

schedules. For example, in the second interview, the startup funder interviewed 

explained that he decided to have a 4-day week where he shapes his days based on 

tasks completion. He decides each day the tasks that need to be done and he stops 

working as he manages to accomplish what he planned. This leads him to work some 

time shorter or longer days. Also, he sometimes must work weekend and takes days 

off during the week.  

If this notion of flexibility is characteristics of startups in general, it is not systematics. 

During the 4th interview, the young worker interviewed explained that in his previous 

startup job no flexibility was allowed. The business model was a more traditional one 

where no home office was allowed for example. After the 2020 pandemic that made 

remote work mandatory to some positions became the norm and is used by many 

startups to offer autonomy and flexibility to its workers. Also, the innovative 

characteristics of startups was mentioned in several interviews. Worker’s value 

working for new product and services if they feel it will have an impact on their 

environment.  

   

All the respondents also agree that the lack of financial resources limits the monetary 

advantages of startups but qualify startups as great career accelerators.  

 

The second questions that was aimed to answer the question start up conditions in 

startups is the following, how would you define the work in a startup? (Assets and 



 

 

51 

downfalls). As for the motivation factors and the startups definition, everyone as its 

own input on the subject but common elements can be identified, (See table 4) 

 

Table 4. Advantages and disadvantages of working for a startup 

Interviewee  Advantages of working for a 

startup 

 

Disadvantages of working for a 

startup 

1 Freedom/ flexibility 

Meeting many passionate and 

talented individuals 

 

High risk 

No stability  

Dependence towards investors 

2 Freedom/ Flexibility 

Do something you are 

passionate about 

Smaller teams 

Recognition 

 

More work for less remuneration 

Less job security 

3 Flexibility 

Better work life balance  

Creation of the job you wanted  

Total decision toward who you 

work with and for 

 

More risks 

More stress  

Lack of resources 

Unstable remuneration during 

early stages 

 

4 Flexible  

Young  

Dynamic  

Better communication with the 

leaders 

Multitasking 

 

Less experimented employees 

Unstable 

Less resources 

 

5 Challenges  

Good learning opportunity 

 

Not immediate rewards 

Less resources 

Risky 
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6 Flexibility 

Independence 

Responsibilities 

Do something you are 

passionate about 

Work with talented, passionate, 

and optimistic people  

Stress 

Risk 

Uncertainty 

Short deadlines 

Lack of resources 

No guidance 

 

 

 

This question allows the identification of the work conditions in startup perceived by 

the interviewee.  Indeed, the notion of freedom and flexibility is the characteristic 

stated as the first advantage of working for a startup by all the respondents. All the 

respondents value this aspect of the work in startup it makes them feel that they are 

trusted and allows them to manage their way of working.  

The interviewees also enjoy working with passionate and talented workers as it allows 

them to learn from each other and communicate in better ways. The small effective of 

startup accentuates this aspect.  

The dynamism and challenges offered by startup is also a recurrent characteristic that 

is appreciated by the young workers.  

 

On the other hand, as seen in the previous research in the literature review, startup is 

and are perceived as risky and uncertain businesses. The lack of resources, and the 

stress it leads is a big down site that can be feared by the young individuals that are 

often looking to launch their careers, (Leger, 2019; Nystrom, 2019; Lucky, Minai & 

Rahman, 2013). The lack of resources referred to the lack of workforce, of money, 

experience but also time and knowledge. Some young individuals state they need some 

guidance that they can’t have in startups as the innovative part of the project and the 

difference in the business model can be unknown to them and to the reset of the 

employees. 
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4.4 The startup attractiveness   

 

The analysis made previously allowed to identify the motivation of the young workers 

and the work condition they enjoy working in startup. Those elements allow to 

understand what makes a startup attractiveness. 

From the answers given in the two previous sub- parts, (5.2 The motivation of young 

workers and 5.3 The startup conditions), it can be firmly stated that the flexibility and 

challenges offered by startups appear to be the key elements of startup attractiveness.  

The trust, responsibilities and business opportunities fostered by new ventures are also 

key assets to its attractiveness.  

