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Abstract 

This thesis addresses employee surveys and employee motivation. An employee survey is a 
human resource management practice that is used to learn about the employees’ knowledge 
and capacities among other insights that are crucial to the organizational development. The 
survey’s success is however dependent on employees’ decision to participate in it. The 
purpose of this thesis is thus to identify and understand what motivates employees to 
participate in an employee survey. The purpose is also to understand to what extent the 
survey administration affects employees’ willingness to participate.  

We have conducted a qualitative case study through 17 semi-structured interviews at 
LKAB, which is a large high-tech international minerals group where each workplace has 
its own specific workplace conditions. As a consequence, the employees are motivated by a 
myriad of different means. To gain more knowledge in how companies administer surveys 
and motivate employees to participate, we have also conducted two pilot interviews with 
Volvo Trucks and Enkätfabriken.  

The study is of a deductive character since it is founded in theories and concepts that 
concern employee motivation and employee surveys. However, since this area of research 
is relatively unexplored we cannot exclude a potential inductive approach to the thesis. 

The conclusions of this thesis are that employees at LKAB are motivated to participate in 
an employee survey when the company can provide specific workplace conditions that 
trigger employee motivation, such as benefits, appreciation and opportunities to influence. 
We have also concluded that the survey administration to a high extent affects the 
employees’ willingness to participate since employees are motivated to participate in an 
employee survey when the company considers aspects such as: a carefully prepared 
communication plan, a transparent survey process, active leadership, a specific workplace 
related purpose, sufficient training for chosen survey method, visible outcomes that are 
presented at each specific workplace and a brief survey with a limited amount of questions. 
The main conclusion from this study is that employees’ are motivated to participate in an 
employee survey when the company involves the employees in the organizational 
development and in the survey process.  
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1. Introduction 

This chapter begins with the problem background of our study were we introduce the 
concept of human resource management and its practices. The chapter continues with a 
problem discussion that concerns the use of employee surveys as a tool of communication 
and the administration of a survey, which thus fall out in presenting the approached 
research gap, our purpose and research questions. Thereafter, we introduce the 
delimitations of the study and present some brief definitions of concepts.  

1.1. Problem background 

It is well known that human resource management decisions are likely to have an important 
impact on an organization’s performance (Becker & Gerhart, 1996; Lawler, 2009). 
Research has shown that organizations that base their decisions on human resource 
practices are inclined to have higher level of performance (Schuler & Jackson, 1987). 
Torrington, Hall, Taylor and Atkinson (2011, p. 17) argue that human resource 
management contributes to the gaining of competitive advantage by focusing on the 
achievement of an organization’s fundamental goals, in terms of managing people more 
effectively and efficiently than competitors. 
  
The origin of managing people dates back to the industrial revolution in the late 18th 
century in England (Bratton & Gold, 2003, p. 5) whereas the language of “human 
resources” dates back to the 1970’s in the vocabulary of British academics that 
underpinned the term personnel management. Human resource management later emerged 
in North America during the 1980’s as an alternative to personnel management (Hendry & 
Pettigrew, 1990, pp. 17-18). The function of human resource management (HRM) has thus 
not always had a clear-cut answer, since its role has commonly been viewed from two 
different perspectives (Torrington et al., 2011, p. 6).  
  
The international debate between the terminology of personnel management and human 
resource management has also affected the view of Swedish management. The move from 
personnel management to HRM has changed the paradigm – from a function that to a large 
extent represents employees’ interests to activities that also are of management’s concern as 
a part of the company’s strategy (Mabon, 1995, p. 65). Mabon (1995, p. 66) argues that the 
role of HRM in Sweden has thus evolved into a proactive function at a higher company 
level. He suggests that the North American perspective influenced HRM in Sweden, as the 
traditional view on personnel management became unfashionable in the search for 
something new. It is further argued that Swedish HRM practices are clearly influenced by 
the role of the unions and the social welfare system (Holden, 1996, p. 77). 
  
According to Torrington et al., (2011, p. 17) the development of human resource 
management has resulted in that the term human capital has become widely used. The 
recognition of combined knowledge and experience has thus become highlighted as a 
significant contributor to the maintenance of competitive advantage, since this resource is 
difficult for competitors to replicate. There is subsequently an increased desire to satisfy the 
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employees in terms of service and work conditions in order to keep them motivated and 
willing to stay in the organization (Schou, 2007, p. 14). 
  
In order to consider employees as contributors to competitive advantage, organizations 
need to attract, develop, retain and motivate the best people (Lawler, 2009, p. 6). 
Torrington et al., (2011, p. 264) also suggest that employee performance should be taken 
into consideration, since it concerns the performance of the organization - to what extent 
the employees have met the organizational goals in an efficient and effective manner, the 
level of job satisfaction and employee motivation. Schou (2007, p. 37) argues that a 
motivated employee is more eager to actively influence the development of the 
organization, whereas a satisfied employee is content with the present situation without 
having any need of a future organizational development. Torrington et al., (2011, p. 264) 
therefore suggest that managers need to appraise the performance of the employees in terms 
of attitudes, views and thoughts in order to utilize the employees’ knowledge and capacities. 
The evaluation of these factors can be measured in several ways, by face-to-face meetings, 
weekly staff meetings, performance review meetings and through employee surveys 
(Heerwegh & Loosveld, 2008, p. 837; Torrington et al., 2011 p. 264; Rogelberg, Allen, 
Shanock, Scott & Shuffler, 2010, p. 150; Schou, 2007, p. 13). Schou (2007, p. 13-14) 
describes employee surveys as a suitable tool to learn about the attitudes and desires of the 
employees and to constitute the best design of employment standards to retain the staff in 
the organization. We have therefore chosen to emphasize this thesis on employee surveys 
as a tool of evaluation and communication. 

1.2. Problem discussion 

Over the last decades the use of employee surveys as an effective tool of collecting 
employee attitudes and information has increased, and is today considered as an important 
tool in terms of strategic organizational planning and development (Schou, 2007, p. 14). 
Apart from being an inexpensive method in relation to interviews or observation, surveys 
have become popular since they can be used for a myriad of different purposes (Church, 
2001, p. 937). Hartley (2001, p. 202) suggests that there are a number of reasons to why 
organizations choose to conduct employee surveys. Most surveys are however either 
concerned with the assessment of the firm or change within the firm, which seek to 
influence attitudes, behaviors and standards of the employees. When Kraut (2006, p. 3) 
asked thirty survey researchers to give their view in an assessment of the utility of surveys, 
they suggested that organizational surveys are valuable in terms of improving 
organizational functioning and communication. The main failings of organizational surveys 
were perceived to be the lack of actions taken from the findings of the surveys, but also 
when surveys do not concern relevant issues and when the survey process become too 
difficult. 
 
Schou (2007, p. 15) argues that another reason for failing is the frequently underestimated 
amount of time it takes to properly implement all complex tasks of an employee survey. 
Modern IT-technology has enabled organizations to apprehend the technical part of an 
employee survey (one act of administrating the survey) as a procedure that can be 
conducted with minimal efforts. A survey can easily be compiled and sent out via e-mail to 
the employees, although it is the following phase of analyzing the results that is time 
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consuming. The following phase involves the need of knowledge and experience in 
statistics, the construct of a survey, leadership, the functioning of an organization and 
implementation of organizational change. This means that management should not 
underestimate the process of conducting an employee survey. If organizations consequently 
consider that the technical part of employee surveys can be administrated with only a small 
effort, important steps in the following phase may be neglected. Improperly administered 
employee surveys may thus result in that the actual act of administrating a survey strikes 
back on the organization (Hartley, 2001, p. 202). The process may become costly both as a 
waste of resources and time, but also as a damaging effect on employee engagement 
(Sanchez, 2007, p. 48). It is therefore of significant value for management to fully 
understand the magnitude of planning employee surveys. 
 
Groves, Cialdini and Couper (1992, p. 475) state that surveys are considered to be one 
powerful information-gathering tool. This power is however, dependent on individuals’ 
decision to participate. As a consequence, when participation fails the value of the method 
is threatened. Schou (2007, p. 37) argues that a satisfied employee who is not motivated to 
participate in a survey is not likely to contribute with information that can be regarded as of 
good quality in the data collection. Groves et al., (1992, p. 447) further suggest that there 
are some factors that may influence survey participation. These factors mostly deal with 
socio-demographics and survey design, but also with psychological concepts. It is shown 
that survey enjoyment (the feelings about participating in the survey) is related to survey 
behavior, whereas survey value (perceptions of the value of the survey) is related to the 
means of following directions and participating in additional surveys (Rogelberg, Fisher, 
Maynard, Hakel & Horvath 2001, p. 20). Rogelberg et al. (2001, p. 22) mean that 
employees’ attitudes toward surveys can have a large impact on the survey results. 
Therefore, given that attitudes toward surveys are related to respondent behavior it is 
crucial that survey value and survey enjoyment are promoted in order to gain high quality 
data. According to Sanchez (2007, p. 48), employee surveys that are poorly administered 
can have a negative effect on employee engagement. An engaged employee will put much 
effort in undertaking an employee survey and when organizations do not consider the 
proper follow-up actions it can cause a feeling among the employees that their opinions 
have been neglected.  
 
Spitzmüller, Glenn, Barr, Rogelberg and Daniel (2006, p. 30) researched on whether 
organizational members’ evaluation of the organization affect survey response rate. More 
specifically, they examined “whether the decision to not complete organizational surveys 
may reflect a response to perceived unfairness of organizational decision-making and low 
perceived organizational support.” The authors found that the organizational members who 
experience low levels of procedural justice, perceived organizational support and social 
exchange with their organization are less likely to complete a survey since the survey 
contributes to organizational development (Spitzmüller et al., 2006, p. 31). It thus seems 
that motivated employees are more likely to undertake an employee survey than employees 
that are not motivated. Kraut (2006, p. 20) however states that it must be convenient to 
complete a survey, which is why we argue that the administration of the survey also can 
have an effect on employees’ willingness to participate in an employee survey. Since 
Rogelberg et al (2001, p. 20) suggest that employees’ attitudes toward surveys can have a 
large impact on survey; we argue that it is important to learn how employees experience the 
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survey as a tool of communication and the administration of it. Sayer (2007, p. 31) suggests 
that motivation is most often mixed and complex among individuals. Therefore, we argue 
that there are many different means of motivation in a large organization. We do however 
reason that workplace conditions can affect employee motivation. We mean that an 
organization can influence employee motivation by providing appropriate conditions, such 
as opportunities for engagement, empowerment, participation and communication. Also, an 
organization must consider the workplaces’ different conditions when administering an 
employee survey. For instance, all employees may not have equal access to a computer, 
which becomes problematic if the organization chooses to process web-based surveys.  

1.3. Research gap 

Researchers have not only done work that address the administration of a survey, but also 
work that address survey response behavior (Kraut, 2006; Sanchez, 2007; Schou, 2007; 
Rogelberg & Stanton, 2007; Rogelberg, Fisher, Maynard, Hakel & Horvath; 2001). 
However, Rogelberg and Stanton (2007, p. 203) argue that research on 
respondents/nonrespondents must be developed in an organizational context since 
employee surveys are closely connected to the survey sponsor. Rogelberg and Stanton 
(2007, p. 204) further argue that previous research has most often focused on why 
nonrespondents fail to response. Therefore, they mean that more research is needed on what 
motivates respondents to respond to an employee survey and how the employees expect 
their results will contribute to positive change in the organization. Rogelberg et al., (2001, p. 
22) have also suggested that research is needed to identify the drivers of survey value and 
survey enjoyment. The authors suggest that researchers can assess attitudes toward surveys 
along with variables of interest. Rogelberg et al., (2001, p. 23) further suggest that 
researchers can assess employees’ attitudes towards employee surveys through 
methodologies other than a survey itself – such as interviews. 
 
With regards to our latter argumentation in the problem discussion and in line with 
Rogelberg and Stanton’s (2007) and Rogelberg et al.’s (2001) suggestions on future 
research, we have identified a research gap that concerns the understanding of what 
motivates employees to participate in an employee survey. We argue that the organizational 
context can be critical to employees’ willingness to participate in an employee survey since 
every organization is unique in its kind and thus vary in terms of organization specific 
conditions. Since Hartley (2001, p. 202) and Sanchez (2007, p. 48) indicate that employee 
surveys require appropriate administration, we further find it interesting to study to what 
extent the administration of the survey affects employees’ willingness to participate. The 
thesis will thus contribute to knowledge within human resource management since our 
findings will most certaintly have implications on how an employee survey is viewed as a 
tool of communication and evaluation in HRM practice. The thesis will further contribute 
to research methodology theories in terms of using an employee survey as an information-
gathering tool. We also argue that HR-practitioners and organizations can learn from the 
findings and consider them when planning an employee survey. This motivates us to 
formulate our research questions.  
 
In order to visualize what motivates employees to participate in an employee survey and to 
what extent the administration of the survey affects employees’ willingness to participate 
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we have chosen to conduct a case study in a company where the preferences among the 
employees may vary as their workplace conditions differ. The thesis is written on 
commission for Luossavaaara-Kiirunavaara AB (LKAB), which is a high-tech international 
minerals group that operates within the process and manufacturing industry. LKAB’s main 
operations are situated in Luleå, Kiruna, Malmberget, Narvik and Svappavaara whereas the 
subsidiaries are represented in the UK, Turkey, USA and China. The group holds 4 100 
employees of which 650 are situated outside Sweden. There are a myriad of different tasks 
performed at LKAB, as the 4 100 employees represent about 200 different types of 
professions where working hours and working situations vary. (LKAB, 2012a) This thesis 
will work as a foundation for a census survey that will be carried out to all Swedish-
speaking employees at LKAB during 2013. In the case of LKAB, a census survey is a 
survey that intends to collect data from all employees of the company.  

1.4. Research questions 

What motivates employees to participate in an employee survey? 

To what extent does the administration of employee surveys affect employees’ willingness 
to participate in a survey? 

1.5. Purpose 

With this thesis, we aim to identify and understand what motivates employees to participate 
in an employee survey. We also aim to answer to what extent the survey administration 
affects employees’ willingness to participate in an employee survey. We thus seek to 
identify the employees’ survey administration preferences. The purpose is further to 
provide recommendations that concern what is necessary to consider when planning a 
survey, in order to motivate employees to participate. We further aim to make a theoretical 
contribution to the field of human resource management and the methodology of employee 
surveys. 

1.6. Delimitations 

This thesis is limited to study what motivates employees’ to participate in a survey and to 
what extent the administration of an employee survey affects employees’ motivation to 
participate, in one specific organization. This is due to the nature of this thesis, as it is 
written on commission for LKAB. In order to find out how other companies deal with the 
administration of employee surveys we have narrowed down the scope by interviewing a 
representative from another organization within the process and manufacturing industry. 
This company is thus only heard on behalf of their experience regarding the administration 
of employee surveys. To hold another dimension of how companies can administer 
employee surveys, we have chosen to look at second company that is heard on behalf of 
being a supplier of employee surveys. 
 
We do not intend to generalize the results of this thesis since the study will be based on the 
responses from LKAB employees. In other words, responses may be influenced by the 
specific organizational culture that evolves from within the organization and thus differ 
between organizations, even though their working environments may look the same.  
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1.7. Brief definition of concepts  

Survey administration - The way a survey is administered. A survey can be administered by 
the use of computers in form of web-based surveys or by the use of paper and pencil. 
Survey administration also refers to where and how the survey takes place - if it is 
distributed within a time frame, if employees must undertake the survey at the same time, if 
employees are allowed privacy when undertaking the survey or if employees can undertake 
the survey during working hours. Survey administration further relates to pre-survey 
communication, anonymity, the credibility of the survey and whether or not the survey 
participants are over-surveyed. The concepts are explained in our theoretical framework 
(chapter 3).  
 
Self-administrative survey – A survey that is completed by the use of paper and pencil. 
 
Web-based survey – A survey that is completed by the use of a computer.  

Census survey – A survey that aims to collect data from every member of the entire 
population of interest. The population is in this case the Swedish-speaking employees at 
LKAB. 

Motivation and willingness to participate – These words will be used interchangeably 
throughout the thesis. 

  



 7  

2. Scientific takeoff 

This chapter introduces our choice of topic and our experiences that we find relevant to the 
thesis. We further demonstrate our view of the reality and knowledge and how we will 
relate to this view throughout the thesis. We will also present our choice of theories and 
criticize our secondary sources.  

2.1. Choice of topic 

As we have both been studying management on both C and D-level, we early developed an 
interest for organizational development, and soon agreed to focus on organizational strategy. 
Since our university studies focus on international business (International Business 
Program), we started to gain interest in how large Swedish-based organizations that operate 
globally are managed. We further realized that many large organizations in Sweden 
operates within the process and manufacturing industry and thus sought to contact 
companies within this industry to see whether we could write on commission. We argue 
that writing on commission allows us to solve a reality-based problem, which will give us 
the opportunity to gain a deeper insight in the business context where we are interested to 
work after finishing our studies.  
 
When we contacted LKAB we also provided some suggestions on topics within change 
management and human resource management that foremost concerned internal 
communication. LKAB further gave us a broad picture of what they wanted to have 
examined, which suited our area of interest. The topic of what motivates employees to 
participate in an employee survey is highly relevant and interesting for LKAB because of 
their previous experience of employee surveys. Previous use of employee surveys have not 
shown a high level of response rate and LKAB thus experience that they have failed to 
communicate the intentions of the survey to their employees. Therefore the topic of this 
thesis is significant in order for LKAB to understand how they can increase the level of 
response rate in future employee surveys. After some readings on employee surveys we 
further realized that there was not much research on survey administration in the light of 
employee motivation, which motivated us to formulate our research questions.  

2.2. Pre-conceptions 

Experiences from previous situations will affect our understanding of the reality and new 
unexplored situations (Thurén, 2007, p. 59). The choice of topic in this thesis is thus 
influenced by our previous studies and work experience. As a result, we can never fully 
explore the reality only through our mind-set or senses (Thurén, 2007, p. 58) since 
individuals have a different set of pre-conceptions and will therefore view the reality from 
their own perspective (Thurén, 2007, p. 60) 
 
We have both studied the International Business Program where we have specialized in 
management. We were exposed to the subject of management during our first year of the 
program, which inspired us to gain more knowledge in the subject. Karin therefore chose to 
take different courses in management during her studies abroad in Spain that focused on 
organizational development and change. Annie chose to study management in Umeå where 
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the courses emphasized organizational design and entrepreneurial financial management. 
We subsequently continued with studies within management both on C and D-level. Our 
previous studies have thus provided us with knowledge and insights within different 
orientations of management. We therefore believe that our previous insights can be 
beneficial since we have treated some of the central theories in this thesis in previous 
courses. Our previous insights may however also have a limiting effect on how we 
elaborate on the treated theories, as there is a risk that we consider them in the light of 
previous interpretations. However, we are aware of this and will thus strive to keep an open 
mind. 
 
Our previous work experience will also affect this thesis. Annie has work experience from 
the manufacturing industry where the workplace looked somewhat alike LKAB’s, which 
we think will be helpful as her experience can be beneficial to the understanding of the 
organization’s design. However, this could also negatively influence the research as her 
experience may limit the possibility to look at the manufacturing industry with ‘fresh eyes’. 
We have both had work experiences where our employers have sent out surveys for us to 
answer and where our motivation to participate in the survey has varied. We argue that 
these experiences will be beneficial, as we have gained an understanding in that individuals 
are motivated by various means. 

2.3. Scientific approach 

To answer our research questions we as researchers need to define how we relate to science 
in terms of how we view the reality and what we perceive as acceptable knowledge 
(Saunders, Lewis & Thornhill, 2009, p. 107). This is necessary to our own interpretation of 
the research and its findings. As our research questions concern individual behavior in 
terms of motivation to participate in employee surveys, we view this as something that is 
influenced by the society. We argue that the society constructs prerequisites for motivation. 
For instance, society creates organizations that provide individuals with jobs and value, 
which may motivate the individuals to engage in organizational activities. In our study, we 
consider employee motivation as something that has been created by individuals of the 
society, which is dependent on the structure and constitution of the organization. Hence, we 
consider the reality of our research to be socially constructed. Social constructionism is 
based on the idea of the interpretevist philosophy, which suggests that the reality and its 
social entities are constructed by people rather than by external and objective elements 
(Saunders et al., 2009, p. 111).  
 
In contrast to the positivist approach, the collection of data should be subjectively 
appreciated and based on people's’ interpretations and experiences of reality (Saunders et 
al., 2009, p. 110). Consequently, this means that we as researchers must interpret the reality 
as something that is constantly changing because of the continual process of interaction 
between people and how they communicate, both verbally and nonverbally (Saunders et al., 
2009 p. 111; Easterby-Smith, Lowe & Thorpe, 2002, p. 30). In our reality this can be 
exemplified as the organization is constantly changing in terms of employee turnover, but 
also in terms of organizational development. This will subsequently affect how employees 
communicate and interact. Since organizations differ in design, constellation of workforce 
and culture the way of motivating the employees will automatically vary. Easterby-Smith et 
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al., (2002, p. 30) hold that it is therefore important that we focus on what people, 
individually and collectively are thinking and feeling.  
 
As our research questions seek to identify what motivates employees to participate in 
employee surveys, we will conduct interviews. We will observe the interviewees’ answers 
as acceptable knowledge and we will thus be part of what is being observed (Easterby-
Smith et al., 2002, p. 30). Since we are about to perform a study where we will gather 
employees’ different viewpoints and thus seek to understand what motivates employees’ to 
participate in employee surveys, we will adopt an interpretivist philosophical position in 
this thesis (Saunders et al., 2009, p. 116). Bryman and Bell (2007, p. 18) define 
interpretivism as “... the empathic understanding of human action rather than with the 
forces that are deemed to act on it ”. Since we as researchers view the reality from a 
subjective perspective and presume that the organizational environment is constantly 
changing, we also have to take into consideration that the knowledge provided by the 
interviewees will be individual and based on people's’ pre-conceptions and previous 
experiences (Easterby-Smith et al., 2002, p. 30). Consequently, the interviewees’ mindset 
will be incorporated since they are allowed to freely reflect upon the interview questions 
(Easterby-Smith et al., 2002, p. 30). According to Easterby-Smith et al., (2002, p. 30) these 
considerations are significant for us to gain a general understanding of what motivates 
employees’ to participate in employee surveys. Our subjective view will also be visible in 
the interview questions as these are based on our choice of theories and thus our own 
interest to pursue the research. In addition, we as researchers can interpret the interviewees’ 
answers in different ways. We therefore strive to be as objective as possible throughout the 
study.  
 
Discussed in the methodological literature, research founded on words rather than numbers 
is often defined as qualitative research. Bryman and Bell (2007, p. 402) argue that 
qualitative research is suitable when having an interpretivist position together with a social 
constructionist view of the reality. This goes in line to our study as it derives from our 
desire to identify and understand what motivates employees to participate in an employee 
survey. For this purpose, we will interview employees from different workplaces at LKAB. 
This type of examination complies with qualitative research, but most importantly it goes in 
line with our research questions. We argue that the answers to our research questions can be 
found in interpreting the words and expressions of the employees at LKAB, and we will 
therefore conduct a qualitative research. The data will thus be collected through semi-
structured interviews, which we argue will be more beneficial than structured interviews. In 
contrast to structured interviews, we argue that semi-structured interviews allow the 
interviewees to reflect and expand their expressions more freely in their answers. This 
argumentation will be developed further in chapter four.  
 
When conducting qualitative research it is common that the approach of the study will be 
inductive (Bryman & Bell, 2007, p. 402). However, a qualitative study is also possible to 
approach from a positivist perspective (Saunders et al., 2009, p. 489). As our study will be 
based on theory from previous research we find it suitable for us to consider a deductive 
takeoff. On the other hand, we need to have an open mind towards an inductive approach, 
as we are not aware of what the findings will be and what they can contribute with. An 
inductive approach concerns when theory is established from data collected (Saunders et al, 



 10  

2009, p. 126). In our research, this could be exemplified as if our findings contribute to 
further development of our proposed model. However, Johansson-Lindfors (1993, p. 59), 
suggests that researchers sometimes can experience difficulties to disregard existing 
theories since these constitute the foundation of the research question and data collection, 
even though an inductive approach would be suitable. Therefore, we argue that it is 
important, if necessary, to also consider an inductive approach even though we also have a 
deductive approach on the study. 

2.4. Literature search and choice of theories 

Our theoretical framework is developed out of secondary sources that we have found 
relevant to our research questions and purpose. Examples of secondary sources are journals, 
books, and newspapers (Saunders et al., 2009, p. 69). We have mostly used academic 
articles since we argue that this type of source is the most reliable due to its degree of 
scientific significance. In our search for academic articles we have used web-based 
databases provided by Umeå University, such as APA and Business Source Premier 
(EBSCO). We have also used Google Scholar. We searched for various keywords such as: 
Human resource management, human resource management in Sweden, employee 
motivation, work motivation, communication in organizations, employee empowerment, 
employee engagement, employee participation, employee surveys, employee questionnaires, 
employee engagement, employee participation, survey administration, survey execution, 
employee commitment and survey participation, survey involvement. After some readings 
we extended the search with keywords that were highlighted in the articles that we found 
relevant, which allowed us to find specific research within the interesting areas.  
 
We have further aimed to use books that are not considered as being too general and 
therefore focused on finding edited books instead of only using course literature. We have 
also aimed to use books of which authors are frequently cited. Most of the course literature 
that we have used deals with Human Resource Management, which this thesis stems from. 
The latter development of the theoretical framework is rather based on academic articles 
since the argumentation becomes more specific. We therefore claim that the books have 
provided us with a broad understanding of human resource management, which has further 
allowed us to develop a theoretical framework with help of academic articles that are 
relevant to our research questions and purpose. In addition, we have used literature that 
concerns research methodology to support our argumentation of how we will conduct our 
study. The literature has treated general methodological takeoffs, but also more specific 
methodological concerns such as research methodology in a qualitative case study context. 
 
Web pages have only been used to a limited extent in this thesis since their purpose have 
only been to demonstrate general information that is important to the context of the thesis. 
We have limited the use of this type of source since we believe that the reliability of a web 
page is constrained. We have only used information from LKAB.com to demonstrate the 
organization that is studied in this thesis.  
 
As far as possible, we have aimed to use the original source of theories and concepts since 
there is a risk that the secondary source has misinterpreted the original source. However, 
some original sources have been impossible to find, which is why we sometimes have used 
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secondary sources. 
 
The theoretical focus of this thesis is divided into three themes: HRM, employee 
motivation and employee surveys. We argue that employee motivation and employee 
surveys stem from HRM and that they are central to our research questions, which is why 
we have chosen emphasize these two themes. The theme that concerns employee 
motivation treats concepts and theories that are directly linked to employee motivation, 
whereas the theme that concerns employee surveys treats different concepts of survey 
administration – which we argue are also central to an employee’s motivation to participate 
in an employee survey. Research that concerns the administration of the survey has shown 
to be a rather unexplored area. Therefore, we have chosen concepts and theories that are 
found to be the most relevant from previous studies. The review of previous studies is not 
only to show that we have received an understanding of what has already been studied, but 
also to show how different concepts and theories corresponds to each other. This will be 
necessary to our conclusions and relevant lines of thoughts. Närvänen argues (1999, p. 48) 
that it is important to analytical illuminate what has been done in previous research in order 
to demonstrate a reflective standpoint. 

2.4.1. Criticism of secondary sources 

Thurén (2005, p. 13) demonstrates four main principles that are important to consider when 
criticizing sources, which we have chosen to utilize. The four principles are: authenticity, 
temporal relationship, independence and unbiased. (Thurén, 2005, p. 13) 
 
Authenticity relates to that the source is not false (Thurén, 2005, p. 19). Since we mostly 
have utilized academic articles that are peer-reviewed, we also argue that the content of this 
material is reliable. Much literature that we have used is also utilized as material in 
university courses, which is why we argue that these sources are reliable as they are widely 
used. Temporal relationship further relates to the time perspective of an event and the 
moment the source recitals the event. The longer time between the event and the recital, the 
higher incentive there is to question the source since there is a risk that oblivion affects the 
result (Thurén, 2005, p. 13). We argue that this principle is difficult to investigate, although 
we have not experienced weak temporal relationships in our secondary sources. We have 
further aimed to search for secondary sources that are up-to-date, although some of our 
secondary sources can be regarded as rather old. This is a result of our aim to seek for the 
original source, which as a consequence sometimes dates back in time.  
 