 

To understand better how attractive a startup is to young workers, 3 questions out of 

the 12 interview questions were dedicated to this specific aspect of the study.  

 

The first question oriented toward its topic is the following: what led you to work or 

create your own startup? To this question almost all respondents stated that it was to 

be independent and serve a more personal goal as working for a company with value, 

doing something they enjoy, creating their dream job, etc.  

For the fourth interviewee for example the following answer was given:  

 

“What brought me to a startup at the end of my studies is that like many young 

people coming out of business school, you use platforms like Welcome to the Jungle 

and on these platforms most of the companies looking to recruit are startups. I didn't 

say to myself I'm going to work in a big company or I'm going to work in a small 

one. I had a preference to go to a rather young company with a lot of things to do 

because I find that always better than arriving in a big company where you are a 

pawn among so many employees. I also wanted to have a field experience. I also said 

to myself "start-up equals versatility"; a bit of a jack-of-all-trades, you see, which is 

quite the case. Moreover, it's much easier to interact with the managers and with all 

the people you're going to work with. In big groups, it's more difficult to exchange 

and to know well the people of the departments with which you don't have a link, 

everything is more compartmentalized.” (Interview 4) 
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The next question aimed to cover the attractiveness was asked as such: Where do you 

see yourself in 5years? 10 years? (Type of company, position etc.). To this question 5 

respondents out of 6 stated that would want to be working owning their own business 

or having scaled up the startup they are launching or working in currently. 

Furthermore, to the next question that was “For the same job, salary and work 

conditions would you rather work for a corporate job or a startup? and why?”, four out 

of the six respondents stated that they would rather work for a startup due to the 

flexibility, opportunity, challenge and proximity with the team, the leadership, and the 

clients it offers. However, the two remaining respondents chose the corporate company 

as they believe that working for a startup requires more work for a less paid job, when 

they could work a typical 9 to 5 for less work in a corporate job what will give them 

better work life-balance to do what they enjoy.  

 

Finally, the last question of the survey on the topic covered in this sub part was the 

following: What are the challenges for startup in recruiting young workers? The 

purpose of this question was to understand what startup should focus on to reach the 

20 to 30 years old talent they want to hire. To this question the answers were wide. 

Interviews 1,4,5,6 raised the issue that startup will have to find sufficient funds to be 

able to pay them the salary they expect. This issue is even more important in the 

technology sector as corporation recruit tech students directly at school before their 

graduation to ensure they will work for the, (interview 1,5,6). Addition benefits also 

appears to be a crucial element to be attractive especially when the salary is not very 

competitive.  

 

“Startups need to give the young employees freedom and opportunities. In tech 

startups we squeeze people like lemons, so addition perks and opportunities avec 

crucial to keep them on board. Young workers need to have room to make attempts, 

and feel that they are trusted” (Interview 5) 

 

Having the resources to train the new young workers is also crucial to be able to reveal 

their full potential. Finally, visibility is a great challenge that face startups. They are 

often small and unknow and need to show their reliability and legitimacy to potential 

talents.   
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5 CONCLUSIONS 

The data collected and analyzed through the research allowed the researcher to answer 

to the following research questions. 

(RQ1) What are the work motivation factors for the individuals between 20 and 30 

years old?   

Motivations factors are variable according to several factors such as societal changes 

or personality. Each individual as its own motivation factors. Common motivation 

factors are the salary and professional growth, employees want jobs that brings them 

something as skills improvement and money, (Granger, 2020;). Young workers are 

attracted by factors such as the wok condition, and the opportunities more than by the 

remuneration, (De Clercq & Rius, 2007; Sauermann, 2013). In the case of this study 

flexibility is one of the most important factors considered by workers between 20 and 

30 years that are part of a startup. This flexibility is allowed by the almost flat 

hierarchical management that allow to build trust and enhance communication. The 

employees have the freedom to manage their schedules and way of working as long as 

they provide the deliverable asked and meet or overcome their objectives, 

(Gurianova,2017).  The employees want to work for more socially responsible and 

ethical companies. They employees want to be proud of their jobs. They want to feel 

fulfilled by the work they do and the impacts it’s has on the society. They want to be 

passionate and enjoy their job and feel recognized. This help fostering trustworthy, 

friendly, and appreciated environment, (Aldrich and Langton, 1997).  

(RQ2) What does startups have to offer to meet those needs? 

The analysis of the interviews done and of the existing studies and article show that 

the startups are more and more attractive to the young workers, (Moser et al., 2017). 

However, the factors that lead to this attractivity was still unclear. The analysis of the 

interviews shows without a doubt that the flexibility and the career opportunity offered 

by startups are the major attractiveness it can offer. Being small companies with values 

that aim to answer societal issues in many cases, (Ries, 2011) startups have the tool 

and the assets to fulfill the young workers need as offering them the recognition, the 

opportunities, and the valuable job they are seeking.  
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6 MANAGERIAL CONTRIBUTIONS  

The conclusion in the previous section allowed the author to provide the following 

recommendation to human resources manager and start up owner that are trying to be 

more attractive to young workers between 20 and 30 years old. 

 When considering their growth and success it is crucial for startup owner and manager 

to have talent acquisition and turnover intention, (Memon, Salleh, Mirza, Cheah, Ting, 

Ahmad, & Tariq, 2020), the recruiting young talent will give them innovation, 

dynamism, and creativity they are looking for to grow. To ensure their attractiveness 

it is essential that they have a clear path defined and sufficient funds to offer attractive 

remunerations and stability.  

The visibility of startups is also essential. They need to get known by younger worker 

through social media such as LinkedIn or Instagram but also by going to them. they 

could participate to conferences and universities, go to university jobs fairs etc. By 

getting to be known they will ensure a better legitimacy towards the targeted groups.  
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7 LIMITATIONS OF THE RESEARCH  

During this thesis, obstacles were overcome which may limit and affect the accuracy 

and precision of this research. The time available to conduct the research was rather 

short with less than 3 months to investigate and write the research.  

Some aspects of the topic were not covered as due to the limitation in time and length 

of the work that might or not affect the results. The data collection was made in French 

and English what can alter the result at the translation time because some words and 

expressions are unique to each language.  

Also, the data collected was limited to 6 interviews of males from different 

nationalities and background but may not be representative of the full targeted sample 

as no woman were served. The short number of interviews conducted, even if divers 

in term of origins, might not allow generalization of the results.  Also, the culture gaps 

of other culture could alter the results founds during this study, if the study was 

conducted on a larger scale. 

 Furthermore, as each individual is unique the understanding of the questions is unique 

as well as the interpretation the answers. The research tried to cover only startup 

workers and owners and targeted only worker between 20 and 30 years old, limits the 

results to those characteristics.   
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8 FUTURE RESEARCH  

Throughout the research, several topics around the studied one were identified and 

could complete or overflow from this thesis about the factors that makes start-ups 

attractive to young workers between 20 and 30 years old.  

To deepen the study of the subject, the study of this topic could be done on a bigger 

scale with the conduction of more interviews and a mass survey. Other age ranges 

could be covered and compared to evaluate if the age of the workers affects the 

attractiveness of startups.  

To complete this topic another study on the talent retention strategy of startups could 

be relevant. Indeed, if attracting talents is crucial for startups as shown in the study, 

keeping them is also essential to the success and growth of the new ventures. 
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Appendix 1  

 

Semi structured interview  

 

1. Could you briefly describe yourself? What do you do in the workplace/What is 

your role? How many years have you been working in this industry? (Age, 

company, etc.) 

2. How would you define a startup? (What are the main characteristics?)  

3. How would you define the work in a startup? (Assets and downfalls)  

4. What led you to work or create your own startup?  

5. What’s your biggest challenge with motivation in the workplace? 

6. What motivates you to be more productive? 

7. What are the 3 most important factors that motivated you to work for a startup?  

8. Are those factors still the same now that you work for a startup?  

9. Where do you see yourself in 5years? 10 years? (Type of company, position etc.)  

10. For the same job, salary and work conditions would you rather work for a 

corporate job or a startup? and why?  

11. What are the challenges for startup in recruiting young workers?  

12. Is there anything you want to add? Anything that could add some insights to the 

topic?  
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