Independence means that the source should not be dependent on other sources (Thurén, 
2005, p. 13). As previously discussed, we have sought to find the original sources as far as 
possible. In situations where we have not succeeded to find the original sources we have 
instead used course literature that explains the theories and concepts that we find relevant. 
We have in a few cases needed to use a non-original source. Therefore, there is a risk that 
these theories and concepts are misinterpreted. We do however argue that the concepts and 
theories of which original sources we have not been able to find can be considered as 
widely discussed, which makes it more reliable even though they are not gathered from the 
original source. We argue that there is a higher risk that academic articles that refer to other 
sources foreshorten the original source due to the context of the specific article, whilst 
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course literature is more likely to explain the entire concept or theory as it often 
demonstrates theories from a teaching perspective.  
 
Unbiased means the source should not be demonstrating a false picture of reality based on 
an individual’s personal interests in politics or economics (Thurén, 2005, p. 13). We argue 
that this principle also is rather difficult to investigate. However, there is a risk that authors 
have relationships with the actors that are part of the research, which can have destructive 
effects on the result of the study. We have sometimes referred to Tower Perrin (2003), 
which is a source that is possible to criticize since Towers Perrin is a company and can thus 
have influenced the results of their study in a manner that benefits their business. The 
source we have used is the company’s talent report that demonstrates an extensive research 
on employee engagement. Even though the source is related to a company, we argue that 
the talent report is relevant because academic articles have been referring to the study. 
Further, employee engagement is a rather unexplored area of research, which is another 
reason we find this source as relevant to our research since it has been difficult to find 
academic articles on the matter.  
 
Some of the secondary sources we have used have further been in Swedish, which means 
that there is a risk that the correct interpretations of some words have been lost in 
translation. We do however argue that this risk is rather low since we are used to Swedish-
English translations in our studies since we are students at the International Business 
Program and both of us are used to the English language due to prior experiences abroad.  
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3. Theoretical framework for employee survey motivation 

This chapter demonstrates previous research on the theories that we find relevant to our 
thesis. The chapter is divided into three themes. The first theme starts with a brief 
presentation of human resource management, which the research questions stem from. The 
second theme concerns theories that we argue are part of employee motivation: internal 
communication in organizations, work motivation, commitment, empowerment, 
participation and engagement which then leads us in on the third theme; employee survey 
and its administration. The chapter finishes with a summarizing model that includes the 
conditions under which employees are motivated to participate in an employee survey.  

3.1. Approaches on human resource management 

Since an employee survey is a tool that organizations use in human resource practices, we 
aim to introduce the concept of human resource management to demonstrate the intentions 
of the practices.  
 
Torrington et al (2011, p. 6) suggest that the function of human resource management 
(HRM) has not always had a clear-cut answer, since its role has commonly been viewed 
from two different perspectives. First, human resource management can be seen as the 
administrative discipline that hires and develops the employees so that they become more 
valuable to the organization. Torrington et al. (2011, p. 9) denotes this perspective as 
personnel management since these specialists mainly focus on the organization’s 
employees: recruiting and training, conducting job analyses, selecting the right people for 
the job, managing and determining wages and salaries and appraising the business 
performance. In contrast, the second perspective involves particular ways of conducting the 
activities mentioned above and is to some extent more qualitatively different from the 
personnel management approach. A clear distinction between the two perspectives can be 
made in the view of that personnel management is principally workforce centered, whereas 
the HRM is resource centered. Torrington et al. (2011, p. 9) however argue that the focus 
on the HRM is turned towards management needs for human resources, not necessarily 
employees, to be deployed and delivered. 
 
Truss, Gratton, Hope-Hailey, McGovern and Stiles (1997, p. 53) further argue that the 
different perspectives may also be seen as soft and hard versions of HRM, depending on 
whether there is an emphasis on the human or on the resource. The soft version is related to 
the human relations movement and the employment of individual talents. The soft version 
further emphasizes quality and commitment whereas the hard version addresses the best 
way of managing people in order to achieve business goals and to gain competitive 
advantage (Storey, 1998, pp. 398-400). Storey (1998, p. 400) argues that the hard version 
of HRM is frequently associated with cost minimization of low pay and minimal training 
which has resulted in that the term has acquired a negative connotation. However, 
organizations most often engage in activities that involves both the soft and hard version of 
HRM, or in activities that can be placed somewhere in between the two versions (Storey, 
1998, p. 397).  
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Armstrong (2006, p. 3) suggests that HRM has to a large extent replaced the term of 
personnel management as an explanation of the processes that involves managing people in 
organizations. Watson (1995, p. 6) however argues that the debate about changing 
managerial practices of HRM has emerged in the question of which HRM theories and 
models actually reflect practices in work organizations. The discussion has therefore turned 
towards the relationship between rhetoric and reality. Watson (1995, p. 14-15) further 
argues that the discursive resource of the concept HRM is used to make sense of personal 
identities, work activities and changes.  

3.1.1. Swedish approaches on human resource management  

Since this study is carried out in a Swedish company, we argue that it is important to 
highlight how HRM is perceived from a Swedish management perspective. Mabon (1995, p. 
57) suggests that the function of human resource management in Sweden has significantly 
been influenced by Swedish industrial relations and legislation. Besides labor market 
legislation, the social government also influenced the role of the unions when they became 
an important denominator in industrial employee relations (Mabon, 1995, p. 58). There are 
various prescriptive HRM models adapted in Sweden although there are only a few 
companies that apply more than a limited number of models in reality. One of these models 
is demonstrated in the concept of autonomous work groups (Mabon, 1995, p. 71), which 
appeared during the 1970s and 1980s in the Swedish auto industry as a result of an 
increased pressure from product and labor markets (Berggren, 1994, p. 6).  
 
Increased market pressures made companies in the auto industry dependent on committed 
workforces and adapting to human demands was thus seen as a strategic necessity 
(Berggren, 1994, p. 11). Berggren (1994, pp. 6-7) argues that there was a new need to 
obtain a flexible work structure and to create attractive jobs; autonomous work groups that 
enabled decentralized decision-making therefore replaced authoritarian hierarchies. The 
aim was to increase teamwork, variations in tasks and independent decision-making among 
the team members of each group. The adoption of the model was also substantial to the 
union since it was interested in developing collective competence and leverage. The new 
work structure represented a social compromise between different stakeholders; the 
management was interested in allocating responsibility and tasks without losing control 
whereas the union’s was interested in improving the balance of power (Berggren, 1994, p. 
8). The new work structure was thus meant to increase the sense of meaningful 
participation in the organization (Berggren, 1994, p. 13).  
     
Berggren (1994, p. 17) further suggests that the development of a democratic workplace, 
the independent unions and thus the extensive labor-management collaboration has 
characterized what is called “the Swedish management style”. The Swedish model 
symbolizes a less authoritarian and more informal management style, which is less inclined 
to formal powers of organizational position.  

3.2. Employee motivation 

The theme of employee motivation involves theories that we reason are important in order 
to motivate employees to participate in the development of an organization. The different 
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concepts included are: internal communication in organizations, employee commitment and 
work motivation, employee participation and empowerment and employee engagement.  

3.2.1. Internal communication in organizations  

Communication between management and employees is an important question in human 
resource management (Keefe, 2004, p. 16). We argue that effective communication in the 
organization can affect employee motivation.  
 
Towers Perrin (2003, p. 11) suggests that effective communication is considered as a 
challenge for many organizations, especially for organizations that are large and complex. 
It was found that this is a skill that traditionally has not been enough emphasized among 
managers. Keefe (2004, p. 16) argues that in effective communication management 
supports the employees with guidelines and directives to ensure that the organization’s 
activities run efficiently and effectively. However, it is also of equal importance that the 
employees provide the management with inputs and insights in order for management to 
run the organization effectively. For most organizations there is little problem when it 
comes to downward communication. Downs and Adrian (2004, p. 54) argue that downward 
communication is related to the message systems that run vertically in organizations, from 
managers to employees. Downward communication thus involves instructions, performance 
judgments, training and company orientations. Conversely, upward communication is 
viewed as more problematic (Keefe, 2004, p. 16). Downs and Adrian (2004, p. 55) suggest 
that upward communication flows from the employees up to the managers through the 
chain of command. The upward communication thus involves task-oriented report, goal 
setting, techniques for participative management and suggestion systems.  
 
Keefe (2004, p. 16) argues that when employees experience upward communication as 
challenging, the management will consequently not be provided with important information 
that concerns day-to-day activities. The information can have a significant value for 
strategic decisions and long-term planning. Tourish (2005, p. 485) also suggests that 
without proper upward communication, the management team will not be able to seize the 
mood or the spirit of the employees, which can lead to that they develop strategies that are 
misaligned with the perceptions of the employees. In addition, Downs and Adrian (2004, p. 
54) reason that upward communication is one of the most important information processes 
since task-oriented reports are commonly sent upward to receive feed back on performance. 
Downs and Adrian (2004, p. 55) state that an organization is thus dependent on an effective 
system that reports information upwards. The opportunities to initiate communication 
upwards also influence how employees perceive the communication climate. A positive 
communication climate provides employees with the sense of dignity and importance, 
which further affects individuals’ satisfaction levels. 
 
Downs and Adrian (2004, p. 55) further argue that a horizontal flow of communication also 
takes place within organizations. This is the flow information that between colleagues and 
peers at the workplace, which relationships are not characterized by hierarchical differences. 
It is shown that social interactions and the relations that people establish with fellow 
colleagues stimulate organizational commitment.  
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Keefe (2004, p. 16) argues that for an organization to pursue its strategic vision and attain 
its organizational goals, the barriers of communication between management and 
employees needs to be broken through. A key to improve employee communication is to 
constantly build on quality interaction between management and employee groups, by 
introducing weekly meetings, progress evaluations or performance review meetings 
(Torrington et al, 2011, p. 264). Keefe (2004, p. 16) means that communication is a two-
way-process and employees have therefore the same amount of responsibility as 
management to make their voice heard regarding planning, opportunities and obstacles 
faced by the organization. Encouraging employee communication will mutually benefit the 
management and employee groups, as a closer interaction will result in a deeper knowledge 
and understanding for possible challenges. When an employee completes an employee 
survey the two-way-communication process becomes visible. The employee has 
consequently a responsibility to honestly answer the survey questions, for management to 
make the most out of the collected data.   

3.2.2. Employee commitment and work motivation 

As our purpose seek to understand what motivates employees to participate in employee 
surveys we argue that it is necessary to include theories about employee commitment and 
work motivation in this thesis.  
 
According to Meyer, Vandenberghe & Becker (2004, p. 992) an employee’s behavior in 
work related situations is highly dependent on the two concepts of motivation and 
commitment. According to Meyer and Allen (1997, p. 3) a committed workforce can be 
considered as advantageous from a company perspective. The authors mean that 
commentators have described a committed workforce as one that stays with the company 
through bad times, shares the company goals and puts a lot of effort in their daily work.   
 
Meyer et al. (2004, p. 991) state that an integration of the two concepts will give a better 
and more comprehensive understanding of the processes of work behavior. The authors 
more specifically suggest that commitment should be viewed as a component of motivation. 
The concepts of commitment and motivation must further be defined. Motivation is often 
used to explain employee turnover and how motivated an employee is to career 
development in the organization (Richer, Blanchard & Vallerand, 2002, p. 2089). 
Motivation is most often mixed and complex among individuals (Sayer, 2007, p. 31). As a 
result, it is difficult to properly define the concept since there are several philosophical 
views regarding the nature of the individual’s behavior (Pinder, 1998, p. 11). Pinder’s 
definition (1998, p. 11) of motivation is therefore suitable since it brings up explanations of 
the different theoretical perspectives of motivation: “Work motivation is a set of energetic 
forces that originates both within as well as beyond a human being, to initiate work related 
behavior and to determine its form, direction, intensity and duration”. First, the definition 
of motivation as an energetic force explains what influences employees to take action. 
Second, the force that encourages employees to make a move affects the form, direction, 
intensity and duration of the actions taken. This explains to what extent employees are 
motivated to succeed, how they will execute actions, how much effort they will put in the 
organization’s activities and in what period of time they will conduct the actions.  
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In contrast, commitment has been examined as a determining factor in terms of job 
performance (Somers & Brinbaum, 1998, p. 622). According to Meyer and Herscovitch 
(2001, p. 301), commitment is independent of other motives and attitudes that may 
influence an individual’s behavior - such as specific circumstances. In fact, a committed 
individual may choose to take a course of action that contradicts the motives or attitudes. 
For instance, a committed employee may in a working situation behave in ways that oppose 
his or her self-interest. Self-interest concerns what originally motivates the employee. The 
authors have thus defined commitment as: “Commitment is a force that binds an individual 
to a course of action that is of relevance to a particular target”.  
 
To substantialize the concepts of work motivation and work commitment we will now 
demonstrate two theories that discuss the concepts in a context of working situations where 
an employee survey can take place.  

 The Hawthorne effect 

Throughout the last century, employee motivation has been a widely discussed area (Locke 
& Latham, 1990, p. 240). The elaboration on the subject began in the early stage of the last 
century with pioneer Taylor and his “scientific management approach” (Latham, 2007, p. 
14; Taylor, 1911 cited in Locke & Latham, 1990, p. 240). Latham (2007, p. 14) argues that 
Taylor believed in the use of scientifically designed incentives systems, as drivers for 
employee motivation. As employees were motivated by monetary rewards, incentives of 
increased pay would improve the work output. According to Brannigan and Zwerman 
(2001, p. 56), the scientific approach was further developed with the famous “Hawthorne 
effect”, which was first conducted by Mayo during the 1930s. This study found that 
additional factors affect employee fatigue and monotony. The first experiment of the 
Hawthorne effect was to determine the relation between intensity of illumination and 
efficiency of workers - in other words, the relation between work environment and the 
employee output (Latham, 2007, p. 18). Latham (2007, p. 21) explains that employees were 
suddenly not solely motivated by money. These studies thus found that employee behavior 
was further linked to employee attitudes. The Hawthorne studies had an almost 
revolutionary effect and this was the starting point for the development of human relations 
approach to management. Understanding the needs and behavior of employees was the new 
motivational focus for managers.  
 
We find that the Hawthorne studies are relevant in this thesis because it helps us to 
understand that there other motivational factors besides monetary that can affect the 
employees’ willingness to participate in an employee survey. A more recent motivational 
research is Vroom’s expectancy theory, which stresses the expected outcome as a factor of 
work motivation (Latham, 2007, p. 45). The expectancy theory is relevant for our thesis 
since it help us to understand how employees behave in regards to what they expect to 
receive from participating in an employee survey.  
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Expectancy theory  

The expectancy theory was proposed by Vroom in 1964 and stresses the expected outcome 
as a contributing factor of work motivation (Latham, 2007, p. 45). According to Lunenburg 
(2011, p. 1) Vroom’s theory has from a management perspective important implications 
when motivating employees. Vroom suggests that employees base their actions on 
perceptions and beliefs and that they consciously decide whether to perform or not at work. 
When an employee decides between alternatives that involve uncertain outcomes, the 
individual’s behavior is not only influenced by his or her preferences of these outcomes. 
The individual’s behavior is also influenced by the degree to which he or she believes that 
these outcomes are feasible (Armstrong, 2006, p. 259). The work related decisions are 
solely dependent on an employee’s motivation level, which according to Vroom is based on 
three factors: valence, expectancy and instrumentality (Latham, 2007, p. 45), which are 
shown in figure 1. 
 
The factor of valence explains that employee or work motivation is a result of to what 
extent the individual wants a reward. The greater the valence of any outcome, the more 
likely the individual is to put in extra effort to take action. It is the expected and not the 
actual reward that an individual expects to receive after reaching the goals. (Latham, 2007, 
p. 45)  
 
According to Armstrong (2006, p. 259), the factor of expectancy refers to that a higher 
level of effort will increase the performance. These efforts must however correspond to the 
employee’s ability to perform the work tasks. It is therefore important that the employee 
have the right set of skills to attain a particular task. Assuming all else equal, an employee 
will be motivated to perform a task if he or she believes it can be done. Expectancy can 
further be defined in terms of strengths. A high level of strength indicates that a reward will 
most certainly follow the act, whereas a low level of strength indicates that the act will 
presumably not be followed by a reward. Strengths of expectations are founded in an 
individual’s experiences, which are then combined with present and new situations - such 
as a new work system, change in work conditions or impositions by management. In these 
new situations, level of motivation can decrease because there are a lack of experience and 
lack of good experiences.  
 
Lunenburg (2011, p. 2) explains that the factor of instrumentality concerns that the 
employees have a strong belief that if tasks are well performed, a valid outcome will be 
provided. Instrumentality is the employee’s individual perception of whether he or she will 
receive an actual reward, even though a manager already promises the reward. The 
expectancy theory identifies several important relations that motivate the employees, such 
as effort-to-performance expectancy, performance-to-reward expectancy and reward 
valences (Lunenburg, 2011, p. 1). 
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Figure 1. Model of basic expectancy theory 
Source: Lunenburg, 2011, p. 2 

According to Lunenburg (2011, p. 3), effort-to-performance expectancy concerns how 
managers can increase employees’ beliefs of that they are capable of performing their work 
tasks successfully. From a managerial point of view this could be supported by selecting 
the employees with the right type of knowledge and skills, provide appropriate amount of 
time and resources, and required employee training. It is also important to effectively 
remove obstacles that hinder efficient performance to make the desired goals attainable. 
Lunenburg (2011, p. 4) argues that in order to strengthen the performance-to-reward 
expectancy, managers should communicate the belief that well performed tasks will result 
in valid rewards. Managers should clearly state how the organizational reward system 
functions and directly link specific performance to this. It is thus important to make the 
reward process visible to the employees. Rewards can be both intrinsic and extrinsic.  

Reward valances concerns that managers should attempt to increase the expected value of 
the possible reward (Lunenburg, 2011, p. 4). Lunenburg means that it is not likely that all 
types of employees will desire the same type of reward. This can be linked to Ryan & Deci 
(2000, p. 54) who reason that employees differ in terms of how much motivation and what 
type of motivation that is necessary for an employee to feel motivated. Thomas (2009, p. 1) 
argues that although some employees may prefer extrinsic rewards such as a promotion or 
an increase in salary, intrinsic rewards are more important today for motivating employees 
in day-to-day activities. Intrinsic rewards relate to the meaningfulness or the importance of 
the purpose for the accomplished task, the possibility for the employee to freely choose 
how to perform work tasks, the sense of that the employee produces high quality work or 
the sense of that the employee makes work task progress.     

3.2.3. Employee participation and empowerment 

Apart from more traditional theories on motivation, we reason that there also are other 
means that can influence employees’ motivation to participate in an employee survey. We 
will therefore introduce the concepts of employee participation and empowerment. We 
argue that the possibility to influence will have a positive effect on the employees’ 
perception of the company when they become involved in the decision-making and 
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organizational development, which can lead to a willingness to participate in an employee 
survey. 

Participation and empowerment are considered as increasingly important aspects in 
organizational change (Strina, 2004, p. 33). Sagie and Koslowsky (2000, p. 4) argue that 
the European approach on employee participation relates to industrial democracy, which 
involves institutionalized participation of employee representatives in decisions that 
corresponds to labor-management relations. Indirect employee involvement is thus often 
achieved through collective bargaining and representation. The individual employee is 
consequently often excluded from larger decisions although the issues for decision-making 
is employee centered. 
 
Strina (2004, p. 36) demonstrates a study where European experts were interviewed on the 
matter, where participation was demonstrated as the possibility to influence the planning of 
work and taking responsibility. It was also shown that the extent of opportunities to 
influence should be dependent on the competence of the employee rather than on which 
role the individual has in the organization. Effective participation and empowerment further 
require trust. Other requisites are motivation, active support from top management and 
responsibility. Managers’ involvement of employees in organizational decisions thus 
reflects trust and recognition and reduces ambiguity among the employees (Sagie, & 
Koslowsky, 2000, p. 20). 
 
In many countries, participation is viewed as a bottom-up activity that is often realized 
through the trade unions, whereas empowerment is rather viewed as a top-down activity 
(Strina, 2004, p. 34). Sagie and Koslowsky (2000, pp. 81-84) suggest that employee 
empowerment thus means that the organization provides the employees with power. In 
other words, one actor allows another actor to make decisions and influence. Empowerment 
therefore relies on autonomy and delegation, where autonomy can be described as 
substantial independence whereas delegation can be described as the process of which 
authority is transferred through (Sagie & Koslowsky, 2000, p. 82). Sagie and Koslowsky 
(2000, p. 85) argue that employee empowerment thus requires that the employees have 
access to appropriate organizational resources. Access to relevant information about 
organizational activities also increases the level of employee empowerment, which 
subsequently leads to a sense of trust between management and the employees. 
Information-sharing programs can therefore lead to organizational development.  
 
According to Sagie and Koslowsky (2000, p. 5), the European view on employee 
participation is rooted in humanistic and democratic ideologies, where the humanistic 
ideology focuses on personal growth, independence and responsibility. The democratic 
ideology is rooted in that employees’ opinions in national and regional issues also require 
equal influence in the organizational context. Sagie and Koslowsky (2000, p. 6) argue that 
this means that the European approach on employee participation is often supported by 
legislation. In Sweden, it is exemplified by the inclusion of workers on the board of 
directors.  
 
The implementation of employee participation and empowerment should concern the entire 
workforce (Strina, 2004, p. 36). Strina (2004, p. 37) argues that the implementation process 
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should begin on individual level and further involve larger groups and it should be a mutual 
agreement that involves both top-down and bottom-up actions. According to the 
interviewed experts, the main benefits of employee participation and empowerment are the 
improvement of employees’ well-being and thus increased organizational competitive 
capability. 

3.2.4. Employee engagement 

The topic of employee engagement is of relevance to the purpose of our study since we 
reason that the level of engagement among employees can contribute to what extent an 
employee is devoted and concerned of the organizational success. In other words, we argue 
that employee engagement is another prerequisite for employee motivation. In turn, this can 
lead to that the employees become motivated to participate in an employee survey. 
 
Fleming and Asplund (2007) mean that the shift from an industrial to a knowledge-based 
economy has led to that organizations value their employees more than ever. Today, 
employees are regarded as a contributing resource for creating a strong business culture and 
having a strong business culture is considered as a competitive advantage. The organization 
thus expects the employee to create and maintain the business culture through his or her 
actions. In return, employees become proud of the organization. As a result, many 
organizations are often in a greater need of the employees, than the other way around. 
Fleming and Asplund (2007) also suggest that employee engagement is the key to high 
levels of productivity. Furthermore, the authors describe employee engagement as “the 
ability to capture the heads, hearts, and souls of your employees to install an intrinsic 
desire and passion for excellence”. Engaged employees indicate a workforce that is 
committed and wishes for the organization to be successful. The employees will therefore 
feel that they connect emotionally, socially to the organization’s mission, vision and 
purpose.  
 
Harter, Schmidt and Hayes (2002, p. 273) further elaborate upon the subject of employee 
engagement by arguing that it is directly linked to profitability, productivity, employee 
retention, customer satisfaction, loyalty and sales. Organizations with a high degree of 
employee engagement often demonstrate certain employee characteristics, such as putting 
in an extra effort in the daily routines, applying creative energy to all work and being 
motivated to perform to the highest standard (Sanchez, 2007, p. 48). Engaged employees 
are also likely to stay with the organization during bad times, even though they might 
consider moving to another employer (Towers Perrin, 2003, p. 6). 
 
Even though organizations today may possess tools and approaches of how to best support 
their employees in their daily work, they are still far behind in terms of providing the 
employees the guidance of passion and mission to complete their working experience 
(Towers Perrin, 2003, p. 6). In Towers Perrin’s (2003, p. 2) extensive study from 2003 it 
was shown that out of more than 35,000 employees in U.S companies, only seventeen 
percent of participants of the survey were highly engaged, as shown in figure 2. 
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Figure 2. Current employee engagement 

Source: Towers Perrin, 2003, p. 6 

In Tower Perrin’s (2003, p. 7) study it was also found that senior executives were those 
employees with the highest level of employee engagement. One possible reason to this 
result is that the senior executives often have higher salaries than others. The study further 
compared level of engagement across industries, which showed that heavy manufacturing 
was the industry with the lowest rates of employee engagement. In contrast, Tower Perrin’s 
(2003, p. 8) found that nonprofit organizations had the highest level of employee 
engagement. This result indicated that there are other means than only money that 
contribute to a high level of engagement, since nonprofit organizations are not famous for 
their high salaries. It was also found that hourly employed staff, which had the least work 
experience also had the least control and influence over their jobs (Tower Perrin, 2003, p. 
7). Towers Perrin (2003, p. 6) argues that challenge, authority, autonomy, stimulation, 
access to information, resources and growth opportunities are strong motivational factors 
for engagement. This explains why hourly employed staff was in contrast to senior 
executives the most disengaged employees (Tower Perrin, 2003, p.7). 

We will further introduce the model of the antecedents and consequences of employee 
engagement since this model explains factors in an organization that can lead to employee 
engagement. We consider this model as relevant because we argue that an employee survey 
requires employee engagement.  

The model of the antecedents and consequences of employee engagement 

Saks (2006, p. 600) argues that there is little information of the antecedents and 
consequences of employee engagement. According to Saks (2006, p. 602), employee 
engagement is related to the extent of which employees are attentive and absorbed in the 
performance of their roles, rather than an attitude. The model of the antecedents and 
consequences of employee engagement consists of three steps, which is shown in figure 3. 
The first step concerns the antecedents that lead to the core of the model – employee 
engagement. Employee engagement further consists of two parts, job engagement and 
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organizational engagement. Saks (2006, p. 604) suggests that these two parts represent the 
two most dominant roles for organizational members, their work role and their role as a 
member of the organization. The third step concerns the consequences of employee 
engagement. 

 

Figure 3. Model of the antecedents and consequences of employee engagement  
Source: Saks, 2006, p. 604 

According to Saks (2006, p. 604) the antecedents involve job characteristics, perceived 
organizational support, perceived supervisor support, rewards and recognition, procedural 
justice and distributive justice. The job characteristics are based on Hackman’s (1980, p. 
447) five types of job characteristics that can contribute to employee engagement; skill 
variety, task identity, task significance, autonomy and feedback. According to Hackman 
and Oldham (1975, p. 161) task identity refers to job completion of a task that has a 
beginning and an end with a visible outcome. Task significance concerns a job that has a 
substantial impact on other people or work within the organization or in the external 
environment. When employees experience a high level of Hackman’s (1980) five job 
characteristics, they will put in more effort in their work (Hackman, 1980, p. 447). Based 
on Hackman’s (1980) five job characteristics, Kahn (1990, p. 704) argues that challenging 
work and the variety of tasks let the employee to use a different set of skills and allows for 
opportunities to contribute. The employee will thus individually create a sense of 
meaningfulness, which will allow the individual to experience that he or she can contribute 
to the company in return. In addition, Saks (2006, p. 604) argues that employees who have 
a challenging work also feel obligated to perform at a higher level of engagement. 

Furthermore, the antecedent of perceived organizational support concerns the general belief 
of that the organization values employees’ opinions and care about their wellness. 
Employees are more likely to become engaged in their work tasks when they experience 
that the organization is supportive and emphasize the importance of the employees. (Saks, 
2006, p. 605)  

The antecedent of perceived supervisor support concerns supervisors’ attitudes towards the 
employees as an indication of the organizations perception of an employee (Saks, 2006, p. 
605). Kahn (1990, p. 709) states that employees who work in an open and supportive 
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environment may experience a sense of safety, which often is characterized by 
interpersonal relationships in the work environment and supportive management. 
Employees who experience a safe environment at work can test new things without the fear 
and consequences of failing (Kahn, 1990, p. 708). Trying new things without fear of failing 
is also dependent on the amount of care and support that an employee receives from the 
organization and the supervisors, which may contribute to a higher level of perceived 
organizational and supervisor support (Kahn, 1990, p. 711). As a consequence, employee 
engagement can arise from psychological safety (Kahn, 1990, p. 708) 

The antecedent of rewards and recognition takes form as both external rewards and as 
recognition for meaningful work performance. Subsequently, it is therefore likely that 
employees are willing to engage at work when they receive rewards or recognition for work 
performance. (Saks, 2006, p. 605)  

The antecedents of procedural and distributive justice perceptions relate to organizational 
outcomes, such as pay satisfaction and organizational commitment and performance 
(Colquitt, 2001, p. 386). Folger (1977, p. 108) argues that when a company provides 
rewards it is important to consider how to distribute the rewards and what procedures that 
are used to allocate them. Distributive justice concerns that a decision of distributing a 
reward is fairly based on what the employee is entitled to and that the individual receives 
the right amount of reward. In contrast, procedural justice concerns the process of making a 
fair decision of distributing a reward. Saks (2006, p. 606) means that high levels of a fair 
process in terms of both distributive and procedural justice can lead to employee 
engagement.  

According to Saks (2006, p. 606) employee engagement contributes with positive 
consequences for an organization. Schaufeli  and Bakker (2004, p. 295) claim that 
employee engagement is related to that employees experience a positive state of mind in 
their work and that they are satisfied in what they do. Schaufeli and Bakker (2004, p. 298) 
argue that these positive emotions are most likely to affect work outcomes in a positive way. 
As engaged employees tend to be more attached to their organization, it also indicates that 
they have less intention to leave their job.  

Another consequence of employee engagement is organizational citizenship behavior (Saks, 
2006, p. 604). The characteristics of the consequence are often considered to benefit the 
organization, they demonstrate what the employee do on top of job assignments, such as 
helping other colleagues and undertaking extra tasks without any complaint (Bateman & 
Organ, 1983, p. 588). Sanchez (2007, p. 48-49) characterizes an engaged workforce as “a 
willingness to go the extra mile in executing projects and even the most routine work”. 

3.3. Employee surveys 

We will now continue by introducing the second theme of this theoretical framework. Apart 
from the motivation theories that were presented in the previous theoretical theme, we 
argue that the administration of an employee survey also influences employees’ willingness 
to participate. We will therefore include concepts that concern the administration of an 
employee survey. The concepts are: the survey process, credibility, anonymity and pre-
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survey communication, over-surveying, Web-based and self-administered surveys, timespan 
and survey distribution.  

According to Kraut (2006, p. 5) the focus on communicating through surveys has changed 
since the 1990’s. Surveys now look at broad organizational functioning, but also at how 
customers feel about the organization. The content of surveys has thus changed from only 
looking at employee satisfaction to looking at employee behavior, employee intentions and 
how employees understand the organizational goals and functions. Over the last decades 
the use of employee surveys as an effective tool of collecting employee attitudes and 
information has therefore increased, and is today considered as an important tool in terms 
of strategic organizational planning and development (Schou, 2007, p. 14). There is also an 
increase in the interest of employees to learn about companies’ strategies that concern 
organizational missions and change (Kraut, 2006, p. 5).  
 
Hartley (2001, p. 186) argues that there are three main reasons for organizations to 
undertake employee surveys; (1) companies wish to demonstrate their commitment of 
taking care of employee issues, (2) managers seek hard facts to back up their positions and 
decisions and (3) in order to prevent low level of morale and worker well being, managers 
wish to keep track on the organizational level of these factors. In addition, organizations 
that engage in employee involvement are perceived to have a performance edge since they 
emphasize on recognizing the importance of the staff (Hartley, 2001, p. 187).  
 
According to Groves et al., (1992, p. 475) surveys are considered to be one powerful 
information-gathering tool. This power is however, dependent on individuals’ decision to 
participate. As a consequence, when participation fails the value of the method is 
threatened. A successful completion of a survey is thus dependent on a high response rate 
(Paul & Bracken, 1995, p. 45). Therefore, the usefulness of an employee survey is 
consequently dependent on the respondents’ willingness to participate as it will affect the 
quality of the data (Rogelberg et al., 2001, p. 20). Schou (2007, p. 111) suggests that to 
achieve a high response rate, companies should consider some conditions that may work as 
necessary factors for employees’ willingness to participate in an employee survey. The 
conditions for administering employee surveys with high response rates are shown in the 
list below.  
 
High response rate conditions (Schou, 2007, p. 111) 
 

• Visible change for the individual 
• An engaged management 
• Linkage and communication with the entire company 
• Well designed survey questionnaire  
• Questions that are relevant and closely connected to the company’s reality 
• Timing for completion of the survey 
• Well reasoned completion method of the survey 
• Capability to manage the problems of anonymity 
• Professional reminders 
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A high level of survey participation is subsequently the key to legitimate results of a survey. 
When survey results are based on responses from a large percentage of a whole population, 
it makes the findings more accurate and credible since it increases the level of 
representation. Consequently, a low level of response rates can thus decrease the credibility 
of the survey’s result, because the sample is less suitable to represent the target population. 
(Rogelberg, Luong, Sederburg & Cristol, 2000, p. 284)  

It is shown that survey enjoyment (the feelings about participating in the survey) is related 
to survey behavior, whereas survey value (perceptions of the value of the survey) is related 
to the means of following directions and participating in additional surveys (Rogelberg et 
al., 2001, p. 20). Rogelberg et al. (2001, p. 22) mean that employees’ attitudes toward 
surveys can have a large impact on the survey results. Therefore, given that attitudes toward 
surveys are related to respondent behavior it is of crucial value that survey value and survey 
enjoyment are promoted in order to gain high quality data. We will therefore highlight 
some survey administrative considerations that can have an impact on respondents’ 
willingness to participate in a survey. These considerations are based on Schou’s (2007, p. 
111) high response rate conditions that are demonstrated above.   

3.3.1. The survey process 

According to Sanchez (2007, p. 48), every part of the process of administering a survey is 
of significant value. An employee survey that is poorly planned and designed, 
inappropriately implemented and without structure for proper follow-up actions is most 
likely to fail as a tool for the organization. In fact, it can even have the opposite effect from 
what was first intended. Sanchez (2007, p. 50) argues that an employee survey that lacks 
proper planning can easily fail in several different areas such as the survey work field, 
survey return rates and estimated time effort. When experiencing early problems in survey 
process, it can have severe consequences as both the management and the employees can 
lose the credibility of the research, which can have a negative influence on employee 
engagement for future surveys. Kraut (2006, p. 19) suggests that the survey process should 
be viewed as a long-term process rather than a single event since the process requires the 
organization to consider some critical action. For instance, without management’s support 
it is unlikely that any action will take place. Executives must also be supported in their 
roles to take action, and they must also see the survey process as a positive act for change. 
The executives must further be able to encourage the employees to participate in the survey 
and the organization to use the data.  
 
According to Schou (2007, p. 153), the result of an employee survey is an important phase 
of the survey process since the employee survey is to a large extent viewed as a tool of 
development or organizational change. It is therefore vital that the result is properly 
communicated to all concerned employees. Schou (2007, pp. 153-154) argues that the final 
report of results from an employee survey shall not bee seen as a simple mechanical 
process; it is rather a process of transferring numbers and data into understandable 
information. Schou (2007, p. 154) further suggests that this information can thus be 
transformed into knowledge and realization through discussions and reflections among 
employees. To implement the desired actions, the anticipated changes or improvement must 
first be realized by the management and further by the rest of the workforce. Hartley (2001, 
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p. 187) also highlights the importance of communicating the results from the employee 
survey and the actions that the management has taken. If it is not possible for employees to 
clearly see how their participation in an employee survey is directly linked to the results 
and the suitable actions, the motivation to participate in future employee surveys may 
decrease.  

3.3.2. Credibility, anonymity and pre-survey communication 

Kraut (2006, p. 20) argues that a survey must be perceived as credible to the respondents. 
The involved topics must be relevant to the organization’s business purpose and must 
further be communicated as an appealing opportunity to influence organizational 
development. An attractive picture of the survey thus leads to high participation. It must 
also be convenient to complete the survey and the timing should therefore not clash with 
peaking business periods.  
 
There is also a risk that previous employee surveys have a negative effect on responses. 
Results from employee surveys that are not taken care of may lead to more negative 
responses over time, since expectations are raised without any actions taken. It is therefore 
important that management are aware of that an announcement of an employee survey can 
establish a social contract with the employees by saying that a change will come on behalf 
of the employees’ opinions. (Church & Oliver, 2006, p. 103) 
 
Paul and Bracken (1995, p. 45) emphasize that the survey administrator should 
communicate to the employees that participation is viewed as an important business event. 
According to Sanchez (2007, p. 51), the level of participation in employee surveys is often 
closely linked to the efficient pre-survey communication with the workforce. A survey that 
is well communicated to the employees and where the management has clearly announced 
the objectives of its organizational purpose will achieve higher response rates. Sanchez 
(2007, p. 50) agues that a common problem is that employee surveys tend to lack the 
support of a highly developed communication plan. Sanchez (2007, p. 51) suggests that the 
plan should clarify the integration of the survey with the current stage of the organization 
and its future change, but also the key objectives, timing and responsibilities. Many 
organizations do not consider the importance of that the employees, who are the actual 
participants, should be informed of the implications of the survey. The organization’s 
commitment towards the follow-up actions can thus be perceived as lacking credibility, 
which in turn can decrease the employees’ motivation to participate. The communication 
process should then begin well in advance before the actual surveys process starts. 
 
Paul and Bracken (1995, p. 46) point out that it is important that the involved employees in 
a survey understand why they are about to participate. If an organization chooses to 
conduct an employee survey on only a random sample of the total number of the employees, 
the involved employees must understand why they participate. If the employees do not 
understand that the sample is randomly selected, they might be concerned about the 
confidentiality of their responses. These employees might also feel obligated to respond in 
a way that also reflects the opinions of non-participating co-workers. Conversely, non-
participating employees might be concerned about being excluded from the employee 
survey. Fenlason and Suckow-Zimberg (2006, p. 204) argue that employees’ perceptions 
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about confidentiality can thus be critical to the survey process. Therefore, it is important 
that survey practitioners apart from managing the data anonymously also communicate 
with the employees concerning their perceptions of the survey. The practitioners can for 
instance conduct interviews with the employees to understand their perceptions. It is also 
possible to only collect a minimum amount of information that concerns the personal 
identity in the survey since it reassures the employees that certain safeguards are considered. 

3.3.3. Over-surveying 

Rogelberg et al., (2001, p. 22) argue that over-surveying may have an impact on 
respondents’ willingness to participate in a survey since Goyder (1986, p. 39) found that 
survey participation is negatively related to the number of survey requests. Although there 
is no universal definition of over-surveying that applies to all companies since 
organizations must consider their unique business environment (Weiner and Dalessio, 2006, 
p. 296), it is suggested that the term over-surveying consists of three main components; (1) 
the survey burden rate, which relates to amount of surveys an employee receives during a 
year, (2) survey timing, which relates to the amount of time between the surveys and (3) 
survey length, which relates to the number of questions in the survey and how long time it 
takes to complete it (Weiner & Dalessio, 2006, p. 294). According to Weiner and Dalessio 
(2006, p. 295), employees should not undertake more than three surveys a year in order to 
avoid excessive surveying. In terms of survey timing, employees that receive three surveys 
within five business days are likely to feel over-surveyed. Finally, the length of the survey 
must adapt to business cycles and thus become more efficient. The length of the survey 
should therefore include a range of 20 to 40 questions that takes approximately thirty 
minutes to complete.  

 3.3.4. Web-based and self-administered surveys 

During the last decades, the use of web-surveys has increased. The increased access to 
personal computers has facilitated the collection of survey data by using the Internet or 
organization’s intranet (Kraut, 2006, p. 11). Kraut (2001, cited in Kraut 2006, p. 11) argues 
that it is no difference in the response patterns using either web-based surveys or self-
administered survey (paper and pencil), it is rather a question of the respondent’s own 
preference. Fenlason and Suckow-Zimberg (2006, p. 185) however argue that all 
organizations cannot use web-based surveys exclusively. One reason to why some prefer 
self-administered may be due to the organization’s infrastructure, as some employees may 
have a limited access to a personal computer. Another reason may be due to employee 
readiness as some employees do neither hold sufficient computer training, nor do they trust 
the confidentiality of the method. A third reason may be that the organization does not offer 
alternatives of how to administer the surveys. For instance, production personnel may 
prefer self-administrative surveys as they lack access to a computer whereas office 
professionals may prefer web-based surveys because they have access to a computer. 
Fenlason and Suckow-Zimberg (2006, p. 186) further argue that when there is a difference 
in the results based on the administration type, it is a matter of the characteristics of the 
group rather than a matter of administration method.  
 
According to Kraut (2006, p. 12), the data processing of a web-based survey can further be 
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done in only a few days or hours. The shorter time of processing the data, the more relevant 
is the data. Another positive aspect of the web-based survey is the saved amount of time 
and money that are spent on printing and mailing self-administrative surveys. Kraut (2006, 
p. 15) further suggests that survey technology, data processing and statistical analysis are 
important tools for developing meaningful action from organizational surveys. These tools 
together with organizational development tools (such as practices) are necessary to make 
the most out of survey results. Conversely, on-site surveys might be less convenient since 
they demand several sites or conference rooms that are large enough to accommodate all 
participants (Paul & Bracken, 1995, p. 49). Kraut (2006, p. 13) argues that web-based 
surveys do also have some shortcomings. One of these shortcomings is that web-based 
surveys can be more complex to administer than they appear to be. The easy access to web-
survey tools has thus increased the use of organizational surveys, which sometimes can lead 
to a negative outcome since management does not have the time to take action between the 
surveys. This may consequently lead to a decrease in the response rates (Youseffnia & 
Berwald, 2004 cited in Kraut, 2006, p. 13), which may be a result of that employees do not 
see the means of expressing their opinions when no action is taken (Kraut, 2006, p. 13).  
 
Church and Waclawski (2001, p. 137) argue that in contrast to the web-based surveys, self-
administered surveys are to many employees familiar as a method that most people feel 
comfortable to use. Self-administered methods are widely regarded as an easy way to 
collect data from employees, without the requirement of computer literacy. One advantage 
of self-administered surveys that web-based surveys cannot compete with is the flexibility 
of self-administered surveys. The self-administered surveys can be completed almost 
anywhere, during a meeting, at home in bed, at lunch or on an airplane. The participant can 
also choose almost any order imaginable, it can be completed from front to back or from 
back to front, and so on.  Church and Waclawski (2001, pp. 137-138) explain that although 
some employees complain that these types of surveys feel like “taking a test”, others 
appreciate and feel comfortable with this well structured data-processing method. Moreover, 
self-administered can easily be mailed or faxed to different locations, and again there is no 
demand on having a computer. Finally, the self-administered surveys are of highly 
individual nature. That is when the participant can reply directly and send the response 
back in an envelope to be tested and checked for errors during the scanning process without 
any help from middlemen.  

 3.3.5. Timespan   

Organizations that use employee surveys must reflect upon the amount of time that has 
been given to the employees to complete the employee survey. Church and Waclawski 
(2001, p. 115) found that the optimal amount of time to leave a survey open for completion 
is approximately between one and two months. Here, it is important that the employees 
experience that sufficient amount of time is given for them to complete and submit the 
survey to the survey administrator. Sufficient amount of time also provides a better 
opportunity for repeated mailing reminders, corrective actions, the possibility to intercept 
employees who postpone completing the survey, and last but not least a chance to 
encourage employees who lack of motivation to participate. Surveys that have a short 
completion time, such as a week or two, tend to show a higher number of non-respondents 
due to factors as competing priorities, absence, vacation and travel.  
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In terms of time aspects, the survey administrator should also consider the time between the 
completion time and the presentation of the result (Church & Waclawski, 2001, p. 154). 
According to Church and Waclawski (2001, p. 155), most employees and managers want to 
see the results of the survey as soon as possible after they have returned the replies. This 
thus results in that pressure is put on the survey analysis team to shorten the survey analysis 
process. Since employees often complete surveys at different points in time during an 
administration period, it is not unusual that there can be a timespan of a month between the 
first and the last survey response. From the figure below it is possible to say that the 
employees’ desire to see the result is almost immediately apparent and it peaks in just a few 
weeks after completing the survey. 

 

 

Figure 4. Relationship between response timing and level of interest in the results 
Source: Church & Waclawski, 2001, p. 155 

Church and Waclawski (2001, p. 156) mean that the relationship seen in figure 4 is also a 
determining factor of employee trust of the survey process. The less time there is between 
when management receives the results and when the rest of the organization sees them is 
vital for creating support and belief in the survey process. Sanchez (2007, p. 52) argues that 
a delayed presentation of the results can cause a negative feeling among the employees, 
which can lead to the belief that management does not value the employees’ opinions. In 
turn, this can cause a decrease in motivation to participate in future employee surveys. 

3.3.6. Survey distribution 

There are two different methods of distributing a survey, individual distribution or 
collective distribution (Church & Waclawski, 2001, p. 122). According to Church and 
Waclawski (2001, p. 123), individually distributed surveys are distributed via employees’ 
e-mail accounts, or in paper versions mailed to the employees’ home addresses. In contrast, 
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collectively distributed surveys are often performed on-site and collectively completed by 
employees in a specific location, such as in a room or an aula. The survey is still completed 
individually although the employees sit on the same location. The collective method 
includes so called “capture sessions”, since the collection of data often concerns locked 
drop bags or multiple stations for on-line survey completion. Each of the methods has its 
strengths and weakness, which we have presented in table 1. 
 
Table 1. Methods of survey administration  

Concerns Individual distribution Collective distribution 

Level of privacy Greater privacy for the respondent Less privacy for the respondent 

Level of autonomy Autonomy as to when and where to 
respond 

Fixed choices to when and where to 
respond 

Freedom of choice to 
participate Individual choice to respond or not Employee can be required to attend 

session 

Level of idiosyncrasies Response rates more affected by 
idiosyncrasies 

Response rates less affected by 
idiosyncrasies 

Level of intentional 
biases 

Response less susceptible to 
intentional biases 

Response rates more susceptible to 
intentional biases 

Related costs to the 
administration process Fewer staff required to administer Staff-intensive and costly to 

administer 

Method of data 
collection 

Responses returned via or mail e-
mail over time Responses collected immediately 

Level of confidentiality 
Highest level of confidentiality when 

used with outside source to collect 
data 

Potential for reduced levels of 
perceived confidentiality when 

collected on site. 

Source: Church & Waclawski, 2001, p. 123 

3.4. Proposed model based on the theoretical framework 

We have designed a model that is based on the theoretical framework for this thesis in order 
to demonstrate the conditions under which we argue that employees are motivated to 
participate in an employee survey. The model will further be used as part of the analysis 
and thus support us when answering our research questions. 
 
The model (figure 5) consists of two main themes, employee motivation and employee 
surveys, which are practices of HRM. We argue that internal communication in the 
organization, employee commitment and work motivation, employee participation and 
empowerment and employee engagement will lead to employee motivation. We further 
reason that motivated employees are likely to get involved in activities that benefit an 
organization’s development, which in this case is an employee survey. We do however 
argue that there are other conditions that can have an influence on employees’ willingness 
to participate in an employee survey, besides being motivated to participate in the 
organizational development. We therefore reason that there are six administrative 
considerations of an employee survey that motivate employees to participate in the survey, 
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as an instrument for organizational development. The six survey administrative 
considerations are: the survey process, credibility, anonymity and pre-survey 
communication, over-surveying, web-based and self-administered surveys, timespan and 
survey distribution.  

 
 

Figure 5. Our proposed model based on the theoretical framework 
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4. Methodology 

This chapter demonstrates the practical methodology of this thesis. We argue for our 
choice of qualitative research strategy and research design, which are followed by an 
introduction to the companies that are involved in the study. We further introduce the 
sample process and we also demonstrate the content of the interviews. We thereafter 
describe the realization of the interviews and present how the gathered material was 
processed, presented, analyzed and discussed. At last, we demonstrate our ethical 
considerations. 

4.1. Research strategy 

As we seek comprehensive information to identify and understand what motivates 
employees to participate in employee surveys and to what extent the administration of a 
survey affects employees’ willingness to participate, we argue that a qualitative research 
strategy is the best approach for this study. According to Saunders et al., (2009, p. 482), a 
qualitative study is based on meanings expressed through words, whereas a quantitative 
study focuses on findings that derive from numbers. In addition, Dey (1993, p. 28) argues 
that the more ambiguous and ductile a concept is, the more difficult it is to quantify the 
collected data in a meaningful way. As for our research, we find the purpose and questions 
rather complex. Therefore, we need to interpret the words and expressions of the 
interviewees instead of drawing conclusions based on numbers. For our research, the 
advantage of qualitative study is that it will support us in understanding the interviewees’ 
opinions and thus receive a deeper knowledge.  
 
According to Bryman and Bell (2007, p. 423), a qualitative research has however a 
tendency to become too subjective. As a consequence, the findings of the research can be 
influenced by our own and the interviewees’ mindset - what we as researchers find 
important, or based on our perception of the interviewees. However, we still find it 
necessary to undertake a qualitative study since it is enables us to gain a deep-set 
perspectives of our topic and because we aim to understand human behavior. Further, we 
are aware of that a qualitative study limits the possibility of replication in other contexts 
and makes it difficult to generalize (Bryman & Bell, 2007, p. 423). However, we argue that 
we have thoroughly demonstrated the foundations of this research, which facilitates a 
potential application of the study in another organizational context.  

4.2. Research design   

With our research we aim to identify what motivates employees to participate in employee 
surveys, more specifically the employees at LKAB. We further seek to understand to what 
extent the administration of a survey affect the employees’ motivation to participate in an 
employee survey at LKAB. As a consequence, our findings of the research will be limited 
to LKAB and its employees. The results of the research will therefore be based solely on 
LKAB as a single case study and we will not compare the findings to any other company. 
The description of our research design applies the description of a case study by Bryman 
and Bell (2007, p. 62). Bryman and Bell (2007, p. 62) describe a case study as an intensive 
research analysis conducted in one specific case. The case can either be a single location, a 
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single person or as in our case, a single organization.  
 
In addition, Yin (1989, p. 23) describes a case study as when several sources of evidence 
are used to research a phenomenon within its real-life context, where the boundaries 
between the phenomenon and contexts are not clearly evident. In our research the 
interviewees will function as multiple sources of evidence to answer what motivates 
employees to participate in an employee survey. The phenomenon is thus what motivates 
employees to participate in an employee survey, whereas the real life context refers to that 
the phenomenon is investigated at LKAB. Based on our theoretical framework, motivation 
is considered as a complex matter since it often derives from an individual’s preferences. 
As a consequence, the boundaries of what motivates an employee are not clearly evident. 
The study of this thesis thus complies with Yin’s (1989, p. 23) description of a case study.  
 
The design of our research also includes the time horizon of the study. A longitudinal study 
involves the collection of data on several occasions during a period of time (Saunders et al., 
2009, p. 155). According to Saunders et al.’s (2009, p. 155), a cross-sectional design of a 
study is applied when data is collected from a single point in time. Since we collect data 
from LKAB at a single point in time we consider the study to be of cross-sectional 
character.   

4.3. Introduction to the companies  

We argue that it is important to include other viewpoints than only those demonstrated in 
academic theory since this area of research is rather unexplored. We therefore decided to 
contact two other companies, apart from LKAB, that could demonstrate their approaches on 
the administration of employee surveys. We chose to contact Volvo Trucks in Umeå that 
was heard on the behalf of being a company that operates within an industry that is similar 
to the industry of LKAB. We found Volvo Trucks interesting since it is a company where 
workplace conditions vary. We also chose to contact Enkätfabriken that was heard on the 
behalf of being a supplier of employee surveys. We found Enkätfabriken interesting since 
they hold the experience of customizing employee surveys for different organizations. 

4.3.1. LKAB  

Luossavaaara-Kiirunavaara AB (LKAB) is a 
high-tech international minerals group owned 
by the Swedish state. LKAB is a world-
leading producer of processed iron ore 
products for steel-making and growing 
supplier of mineral products for other 
industrial sectors. LKAB was founded in 1890 and today employs approximately 4 100 
staff members. The iron ore products are mainly sold to European steelworks where the 
group accounts for 90 percent of all European iron ore production. Other important markets 
are the Middle East, North Africa and South East Asia. The industrial minerals are mainly 
sold in Europe, but also in growing markets in Asia and USA. (LKAB, 2012a) LKAB 
(2012c) strives to enhance employee engagement and good work to ensure a long-term 
competitiveness, profitability and productivity to create good conditions for long-term 

Figure 6. LKAB logo 
Source: LKAB, 2012b 
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employment. The group further strives to encourage initiatives and clear communication, 
but also to set clear standards and provide constructive feedback. All employees shall 
contribute to organizational development through participation and commitment.  

4.3.2. Volvo Trucks 

The company was founded in 1928 by Gösta Nyman and became a partner of AB Volvo in 
1958. The plant in Umeå was established in 1964 and is today Volvo’s exclusive producer 
of cabs for trucks in Europe. The product is further delivered to assembly plants in 
Gothenburg, Kaluga (Russia) and Gent (Belgium). Volvo Trucks mainly operates on the 
European market although they also provide other markets in Asia, Africa, North and South 
America and Australia with deliveries of cabs and other solutions. The plant in Umeå is one 
of the world’s most modern cab production plants with its advanced production techniques 
based on robots and computerized monitor systems. The plant in Umeå holds a capacity of 
90 000 cabs and is one of the northern part of Sweden’s largest engineering industries. The 
plant employs approximately 2 000 employees and the majority works in the production 
and with maintenance. (Lejon, personal communication, April 20, 2012) 

4.3.3. Enkätfabriken 

Enkätfabriken is a company that provides the service of designing and administering 
employee surveys for other companies. Daniel Sturesson and Erik Arnberg are the 
company owners and also the only two full-time employees at the company. Enkätfabriken 
supports companies in designing questions for the survey, the administration process and in 
the process of the gathering the data. Enkätfabriken provides assistance in both qualitative 
and quantitative collection processes. The company also provides statistical tests and 
analyses. (Sturesson, personal communication, March 7, 2012) 

4.4. The sampling process 

As mentioned, our research will function as 
a foundation for the planned comprehensive 
employee survey that LKAB will carry out 
in 2013. In this sense, the role of our 
research is to examine what motivates 
employees to participate in an employee 
survey, but also to what extent the 
administration of a survey will affect 
employees’ willingness to participate in an 
employee survey. Since we are aware of that 
it is not possible to conduct interviews with 
all employees we strive to consider a sample 
that as far as possible can represent the 
whole organization, in order to answer our 
research questions. Johansson-Lindfors (1993, p. 92) argues that due to high costs and 
demand in time, collection of data from the whole population is almost never possible. 
From our perspective as researchers, the sample size is dependent on the time constraint of 

Figure 7. Prospect drilling above ground 
Source: Gudmundsson, G.R., 2012 
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the thesis. From LKAB’s perspective, we consider the number of participating interviewees 
as a cost for the organization since the employees participate in our study during working 
hours. As all Swedish-speaking employees of LKAB are about to be involved in the 
planned employee survey it is important that the sample will represent all different 
workplaces of the organization, such as employees at the administrative divisions and 
production workers. Therefore, we want to be able to generalize the findings only to the 
extent of LKAB as a company.  
 
According to Marshall (1996, p. 523), we also have to take the number of interviewees for 
our interviews into consideration. When conducting a qualitative study based on the 
interpretivist philosophy, it is not necessary to consider a sample size as large as in a 
quantitative study since the aim is not to generalize the results. A large sample does not 
either always ensure good findings for qualitative research. The author further argues that 
in order to consider a smaller sample, the research should have a flexible design that can 
adjust to changes during the collection of data. A smaller sample allows us to fully focus on 
the interviewee’ messages, in order to adequately answer our research questions. 
Johansson-Lindfors (1993, p. 101) also discusses the concept of theoretical saturation, 
which is determining for the size of the sample. Theoretical saturation relates to that at a 
certain level, one additional respondent will not contribute with any new information. We 
therefore believe that a moderate sample is more suitable than a larger one. Although a 
larger sample may help us gather more information it would also increase the risk of 
receiving too much of information, which would add difficulty to the data processing phase.  
 
Table 2. Sample properties 

Sample properties 
Number of participants 
Total number of participants 17 
Number of women 7 
Number of men 10 
Production workers 
Total number of production workers 11 
Mining 3 
Refining 6 
Train and transportation 2 
Administrative workers  
Total number of administrative workers 6 
Occupational health service 2 
Human resource management 1 
Other professions  3 
Type of employment 
Blue collar workers 9 
White collar workers 8 
Years of employment  
Highest number of years of employment 36 
Lowest number of years of employment 1,5 
Mean value – years of employment 11 
Most frequent number of years of employment among participants 5 
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Due to our lack of sufficient insight in LKAB, we have received support in the sample 
selection process. Via our supervisor at LKAB, we came in contact with Roland Stenmark 
who helped us to organize a schedule with suitable candidates to our sample. As LKAB is a 
large and complex company it was in the best interest of both us as researchers, and LKAB 
as the sponsor to gather suitable candidates for a representative sample. We believe that this 
is the most appropriate way to determine a good sample since our contact has extensive 
knowledge and experience of the company. We can therefore ensure that we find a sample 
that can fit our sample criteria, which aims to represent workplaces with different 
conditions. This means that our sample will include candidates from different workplaces at 
LKAB, such as employees at the administrative divisions and production workers. The 
scheduled interviews sum up to a total number of twenty candidates. 
 
During the interview process at LKAB in Kiruna we however experienced a loss of three 
interviews. Two interviewees were not able to participate for the scheduled time. Due to 
technical complications we lost a third interview, which then gave us a data collection of a 
total number of 17 interviews. We do however argue that the loss of candidates did not 
have a destructive effect on the quality of the study since we experience that the 17 
interviewees provided us with a sufficient amount of information that is necessary to 
answer our research questions. In other words, we argue that the cancelled interviews 
would not provide us with any new information that is necessary to consider in order 
answering our research questions. The interview candidates further varied in terms of 
occupation and positions. For us it was important that the participants constituted of a mix 
of managers and employees. Table 2 summarizes the information of our interview 
participants that we feel is useful to understand how our sample is constituted. 
 
According to Bryman and Bell (2007, p. 183), the sample selection process of our research 
complies with the non-probability sampling method. Much critique has been directed 
towards this method, since the sample is not randomly selected. Not all candidates of the 
population have equal chance to become selected for the sample since there is a chance that 
the process is affected by human judgment. Our sample is affected by human judgment 
since it has been selected in consent with Roland Stenmark at LKAB. With our 
requirements in mind, Roland Stenmark selected a sample that was supposed to reflect the 
population in relative proportions of the employees in different categories as far as possible. 
Bryman and Bell (2007, p. 201) suggest that this way of selecting a sample further consorts 
with quota sampling. As respondents represent all different categories in quota sampling it 
increases the level of having a sample that reflects the whole population. Although non-
probability sampling has been criticized of being subjective in the sampling selection 
process (Johansson-Lindfors, 1993, p. 96; Bryman & Bell, 2007, p. 183), we still argue that 
this method is the most suitable selection process for our research. If we would use 
probability sampling as a method or if we as researchers were to select interviewees to our 
sample, we argue that the amount of time spent on this would have been too extensive. As 
previously mentioned, we do not hold sufficient insight in LKAB to select the sample by 
ourselves.  
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4.5. The content of the interviews 

The interviews in this study will be utilized for two different purposes. The interviews with 
Volvo Trucks and Enkätfabriken are regarded as pilots whereas the interviews at LKAB 
will be part of the case study. Pilot studies ensure that the research method functions well 
and provide the researchers with experience of asking questions (Bryman & Bell, 2007, pp. 
273-274). The pilots will thus support us in the development of questions that will be asked 
in the case study performed at LKAB. The data collected through the interviews with 
Volvo trucks and Enkätfabriken will not only be considered as pilot studies, the material 
that we gather will also be demonstrated under findings in chapter five.  
 
We argue that the nature of this thesis requires qualitative interviews, as the interviewees 
must be able to reflectively elaborate on the questions that we ask. According to Bryman 
and Bell (2007, pp. 473-474), qualitative interviews are often less structured than 
quantitative interviews, as there is emphasis on greater generality in the formulation of the 
questions. The qualitative interview thus becomes more flexible since questions that are not 
part of the interview guide can be brought up, which we argue is necessary to answer our 
research questions. We will therefore use a semi-structured interview strategy, which 
Bryman & Bell (2007, p. 474) describe as asking questions that follow an interview guide. 
 
Bryman and Bell (2007, p. 474) argue that the interview guide covers a list of relevant 
topics where the interviewee is allowed leeway in his or her response. Questions must 
neither follow in the exact order of the guide nor must they be included in the guide, since 
the interviewer may consider that a response requires additional questions. The emphasis 
should thus be on what the interviewee views as important in explaining and understanding 
events and forms of behavior (Bryman & Bell, 2007, p. 475). We have therefore aimed to 
design the interview guide in a manner that helps us to receive an understanding of what 
motivates the employees to participate in an employee survey. We aim to allow the 
interviewees to visualize their thoughts by responding more freely. The semi-structured 
interview strategy thus requires us as researchers to be attentive on certain ideas that may 
not be evidently expressed in the interviewees’ answers. This can be considered as a 
weakness of the semi-structured strategy although we still argue that this strategy suits our 
purpose of this thesis since we will try to understand what motivates the employees and to 
what extent the administration of a survey affects the employees’ willingness to participate 
in an employee survey. Therefore, we do not believe that the interviewees’ relevant lines of 
thoughts will become equally apparent in other interview strategies, since we argue that 
they should not be constrained in expressing their thoughts.   
 
The interview guides starts with introductory questions (see appendices 1, 2 and 3). In the 
interview guides designed for Enkätfabriken and Volvo Trucks, the introductory questions 
concern a short description of the company and which role the interviewee has at the 
company, whereas the introductory questions used for LKAB concern role, tasks, working 
situation and number of years employed at the company. The guides designed for 
Enkätfabriken and Volvo Trucks further include questions that concern both motivation and 
administrative considerations of an employee survey. The following questions in the guide 
designed for LKAB are on the other hand based on the themes that are demonstrated in our 
proposed model based on the theoretical framework that can be found in the end of chapter 
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three.  

4.6. The realization of the interviews and the case study 

It is necessary to record the interviews for the means of controlling bias and to produce 
reliable data for analysis (Saunders et al., 2009, p. 339). The audio recording of the 
interviews also allows the interviewer to concentrate on questioning and listening 
(Saunders et al., 2009, p. 341). All the interviews in this study were therefore recorded with 
help of recording devices, which allowed us to transfer the audio files into our laptops and 
thus facilitated the transcription process. However, one negative aspect of audio recording 
is that the attention is drawn towards the recorder rather than to the questions asked 
(Saunders, 2009, p. 341). This problem was however not apparent in the telephone 
interviews due to the simple reason of that the interviewees could not see the recording 
device. We did not either experience that the interviewees at LKAB were disturbed by the 
device. 

4.6.1. The case study at LKAB 

The interviews at LKAB were performed during one week at LKAB’s plant in Kiruna in 
March 2012. The day we started the interviewing process we were provided with a list of 
the chosen sample and a schedule for each interview that appointed the time, day and place. 
We held four interviews the first day, three the second day, four the third day, five the 
fourth day and two the fifth and last day. We were both present during all the interviews. 
However, only one of us asked questions whilst the other one wrote additional comments 
when it was relevant to the context of the interview. Saunders et al., (2009, p. 339) argues 
that taking notes is important to capture facial expressions and other nonverbal cues that are 
relevant to the interviewees’ replies. We decided to hold different roles during the 
interviews to not confuse the interviewees. The interviews mostly lasted for approximately 
30 minutes apart from one that lasted for 60 minutes and one that only lasted for 15 minutes. 
The length of the interview depended on how talkative the interviewee was. The interviews 
were held in four different rooms at “Manskapshus A - Utbildningen”, which was the name 
of the building and were Roland Stenmark and our supervisor Johanna Nordin had their 
offices. We were thus able to perform the interviews undistracted and it was also easy for 
Roland to report rapid changes in the interview schedule.  
 
Through the interviews, we were able to gather the data needed to answer our research 
questions. The questions followed the order of the interview guide to a great extent, 
although it sometimes became natural to change the order as some answers covered more 
than one question. Most of the interviewees were very talkative and provided us with 
material that is very useful to our thesis, which resulted in that we often asked relevant 
additional questions. 

During our stay in Kiruna we were accommodated at LKAB’s hotel, more specifically at 
“Annexet” where we shared a mini apartment. We were served breakfast at the hotel every 
morning and were also picked up by LKAB transportation as they drove us to the plant. 
Through the daily encounters with people with different professions at LKAB we received 
a good insight in the company since we often talked about LKAB as an employer and as a 
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company. We experienced a very nice stay in Kiruna where everything was well organized 
and prepared with care. Everyone we met that was involved in LKAB’s operations was 
very eager that we had a nice stay and that we would get the most out of it. We were also 
able to visit the tourist mine and to hear more about the group’s operations in detail to get a 
better view of LKAB. We thus got a picture of the employees as involved and interested in 
LKAB’s overall activities even though their specific work task was something else. We are 
therefore aware of that our opportunistic view may have an influence on our analysis. 

4.6.2. The interviews with Volvo Trucks and Enkätfabriken  

The interviews with the HR-business partner Lena Lejon at Volvo Trucks in Umeå and 
Daniel Sturesson, one of the associate owners at Enkätfabriken were held by conference 
telephone at Umeå University. We booked telephone conference rooms at the university in 
order to facilitate the recording. Both interviews followed the interview guides although 
some additional questions were also asked. The questions were further asked in the order of 
the interview guide to a large extent, since they happened to follow the conversations 
naturally. The interviewees were very talkative and provided us with material that is 
relevant to the purpose of this thesis. The interviews lasted for approximately 30 minutes 
each.  

4.7. Processing the data 

The recordings from the interviews were transcribed with help of the transcription program 
Express Scribe, which we found useful since we were able to adjust the speed of the voice 
to facilitate the transcription process. The interviews were transcribed individually as we 
divided them among us two. The process ran smoothly until we realized that a technical 
error had occurred in one of the interviews. The total interview was displayed to be longer 
than what was actually recorded, which resulted in that only approximately four minutes 
out of thirty four were recorded. After extensive research on the problem and downloads of 
recovery programs we realized that the bug was not recoverable. Consequently, we decided 
not to use the recorded four minutes of the interview since we argue that the constrained 
material from that specific interview is not relevant to our thesis by itself. We argue that 
this loss is not critical to the study since we experience that the lost interview would not 
provide us with any new information that is critical to quality of the data.  

4.8. Presenting and analyzing the data 

When we finished the transcription process, we gathered all transcribed material in one 
document and went through every single interview together to select which answers that 
were relevant for us to answer our research questions. All the interviews were held in 
Swedish with respect to the interviewees, as some may feel constrained in expressing 
themselves in English. We therefore translated the material that is presented in the findings 
(chapter five), which may result in that some words or expressions are lost in translation. 
However, we are aware of this and have thus done our best to demonstrate the interviewees’ 
main thoughts.  

For the presentation of the findings we have chosen to thematize the collected data into four 
themes based on our questions in the interview guide and the material we received from the 
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interviews. As a consequence, the findings will be presented in the context they were 
expressed, which we argue is beneficial since we aim to objectively present the findings. 
The four themes are: specific workplace conditions, previous experiences of employee 
surveys, thoughts about employee surveys and preferences of employee survey 
administration. We further argue that the themes are relevant for answering our two 
research questions; what motivates employees to participate in employee surveys? And, to 
what extent does the administration of employee surveys affect employees’ willingness to 
participate in a survey? The selected answers from the interviews were then distributed 
under the most suitable theme. Subsequently, we were able to ensure that the themes were 
related to the theoretical framework on which we based our interview guide. We are 
however aware of that our choice of selecting the data will affect the analysis and thus the 
results of this study, since we found it impossible to include all the gathered data. 

Apart from the material we gathered during the case study at LKAB, the findings also 
include material based on the pilot interviews with Volvo Trucks and Enkätfabriken. We 
argue that these findings will support us in answering our research questions. The choice of 
including additional material is based on the nature of this thesis since it is characterized by 
a deductive and inductive approach. Even though we strive to analyze the material in the 
light of our model (Figure 5) that summarizes the theoretical framework, we argue that this 
material from the pilots will give us insights in related questions that the theory cannot 
provide. The analysis is thus based on the concepts in our proposed model in chapter three, 
although we sometimes analyze the findings from LKAB in the light of the Volvo Trucks 
and Enkätfabriken’s experiences. It is therefore possible to reason that some of our 
analytical standpoints are rather vague or farfetched. We do however argue that this is a 
result of that employee surveys and employee motivation is a rather unexplored area of 
research.  

The following chapter constitutes a continuing discussion of the analysis, which is 
presented under the same themes of which the findings were presented. We found that 
many parts of the analysis and discussion were related and that the discussion related to the 
model therefore constrained further reflections. In this part of the thesis, we discuss the 
main thoughts from the analysis. The chapter ends with the concluding answers to our 
research questions and how we reason that our findings contribute to existing knowledge. 
The thesis ends with our recommendations to LKAB, practitioners, consultants and further 
research, which are based our analysis, discussion and conclusions. We argue that LKAB 
must consider the recommendations in order to motivate employees to participate in the 
employee survey that will be carried out in 2013 and thus gather good quality data.  

4.9. Ethical considerations 

Saunders et al., (2009, p. 160) discuss the ethical considerations towards the research 
population. He means that the sample should not be exposed to any embarrassment or harm. 
With this in mind, we ensured that all the interviewees were aware of the purpose of this 
study and thus had the opportunity to choose whether or not they wanted to participate prior 
to the interview. Prior to our visit in Kiruna, the approached interviewees received an 
informative e-mail with the purpose of our study. We sent the information to Roland 
Stenmark who forwarded the information in e-mails to the interview candidates, who could 
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then decide whether they wanted to participate or not. We further started each interview 
with informing the interviewees with the purpose of the study to ensure that they had 
received the correct information. The interviewees thus had another opportunity to decide 
whether to participate or not. We therefore argue that the participating interviewees gave us 
their consent to access their opinions and thoughts.  

With respect to the interviewees at LKAB and to prevent embarrassment or harm, we have 
given each individual a fictional name. We also argue that anonymity benefits the 
likelihood of receiving honest answers from the interviewees. At some points in the 
analysis we have denoted the interviewees with their type of employment in order to justify 
our line of argument. To clarify, the interviewees’ type of employments is therefore 
demonstrated in table 3. 

Table 3. Interviewees’ type of employment 

Interviewee Type of employment Interviewee Type of employment 
Filip White-collar Annika Blue-collar 
Björn White-collar Viktor Blue-collar 
Malin White-collar Fredrik Blue-collar 
Gustav White-collar Hans Blue-collar 
Adam White-collar Per Blue-collar 
Olof White-collar Ingrid Blue-collar 

Linda White-collar Felicia Blue-collar 
Amanda White-collar Bengt Blue-collar 

  Lisa Blue-collar 
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5. Findings from the interviews 

In this chapter we will present the findings from the interviews. The chapter begins with the 
findings from our interviews with Volvo Trucks and Enkätfabriken. We will then present the 
material from the interviews with employees at LKAB. The findings from LKAB have 
further been divided into four themes. The presentation will thus highlight specific 
workplace conditions, previous experiences of employee surveys, thoughts about employee 
surveys and preferences of survey administration.  

5.1. Employee survey administration at Volvo Trucks 

Volvos Trucks’ employee survey is called VGAS (Volvo Group Attitude Survey), which is 
carried out to the entire Volvo Group and is not specifically designed for Volvo Trucks’ 
plant in Umeå. Even though the total sample is large, it is possible to scrutinize the survey 
on department levels. The survey process is thus managed centrally, however Lejon who is 
a HR (Human Resources) business partner is appointed VGAS-coordinator at the plant in 
Umeå. The VGAS-coordinator prepares the yearly survey process together with other 
VGAS-coordinators at other companies within the Group. The coordinators further send out 
links to the different managers at each plant that contain information and passwords to the 
survey that is electronically administered. The managers must then within a month 
convince the employees to participate in the web-based survey. Volvo has chosen to buy 
the service of an external company that delivers the employee survey. Lejon states that the 
supplier is a rather large actor when it comes to employee surveys has a database that holds 
over 14 millions of respondents, which makes it possible to make all kinds of comparisons. 
This is important since Volvo wishes to compare the results with other similar 
organizations in the same industry. (Lejon, personal communication, March 12, 2012) 

According to Lejon, Volvo strives to receive a 100 percent response frequency and the 
managers do everything in their power to enable a high response rate. There are therefore 
computers available at the different workplaces so that the employees that work at the 
assembly line are able to leave their tasks for a while to privately answer the survey before 
returning to work again. The different workplaces normally have access to computers since 
the employees are using them in their job, which however Lejon does not think that the 
employees should use to answer the survey. As Volvo believes that it is important that the 
employees should be able to complete the survey privately they also place out other 
computers for the specific purpose of the survey. There are also other computers available 
that are mainly used for browsing Internet during breaks and where the employees are able 
to sit by themselves. The computers are placed in different rooms, which means that they 
are available even if the employee works afternoon or night shift. Lejon however speculates 
that it is more likely to be alert during the day but she also believes that the work team 
leaders take that matter into account when they administer the survey. Lejon thus believes 
that Volvo consider that the employees have different working hours, tasks and access to 
computer since most blue collar workers do not have access to a personal computer 
whereas the white collar workers have. (Lejon, personal communication, March 12, 2012) 

Lejon states that it is impossible to ensure that all employees answer the questions in the 
survey honestly, since it is each individual’s own responsibility. Volvo however assures 
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that the managers and the employees are properly informed and educated in the purpose of 
the employee survey. All managers thus receive a presentation-kit that they use to motivate 
the employees to participate. Lejon however thinks that most employees are honest when 
they complete the survey, although some may just finish the survey with no deeper thought 
to get it over with and to skip any additional work. She thinks that these employees are 
difficult to address and the only way to do that is to work qualitatively with the results and 
assure that there will be changes based on the results of the survey. This issue is a long-
term project for Volvo as employees are more likely to answer the survey honestly if they 
experience the survey as meaningful. Lejon however believes that the employees are 
engaged in this matter since they receive a high response frequency. Volvo therefore 
assumes that the employees answers the survey honestly and thus approach the survey with 
a good attitude. (Lejon, personal communication, March 12, 2012) 

The Volvo Group Attitude Survey is carried out once a year although the 2008-2009’s’ 
downturn has affected the frequency of the survey as 1 350 employees were given notice of 
dismissal. The aftermath thus resulted in new alignments, leaders and managers, which 
made it difficult to gain any useful results. The survey was however carried out last year 
and will be once a year as long as the operations run smoothly. The previous purpose of the 
Volvo Group Attitude Survey measured the degree of satisfaction among the employees at 
Volvo through an index that is called the employee satisfaction index. However, the current 
purpose of the survey is to measure the degree of engagement among the employees 
through an index that is called the employee engagement index. The purpose is 
subsequently to learn which areas that affect employees’ engagement negatively and that 
Volvo thus needs to improve since Volvo believes that engagement is the key to good 
performance. (Lejon, personal communication, March 12, 2012) 

The HR business partners at the Volvo plant in Umeå are responsible for their own area or 
department of the plant where they develop a material that is based on information from the 
Group and information based on the conditions of the plant in Umeå. The HR business 
partners thus develop a set-up and a material to the managers that will facilitate their work 
in giving feedback on the results of the survey. The results are first made available as a 
report that each group can look at together in order to see what the outcome was. The 
manager demonstrates the results and how they should be taken care of during a workgroup 
meeting and the meeting should result in the development of one to three actions that are 
necessary to realize the changes. The HR business partners’ task is then to regularly 
encourage the follow-up process and to ensure the realization of the actions. The Volvo 
plant in Umeå also works according to action plans, where they state all the actions that 
need to be done and the deadlines for each action. All the actions that the different groups 
have developed are therefore included in the action plans in order to evaluate the progress 
of change and to ensure that the follow-ups have deadlines. Lejon states that it is each 
individual’s own responsibility that the changes are realized; although the HR and 
managers assure that the process becomes qualitative. Lejon believes that the Volvo Group 
Attitude Survey emphasize the follow-up of the results and ensures that the survey provides 
them with something good in return. This is something that has been taken seriously by the 
management, as they also have been giving feedback on their own work. (Lejon, personal 
communication, March 12, 2012) 
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When Volvo administers the employee survey they create what they call an organization 
tree, which is based on how the organization in Umeå looks like and how the survey 
subsequently should be administered among the 2 000 employees. Lejon says that when 
they experience any technical problems with the administration of the survey, they receive 
support from the supplier since they hold the superior competence in those matters and that 
they have succeeded in solving if not all, but almost all related technical problems. The HR 
business partners have on the other hand been available to support the employees when is 
comes to questions regarding the content of the survey. The employees’ working hours and 
absenteeism can however problematize the administration of the survey. Lejon states that it 
is something that Volvo has to accept since they cannot influence the issue. One problem is 
that a few employees that are working four shifts are less likely to meet the manager since 
they only meet with the work team every third week. The manager may thus not be able to 
provide the employee with the link (of the survey) until three weeks later and at that time it 
may be only one week left until deadline of the survey. Lejon means that they try to avoid 
this issue by informing about the employee survey well ahead. They also do follow-ups 
each day during the process to learn how many that has completed the survey so far. If the 
process runs smoothly they do not take any actions, but if the process runs slow they take 
action and try to motivate the employees to participate in the survey. (Lejon, personal 
communication, March 12, 2012) Most of the employees at Volvo Trucks however work 
two shifts, which means that they meet with the manager every week. (Lejon, personal 
communication, May 16, 2012) 

5.2. Enkätfabriken’s experiences of employee survey administration 

As Enkätfabriken’s customers often differ in terms of company type, size, and workplace 
formation the company believes that there is a need for the employee surveys to be adjusted 
to each customer’s preferences and needs. Although Enkätfabriken has a number of 
template questions that usually constitute the basis of an outsourced survey they try not to 
have too many standardized questions. Instead, Enkätfabriken strives to provide tailored 
surveys to their customers. Sturesson says that if a customer chooses to outsource an 
employee survey to Enkätfabriken they still have the possibility to influence the entire 
survey process. The customer can together with Enkätfabriken ensure that all areas relevant 
to analyze are covered by the survey questions. A negative aspect of tailored employee 
surveys is that the results of the survey are not possible to compare to other companies’ 
results. Standardized questions are in contrast possible to compare with other companies’ 
results. Sturesson however explains that a comparison is not often relevant since companies 
are unique and function under different conditions. This is thus a reason to why 
Enkätfabriken has chosen to focus on providing tailored surveys instead of standardizing 
surveys. (Sturesson, personal communication, March 7, 2012) 

Sturesson describes the importance of using an external actor when a company conducts an 
employee survey. Sturesson means that it is vital for the employees to feel that they can 
express their opinions freely without any interference of the eyes of the managers. 
Enkätfabriken use a couple of methods to prevent interference, such as sending out the 
survey via e-mail or by mail. If an employee does not have access to an email account, 
Enkätfabriken sets up a temporary account that can be accessed from any computer by a 
code that in advance has been sent to the employee in a sealed envelope. Sturesson says 
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that anonymity is a critical factor to why an employee chooses to complete a survey. He 
means that if the employees are aware of that an external firm administrates the survey 
process, the employees are more inclined to provide honest and straightforward answers. 
Sturesson also highlights the importance of informing the employees of the upcoming 
employee survey and how they can participate anonymously. Enkätfabriken constitutes 
informative documents that are distributed to the employees in advance to ensure the 
participants full anonymity. (Sturesson, personal communication, March 7, 2012) 

Sturesson believes that it is important to have a rather extensive timespan when 
administering an employee survey. Enkätfabriken normally sets up a timespan of two 
weeks, which is usually enough time to gather the answers of the surveys. However, the 
end of the timespan should be adjusted in accordance with the customer’s preferences since 
it heavily depends on what is most suitable from the customer’s point of view. Sturesson 
means that an extensive timespan is necessary since employees can be on vacation or face a 
heavy workload during the timespan of the survey. Enkätfabriken has not experienced that 
employees’ varying working hours is an issue when administering and employee survey 
since most employees tend to find time to complete the survey. Sturesson however 
highlights the importance of privacy when undertaking a survey. He means that a survey 
that is completed in a room together with several other colleagues can affect the employees’ 
response in terms of honesty and straightforwardness. (Sturesson, personal communication, 
March 7, 2012) 

From previous experiences of problems related to the administration of an employee survey, 
Sturesson explains that it is important that Enkätfabriken and the customer agree on a clear 
structure of the survey process in order to avoid obstacles. Both parties should in an early 
stage of the planning process of the survey agree upon how the survey should be 
administered. Enkätfabriken must therefore have an open dialogue with the customer and 
continuously do follow-ups throughout the survey process. Sturesson means that having a 
solid preparatory work is the best way to prevent any surprises and to face possible 
challenges of the survey process. (Sturesson, personal communication, March 7, 2012) 

Sturesson explains that it is, to some extent, possible to measure the level of honesty in the 
answers of an employee survey through the use of control questions. However, the more 
questions that are included in the survey, the less inclined are the employees to provide 
honest answers to the surveys questions. People tend to answer by experience instead of 
carefully consider what they think. Sturesson believes that the best way to avoid this is to 
create a reasonable situation where the employees feel comfortable enough to answer 
honestly.  (Sturesson, personal communication, March 7, 2012) 

From the experience of Enkätfabriken, Sturesson says that the most efficient way to 
motivate employees in large companies is to properly inform the employees of the survey. 
This means that the customer must ensure to communicate the purpose as well as the 
follow-up actions of the survey before it takes place. Sturesson means that it is important 
that the employees understand how they and the future of the company can be affected by 
their participation in the survey. The customer must further highlight that the follow-up 
actions are based on the result of the employee survey since it may affect whether the 
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employees choose to participate or not. (Sturesson, personal communication, March 7, 
2012) 

5.3. Findings from LKAB 

We will now present the findings from the case study at LKAB. The findings are presented 
under four different themes: specific workplace conditions, previous experiences of 
employee surveys, thoughts about employee surveys and preferences of employee survey 
administration.  

5.3.1 Specific workplace conditions 

The interviewees express many motivators involved in their devotion to LKAB. Many 
interviewees think that LKAB is a secure employer. Annika means; it is a small likelihood 
that the company gives notes of dismissals. Hans says; it’s the best employer in the world, 
they care about the employees. To show that LKAB cares about their employees they 
provide them with all kinds of benefits, such as a good pay, good working hours, a gym 
card that opens the door to every gym in town and a dental insurance plan. Gustav explains: 
There are good conditions, a good pay, it is….eh, well, you can work out in town….there is 
a dental insurance plan and…the reward system is also important, there are loads of 
benefits. LKAB is simply a really good employer!  

There are also great opportunities to advance within LKAB. Many of the employees have 
switched jobs within the group during their employment since LKAB offers the employees 
a variety of possibilities, such as working abroad or change of career. How far you want to 
go is however only up to yourself, Malin explains; well, as long as you want to and are 
willing to take the initiative you will also have the opportunity. I mean that LKAB has an 
open mind towards…. your personal development…there are no limits! Björn also thinks 
that the company encourages the employees to change jobs, he states: For me it’s like…it’s 
first of all a great freedom to work here. You may start as a mechanic and end up as an 
executive manager! The company encourages you to change position, although they will 
not force you. Others become motivated by the challenges that come with a new job. Per 
says; I think it’s fun as long I will learn new things, I have always argued like that. It’s time 
to change job when I can manage everything. 

Many of the interviewees thus experience LKAB with its many professions as the only 
employer in Kiruna that can offer such great job opportunities within the same organization. 
Filip says; once you are employed by LKAB, you are less inclined to change employer. 
There are no such good employers around here; I believe that everyone can verify that. He 
continues to say; LKAB is almost a mirror image of the open labor market. Per also 
believes that the good job opportunities in Kiruna are limited to LKAB; aren’t there any 
available jobs here, there will not either be any jobs available elsewhere. That is also why 
you stay.  

There is however a negative aspect of the great opportunities to advance and switch jobs. 
Some managers can only increase their wages by changing jobs, which result in that the 
work routines changes constantly. Annika who is a mineworker has had five different 
production managers in five years. She tells us that they need to teach the new manager in 
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what they do each time there is a new manager appointed to her workplace. She says; when 
there is a new manager, he wants to make changes even though he does not know what we 
are doing. The new production manager Linda says that she would like to receive a 
document that states clear directives of what her job requires, a document that can prevent 
the situation where she is told what was required of her.  

The fellow colleagues are another reason to why it is motivating to work at LKAB. Most of 
the interviewees think they are surrounded by nice people at work. It also seems to be a 
good team spirit at the different workplaces where the colleagues help each other. Ingrid 
explains a situation where the team has completed a task successfully; after we have done a 
good job we often give each other high-fives, “yes we made it”. There are however mixed 
experiences when it comes to showing appreciation. Many of the interviewees have 
experienced that at some workplaces they only receive feedback when they do something 
that is out of order. Olof thinks that people must get better at appreciating each other since 
positive feedback leads to personal development. Viktor says that he receives feedback 
when things get out of order. He tells us: We need to prove that it is not our fault, which is 
rather annoying. What is the saying…you get more criticism than praise. I do however 
think that you also get appreciation when it [the operation] runs smoothly. Lisa experiences 
that there was a jargon at her previous workplace that did not allow appreciation. She 
explains: We never received any feedback when we did something good, only when we did 
something that wasn’t good. In contrast, Ingrid thinks that she receives appreciation by 
getting the chance to go into training and advance within the company; since he asked me 
[the manager] if I want to do these things [training], he must therefore appreciate the job I 
am doing and he sees that I want to advance…. 

The interviewees generally experience that 
their tasks are stimulating. Learning new 
things, having lots of things to do, meeting 
people and the variation of daily routines 
contributes to this feeling. Gustav explains 
that he looks forward to go to work when he 
wakes up in the morning, he says: […] it’s 
really the challenges, that there are people 
you like to be around, it just that good gut 
feeling. Fredrik explains that it is really 
important for him to be alert all the time 
when he is at work, if something happens 
with the production. Since many of the 
employees have switched jobs during their employment at LKAB, some have also 
experienced the different tasks involved in both a blue-collar worker’s and a white-collar 
worker’s workday. Adam tells us that he can plan his day according to his preferences as a 
white-collar worker. It was however different when he was a blue-collar worker; when I 
was a blue-collar worker I knew…when I was a charger, I knew what I was going to do, 
which can be good in the beginning…but in the long-term…it was therefore I wanted to 
switch [job]. He continues to say that he enjoys having the freedom to plan his day; […] I 
appreciate that I’m able to plan my work by myself.  Ingrid who works in the production 
explains that her tasks sometimes become repetitive. She has therefore apart from her 

Figure 8. Working in the mine 
Source: Alm, F., 2012a 



 49  

regular tasks become a safety representative, which adds stimulation to her daily tasks. 
Ingrid explains; I get that little extra that I need…since…I don’t feel that cleansing 
contributes that much to my personal development […]. Some white-collar workers 
however explain that there are sometimes too much paper work involved in their tasks, 
although it does not matter that much in the big picture since they generally experience that 
their tasks are stimulating.  

Many of the interviewees talk about an urge, a willingness to do a good job and the sense of 
feeling needed. Many interviewees explain that they feel satisfied when others think that 
they are doing a good job, Malin says; Well, I have an urge to do a good job, I want to have 
time to prepare myself if I’m about to shoulder a task and want to have time with a follow-
up as well, to make my customers satisfied. Lisa adds to the same line of thought; Ehm, well 
I have rather high expectations on myself to do a good job since I want people around me 
to be pleased. […] I want positive response, above all. Viktor however talks about 
responsibility; Well, responsibility…that is…that’s one of the biggest reasons to why I get 
engaged […] Being innovative and being able to make your voice heard, change things that 
are bad. Amanda talks about contribution; to see the there is a result and to feel that you 
are requested and that you can contribute. The challenges that come with LKAB’s 
prosperity also motivates the interviewees to do a good job, Gustav says; […] So there are 
big challenges, which drives me. Ingrid explains it in a bigger picture; we contribute to 
Sweden with lots of money…and that feels like…it also feels cool! […] The company is 
dependent on that I do a good job. Well, I feel needed.  

All the interviewees think that being able to influence their work situation is of significant 
importance since it contributes to the work motivation. Many of the interviewees also think 
that it is important to make their own decisions. Malin explains that she would feel less 
stimulated if she was not able to influence her work situation whereas Viktor says; Well, 
it’s crucial. Annika however thinks that there is a negative aspect of having too much 
freedom in the mine, she explains: We barely see our manager. It is not that often. We need 
to find him ourselves […] It is a disadvantage that we rarely receive help when we need it. 
Others do however have better contact with their manager, Felicia explains; I believe that 
you receive response in the most you want to address. Of course, that may not be the reality 
in all places, although you generally hear that it is like that in most places. 

Many of the interviewees believe that they also receive support from management in 
influencing their work situation. Filip explains: When you are able to explain, gain 
approval for and motivate for that sake, and if you receive support by the management, 
there will be opportunities. Ingrid, who works in refining however argues that the 
organizational hierarchy sometimes constrains her opportunity to influence since some 
decisions require much bureaucracy. She means that some decisions should be taken on 
levels that are closer to the operational activities in order to generate results more quickly, 
such as issues that concern the working environment. 

There are several different forums at LKAB where the interviewees have a possibility to 
influence. The types of forum however vary among the different workplaces. Most of the 
interviewees feel rather secure in having a conversation with their manager. Viktor says as 
a response to the question of whether he is fine with expressing his opinions straight to the 
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manager; Sure, I have never been afraid of taking a fight. Fredrik tells us that there is only 
one forum where he can communicate his opinions; Well that is to talk with the manager of 
the refining plant, it’s the only way. Others that work in the mine and in the refining also 
mention forums such as weekly work team meetings, improvement groups, smaller surveys 
at the specific workplace, documentation of risks and abnormalities.  

However, it does not seem like that there are the same possibilities at all workplaces. 
Annika tells us that the employees are supposed to have yearly performance reviews with 
their managers, although that this is something that rarely happens. Annika says that she 
has had five different managers during her employment at LKAB, however none of them 
has ever invited her to a performance review meeting. Annika explains; I have never 
attended a performance review meeting with my manager[…] there are so many things you 
want to do in order to develop as an employee, such as taking certain courses. But it does 
not to help to only mention this to your manager. Annika tells us that the response she has 
received to her question of taking courses is “Yeah, I will look into that!” […] If you fill out 
a survey instead, which someone then has to file, maybe something will actually happen? 
[…] Performance reviews should be mandatory! 

There are also less formal places where you are able to make your voice heard, Linda says; 
Down there where I sit, the coffee room is the best place for communicating. That is where 
everybody meets, there you get a good contact with people and where almost any problem 
can be solved. Around the coffee table, that is where it all happens! Björn says; what we 
need to change is done during the coffee breaks, this is what changes our everyday working 
life. Many of the interviewees that are white-collar workers often work closer to the 
decision-makers, Amanda explains; In my case, I don’t know…we are a rather small group, 
we work closely to the Group Executive Board…the director of human resources is the boss 
of my boss and we thus have a rather short way of communication…I think that it is a 
rather short way to the decision-making at our departmental meetings with our work team.  

5.3.2 Previous experiences of employee surveys 

The previous experiences of employee surveys vary a lot among the interviewees. The 
experiences vary both in terms of how many employee surveys at LKAB the interviewees 
have participated in, but also whether the experiences were positive or negative. Some 
interviewees that have worked at LKAB for over five years have not participated in a single 
survey, whilst some employees who have not been employed for more than three years 
have participated in a significantly higher number of surveys.  

Some interviewees are not sure if they ever have participated in a survey or not. Filip says; 
yeah… I am not sure, maybe how… I do not believe that we ever used employee surveys. 
Per adds by telling us that he does not have that much experience of employee surveys; not 
so much, unfortunately…but I have been away from the company during some time. Back in 
the days, those things did not exist. Olof adds by stating; […] we do not have that many 
surveys. Some of the interviewees have never participated in an employee survey at LKAB. 
Annika tells us; I have never experienced any employee surveys here at LKAB. Felicia 
explains that she has not either had any experiences from previous employee surveys; 
Nothing… Nope, I do not have any. This is my first! In contrast, Malin explains that she 
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participated in an employee survey not long ago; I can tell you that we had an employee 
survey quite recently, I am not sure if you have seen it? It concerned our new company 
brand. According to Ingrid, it is the managers’ responsibility to order different types of 
employee surveys for the work team. Ingrid, however believes that this is something that is 
easily forgotten because of the high turnover of the managers. She says; we did not have 
those things very often before […] it is a bit strange since I am now working my fifth year 
here. I am guessing that it is easy that these matters tend to be forgotten, especially when 
the manager often is replaced.   

In contrast, other interviewees have participated in a few employee surveys. Viktor explains; 
[…] Ehm, there have at least been four, four to five. During the last year…yes, it has been 
within the workgroup, but we have focused a lot on increasing the employee satisfaction 
index in the workgroup, there has been some discomfort and things like that in the group 
[…] so then you have been working with improving the atmosphere in the group. Some 
interviewees have over the years participated in a lower number of employee surveys. 
Fredrik talks about his experiences of employee surveys at LKAB; […] Yeah, that you have 
not responded to them… that is about it […] they pop up as a link, which you cannot open, 
and then you just don’t care about it. However, he still has participated in a few; Yeah, 
maybe two. Amanda adds; Ehm, yeah… I do not know really, maybe two or three. Gustav 
says that during the years as an employee at LKAB he has participated in a few large 
employee surveys; we have also done a number of these larger ones, sometime in the 
beginning of the 90s, and there was one in the beginning of the 21th century that… the 
LKAB had. But it is like a perishable… you cannot wait for these really large ones that 
concern the whole company, it is better to have one each year like we have.  

Some of the interviewees have had some positive experiences of employee surveys. For 
Ingrid, the participation in a previous survey will hopefully contribute in terms of 
departmental improvement or change. Ingrid explains; I believe that a thing like that can be 
very good. We completed one of those that concerned the level of satisfaction […] I have 
not seen the result yet, but I think they will present it for us soon. For us, right now, I think 
it is really good since a lot of questions will appear. Positive experiences often seem to be 
related to that there have been clear directions and good structure throughout the survey 
process. Olof explains; there was one from the federation of labor unions yesterday. It was 
clearly stated of how the survey would be presented, how long time it was going to take and 
so forth […] three minutes to fill out and it would be presented in the next manager 
magazine. Hans also has positive experiences from a smaller survey that took place in his 
work team; […] that concerned safety work and similar things, not one of those large ones. 
This one was more addressed to our work team […] that one was good […] We were able 
to take part of the result and act upon it […] But I believe this was the first time you got the 
follow-up actions immediately. Yeah, it was good!  

Approximately one and a half year ago, LKAB conducted a comprehensive employee 
survey that was supposed to engage all employees of the company. The survey was 
outsourced to an external firm that specializes on employee surveys. The purpose of the 
survey was to learn how the employees perceived LKAB as a brand. Computer stations 
with web-based surveys were arranged outside the staff canteen and other similar places, 
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where the employees could complete the survey. Based on the participating employees’ 
answers three watchwords were coined, Commitment (Engagerad), Innovation 
(Nytänkande) and Responsibility (Ansvar), (ENA) which now function as the core values 
of LKAB. 

Some of the interviewees refer to their experiences of the ENA-survey. They believe that 
the purpose and administration of the survey have not been well communicated or in fact, 
wrongly communicated. Amanda expresses her thoughts of how relevant it is to receive the 
right information. She refers to her experience of the ENA-survey; the key is that people 
are informed of what shall be done. One example is when there were surveys regarding the 
company brand … the employees in production perceived the administration of the survey 
to be rather childish […] there was a land hockey-board game and some computers where 
you were supposed to answers some questions […] But what does that land hockey-board 
game do here at LKAB? The situation became a bit twisted […] It was more like, ehm […] 
yeah, answer something funny to these questions, because here at LKAB they think we 
should play around. I do not think that the survey provided a very good result. I believe that 
many people gave a serious answer, but many thought… yeah, lets play some land hockey 
and answer some questions! In contrast, Adam was not even aware of the ENA-survey; 
yeah, if you put them there, only outside the staff canteen you will miss a lot […] I don’t eat 
there very often, usually I bring my own food. The staff canteen is not a suitable place. 
Most people who eat there come from the offices […] then, it will be a bit misleading, since 
it mostly will be employee from the offices.  

Amanda then tells us that when the results of the survey were presented as the ENA-values, 
the employees did not understand that they had participated in a survey designed for this 
purpose. Amanda explains, […] but you have participated in an employee survey regarding 
this. Then, many said – “oh, was it that one” […] Yes, but there were stations where you 
could participate. “Nope, that I do not remember.” But there were land hockey-board 
games. “Oh, ok that one” […] “I do not even remember what I answered”[…]. For Bengt, 
the ENA-survey did not make a strong impression. He explains; it didn’t bring me very 
much really, it resulted in a new brand, a slogan and some letters. For us [employees] it 
did not bring in any value […] Yeah, affected more externally. Olof thinks that the time 
between the actual completion of the survey and the presentation of results has been too 
long; nobody got the result from the ENA-survey until one and half a year later. 

Many interviewees that express that they have had negative experiences of previous 
employee surveys at LKAB believe that the lack of communicating the results and the plan 
of action was a determining factor to those bad experiences. Filip explains that his 
experiences of employee surveys are rather bad; If you undertook surveys for the reason 
that it would generate something, something new […] I have not noticed any large… the 
changes never took place. Fredrik says that he is not even aware if something happens after 
he has participated in an employee survey, he explains; No, I do not really know if there are 
any follow-up actions taken […] Yeah, it is bad… that you do not do anything about it. For 
Hans, the negative feelings toward employee surveys are due to his participation in a large 
study during his first years as an employee at LKAB. He says; Yeah, it did not bring me 
that much. Since they did not give you any summary of the result of the survey. Lisa adds by 
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stating; Nope, I have never received any results from an employee survey. The level of 
negligence toward employee surveys is rather high as Viktor describes it; Yeah, I don’t 
know […] the attitudes toward surveys are rather nonchalant […] Yeah, it is not taken 
seriously, really […] hmmm, people does not believe that it is going to work. From previous 
experiences of company surveys at LKAB, one of the interviewees tells us that the few 
times the employees have been notified of the follow-up actions they have not noticed any 
improvement of changes for those who work in production. Gustav explains how this 
affects him and his colleagues; […] it makes you lose the credibility for the whole survey 
[…] if LKAB wants to feel the pulse on their entire workforce they must make sure that they 
have the proper time and resources to do that. 

The results from the previous surveys have not been presented in a way that clearly speaks 
to everyone. Managers have sometimes not understood how to interpret the charts and 
tables of the result, which means that they have not been able to communicate it to the 
employees. Gustav tells us which difficulties he experienced; […] you were supposed to sit 
and present thirty copies of transparent pictures for people who were not used to see things 
like that. So, after the second or third picture their minds started to focus on something else. 
Nope, it [the result] was not adjusted for the crowd. Then, the manager became sort of left 
by himself. He was supposed to take care of it, but he did not really know what to take care 
of. Adam says that he did not even experience any progress after the management received 
the result from a previous employee survey; we have had something similar like this before. 
I was working below ground at that time, and I can say that the staff management was 
heavily criticized, they were completely chocked over the result […] and then it was like, we 
have to do something about this, but nothing happened. They just continued on the same 
track afterwards, so the survey did not fill any purpose at all. If we had any ideas, they 
never listened to us […] it felt like you were ignored all the time.  

Since the interviewees experience that the follow-ups of the employee surveys have not 
been properly communicated, the motivation of participating in an upcoming employee 
survey decreases. Filip expresses his decrease of motivation; these expensive things that 
you have done during the passing of the years, every time it makes it more difficult to carry 
out a new one. Once again, what is this? You do an extensive work, but at the same time it 
does not generate anything. The negative tone that the interviewees have towards employee 
surveys at LKAB might also be difficult to overcome as Amanda expresses; […] and I do 
believe that there are many duty-bound employees who always will answer and some who 
never will answer. Those who never answer will never start answering either. Since it goes 
out to everybody […] “bah, I do not care about these things” It is sort of like always the 
same little group who answer every time. 

During a period of time, LKAB sought to gather the employees’ opinions by letting them 
answer questions at the company Intranet – the Inside. Olof explains; we had something 
like that on the Inside for a while, one specific question that they wanted to find an answer 
to. Then you could mark yes, no, do not know […] Small, short and quick that you would 
get feedback right away. Immediate charts so that you would find out what the LKAB 
employees think. […] But then it is important to choose the right type of questions. I believe 
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they disappeared since some silly questions were asked, which made people react. “Do the 
employees really feel this way?” I think it concerned some matter of equality […].   

Some of the interviewees do not have a positive attitude towards hiring an external firm to 
conduct employee surveys at LKAB. Hans says; it sort of goes in cycles, it depends on 
which company they have outsourced the service to. We joke around about it and say that – 
“now you can tell that they have changed the PR-company, since they sent out three 
surveys in two months and then it is was completely dead for a year”. On the question if it 
is possible to tell when LKAB hires an external partner to administer employee surveys 
Hans answers; Yeah, you can tell, you can tell by the structure […] is it not possible to hire 
people who can work continuously with this? […] I believe that you should care more for 
your employees. Björn adds by saying; So, during the next meeting there is some other type 
of survey, we have then bought a service from some other institute that conduct another 
type of survey.  

The interviewees have in some cases participated in surveys even though they did not like 
the structure of it. As in Hans case; I have completed those, I have not completed that many, 
but those that I have done so far have been way to deeply rooted and large. No, I do not 
think it is supposed to take an hour to complete an employee survey, since my brain loses 
focus after two minutes. Hans continues with the effects of this […] Then you just sit there 
and put down some crosses as quickly as possible so you can leave […] and that is not the 
intention of the survey. One issue that has been experienced during previous employee 
surveys is that employees have had difficulties to ensure that they have interpreted the 
survey questions in the right way. As people interpret things differently Gustav highlights 
the fact that survey questions must clearly state what they imply; […] there are not only the 
refining workers who have to understand the questions […] they must make sure that all the 
different departments can understand the surveys questions in the same way… different 
departments have different languages. 

5.3.3. Thoughts about employee surveys 

Many of the interviewees reflect over the concept of employee surveys. The question of 
how the interviewees’ participation in an employee survey directly can benefit their 
situation becomes important. Some interviewees find it crucial to receive a sense of that 
they are actively contributing to the development of the organization. Filip says; Yeah, but 
everybody contributes, all employees are supposed to feel that by contributing with 
something small, they contribute to the big picture. Hans expresses why he believes it is 
important to participate in an employee survey; by devoting an hour of my life or whatever I 
am now doing, I hope that it will give me something in return. For Ingrid, a chance of 
contributing to the company is easier through a survey; it is a chance for me to put down 
my thoughts in words. Malin adds by explaining why an employee survey is an important 
tool for management; consequently, a survey provides the management with tools and an 
insight of what the employees find important. Amanda tells us why she chooses to 
participate; when someone sends out a question, they actually want to know something! 
Björn feels that it is his obligation to participate when a survey is sent out. He explains; […] 
the thing is that if my employer wishes to have an answer to a question, it doesn’t matter 
what I as a subordinate think of it… I fill out the survey, as carefully as I can! Adam 
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further explains that by using employee surveys, managers might find opinions of their 
workforce that up until then has been unknown; […] you do not really know what your 
workforce think […] but then it could be like… “Oh, this is how they perceive me as a 
manager or a certain situation”. Some interviewees believe that employee surveys provide 
a sense of that the employer cares and wishes to understand the employees of the company. 
Lisa tells us; Yes, I believe it is positive […] and it is nice, nice to know that someone cares 
[…] instead of just letting it pass by.  

Many of the interviewees’ opinions highlight the importance of the purpose of the survey. 
The interviewees express that they wish to be fully aware of why the company conducts the 
survey, what the current situation at LKAB looks like and how the result of the survey can 
contribute to an improvement or change of the current situation. Filip explains; what is it 
that they are looking for with this survey? […] It is only then it becomes interesting to be 
serious […] it has to generate some improvements and the goal of the survey should be 
clear. Olof believes that the communication of the purpose is the most vital factor for 
employee surveys; the follow-up should be quick, you cannot let people wait for the 
result… yet, the purpose it the most important! For some employees the purpose is of less 
importance. However, Amanda explains that her answers can be more explicit if she fully 
understands the purpose; regardless of the purpose I participate in a company survey […] 
But if the purpose is clearly stated I understand what they are asking for and can adjust my 
answers accordingly. 

Most of the interviewees agree on that employee surveys, as a communication tool is 
important both for them and for the company. However, if the result and the follow-up 
actions of the survey are not properly communicated, the survey is considered to be 
completely pointless. Malin expresses her feelings; I believe that employee surveys are very 
important […] but they are completely useless if you don’t do anything about the result […] 
you can do as many surveys as you like, but if the employees believe that no follow-up 
actions are taken […] eventually you will stop responding to the surveys. Annika adds by 
saying; if you do not get the result you will not fill out the survey next time. I believe that 
this is the reason to why the participation level is so low… because people do not know 
what the result of the survey was. Bengt agrees; the result, it is so important! However, it’s 
something that always has malfunctioned at LKAB […] most of the time it just ends up in 
the trash, everyone knows that! It consequently creates annoyance and repulsion to 
undertake another survey. Linda believes that properly communicated results will increase 
the credibility of the survey; when the employees in a workgroup notice that the results of a 
survey is taken seriously, it creates a sense of trust and security in the work group […] I 
don’t believe that it is possible to achieve the same thing by just sending out a report of the 
results from the survey. Adam explains why it is vital to take part of the employee survey 
result; because it’s like… you get a receipt of what is really going on at the workplace. 

Some of the interviewees give their opinions on what purpose an employee survey should 
have. Most of the opinions concern issues on departmental level, but also problems that the 
interviewees experience as present areas of concern. Malin tells us that there is a high 
turnover of the production managers, which has caused problem for their subordinate 
workers as well for the production managers themselves. She suggest that LKAB asks 
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about the production managers; […] “What do your [the production managers’] situation 
look like, what type of tools do you need?” […] and ask the rest of the workers, “What do 
your mangers lack?” Because I really think that a lot of support must be provided in this 
matter.  

What is common for many of the discussions is that the survey should be designed and 
intended for department level, rather than for the LKAB as a whole unit. The participants 
experience that it is easier to relate to problems on departmental level. They thus believe 
that it is more relevant for them to participate in a survey designed for a specific department. 
Filip argues that the survey should address topics that already are widely discussed; I 
believe that the survey should concern a relevant present problem, where much discussion 
regarding this has already taken place. Per shares this view and tells us; I find that 
problems between employees become more common, we have had those types of problems 
[…] these are the types of questions that would be good to highlight. Amanda finds it easier 
to relate to problems on a department level, she explains; Yeah, I feel that my participation 
would weigh heavier if it only concerns my workforce, and questions exclusively regarding 
my workforce. A couple of the interviewees elaborate on the point of participating in an 
employee survey that addresses the entire workforce of LKAB, Olof explains; if you ask 4 
000 employees of their opinion most of them will think, “So, what will my answer add to the 
big picture?” He continues to say; do you get a better result if 50, 100 or 200 people 
participate in the survey? […] Why do you carry out surveys to everyone in the company? 
Ingrid shares the same opinion; […] you can never reach the entire workforce with an 
employee survey, it is just impossible. 

Another topic that is given a lot of attention during the interviews concerns the feeling of 
being able to freely express yourself and the possibility to be anonymous. Per explains that 
it is not always beneficial to have a close relationship with the manager when it comes to 
expressing feelings or thoughts; sometimes, if you have a close relationship with the boss it 
becomes even more difficult […] then it would be good if you could participate 
anonymously. Adam explains that the workforce has weekly meetings and that all 
employees are not equally comfortable in expressing their opinions in that type of forum. 
He believes that an employee survey can be a good tool to use in order to pick up the 
thoughts of the employees that are more of a silent nature; […] we have weekly meetings 
[…] but then you always sit in a group, everyone does not want to give their opinion. […] 
The people who are silent during the meetings might be more comfortable in expressing 
their standpoint if they can be anonymous. Gustav claims that when discussing questions in 
a larger group it is inevitable that some people will be quiet; then these surveys will come at 
hand. Ingrid also describes it; someone who rarely talks during meetings can still have 
observed a problem that is not obvious to the rest of the group. For Fredrik, anonymity is 
vital; […] being anonymous, that is the best part of an employee survey, then people 
actually express what is on their mind.  

5.3.4 Preferences of employee survey administration 

There are mixed feelings among the interviewees when it comes to preferences of 
completing an employee survey through the use of a computer or through the use of paper 
and pencil. Many of the interviewees believe that the computer is better, Per says; 
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Computer, I think…it’s easier. Nowadays you only work with the computer. Annika argues 
that a paper and pencil survey requires additional work; […] if you should complete it by 
hand you must also often send it by mail and you may not walk by a mailbox, it adds an 
extra effort. Viktor argues that it is easier to be anonymous in a web-based employee 
survey since it does not require the respondent to write his or her name on it, he 
demonstrates a previous experience of a survey that was completed by paper and pencil; 
Instead of, at one point when you have received a survey – how satisfied are you? And 
there are questions about the manager and questions about everything. The manager gives 
it to you and then you are supposed to hand it back to the manager…hehe, “he doesn’t like 
me” hehe…”we put it there”. Gustav argues that the use of a computer when completing an 
employee survey would be the best alternative since the employees are getting more 
experienced in using a computer as they complete several interactive trainings. Hans thinks 
that a web-based survey facilitates the administration since it does not require the same 
amount of paper work.  

Björn however states that he prefers to use the computer only if the survey is easy to access; 
I’ll do it on the computer if it is a accessible and perceivable web page, where you don’t 
have to right click and then double click three times…if it’s okay to only complete it and 
send it away, then it’s okay. Lisa seems to be rather flexible although she tells us about an 
experience from a previous survey; it’s simple, although it may be problematic to log in 
which results in that many may forget, think that they will do it later. It’s faster when 
getting a paper and you do it! As previously, a month ago we all sat down and had some 
coffee. We got the paper and you completed it of course, it doesn’t take that many seconds.  

Others believe that a survey is better to complete with the use of paper and pencil. Linda 
explains that she is not that keen of computers. She adds however that the use of paper and 
pencil has a worse affect on the environment. She also argues that everyone at LKAB may 
not even use their e-mail, she says; there are elderly ones that may not ever have touched a 
computer. It’s something that must be considered. Fredrik thinks that a web-based survey is 
easier to access although he does not believe that he can be anonymous when completing 
an employee survey through the use of a computer. He says; […] it’s easier to believe that 
it is anonymous when completing it by paper than by the use of a computer. Adam and Olof 
argue that a paper and pencil survey is preferable in the sense of letting the respondent 
being flexible in where the person decides to sit when completing it. Olof says; Computer 
is always easy. Paper is always easy since you can complete it in different places…then you 
can complete it on the train or when I go home. Or when I go to the bathroom. Adam 
believes that a paper and pencil survey is more suitable for the employees that work at the 
terminal; […] eh, they are six in each shiftwork team and there are two computers. Well, 
they don’t even have, then they have to log in on their user and one will start and then 
another and so forth, well it’s easy to complete it on a paper.   

Different workplaces thus seem to hold different conditions when it comes to the access of 
computers. Per claims that everyone at LKAB has access to a computer. Linda however 
argues that more than a half of the workforce does not have access to a computer; […] you 
will miss a lot. You may want to…or that they can sit together for an hour or something, 
answer those…I don’t believe that they answer as frequently as us white-collar workers 
that sit by the computer everyday. People get scared “they will be able to see who is 
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answering…”. Adam tells us about the conditions at his former workplace at LKAB; […] 
we had one computer on…how many were we…seven men, or seven persons. Hans says 
that on his workplace there are computers at the office and that there are computer rooms 
where you may sit privately. Ingrid tells us about the conditions at her workplace; we share 
computers since…we are 45 [people] I think. Eh, something like that…we have a few 
[computers] that we share. She also tells us that there is a room for the computer, where she 
will be able to sit privately. Bengt gives us a picture of his workplace; there is a 50/50 
chance that you can sit privately or that someone is standing by your shoulder. The 
interviewees that have their own offices also have their own computer, Filip explains; […] 
you can do it on your computer in your office.  

The interviewees also express different opinions that concern the distribution of an 
employee survey. Most of the interviewees prefer to sit privately by themselves when 
completing a survey. Hans explains; Well, I’m one of those that want to sit privately in a 
quiet room if I’m about to think it through…otherwise, especially if I’m about to write 
something, develop my answers and so forth…then I can’t sit in a noisy place. Annika tells 
us about her experience of sitting in a group when completing a survey; you will see what 
others write when you sit next to each other […] you shouldn’t sit in a group since you will 
not stay there by yourself and complete it. The others will have to sit there and wait […] It’s 
not like you complete it and go home, all leave at the same time. You don’t want to be the 
person that takes up others’ free time. Amanda also wants to sit by herself, she means that 
there is a risk that someone looks over her shoulder and thus makes her stress through the 
survey if she chooses to complete it in the coffee room or on the work team’s shared 
computer. Fredrik however prefers to sit in a group when he completes the survey since it 
protects his identity, he says; the best is to sit in a group since all papers get mixed, that is 
absolutely the best. He does however hesitate whether it will affect his anonymity anyway; 
well, it depends on if everyone puts it in the mailbox without it is getting emptied […] but 
could I rely on that? Felicia does not see any problems with sitting in a room with others 
when completing a survey; I don’t see why you would feel insecure. Bengt suggests that an 
employee survey could be distributed during a workplace meeting; it’s rather easy, you sit 
there by yourself and you have the time to complete it.  

Hans however thinks that it is difficult to gather everyone to complete an employee survey. 
He says it is better to tell everyone that the survey must be completed on the computer 
during a certain week when there is time. Adam also talks about planning; […] it’s 
important to…to allot time for…at the terminal for example where you have trains to catch 
and where it’s not possible to like “well, I’ll wander away now and do this”…you must 
plan for it […] it’s difficult to plan for it. […] Well, if you plan ahead that “you’ll do it next 
Wednesday” and then you go and do it. Then I reckon that you will be able to sit privately 
without being stressed […]. Gustav thinks it is more suitable that the employees complete 
the employee survey when they have the time. He explains that there are neither any 
specific lunch breaks nor any coffee breaks in the production; they call it lunch pause, 
which means that you eat when you have time. They can take their pause and complete it, 
which means that everyone doesn’t need to sit all together at the same time. Hans argues 
that the survey should be divided in 4 smaller parts that the employees complete during 
four days, one for each day. He says that it may be preferable to complete them at home 
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instead of just receiving it on the job e-mail. Linda suggests that LKAB place out boxes in 
each Manskapshus (the office buildings at the plant in Kiruna) where the completed 
surveys can be submitted. 

Malin says that she will not be able to answer an employee survey honestly if she is 
stressed. She neither thinks that a survey should be completed if she is angry for any reason 
nor if she is excited, since her mood may bias her answers. Adam talks about anonymity; 
there are probably many that get scared of having to write down their name. In that case 
you may not really be honest […]. Viktor thinks that the only time he would not answer an 
employee survey honestly is if he was required to submit the survey to his manager, even 
though Viktor is not scared of expressing his opinions in front of him. He explains; we all 
have rights and obligations….you can’t be scared of expressing your opinions. Others have 
no problem to honestly answer an employee survey as long as they can sit by themselves; 
Gustav says that he would be able to answer an employee survey honestly under any 
conditions, although he would prefer to sit by himself.  

Lisa thinks that how an employee survey is introduced will affect whether she answers the 
questions honestly or not; instead of throwing the pile on the table, well it’s not like “Gosh, 
we will do this because it is important”. It often says on the paper “this is because of bla 
bla bla” although you never hear anyone that says, “we will do an employee survey 
because of…” What you hear is “well, we are obliged to complete this survey that concerns 
our managers and what we think about them”…and they throw the pile on the table. She 
thinks that employees would be willing to spend more time on the survey if the mangers 
introduce it as something important. She also argues that she would complete the survey 
with care if the survey states the anticipated action plan, since it means that something will 
happen. Bengt also explains that the purpose must be clearly communicated in an employee 
survey; […] it’s crucial! It’s classic, historically…you have received a paper but you are 
not aware of what it is all about, the level of engagement is zero. You just want to get it 
over with! […] And they [LKAB] have strange enough failed on that point each time. Olof 
also thinks that it is important that the survey is communicated properly, in order to attract 
people to complete it; it’s not always a good idea to distribute it by e-mail. You receive 
approximately 200 e-mails every week; it will just be considered as another e-mail […] Not 
another e-mail! Give us something new! Adam also criticizes his previous experiences of 
how surveys have been communicated; Just don’t give us another product to put in the 
trash, we have had too many of them! 

There are different opinions among the interviewees that concern the time span of an 
employee survey. Most however argue that the employee survey should not be available too 
long since there is a risk that the employees forget about it. Annika thinks that the time 
span should be rather short since it is more likely that the survey gets completed straight 
away; 4-5 days is probably enough. It depends on how many questions there are, although 
I don’t have the time to sit by the computer everyday. […] One week maximum. Malin and 
Lisa say that they need two weeks to complete a survey. Both Filip and Per suggest one 
month time span of an employee survey, Per says; One month. I know it by experience; you 
need to go through all e-mails. It’s usually there for a month until you have went through 
everything. Viktor says it depends on how big the employee survey is. He would try to 
complete it straight away once he receives it, although there must be enough time for it; 
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Sometimes I have an extensive amount of work and then I won’t be able, I can’t just wonder 
away and start messing with a piece of paper. I would have laughed at it…I would have 
laughed at the person who asked if I wanted to participate.  

Amanda thinks that is important to have enough time to complete an employee survey, she 
also considers the employees that work in shift; It should be available for a rather long 
time, but not a month as you may think “I’ll do it later”. One to two weeks, but when 
considering the blue-collar workers that are often off work for seven days straight it’s good 
that it is available more than one week, thus two weeks, but not longer than that. Gustav 
believes that the time span must cover one shift cycle, which equals five weeks. Gustav 
himself would however be able to complete it straight away once he receives it; daytime 
workers are easier, but shift workers are a bit difficult to consider. But I guess there will 
not be any problem with five to six weeks. Hans says that one week will be enough time for 
him to complete an employee survey although he thinks that the shift workers would 
require a time span of six weeks because of their working hours. Ingrid thinks that the 
survey should be available in at least three weeks although it should not be available for too 
long since people may forget to complete. Felicia also needs three weeks to complete an 
employee survey. Linda first states that a two weeks time span will be enough, although she 
changes her mind when she thinks about the employees that work shift; you may have to 
increase the time span to three weeks. Fredrik says that he would be able to complete it 
straight away once he receives it.  

Some interviewees wish that LKAB send out reminders of completing the survey. Ingrid 
says; I believe that I would need to receive a reminder, say…after ten days […]. Hans also 
thinks that reminders will make people less likely to say that they forget about completing 
the survey. Gustav suggests that the line managers can be notified of how many of the 
employees that have completed the survey in order to remind the employees that has 
forgotten to complete it. He says; […] I know it by experience, you put a flag in outlook and 
one month later you see the flag and realize that you should have done it weeks ago.  

Filip believes that it is difficult to get through to all employees in a survey since it is 
difficult to formulate questions in a survey that relates to feelings. He argues that it is 
important to have a dialogue with the employees in order to receive a deeper understanding. 
Adam argues that some employees may experience that it is difficult to express their 
thoughts in a written form, he says; you can combine them and conduct an employee survey 
with a questionnaire, but also that you sit down and talk, like now. 

Some of the interviewees think that the questions in an employee survey cannot address all 
different workplaces at LKAB. Hans says; a driller that works 1 000 meter below ground 
does not have the same questions that they have in the offices or like I have, it’s a huge 
difference. Adam however believes that there are similarities between some workplaces; we 
are doing the same things, although some are below ground and some are above ground, 
we have the same type of problems […]. Olof suggests that LKAB can arrange a portal 
where the surveys can be found and that the surveys address different workplaces; and you 
will need an authorization to be able to answer, everyone can’t answer. […] There are 
questions that I can relate to!  Amanda also thinks that it is important that the survey 
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addresses different groups within LKAB. She argues that this method will increase the 
response frequency since people feel special when being selected to participate. 

Some of the interviewees also express their opinions that concern how long time it should 
take to complete an employee survey. Olof does not think that a survey should require 15 
minutes to half an hour of his time; ouch, it should be three minutes questions. Amanda 
states that a survey should not include 45 questions; then you loose your focus quite fast, so 
it’s rather important that it is brief with approximately 10-15 questions. 

The interviewees suggest how the result of an employee survey should be communicated. 
Most of the interviewees think that the result of an employee survey should be 
communicated personally, Malin says; you can’t ask those follow-up questions if it is 
demonstrated in a document. She believes that the discussion is necessary. Adam also 
believes that a presentation is the most suitable way of communicating a result of an 
employee survey; everyone wouldn’t reed it if it was sent by e-mail […]. Well, a common 
presentation and then, depending on what the results are…you may…either involve the 
whole group or only those affected by it. He continues to say that he prefers the individuals 
that are responsible for the employee survey to also present the result. He further suggests 
that it may be possible to select a few work group representatives that together with 
management can develop an action plan; you may want to select some individuals that you 
trust. Gustav argues that the result must be communicated separately to each individual 
workplace; the closer you can get and not consider entire LKAB, instead production 
workers, service workers and so forth. It’s important to separate the different sections. 
Linda, Felicia and Ingrid prefer to hold a meeting at the workplace where they can discuss 
the results, Linda says; you can solve misunderstandings in that way, something like 
that...not only to receive it by e-mail, that you have a dialogue. She does not think that the 
results should be demonstrated in an advance form; just a chart that you can talk about, 
that’s best.  

Others believe that the results should be communicated on the Web, Annika suggests; hmm, 
we got the Inside [the Intranet]. Why can’t you post it there, everyone accesses it. Amanda 
and Bengt suggest that the result of an employee survey may be presented in the different 
forums of information at LKAB, such as on the Inside or in the weekly internal newspaper. 
The weekly internal newspaper is a small folder that is provided to each workplace every 
month at LKAB. Bengt says that the folder is available almost everywhere at LKAB; it’s in 
the canteen, it’s everywhere. Amanda prefers receiving an article that first explains that 
there will be an employee survey and the purpose of it, which is followed by another article 
that shows the results of the survey and the related action plans, although she prefers 
receiving information in web-based forums; the information that comes in the form of a 
hard copy is often put aside until you go through the pile and realize that it is too late. You 
keep yourself updated on the computer! Olof also believes that the Inside is a suitable 
forum to post the results; it’s one alternative. Some things may be better to send out by 
Notes, Power Point or to present it for the management. He gives us an example of how it 
could be presented; “we have done an employee survey, this is the result, these are the 
measures and this is how we argue”. 
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Viktor however prefers the results of an employee survey to be demonstrated through the 
easiest form of presentation; on a paper, well a table that shows…as it has been presented 
previously…there is a table that shows “that many said this and that many said that”. Hans 
says that he would like to have the results presented personally by someone that is 
responsible for the survey, preferably in a written document. Björn argues that he does not 
prefer to employ any external actors when it comes to the survey process; I prefer that our 
employees administer the survey, like the survey that the health care provides, they are our 
employees…we are many, we got resources! Employing firms from southern Sweden, it’s 
better that we do it ourselves! 
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6. Analysis and discussion 

The analysis and discussion is based on the findings from the case study at LKAB, although 
we also include some aspects that we found interesting from the interviews with Volvo 
Trucks and Enkätfabriken. The analysis and discussion is further presented through the 
different components of our proposed model that can be found in chapter three.  

6.1. Internal communication in organizations  

Keefe (2004, p. 16) reasons that it is important for a company to break down the barriers of 
communication to achieve the company goals. To overcome these obstacles the author 
states that managers need to constantly maintain a quality interaction with the employees. 
Annika believes that it is difficult to build constant interaction since she has had five 
different production managers over the last five years. None of the managers has been 
sufficiently informed about the routines at the specific workplace, which we argue can lead 
to that employees experience a difficulty to follow instructions and directions. In turn, we 
reason that it can have a damaging effect on the relationship between the manager and the 
employees, and thus employee motivation. A lack of motivation can subsequently have a 
negative effect on the willingness to participate in organizational activities. Although most 
of the employees appreciate the possibility of much responsibility and the opportunity to 
affect their own work situation, a downside may be that the manager is not enough involved 
in the work process. 

Tourish (2005, p. 485) argues that if a company does not maintain a good level of upward 
communication; the management will not succeed in perceiving the mood and spirit of the 
employees. According to Torrington et al. (2011, p. 264) a company normally has several 
forums where communication can develop. At LKAB we have come to an understanding 
that these forums are weekly meetings, improvements groups, specific workplace 
documentations and employee surveys. We thus perceive that there are many forums at 
LKAB where the employees can influence and make their voices heard. Most of the 
interviewees feel comfortable in expressing their thoughts in these forums, including 
talking directly to a manager. However, some employees think that it is not always easy to 
state what is on your mind directly in front of the manager. We therefore interpret that there 
is a risk that managers can overlook the thoughts of employees who tend to stay silent 
during weekly meetings. Some silent employees may therefore find employee surveys to be 
a good communication tool, which can thereby increase the motivation to participate. 

Keefe’s (2004, p. 16) means that employee surveys is a two-communication process where 
the employee has a responsibility to honestly answer the survey questions in order for 
management to make the most out of the collected data. Some of the interviewees 
expressed that they view their participation in an employee survey as an obligation. They 
argue that when LKAB sends out a survey, the management whishes to receive the 
thoughts of the employees. The employees thus reason that by participating in an employee 
survey they have a responsibility to provide the employer with their thoughts. In addition, 
there were also employees who not only viewed their participation as a responsibility; 
instead as an opportunity to communicate their thoughts to LKAB. We thus interpret that 
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most of the interviewees consider the employee survey as an important tool of 
communication and thereby have a higher willingness to participate.  

6.2. Employee commitment and work motivation 

Meyer and Herscovith (2001, p. 301) define commitment as a force that binds an individual 
to a course of action that is of relevance to a particular target. For the interviewees the 
particular target is their employer LKAB. The interviewees showed strong commitment 
towards the company by describing LKAB as a good employer. For them, LKAB is a 
secure employer that provides the employees with various benefits. Filip argued that once 
you are employed by LKAB there is little chance that you will change employer. He meant 
that there are no other employers in Kiruna that can out compete LKAB when it comes to 
looking after the employees. Somers and Brinbaum (1998, p. 622) argue that commitment 
has been appointed as a highly contributing factor in terms of job performance. We reason 
that these benefits are contributors to that the employees’ commitment towards LKAB, 
which subsequently leads to a willingness of doing a good job.  

There are many opportunities to go into training and develop as an employee at LKAB. 
Several participants have had different positions and worked in different departments in the 
company. This is the natural way for an employee to advance within the company, as Björn 
expressed it; you may start as a mechanic and end up as an executive manager! As many of 
the interviewees have gone into training, changed positions and advanced within the 
company, we interpret it as a sign of a highly committed workforce since they have a 
willingness to develop within LKAB and not with another employer. It thus indicates that 
the interviewees hold a high level of commitment to LKAB as they wish to develop within 
the company. Meyer and Herscovitch (2001, p. 301) however state that committed 
individuals can behave in ways that oppose their self-interest. Björn explained that he 
would participate in an employee survey no matter what his self-interest is; […] the thing is 
that if my employer wishes to have an answer to a question, it doesn’t matter what I as a 
subordinate think of it… I fill out the survey, as carefully as I can! Subsequently, we reason 
that highly committed employees will be more eager to participate in an employee survey 
than those that do not share the same psychological connection to LKAB. A possible 
consequence is however that the employees are less inclined to be motivated to complete 
the survey if it opposes their self-interests, which we argue can have a negative effect on 
the data since it is less likely that they provide honest answers.  

A workforce that is eager to develop and advance can also be interpreted as a sign of a 
motivated workforce. Richer et al. (2002, p. 2089) define motivation as a measurement tool 
that helps to explain employee turnover and motivation to career development in an 
organization. Taylor (Latham, 2007, p. 14) argued that the use of a scientifically designed 
incentive would function as a motivational driver. The high salary is for many of the 
interviewees one factor that motivates them to stay at LKAB. However, it is not only 
monetary benefits that motivate the interviewees. The interviewees’ fellow colleagues and 
the positive working environment are also reasons to why it is motivating to work at LKAB. 
We thus argue that this goes in line with the results of the Hawthorne studies, which 
showed that employees were motivated by other factors besides money (Latham, 2007, p. 
21).  
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Many of the interviewees described the possibility of contributing to the company’s future 
as a good feeling. They feel needed and believe that it is important to make their voices 
heard. The interviewees expressed that it is motivating to see that their opinions can 
stimulate a company change. Consequently, we argue that when LKAB visualizes the 
importance of the employees’ contribution to the company’s development it has a positive 
effect on the employees’ motivation to participate in employee surveys. In addition, Latham 
and Locke (1979, p. 68) argue that management does neither have the tools, nor the 
position to change the employees’ personality structure and should therefore try to use 
incentives to guide the motivational force of the employees in accordance with the 
company goals. Therefore, we interpret that employees show an increased level of 
motivation when they feel needed in terms of contributing to LKAB’s anticipated 
achievements. We thus argue that when employees are aware of that their opinions are 
regarded as valuable for the organization, it is more likely that the employee feels 
motivated to participate in an employee survey. 

Another reason that can affect an employee’s willingness to participate in an employee 
survey is to what extension he or she believes that the outcomes are realistic. Armstrong 
(2006, p. 259) argues that when an outcome is uncertain the employee will not only act 
according to his or her preferences, the involvement rather depends on whether or not the 
employee believes that the outcome is feasible. Many of the interviewees claimed that they 
have not received any results from previous employee surveys. The failure of 
communicating the result has thus led to that several interviewees do not see any reason to 
participate in a future employee survey at LKAB. We argue that it lies in the interest of the 
employees to participate in an employee survey since the purpose is often to improve the 
working environment. However, they choose not to participate since they know that they 
will not receive anything in return for their effort. Unfortunately, we have interpreted that 
many employees share the same view as Bengt; […] most of the time it [the result] just ends 
up in the trash, everyone knows that! We interpret that the interviewee’s experience shows 
that communication of the result and appropriate follow-up actions of the result are 
contributors to motivation to participate in a future employee survey.  

According to Latham (2007, p. 45), the concept of valence explains that employee 
motivation is a result of to what extent the individual wants a reward. The greater the 
valence of any outcome, the more likely the individual is to put in extra effort to take action. 
In terms of employee surveys at LKAB, the valence is the employees’ expected reward 
from participating in an employee survey. Accordingly, we argue that the employees who 
expect that the results of a survey will give them something positive in return will also be 
motivated to participate in the survey. In this case, the positive something seems to be 
improvements that the employees can relate to. Amanda finds it easier to relate to problems 
on a department level, she explained; Yeah, I feel that my participation would weigh 
heavier if it only concerns my workforce, and questions exclusively regarding my workforce. 
Therefore, we perceive that the employees are motivated to participate in an employee 
survey when the anticipated follow-up actions address the different workplaces specifically.  

To the question of how important the purpose of an employee survey is, most of the 
interviewees claimed that it is highly relevant to understand why they undertake the survey 
and what it eventually can bring them in return. Bengt described his previous experiences; 
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[…] it’s crucial! It’s classic, historically…you have received a paper but you are not aware 
of what it is all about, the level of engagement is zero. You just want to get it over with! […] 
And they [LKAB] have strange enough failed on that point each time. One interviewee 
explained that if LKAB clearly states the purpose of the survey the employees would be 
able to carefully consider and adjust the answers according to what LKAB wants to know. 
We argue that this goes in line with Armstrong (2006, p. 259), who states that the concept 
of expectancy refers to that a higher level of effort will increase the performance. However, 
these efforts can only rise according to the employee’s own ability. Assuming all else equal, 
an employee will be motivated to perform a task if he or she believes it can be done. It thus 
seems that the employees will be able to improve their performance if LKAB provides the 
tools they need. For this reason, Lunenburg (2011, p. 3) suggests that managers should 
select employees with the right type of knowledge and skills. This is also how the 
interviewees reason, since many of them argue that they will be able to put more effort in 
an employee survey if the purpose addresses the different workplaces specifically. Hans 
explained; a driller that works 1 000 meter below ground does not have the same questions 
that they have in the offices or like I have, it’s a huge difference. Lunenburg (2011, p. 3) 
therefore means that it is important to effectively remove obstacles that hinder efficient 
performance to make the desired goals attainable. Gustav highlighted the fact that survey 
questions must clearly state what they imply; […] it is not only the refining workers who 
have to understand the questions […] they must make sure that all the different departments 
can understand the surveys questions in the same way… different departments have 
different languages. We therefore argue that a clear purpose and well formulated questions, 
which the employees can relate to are likely to motivate them to participate in an employee 
survey.  

Armstrong (2006, p. 259) also discusses the importance of the strength of expectations. A 
high strength of expectation indicates that a performed act will presumably be followed by 
a reward, whereas a low strength of expectation indicates that a reward will probably not 
follow the act. The level of strength is founded in the individuals’ experiences, which is 
then combined with present and new situations. Several interviewees reasoned that it is 
pointless to participate in an employee survey since they have not noticed any follow-up 
actions of the result from pervious surveys. Armstrong (2006, p. 259) further suggests that 
a lack of good experiences may cause a decrease in motivation. Consequently, we argue 
that the interviewees that have negative experiences from previous employee surveys at 
LKAB also have a lower level of expectation since they no longer expect to receive 
anything in return by participating. We therefore reason that these employees are less likely 
to be motivated to participate in an upcoming employee survey at LKAB compared to those 
with high level of expectation. 

In addition, the concept of instrumentality concerns employees’ individual perception of 
that when tasks are well performed a valid reward will actually be received, regardless if 
the manager already has promised a reward or not (Lunenburg, 2011, p. 2). For LKAB this 
concerns whether or not the employees believe that they actually will receive benefits from 
participating in an employee survey, even though LKAB ensures that the participation will 
benefit them. Viktor explained that the attitudes towards employee surveys have been 
rather nonchalant, which consequently leads to that other employees will not take them 
seriously either. Viktor further stated that he thinks that this is a rather common perception 
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among the employees at LKAB. Lisa added by stating that mangers do not take the 
employee surveys seriously, which seems that it can have a negative effect on the 
employees’ willingness to participate in employee survey. It thus seems that based on some 
managers ignorant attitudes, some employees have got an uninterested attitude towards 
employee surveys. Therefore, it appears that it might not be enough for LKAB to state that 
an upcoming employee survey will be beneficial for the employees in order to change the 
attitudes of the uninterested employees. Because of previous experiences of employee 
surveys there is a chance that the uninterested employees will not believe that they will 
receive something in return if they participate in an employee survey, regardless of what 
LKAB communicates. We therefore argue that the managers’ ignorant attitudes towards 
surveys may be a reason to whether or not an employee at LKAB is motivated to participate 
in an employee survey, as they to some extent do not believe that it will lead to something.  

6.3. Employee participation and empowerment 

Strina (2004, p. 36) suggests that employee participation is demonstrated as the possibility 
to influence the planning of work and taking responsibility. The responses we received 
during the interviews indicate that the employees at LKAB are appointed with much 
responsibility and with the opportunity to influence their work situation. It seems that many 
of the positions at LKAB are even designed to involve taking responsibility, as the tasks 
include risk reporting and specific workplace documentation. We also perceive that 
responsibility is reflected in the answers that concern whether or not the interviewees 
experience their tasks as stimulating. Fredrik talked about having to be alert at work, which 
means that he is appointed with the responsibility of ensuring that one part of the 
production runs smoothly. We also perceive that most interviewees are able to influence the 
planning of work, although the degree of influence may vary among blue-collar workers 
and white-collar workers. Adam told us that one reason to why he changed job from being 
a charger was because of the repetitive tasks. As a white-collar worker he enjoys having the 
freedom to plan his day.  

Strina (2004, p. 36) further argues that the 
extent of opportunities to influence should 
be dependent on the competence of the 
employee rather than on which role the 
individual has in the organization. We 
however perceive that white-collar workers 
sometimes have greater opportunities to 
influence since they often work closer to the 
decision-makers. Amanda explained; In my 
case, I don’t know…we are a rather small 
group, we work closely to the Group 
Executive Board…the director of human 
resources is the boss of my boss and we thus 
have a rather short way of communication…I think that it is a rather short way to the 
decision-making at our departmental meetings with our work team. Conversely, Ingrid who 
works in refining argues that the organizational hierarchy sometimes constrains her 
opportunity to influence since some decisions cannot be taken on lower levels of the 

Figure 9. Aerial photograph Kiruna 
Source: Alm, F., 2012b 



 68  

hierarchy. Ingrid has however the possibility to influence her specific work situation by 
taking on additional tasks, such as becoming a safety representative. It thus seems that the 
blue-collar workers sometimes have a longer way to decision-making and influencing than 
white-collar workers do. It is therefore possible that the blue-collar workers become more 
motivated to participate in an employee survey than white-collar workers who work closely 
with decision-makers, as the blue-collar workers are more likely to consider an employee 
survey as an opportunity to influence.  

Managers’ involvement of employees in organizational decisions reflects trust and 
recognition and reduces ambiguity among the employees (Sagie & Koslowsky, 2000, p. 20). 
We interpret that the employees at LKAB are provided with much freedom in terms of 
support and responsibility. Filip summarized that there are opportunities at LKAB; when 
you are able to explain, gain approval for and motivate for that sake, and if you receive 
support by the management, there will be opportunities. It however seems that LKAB has 
not succeeded to provide the employees with relevant information that concern the follow-
up activities of the results from previous surveys. Gustav explained how this affects him 
and his colleagues; […] it makes you lose the credibility for the whole survey […] if LKAB 
wants to feel the pulse on their entire workforce they must make sure that they have the 
proper time and resources to do that.  
 
Sagie and Koslowsky (2000, p. 85) mean that access to relevant information about 
organizational activities increases the level of employee empowerment, which subsequently 
leads to a sense of trust between management and the employees. We therefore argue that 
the interviewees’ perceive LKAB as supportive when it comes to taking your own 
initiatives although less supportive when it comes to providing the employees with 
information that concern organizational changes in terms of employee surveys. We reason 
that this can have a negative effect on employees’ motivation to participate in future 
employee survey as they lack relevant information about the organizational activities at 
LKAB. 

6.4. Employee engagement  

Saks’s (2006, p. 604) model Antecedents and consequences of employee engagements 
suggests that there are six reasons to why an employee is engaged to an organization and 
what the consequences of employee engagement may be for an organization. The first 
antecedent concerns Hackman’s (1980, p. 447) job characteristics, which constitute of skill 
variety, task identity, task significance, autonomy and feedback. We interpret that the 
interviewees’ are satisfied in most of these job characteristics. To the question if whether or 
not the interviewees felt stimulated by their work tasks most of them claimed that they felt 
stimulated by their challenging work tasks, but also the variety of tasks. Several 
interviewees also talked about that they have had different positions in the company, which 
means that many hold a variety of work skills. We therefore argue that most employees are 
satisfied in terms of skill variety. Kahn (1990, p. 704) means that a challenging work and a 
variety of tasks let the employee use different set of skills and allow opportunities to 
contribute to the organization in return. Most of the interviewees also found it important to 
feel that they provide LKAB with something in return, as Filip expressed; all employees 
are supposed to feel that by contributing with something small, they contribute to the big 
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picture. It thus seem that many of the interviewees are found of being engaged in LKAB’s 
activities, which we argue can have a positive effect on the interviewees’ willingness to 
also participate in an employee survey if they can contribute to the company.  

Task identity concerns that the work assignments include a beginning period and a 
completion period (Hackman & Oldham, 1975, p. 161). From the interviews it was difficult 
to decide the interviewees’ level of task identity. However, our impression was that the 
employees might experience task identity to some extent on an organizational level as all 
the employees of LKAB contribute to the beginning and completion of manufacturing iron 
ore pellets. Task significance describes to what extent employees feel that other actors, 
intermediate or external, are dependent on their work tasks (Hackman & Oldham, 1975, p. 
161). We interpret that the interviewees experience that their efforts contribute to LKAB’s 
prosperity, as they feel needed in what they do. Ingrid explained; we contribute to Sweden 
with lots of money…and that feels like…it also feels cool! […] The company is dependent 
on that I do a good job. Well, I feel needed. As the level of task significance seems to be 
relatively high we interpret that the employees at LKAB are engaged in how the company 
is perceived by other actors. We argue that this also indicates that the employees are more 
willing to contribute to the development of the LKAB, and consider themselves as part of 
the company that other actors are dependent on.  

In terms of the level of autonomy (Hackman, 1980, p. 447), the possibilities to improve an 
employee’s own personal development is only limited to the employee’s own willingness, 
which means that the employees are provided with much freedom. Viktor talked about 
responsibility; Well, responsibility…that is…that’s one of the biggest reasons to why I get 
engaged […] Being innovative and being able to make your voice heard, change things that 
are bad. We therefore interpret that there is a high level of autonomy at LKAB. This goes 
in line with what Towers Perrin (2003, p. 49) suggest as important to improve the level of 
employee engagement. They argue that challenges, authority, autonomy, stimulation, 
access to information, resources and growth opportunities are strong motivational factors 
for engagement. It thus seems that the interviewees become engaged when they are able to 
contribute to the development of LKAB, which may mean that they also can be motivated 
to participate in an employee survey if they recognize that their answers will contribute to 
the development of the company.  

When it comes to provided feedback (Hackman, 1980, p. 447) we do however get a feeling 
that the interviewees do not always experience that their work is shown enough 
appreciation. How employees experience feedback from managers can also be linked to the 
antecedents of rewards and recognition, which means that employees can to some extent 
engage themselves more at work if they receive rewards or recognition for meaningful 
work performance (Saks, 2006, p. 605). The interviewees receive more comments from 
managers on what they do wrong than on what they do right. The level of recognition for a 
well-performed task is thereby not achieved. We therefore argue that the employees might 
feel insecure when they do not get to hear that they do a good job.  However it does not 
seem that the lack of appreciation has a damaging effect on the interviewees’ level of 
engagement since the closest colleagues often show appreciation. It is thus likely that the 
employees at LKAB engage in the organizational development when they recognize that 
their contribution to the company is appreciated. Nevertheless, we argue that the lower 
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level of recognition can have a destructive effect on the employees’ level of engagement in 
the long-term, even though they feel appreciated by fellow colleagues.  

The antecedent of perceived organizational support concerns the general perception of that 
an organization cares about its employees’ wellness and values their opinions (Saks, 2006, 
p. 605). We interpret that many of the interviewees experience high levels of perceived 
organizational support as many state that it is difficult to find a better employer then LKAB. 
We find that LKAB contributes to the perception of that they care about their employees by 
providing them with benefits such as a dental insurance plan, a free gym card and good 
working hours. A couple of the interviewees express that the use of employee surveys also 
indicates that LKAB cares, as the company whishes to know the thoughts of the employees. 
The benefits that LKAB provides may thus motivate the employees to engage in the 
development of LKAB since it is possible that they feel liable to contribute with their 
opinions in return, which may also increase the employees’ emotional attachment to LKAB. 
The employees at LKAB may thus consider the completion of an employee survey as one 
way to show appreciation towards the company.  

High level of perceived supervisor support is perceived when employees experience a sense 
of psychological safety in their work environment, which is often a result of a supportive 
management (Saks, 2006, p. 605). Most interviewees talked about that there are several 
forums where they feel comfortable in expressing their opinions, such as weekly meetings, 
by the coffee table during breaks or talking to supervisors directly. However, one 
respondent wished that she would receive more support by having yearly performance 
review meetings, which would allow her to highlight her work goals and how she wish to 
develop as en employee. The interviewees’ different relationships with supervisors can be 
linked to Kahn (1990, p. 709), who claims that high levels of perceived supervisor 
engagement can be achieved through interpersonal relationships with supervisors. Since we 
find most interviewees satisfied in this antecedent it strengthens our interpretation that 
many employees have a high willingness to contribute to the company development. As a 
consequence, they may also have a higher level of motivation to participate in an employee 
survey.  

The two final antecedents involve distributive and procedural justice. These concepts 
concern decisions that are fairly made - the employees receive what they are entitled to and 
the process of the decision is fairly distributed (Folger, 1977, p. 108). During the interviews 
it became evident that a previous census survey at LKAB were mainly completed by a 
majority of office workers. Adam told us that he was not even aware of the large ENA-
survey that took place at LKAB, as it was only possible to complete the survey on 
computers outside the staff canteen. Adam explained that the employees who usually eat 
their lunch in the staff canteen are employees from the office buildings nearby; […] then, it 
will be a bit misleading, since it mostly will be employee from the offices. Therefore, it 
seems that it was not a fair distribution process of the large survey at LKAB. We interpret 
that all employees were entitled to participate in the survey, although LKAB did not 
equally consider the employees’ different work situations. It thus appears that many of the 
employees who work in production, which are mainly blue-collar workers, missed the 
opportunity to participate in the large employee survey since they do not often eat in the 
staff canteen. These workers may therefore experience that their opinions are not as 
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valuable as the office workers, which can lead to that they feel less eager to engage in the 
company development. We thus interpret that the employees’ negative experiences of being 
omitted may have a damaging effect on the willingness to participate in future employee 
surveys.  

6.5. The survey process 

A successful survey process requires, according to Kraut (2006, p. 19), that the executives 
must be supported in their roles to take action, and that they must see the survey process as 
a positive act for change. The executives must further be able to encourage the employees 
to participate in the survey and the organization to use the data. At LKAB, it seems that the 
managers have not been properly incorporated in previous survey processes. Ingrid 
described a situation where her manager distributed a survey with no effort of presenting it 
as an exciting task; […] and they throw the pile on the table. We therefore perceive it as a 
risk that the managers’ lack of excitement rub off on the employees and thus demotivate 
them to participate in the survey.  

According to Lejon (personal communication, March 12, 2012), Volvo appoints survey 
coordinators that send out links to the different managers at each plant, which contain 
information and passwords to the survey that is electronically administered. The managers 
must then convince the employees to participate in the survey. They also do follow-ups 
each day during the process to learn how many of the employees that have completed the 
survey so far. If the process runs smoothly they do not take any actions, but if the process 
runs slow they take action and try to motivate the employees to participate in the survey. 
Gustav expressed same line of thought as he suggested that the line managers at LKAB 
could be notified of how many of the employees that have completed the survey in order to 
remind the employees that has forgotten to complete it. We thus argue that this method 
accommodates the managers at LKAB in recognizing the survey process as a positive event, 
which consequently will lead to that the employees become more eager to participate in a 
survey.  

Kraut (2006, p. 19) suggests that the survey process should be viewed as a long-term 
process rather than a single event since the process requires the organization to consider 
some critical actions. In line with Kraut’s argument, Volvo considers the survey process as 
a long-term project since the employees are more likely to answer the survey honestly if 
they experience the survey as meaningful (Lejon, personal communication, March 12, 
2012), which means that the results of the survey must convince the employees’ enough to 
participate in future surveys. Schou (2007, p. 153-154) argues that the final report of results 
from an employee survey shall not be seen as a simple mechanical process; it is rather a 
process of transferring numbers and data into understandable information. During the 
interviews it appeared that in previous presentations of survey results the managers at 
LKAB received material that was not adjusted for the target audience, Gustav told us about 
a situation were his manager was put in a difficult situation; then, the manager became sort 
of left by himself. He was supposed to take care of it, but he did not really know what to 
take care of. We therefore argue that it is a risk that poorly informed managers might have 
a negative effect on the demonstrated results, and thus the employees’ motivation to 
participate in future surveys.  
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Many of the interviewees enjoy the idea of having the results communicated in the form of 
a presentation at the different workplaces as workplace-oriented presentations may 
facilitate proceeding discussions that concern the survey process and thus involve most 
employees. The interviewees’ reflections on how the result should be communicated goes 
in line with Schou (2007, p. 154), who argues that the information from the results can be 
transformed into knowledge and realization through discussions and reflections among 
employees. We argue that it is likely that the employees become engaged in the 
organizational activities that spur from the results and further recognize that their opinions 
are valued, which subsequently will motivate them to participate in future employee 
surveys. Our argumentation goes in line with Hartley (2001, p. 187), who states that 
employees’ motivation to participate in future surveys may decrease if it is not possible for 
them to clearly see how their participation is directly linked to the results and suitable 
actions. We perceive that the interviewees are more inclined to participate in an employee 
survey when they are able to discuss the results at the workplace, since some of the 
interviewees have expressed that it can be difficult for employees to put down their 
opinions in written form. Filip argued that apart from the survey, it is important to also 
have a dialogue with the employees to receive a deeper understanding. 

6.6. Credibility, anonymity and pre-survey communication 

Kraut (2006, p. 20) argues that a survey must be perceived as credible to the interviewees 
and that a credible survey must involve topics that are relevant to the organization’s 
business purpose and must further be communicated as an appealing opportunity to 
influence organizational development. To the question of why it is important to participate 
in an employee survey many of the interviewees answered that it is central for them to 
make their voice heard, to highlight that they want to contribute to the company’s 
development and to overcome its future challenges. Almost all the interviewees expressed 
that it is important for them to understand the purpose of the survey, why the survey 
conducted, how the result will be communicated and what the possible follow-up actions 
will be. One interviewee believes that a properly communicated result can increase the 
credibility of the survey, Linda explained; when the employees in a workgroup notice that 
the results of a survey is taken seriously, it creates a sense of trust and security in the work 
group […]. It thus seems that the interviewees are motivated to participate in an employee 
survey when the communicated results are considered as credible. We further perceive that 
credible results are those results that are related to the employees’ department level. Ingrid 
argued that a census-survey is not a good idea just because of this reason; […] you can 
never reach the entire workforce with an employee survey, it is just impossible. Even 
though the Volvo Group Attitude Survey is carried out to the whole population, it is 
possible to scrutinize the survey even on department levels (Lejon, personal communication, 
March 12, 2012). It is thus possible that a similar design of a survey would be able to 
motivate the employees at LKAB to participate since the results can the address the 
different workplaces and thus be considered as credible by the employees.  

However, most of the interviewees have experienced lack of communication when it comes 
to the purpose of the survey, the results and the follow-up actions. Many of the 
interviewees experienced the survey as poorly communicated; some were not even aware of 
why they had participated in the survey whereas others did not experience that the survey 
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result brought them any value. Paul and Bracken (1995, p. 45) emphasize that the survey 
administrator must communicate to the employees that participation should be viewed as an 
important business event. As per the interviewees’ experiences, it thus seems that LKAB 
has failed in communicating the importance of participating in previous surveys. Lejon 
(personal communication, March 12, 2012) says that Volvo assures that the managers and 
the employees are properly informed and educated in the purpose of the employee survey 
by providing the manager with a presentation-kit that they use to motivate the employees to 
participate. This type of survey communication strategy goes in line with what Sanchez 
(2007, p. 51) calls a communication plan, which clarifies the integration of the survey with 
the current stage of the organization and its future change, but also the key objectives, 
timing and responsibilities. 

Other interviewees have generally experienced that there is a rather unserious attitude 
towards employee surveys among the employees. Viktor told us about the nonchalant 
attitudes; Yeah, it is not taken seriously, really […] hmmm, people do not believe that it is 
going to work. Subsequently, we perceive that the interviewees’ previous negative 
experiences of surveys at LKAB may result in that they experience future surveys as less 
credible. Our argument applies to Church and Oliver (2006, p. 103) who argue that results 
from employee surveys that are not taken care of may lead to more negative responses over 
time, since expectations are raised without any actions taken. Church and Oliver (2006, p. 
103) further suggest that it is important to understand that an announcement of an employee 
survey can establish a social contract with the employees by saying that a change will come 
on the behalf of the employees’ opinions. It seems that LKAB has not fully understood the 
importance of communicating follow-up actions after a survey since we perceive that most 
of the interviewees feel disappointed from not getting anything back after participating in 
an employee survey. It has thus led to that LKAB’s social contract with the employees have 
been broken at several occasions, which can have a damaging effect on employees 
motivation to participate in an employee survey. 

Employees’ perceptions about confidentiality can be critical to the survey process 
(Fenlason & Suckow-Zimberg, 2006, p. 204). Many of the interviewees expressed that it is 
important to have the possibility of being anonymous when participating in an employee 
survey. From the interview with Enkätfabriken, Sturesson (personal communication, March 
7, 2012) means that it is vital for the participants in an employee survey to feel that they 
can express their thoughts freely with out any interference from the eyes of the managers. 
Fredrik explained why anonymity is vital; being anonymous, that is the best part of an 
employee survey, then people actually express what is on their mind. A couple of other 
interviewees believe that the possibility to be anonymous in surveys is also a good 
opportunity to emphasize the opinions of those employees who tend to sit quiet during staff 
meetings. It thus seems that anonymity is crucial to many of the interviewees, which means 
that the communication of confidentiality concerns may be critical to the employees’ 
willingness to participate in an employee survey. We thus argue that a transparent survey 
process will affect employees’ willingness to participate in an employee survey.  
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6.7. Over-surveying  

Rogelberg et al., (2001, p. 22) argue that over-surveying may have an impact on 
respondents’ willingness to participate in a survey since Goyder (1986, p. 39) found that 
survey participation is negatively related to the number of survey requests. There were 
however mixed experiences among the interviewees that concerned the number of survey 
requests they had received at LKAB. Some of the interviewees did not remember if they 
ever participated in an employee survey at LKAB whereas others had participated in a few 
during the last year. Annika explained that she had never even been given the opportunity 
to participate in an employee survey at LKAB; I have never experienced any employee 
surveys here at LKAB. The interviewees that had participated in a few employee surveys 
explained that these were often surveys 
related to their specific workplaces, which 
we perceived as positive experiences. It 
however seems that the interviewees’ 
previous experiences of survey participation 
are rather related to how the survey was sent 
out than to the number of requests they have 
received. Fredrik told us about his previous 
experience of survey requests; […] Yeah, 
that you have not responded to them… that 
is about it […] they pop up as a link, which 
you cannot open, and then you just don’t 
care about it.   

As per survey burden, Weiner and Dalessio (2006, p. 295) suggest that employees should 
not undertake more than three surveys a year in order to avoid excessive surveying. We do 
however experience that the interviewees that have participated in more than three surveys 
do not seem to recognize those experiences as negative due to the number of requests. Most 
of the interviewees instead think that being asked to participate in an employee survey is 
positive; Lisa told us; Yes, I believe it is positive […] and it is nice, nice to know that 
someone cares […] instead of just letting it pass by. We however perceive that some 
workplaces are rather under-surveyed than over-surveyed since a few interviewees have 
never even been requested to participate in an employee survey during their employment at 
LKAB. We believe that being under-surveyed may have a negative effect on the employees’ 
willingness to participate in an employee survey if they experience that LKAB does not 
value their opinions by not offering them to participate. The employees that had 
participated in several employee surveys during their employment at LKAB were instead 
annoyed with the lack of follow-ups, Filip expressed his decrease of motivation; these 
expensive things that you have done during the passing of the years, every time it makes it 
more difficult to carry out a new one. Once again, what is this? You do an extensive work, 
but at the same time it does not generate anything. The bad experiences of the follow-ups 
may thus have a negative effect on future requests to participate in an employee survey, 
since the employees are not convinced that their participate will generate something good.  

Weiner and Dalessio (2006, p. 294) further suggest that the survey length can contribute to 
the feeling of being over-surveyed, which relates to the number of questions in the survey 

Figure 10. Prospect drilling below ground 
 Source: Alm, F., 2012c 
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and how long time it takes to complete it. The length of the survey should therefore include 
a range of 20 to 40 questions that takes approximately thirty minutes to complete. We 
perceive that many of the interviewees prefer smaller workplace related surveys as they 
become more relevant to the interviewees’ area of interest. Hans shared his experiences of 
large surveys; I have completed those, I have not completed that many, but those that I have 
done so far have been way to deeply rooted and large. No, I do not think it is supposed to 
take an hour to complete an employee survey, since my brain loses focus after two minutes. 
Olof prefers surveys that require less than thirty minutes whereas Amanda believes that a 
survey should be rather brief to not lose focus, with approximately 10-15 questions. It thus 
indicates that the interviewees become more motivated to complete a survey when it is 
rather brief.  

6.8. Web-based and self-administered surveys  

Many of the interviewees prefer the use of a computer to complete an employee survey. 
Some argued that they are able to access an employee survey more easily on a computer. 
Annika argued that that a self-administered survey would require her to put in an extra 
effort in the survey completion process as the survey must then be mailed. Fenlason and 
Suckow-Zimberg (2006, p. 185) however reason that all organizations cannot use web-
based surveys exclusively. One reason to why some prefer self-administered may be due to 
the organization’s infrastructure, as some employees may have a limited access to a 
personal computer. It seems that all workplaces at LKAB have access to a computer, 
although many of them are shared by a larger number of employees since all jobs do not 
require much computer work. Fenlason and Suckow-Zimberg (2006, p. 186) suggest that 
production personnel may prefer self-administrative surveys as they lack access to a 
computer whereas office professionals may prefer web-based surveys because they have 
access to a computer. During the interviews, it however appeared that the participants’ 
preferences were not dependent on whether they were office-professionals or production 
personnel, since some production personnel preferred web-based surveys ahead of self-
administrative surveys whereas some office-professionals preferred self-administrative 
surveys. It thus seems that the interviewees’ choices are not related to the workplace 
conditions in terms of available computers. The interviewees’ choices are rather related to 
what Kraut’s (2001 cited in Kraut, 2006, p. 11) means is a question of the respondent’s 
personal preference.  

Fenlason and Suckow-Zimberg (2006, p. 186) further suggest that some employees may 
neither hold sufficient computer training, nor do they trust the confidentiality of the method. 
Linda argued that everyone at LKAB might not even use their e-mail, she said; there are 
elderly ones that may not ever have touched a computer. It’s something that must be 
considered. Gustav however argued that the employees are getting more experienced in 
using a computer as they complete several interactive trainings. It thus seem that the 
employees’ computer skills vary among the different workplaces and that there is a risk that 
LKAB will not be able to motivate the employees if the varying conditions are not taken 
into consideration. In terms of confidentiality of the method, Fredrik reasoned that it is 
difficult to be anonymous when completing an employee survey through the use of a 
computer. He said; […] it’s easier to believe that it is anonymous when completing it by 
paper than by the use of a computer. In contrast, Viktor argued that he would not be able to 
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complete a survey honestly if we was required to submit a self-administered survey straight 
to his manager. We thus perceive that it is likely the employees become more inclined to 
participate in a survey when the confidentiality concern is communicated in advance to 
ensure that the employees experience the survey as credible, regardless if it concerns a 
web-based survey or a self-administered survey.  

6.9. Timespan 

Church and Waclawski (2001, p. 115) suggest that the optimal amount of time to leave a 
survey open for completion is approximately between one and two months. Most of the 
interviewees argued that an employee survey should not be available for too long since 
there is a risk that the employees forget to complete it. During the interviews it appeared 
that a majority of the participants would be able to complete a survey in only a few days or 
weeks. However, many also considered the working hours of the shift workers and thus 
suggested that the span of an employee survey would have to last for a shift cycle. Church 
and Waclawski (2001, p. 115) argue that surveys with a short completion time, such as a 
week or two, tend to show a higher number of non-respondents due competing priorities, 
absence, vacation or travel. Enkätfabriken however argues that the end of the timespan 
should be adjusted in accordance with the customer’s preferences since it heavily depends 
on what is most suitable from the customer’s point of view (Sturesson, personal 
communication, March 7, 2012). We thus argue that the employees’ different working 
hours and working situations at LKAB must be taken into consideration when 
administering the time span of an employee survey to motivate them to participate.  

Sufficient amount of time also provides a better opportunity for repeated mailings 
reminders (Church & Waclawski, 2001, p. 115). Since some of the interviewees argued that 
reminders are necessary to complete the survey, we argue that it is necessary to 
continuously encourage the employees to complete the survey throughout a survey process 
to make the employees motivated to participate in an employee survey.  

According to Church and Waclawski (2001, p. 155), most employees and managers want to 
see the results of the survey as soon as possible after they have returned the replies. They 
suggest that the employees’ desire to see the result is almost immediately apparent and it 
peaks in just a few weeks after completing the survey. It seems that LKAB has failed in this 
matter since many of the interviewees explained that they never received any results from 
some of the previous employee surveys. Olof argued that the follow-up from an employee 
survey has to be quick since people should not have to wait for the results. The results from 
the ENA-survey were not revealed until one and a half year later after the survey was 
completed, which may have been the cause to why some employees at LKAB were not 
even aware of that they had been a part of that survey. Sanchez (2007, p. 52) means that a 
delayed presentation of the results can cause a negative feeling among the employees, 
which can lead to the belief that management does not value the employees’ opinions. In 
turn, this can cause a decrease in motivation to participate in future employee surveys. It 
thus indicates that the employees at LKAB are more inclined to become motivated in future 
employee surveys if the results are communicated shortly after the completion of the survey. 
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6.10. Survey distribution  

Church and Waclawski (2001, p. 122) suggest that there are two methods for administering 
a survey, individual distribution and collective distribution. Individual distribution means 
that the survey is sent via e-mail accounts or in paper versions to the employees’ home 
addresses. In contrast, collective distribution concerns on-site surveys that are completed 
and often collected collectively in a specific location at the company. Most of the 
interviewees agreed on that it is preferable to complete a survey privately, which we reason 
is easier to achieve by individual distribution of an employee survey. Church and 
Waklawski (2001, p. 123) suggest that individual distribution is less susceptible to 
intentional biases, which applies to that most of interviewees argue that completing a 
survey in private is preferable since it is often less noisy and the possibility of looking over 
someone’s shoulder is smaller. We also interpret that the interviewees are less stressed if 
they are able to complete the survey in private. We thus reason that the interviewees prefer 
an individually distributed employee survey. Church and Waclawski (2001, p. 123) argue 
that an individually distributed survey has the highest level of confidentiality when the 
survey is administered with the help of an external firm. However, some of the employees 
are not in favor of external firms. Björn argued that he does not prefer to employ any 
external actors; I prefer that our employees administer the survey, like the survey that the 
health care provides, they are our employees…we are many, we got resources! Employing 
firms from southern Sweden, it’s better that we do it ourselves! Irrespective of whether 
LKAB chooses to employ an external firm or not, we perceive that the employees are more 
inclined to participate in an employee survey when it is individually distributed.   

However, it seems that white-collar workers have an advantage in the use of individually 
distributed surveys since they often have access to a personal computer or even have their 
own office. In contrast, many of the blue-collar workers only have access to a company 
computer in common areas, such as the coffee room. Still, some interviewees said that there 
are other computers where a survey could be completed more privately, yet there is still a 
risk that the computers are not always available. Ingrid described her working place; we 
share computers since…we are 45 [people] I think. Eh, something like that…we have a few 
[computers] that we share. Bengt described his workplace conditions; there is a 50/50 
chance that you can sit privately or that someone is standing by your shoulder. The matter 
of privacy and the availability of computers is thus a concern that is possible to impinge on 
the employees’ willingness to participate in an employee survey. Volvo solves the matter 
by positioning temporary computer stations where the employees can complete the survey 
in privacy, which we argue may motivate the employees to participate. 

Conversely, during the interviews it appeared that a few interviewees do not experience any 
problems with completing a survey in a group. One interviewee argued that a collectively 
distributed survey is more likely to protect his identity since it is mixed with the other 
employees’ completed surveys. Others argued that a survey that is distributed when all the 
employees in a work team sits down to have a meeting might motivate the employees to 
complete it since the process will be considered as quick and easy. It does however seem 
that it can be difficult at some workplaces to gather all employees due to the working 
situations and working hours. We were told that many who work in production do not have 
scheduled breaks and that it might be difficult for those employees to take the time and 
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complete an employee survey. Adam meant that it would be better to plan and schedule the 
completion time for each employee. If the employees have a time and place for completing 
the survey it might be greater chance that the employee can sit privately without feeling 
stressed. We thus interpret that some interviewees are concerned that the time of 
completing a survey might collide their work tasks. We therefore argue that if an employee 
cannot foresee the situation of his or her workday, the employee might have difficulties to 
allow time for the employee survey.   
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7. Further discussion and conclusions 

In this chapter we discuss our analytical standpoints from chapter six and thus draw 
conclusions from our findings. The discussion is presented under the different themes we 
used to present our findings in the chapter five. Each theme ends with the related 
conclusions. The chapter ends with the concluding answers to out research questions and 
the contribution of this thesis. 

7.1. Research questions and purpose 

We have now come to the part of thesis where we will answer our research questions: What 
motivates employees to participate in an employee survey? To what extent does the 
administration of employee surveys affect employees’ willingness to participate in a survey?  

As stated in the introduction, the purpose of this thesis is to identify and understand what 
motivates employees to participate in an employee survey. We also aim to answer to what 
extent the survey administration affects employees’ willingness to participate in an 
employee survey. We thus seek to identify the employees’ survey administration 
preferences. The purpose is further to provide recommendations that concern what is 
necessary to consider when planning a survey, in order to motivate employees to participate.  

The research questions will be answered in the concluding discussion below.  

7.2. Specific workplace conditions 

There are several forums for communication at LKAB where the employees are given the 
opportunity to influence. The employees also feel comfortable in expressing themselves in 
these forums. We therefore propose that most employees are experienced in terms of 
expressing themselves, which also create opportunities for a positive attitude towards an 
employee survey when it is considered as a tool of communication. However, at some 
workplaces within LKAB there is a lack of performance review meetings, which is mostly 
due to the high turnover of production managers. We therefore experience that some 
workplaces lack a close interaction between managers and employees and as a consequence, 
employees experience that their thoughts are not emphasized and thus become less engaged. 
In turn, lack of employee engagement leads to that employees are less eager to engage in 
organizational activities, such as an employee survey. We thus propose that communication 
through the use of forums motivate employees to participate in an employee survey. We 
can also propose that employees who are less comfortable to express themselves in open 
forums, such as weekly meetings, are likely to be motivated to participate in an employee 
survey. In fact, these employees are more likely to show a higher degree of motivation 
towards a participation in an employee survey. 

There is a strong commitment towards LKAB among the interviewees. The main reason to 
why the interviewees are highly committed is because LKAB care for the employees, there 
is a high level of organizational support. There are opportunities for training and 
advancement in the company and thus possibilities to develop within LKAB. The 
opportunities for career advancement also leads to increased variety of skills, which is 
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stimulating. The employees’ willingness to develop and advance is therefore a sign of 
motivation. We find that the tangible and intangible benefits also contribute to employee 
motivation at LKAB, such as a high salary and a positive working environment. There is 
thus a strong psychological connection between the employees and LKAB. In turn, the 
employees become more inclined to do a good job, which indicates that the employees are 
motivated to participate in an employee survey when the survey is considered as a work 
task. 

Another condition for employee motivation is the possibility to contribute to LKAB; both 
in terms of task performance but also that the employees’ opinions are appreciated. It is 
thus important with leadership and that managers show appreciation towards the employees 
and their work. The feeling of being needed, that other actors are dependent on the 
employees’ work performance engage the employees. Therefore, we propose that 
employees who experience themselves as active contributors to the company development 
of LKAB also become motivated to participate in an employee survey when it is considered 
as a tool of development.   

7.3. Previous experiences of employee surveys  

The lack of communication plan in previous surveys at LKAB, such as the ENA-survey 
(discussed in chapter six) has a negative impact on employees’ motivation to participate in 
future employee surveys. Previous surveys have lacked in communicating the purpose, the 
anticipated results, follow-up actions timing and responsibilities. When the results of 
previous employee surveys have been communicated back to the employees, the 
presentation has not been adjusted to the targeted audience. The employees have 
consequently not been appropriately incorporated in the survey process, which become 
apparent in their negative attitudes towards employee surveys. Therefore, we propose that 
an appropriate communication plan will motivate employees to participate in an employee 
survey.  

The ENA-survey is a good example of a poorly administered survey. The survey was 
unprofessionally administered in terms of pre-survey communication, distribution and the 
communication of the results. In terms of pre-survey communication, some employees 
were not aware of why they should participate in it. The survey was further unfairly 
distributed since the temporary computer stations where not equally available for many of 
the production workers as for the office workers. The results were not either appropriately 
communicated, as some employees experienced that they did not bring any value. We 
therefore propose that employees at LKAB are more likely to become motivated to 
participate in an employee survey that clearly communicates the purpose, the anticipated 
results, follow-up actions timing and responsibilities. Another condition that contributes to 
employees’ motivation to participate in an employee survey is that the survey is fairly 
distributed. In other words, the survey must be available to the target audience for the 
employees to feel equally involved in the survey process.  

The lack of leadership in pervious survey processes has a negative influence on employees’ 
motivation to participate in an employee survey. Managers’ lack of interest in previous 
employee surveys has rubbed off on the employees. Some managers have not been 
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incorporated in previous survey processes, which has led to that it has been difficult to 
engage the employees in the survey process. Therefore, we propose that enthusiastic and 
active leadership in the survey process the survey is likely to motivate employees to 
participate in an employee survey.  

7.4. Thoughts about employee surveys 

Employees at LKAB are willing to participate in an employee survey when they experience 
that the outcomes are realistic and credible, that is when an organizational change becomes 
visible at the employees’ workplaces. Many employees become motivated to participate in 
an employee survey when they experience that they can contribute to the company 
development. The employees further become motivated to participate in an employee 
survey when the purpose and the outcome of an employee survey address the different 
workplaces specifically, since it is easier for employees to relate to an outcome that is 
closer to their reality. Therefore, employees will be motivated to participate in an employee 
survey when the formulated questions and language are adjusted to the target audience.  

Another important aspect is anonymity. The employees at LKAB are motivated to 
participate in an employee survey when they are promised anonymity. Therefore, we 
propose that when employees experience that confidentiality issues are communicated and 
when the employees experience the survey process as transparent, they are motivated to 
participate in an employee survey.  

It is important that the survey process is taken seriously and that management is aware of 
the survey’s required time and resources. We propose that the survey process does not end 
when the data has been collected. An announced employee survey creates a social contract 
between management and the employees and when the survey lacks follow-up actions, the 
contract is broken. We therefore propose that employees are motivated to participate in an 
employee survey when management keeps the promise of change and organizational 
improvement. 

7.5. Preferences of employee survey administration   

Workplace related surveys at LKAB often concern work related problems at departmental 
level, which we propose motivates employees to participate since they are considered as 
relevant and easy to relate to. Workplace related surveys are also often brief in terms of 
number of questions, which motivates employees to participate in them. Therefore, we 
propose that it is less likely that employees are motivated to participate in a census-survey 
if the employees experience the survey as less relevant to their specific workplace and if it 
includes too many questions.  

It is difficult to say if employees at LKAB are motivated to complete a survey through the 
use of a computer or through the use of paper and pencil. Regardless of whether LKAB 
chooses to administer an employee survey through the use of a computer or through the use 
of paper and pencil, we propose that the employees are motivated to participate in an 
employee survey when they receive appropriate training within the selected method. Also, 
we propose that the employees are motivated to participate in an employee survey when it 
is individually distributed due to privacy concerns, concentrating matters and stress factors. 
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If LKAB chooses to administer an employee survey through the use of a computer, we 
reason that there must be a sufficient number of stations in the workplaces where 
employees do not have access to a personal computer. Employees are further motivated to 
participate in an employee survey when the completion process is scheduled, since some 
employees have work tasks that are difficult to leave for the completion of an employee 
survey.  

The survey must further be available to complete during one shift cycle, due to the variety 
of working hours at LKAB. Otherwise, employees are likely to become stressed and thus 
experience decreased motivation to participate in the survey. However, the survey cannot 
be open for completion for too long since employees are likely to forget about the survey. 
We therefore propose that it is vital that managers promote the survey as a positive event 
and thus learn how many of the employees that have completed the survey and 
subsequently remind the employees that have not completed it.   

We propose that employees are likely to participate in an employee survey when the results 
of the survey are demonstrated in a workplace setting, where it is possible to discuss and 
question the results. The employees experience that it is important to hold a dialogue. 
Subsequently, managers must thus receive appropriate guidelines for the presentation of the 
results. Therefore, we propose that employees are motivated to participate in an employee 
survey when the presentation of the result targets the workplace specific audiences.  

7.6. Concluding answers to our research questions  

The following conclusions based on the previous discussion answer our first research 
question: What motivates employees to participate in an employee survey? 

• Employee motivation: we have identified that employees are motivated to 
participate in an employee survey when a company provides the following 
conditions for employee motivation: 
o Benefits that lead to organizational commitment. 
o Opportunities for career development that leads to employee engagement. 
o Communication forums that lead to the recognition of the importance to 

influence.  
o The possibility to actively contribute the organizational development, which 

leads to employee participation and empowerment. 
o Active leadership that leads to appreciation and recognition. 

 
• Survey administration: we have identified that the following aspects of survey 

administration also motivate employee to participate in an employee survey: 
o A carefully prepared communication plan. 
o Enthusiastic leadership that promotes the survey process. 
o A workplace specific adjusted survey in terms of questions and language. 
o Sufficient training in the administration method. 
o Visible follow-up actions.  
o Availability of the survey during a shift-cycle. 
o An individually distributed survey, which promotes privacy. 
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o A brief survey in terms of number of questions. 
o Results that are presented at the specific workplace, which enables proceeding 

discussions. 

We propose that both the above stated conditions of employee motivation and the aspects 
of survey administration motivate employees to participate in an employee survey. Our 
main proposition is thus that employee involvement in the organizational development as 
well as in the survey process motivates employees to participate in an employee survey. In 
other words, we argue that the conclusions indicate conditions and aspects that are fostered 
by employee involvement. As per our second research question: To what extent does the 
administration of employee surveys affect employees’ willingness to participate in a survey? 
Based on the answer to our first research question, we can conclude that the survey 
administration affects the employees’ willingness to participate in a survey to a high extent, 
since we propose that employee motivation and survey administration are equally important 
in this matter. 

7.7. Contribution to existing knowledge  

Based on our conclusions we reason that employee involvement leads to that employees are 
motivated to participate in an employee survey, which is our contribution to human 
resource management. This study contributes since it shows that the employee survey is a 
complex practice that requires that HR-practitioners and management consider employee 
involvement in the organizational development as well as in the survey administration. Our 
proposal thus supports Schou (2007, p. 15), who argues that management should not 
underestimate the process of conducting an employee survey. As a consequence, we have 
come to an understanding that the management must learn that an employee survey requires 
much time and resources. We further argue that the above presented conditions of 
employee motivation and aspects of survey administration are critical to employee 
involvement. In addition, management must also understand the importance of keeping 
their promises in terms of anticipated actions that comes with the announcement of an 
employee survey. It is thus possible to say that our findings correspond to Spitzmüller et al., 
(2006), whose findings indicate that motivated organizational members are more likely to 
complete an organizational survey. We argue that our findings contribute since we have 
come to an understanding and have identified under which conditions and which aspects 
affect employees become motivated to participate in an employee survey.  

Apart from contributing to human resource management, we argue that our findings 
contribute to methodological theory. We mean that employee involvement in the 
organizational development and in the survey process also become critical to the employee 
survey as an information-gathering tool.  

In conclusion, we argue that we have fulfilled the research gaps we demonstrated in chapter 
one since we have been able to answer what Rogelberg and Stanton (2007, p. 204) 
suggested as a topic for future research. First, we propose that by answering our research 
questions we have also been able to answer what motivates respondents to respond to an 
employee survey. Second, we have conducted the research in an organizational context. 
Even though the answer may not be evidently apparent, it is possible to ascertain that our 
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analysis and discussion also treat how employees expect that their results will contribute to 
positive change in the organization. When considering Rogelberg et al’s., (2001, p. 22) 
suggestion of future research by identifying the drivers of survey value and survey 
enjoyment, we argue that under the conditions and aspects we propose are critical to 
employee involvement and thus to motivate employees to participate in an employee survey, 
also correspond to survey value and survey enjoyment.  
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8. Recommendations  

Our recommendations to LKAB and for further research will be presented here. We will 
provide recommendations that we reason are important for LKAB to consider when 
planning for the survey that will be carried out in 2013. The recommendations are based 
on our analysis, discussion and conclusions. We propose that the recommendations are 
necessary to consider when managing a successful survey process at LKAB to generate 
quality data. We argue that many of the recommendations are not only relevant for LKAB, 
but also for HRM practitioners and consultants. 

8.1. We, together with the employees at LKAB recommend: 

- To consider that many workplaces within LKAB are of individual nature. Therefore, 
it is crucial that the purpose and the questions of the survey are, as far as possible, 
adjusted to the different workplaces. We mean that the census-survey should be 
designed in a manner that enables each workplace to relate to the purpose of the 
survey.  
 

- To develop a communication plan. The communication plan should clearly 
demonstrate; (1) The purpose of the survey, the purpose of the survey must be 
evident to all employees that participate and the targeted employees must 
understand why they participate (2) The intentions of the survey (3) The anticipated 
results (4) The anticipated follow-up actions, the action plan and how these actions 
may impact each specific workplace (5) Timeframe (6) Responsibilities. 
 

- To consider the survey as a long-term process, the survey process does not end 
when the data is collected. We thus argue that the following phases are critical since 
the announcement of the survey create expectations of change among the employees. 
It is therefore important that LKAB ensures that the expectations are met. It is thus 
crucial that LKAB involves the employees throughout the entire survey process, 
from the announcement of the employee survey to the implementation of the 
changes that arise from the survey results. 
 

- To ensure that all targeted employees receive the sufficient amount of training in the 
applied administration method of the employee survey. If LKAB chooses to 
administer the survey with the use of a computer, the employees must be informed 
in where and how to access the survey. Sufficient training will also teach the 
employees in the confidentiality measures that LKAB will apply.  
 

- To absorb the committed and motivated workforce at LKAB. We experience that 
employees at LKAB are very loyal to the company and it is therefore important that 
LKAB does not create expectations with the help of a survey that are not met. We 
argue that a broken social contract can have a severe damaging effect on employee 
commitment and thus motivation.   
 

- To emphasize leadership throughout the survey process. We suggest that LKAB 
appoints a survey supervisor at each workplace that ensures that the employees have 
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a fair chance to complete the survey if they choose to participate. We mean that 
each workplace must plan the event of the survey, based on the specific workplace 
conditions. It is also crucial that the survey supervisor deploy a positive attitude 
towards the survey. We suggest that the survey supervisor at each workplace is also 
in charge for communicating the result. 
 

- To ensure the employees privacy. We suggest that the different workplaces are 
provided with tools that enable privacy when completing the survey. For instance, 
temporary computer stations that allows privacy.  
 

- To educate the survey supervisors in the survey process. We argue that the 
appointed supervisors must hold knowledge in the communication plan, the steps in 
the survey process and in presentation technique. With presentation technique, we 
mean that the survey supervisor should be allowed a presentation-kit that is adjusted 
to the target audience. The supervisor must further encourage discussion among the 
employees to elaborate upon an action-plan for the specific workplace.   
 

- To benefit by considering previous mistakes. We argue that LKAB should reflect 
upon how previous employee surveys have been administered and consider the 
quality of data, but also the outcomes of the surveys. We experience that many 
employees at LKAB have a nonchalant attitude towards employee survey, which 
can only be mastered through actions. In other words, LKAB must ensure to involve 
the employees in the employee survey process – involve to evolve! 

8.2. Recommendations for further research 

One recommendation for future research on employee motivation and employee survey is 
to apply a similar study in a smaller organization that is more homogenous in terms of 
specific workplace conditions. We argue that it would be interesting to see if there are other 
factors that become apparent that motivates employees to participate in an employee survey. 
If the results are similar to our findings, it is possible to reason that the motivation to 
participate in an employee survey is a matter of personal preferences rather than a matter of 
specific workplace conditions.  

Another recommendation on future research is to examine the consequences of employing 
an external firm to manage the survey process. We experienced that some of the 
interviewees had a negative attitude towards hiring an external firm to manage the survey 
process, although it is possible to argue that an external firm is more likely to ensure a 
higher level of confidentiality. We find it interesting to examine this matter since we argue 
that many organizations must consider whether they hold sufficient knowledge and 
resource to manage the survey process by themselves or if they need to outsource the 
employee survey to an external firm.   

It further appeared that some of the interviewees were under-surveyed instead of over-
surveyed. We therefore find it interesting to examine further what effect under-surveying in 
a company can have on employees’ motivation to participate in an employee survey. 
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9. Reflections 

In this chapter we first argue for the truth criteria of the thesis. We further demonstrate 
some limitations of the thesis, which is followed by an assessment of our proposed model 
that is based on the theoretical framework.  

9.1. Truth criteria 

There are a number of quality issues that are related to a qualitative study. Bryman and Bell 
(2007, p. 411) suggest that the authors of a qualitative study must check for two primary 
criteria: trustworthiness and authenticity. Trustworthiness can further be divided into four 
different criteria, credibility, transferability, confirmability and dependability.  
 
According to Bryman and Bell (2007, p. 411) credibility concerns how we as authors 
demonstrate that the information was collected through good practice. One way to check 
for credibility is to submit our findings to the interviewees that were studied to confirm that 
we as authors have understood their social world correctly. In order to make sure that our 
study is credible and to ensure that we have not misunderstood our interviewees, we have 
recorded and transcribed all the interviews. We have however not chosen to submit the 
transcripts of the interviews to the interviewees at LKAB although the material is available 
to be reviewed on the interviewees’ request. We will instead send the complete study to all 
interviewees when it is finished and if there are any objections we will correct them before 
the final submission. We did however send the material to Volvo Trucks and Enkätfabriken 
for them to decide whether they wanted to be anonymous or not and if we had interpreted 
their responses correct. Credibility further relates to the access we as researchers gain to the 
interviewees’ experience and knowledge and our ability to interpret this information in the 
light of how it was expressed in words (Saunders et al., 2009, p. 327). We are aware of that 
some of the interviewees’ words and expressions may be lost in translation due to that we 
have translated the material presented as empirical evidence into English. However, with 
that in mind we strive to demonstrate the context of the responses in a significantly careful 
manner. We also want to highlight that the photographs and the logo in the thesis are 
reprinted with permission from LKAB. 
 
Transferability is related to whether it is possible making statistical generalizations about 
the entire population (Bryman & Bell, 2007, p. 410). It is however not possible to 
generalize qualitative studies since it is often based on small, unrepresentative studies 
(Saunders et al., 2009, p. 327). As mentioned, we do not intend to generalize our findings 
from this case study since our findings are unique in its sense being a relatively small 
sample in a large organization. Since the findings of our study are closely related to the 
specific context and the employees of LKAB, it is thus difficult to generalize the study.  
 
Confirmability relates to that we as authors act in good faith (Bryman & Bell, 2007, p. 414). 
We should therefore strive to be as objective as possible and not let our personal values 
influence the findings of the study. Since the reality of this thesis is studied through the 
eyes of the interviewees, we cannot disregard that our view of the reality will be subjective. 
However, we find that our sample is representable, which facilitates to demonstrate a fair 
view of the interviewees reality.  
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Bryman and Bell (2007, p. 411) suggest that dependability concerns whether other 
researchers would be able to reveal the same information that we were able to collect from 
the interviews. We as authors should strive to provide a detailed description of the study in 
order to facilitate for others to make judgments about the dependability of it. Conversely, 
qualitative studies are not necessarily intended to be replicable since the findings should 
reflect the reality in the moment the information was gathered (Saunders et al., 2009, p. 
327). As we are aware of that a case study is difficult to replicate we have therefore 
described the companies involved in the study, but also in detail demonstrated our sample 
and how it was chosen, the outline of the interviews and the realization of the study, which 
facilitates to apply a similar study in another organizational setting. This goes also in line 
with the second main criteria, which Bryman & Bell (2007, p. 414) name authenticity. The 
authenticity criteria concerns whether the study demonstrates different viewpoints among 
members of the social setting (Bryman & Bell, 2007, p. 414), which we believe we do since 
our sample includes individuals with different professions at different workplaces within 
LKAB and with different types of employment. We have also sought to equally 
demonstrate the all the interviewees’ opinions. 
 
In addition, Saunders et al., (2009, p. 157) suggest that validity is another quality issue that 
must be considered. The concept of validity concerns whether the findings of a study are 
what they appear to be. We have therefore carefully considered that we study what we 
intend to study throughout the thesis process. Our interview guide is based on our 
theoretical framework, which means that we have gathered material that is related to the 
concepts and theories in our proposed model that derives from our research questions. In 
turn, we have based the analysis of the findings on our theoretical framework, which means 
that we have been able to study what we first intended to study. At last, our conclusions are 
further based on the analysis. We therefore argue that our findings are valid.  

9.2. Limitations 

One limitation of this thesis is that our study is restricted to LKAB. However, since we 
have conducted a case study and have sought to identify and understand what motivates 
employees at LKAB to participate in an employee survey, we argue that it was suitable to 
collect our primary data from LKAB. As a consequence, our findings, discussions and 
conclusions are limited to LKAB’s conditions and thus difficult to apply in other contexts. 
We are aware of that our choice of study thus has influenced the results of this thesis. 
However, we have also chosen to collect data from two other companies, Volvo Trucks and 
Enkätfabriken. We propose that the use of these pilots gave us a broader picture of 
administering employee surveys.  

We further argue that the topic of employee motivation is complex and should therefore be 
regarded as a limitation in itself. We reason that there are several different scientific 
perspectives on motivation, which means that employees perceive the concept differently. 
Motivation is of individual nature since individuals are motivated by a myriad of different 
means, which can be context-specific. As a result, we have found it difficult to identify and 
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understand what jointly motivates an entire workforce at a company. Therefore, we are 
aware of that our recommendations may not be appealing to all employees. 

9.3. Assessment of our proposed model 

The model we have used in this thesis is based on theories and concepts that we argue are 
conditions under which employees are motivated to participate in an employee survey. 
During the analysis, we also found that leadership is important denominator when it comes 
to employee motivation and the administration of the employee survey. In terms of 
employee motivation we find that leadership can stimulate communication, employee 
commitment, engagement, participation and empowerment and thus motivate the employee 
to participate in organizational development. In terms of employee surveys, we propose that 
leadership is important for employees to become motivated to participate by promoting the 
survey as an important business event and thus highlight the importance of why an 
employee should participate. We therefore argue that the limitations of our model are those 
theoretical considerations that were not possible to foresee. We have however been able to 
highlight the importance of leadership in the survey process by providing leadership related 
recommendations. As a consequence, we propose that including leadership theories can 
develop our proposed model further.  

Besides the lack of theories on leadership, we experience that the model was useful in 
analyzing the material that was gathered from the interviews. We did however recognize 
that some variables in the model were of greater importance than others. All the concepts 
that are related to employee motivation became apparent, whether some of the survey 
administration considerations were more apparent than others. The concepts of survey 
process, credibility, anonymity and pre-survey communication, web-based and self-
administered surveys and survey distribution became significant in many means. In contrast, 
the concept of over-surveying and timespan were not as apparent. However, we want to 
highlight that these considerations are still important to consider although they did not 
appear to be equally determining as the other concepts included in the theme of employee 
survey. 

The linkage between theory and the findings supports the deductive approach of the thesis. 
However, the finding of that leadership is important for the survey process and that it 
further could develop our proposed model can be linked to the inductive approach of the 
thesis as this development becomes evident and is based on our empirical findings from the 
interviews. Therefore, our argumentation of that this research is both of a deductive and an 
inductive character is supported. 

Figure 11 shows a revision of our proposed model (figure 5). The revised model is based on 
the conclusions of this thesis, which stress that the conditions of employee motivation and 
employee survey are of equal importance in order to understand and identify what 
motivates employees to participate in an employee survey. Also, theories regarding 
leadership are included in both aspects.  
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Figure 11. Revised version of our proposed model 
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Appendix I - Interview guide LKAB 

General information 
 
• Tell us about yourself! 

◦ Name, age, department/section, role, tasks, working hours and how long you 
have been working at LKAB. 

 
Work motivation and commitment  
 
• What made you want to work at LKAB? 

 
• What motivates you to stay at LKAB? 

 
• What makes you do a good job? 
 
Employee engagement 

 
• Are you satisfied with your tasks? In which way/ why not? 

 
• Do your achievements at work get appropriately appreciated? In which way/why not? 
 
• Do you believe that it is important to influence your working situation yourself? 

Why/why not? 
 
Internal communication 

 
• Do you believe that an employee survey (questionnaire) is a good instrument for 

expressing your opinions? Why/why not? 
 

• Are there any other forums where you are able to communicate your opinions? 
 
Employee engagement 
 
• If LKAB decides to execute an employee survey, do you believe that it is important to 

participate in it? Why/why not? 
 

• Do you believe that your participation in an employee survey will give you something 
positive in return? Why/ why not? 

 
Employee participation and empowerment  
 
• Would you feel like you are a part of LKAB’s work by participating in an employee 

survey? Why/why not? 
 
• How important is it that you can take part of the results of an employee survey? 
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◦ What do you think such a result can contribute with? How do you think the result 
should be communicated to you? 

 
Survey administration preferences  

 
• What are your experiences from previous employee surveys? 

◦ How were they communicated and administered? 
 

• How many employee surveys have you participated in the last year? 
 
• Would the purpose of an employee survey affect your willingness to participate in the 

survey? Why/why not? 
 

• Which purpose do you think that an employee survey should address? 
◦ Is there any current problems or topics that would be appealing? 

 
• Do you have access to a computer at your workplace? If so, how often do you use it? 

◦ Would you prefer to answer an employee survey through the use of a computer 
or by paper and pen? 
 

• Under which circumstances would you feel that you could complete an employee survey 
honestly and under no pressure/stress? 

◦ Place/day of the week/privately or in a room with others? 
 

• How long timespan would need to finish an employee survey? (From the day you receive 
it until you have to hand it in) 

 
Finishing up 
 
• Would you like to add something? Do you want to ask us something? 
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Appendix II - Interview guide Volvo Trucks 

• How do you administer employee surveys? 
 

• Do you consider that employees have different working hours, access to computer, 
working tasks and geographical placement? 

 
• Do you administer the employee surveys yourself or do you buy the service from an 

external firm? What determines this choice? 
 

• How often do you administer employee surveys (that involves all employees) and what is 
the purpose of them? 
 

• How do you motivate your employees to participate and complete the employee survey 
honestly? 
 

• How do you ensure the follow-ups of the employee survey’s result? 
 

• Have you experienced any problems regarding the administration of previous employee 
surveys? If so, which problems? How did you solve these problems? 
 

• Do the employees have equal access to computers? 
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Appendix III - Interview guide Enkätfabriken 

• In which way do you customize employee surveys for companies?  

◦ Do you consider the design of the workplace, type of organization, geographical 
spread of the employees, but also the variation of tasks within the organization? 
 

• Do you most often hold the responsibility for the total survey process (the process of 
planning to the compilation of the results)? 
 

• What is your experience regarding the administration of employee surveys?  
◦ Does the administration of the survey affect the results? 

 
• Have you encountered any problems regarding the administration of previous employee 

surveys? 
◦  If so, which ones and how did you manage these problems? 

 
• How do you motivate organizations’ employees to participate and honestly complete the 

surveys? 
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Appendix IIII - Personal communication (E-mail), Volvo Trucks Umeå 2012-04-20  

Vad gör/producerar Volvo Lastvagnar i Umeå, vad är det för slags företag? På vilka 
marknader är företaget verksamt? 

Hur många anställda har Volvo Lastvagnar i Umeå och vad jobbar man främst med som 
anställd på företaget? 
 
Volvo Lastvagnar, Umeå, är Volvos enda tillverkare av lastbilshytter i Europa.  
Vi tillverkar förarhytter till Volvo Lastvagnars lastbilsmodeller FH och FM, som levereras 
till våra monteringsfabriker i Göteborg, Kaluga (Ryssland) och Gent (Belgien), 
Huvudmarknaden är Europa, men vi förser även andra marknader i Asien, Afrika, Nord- 
och Sydamerika och Australien med leveranser av hytter, hyttdetaljer och lösdetaljer. 
 
Vår uppgift är också att bistå andra företag och enheter inom Volvo Lastvagnar med 
kunnande och tekniskt stöd inom hyttproduktion, som t ex svetsning och lackering. 
Produktionsanläggningen i Umeå är idag en av världens modernaste hyttfabriker med en 
avancerad produktionsteknik baserad på robotar och datoriserade övervakningssystem.  
 
Hyttfabriken i Umeå har idag en kapacitet på 90 000 hytter och är en av Norrlands största 
verkstadsindustrier med ca 2 000 anställda. Majoriteten av dessa är produktionspersonal 
eller underhållspersonal. 
 
Kvalitet, säkerhet och miljöhänsyn har alltid varit och kommer alltid att vara hörnpelarna i 
hyttillverkningen. Produktionsprocessen är kundorderstyrd. Det innebär att varje hytt är 
unik och tillverkad helt efter kundens egna önskemål. Hytterna är chassienummerstyrda och 
levereras i rätt tid, i rätt kvalitet och i rätt sekvens.  
 
Volvo Lastvagnar har under årens lopp allt mer utvecklats mot en tekniskt avancerad 
processindustri. Produktionsflödet består av plåtbearbetning, hyttsammansättning 
(svetsning), ytbehandling (målning) och montering (inredning). 
 
Hur länge har Volvo Lastvagnar funnits? Hur/varför startades företaget (lite 
företagshistoria)? 
 
1929: Företaget grundades av Gösta Nyström. 

1948: Nyströms introducerade den första fribärande trepunktsupphängda stålplåtshytten i 
världen. 

1950: Gösta Nyström uppfann Störtbågen - världspatent under flera år på 1950-talet. 
1958: Ett samarbetsavtal tecknades med AB Volvo. 

1960: Gösta Nyström genomförde världens första slagprov, som idag ligger stålplåtshytten i 
världen. 

1964: AB Volvo köpte Nyströms Karosserifabrik i Umeå. 

1977: Den nya tekniken gjorde sitt intåg i fabriken, stora delar av produktionen robotiserades 
och mekaniserades. 

1995-
1997: 

Hyttfabriken byggdes ut för att öka kapaciteten. Stor investering i en ny förbehandling i 
Måleriet, täcklackbox för specialkulörer, en ny Monteringshall mm. 
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2002: Nya Volvo FH - FM programmet introducerades. 
2003: The New FH 16 introducerades. 
2004: Ny Grundlack i Måleriet. Ny Monteringsline för slutmontering. 
2007: Ny Täcklack i Måleriet. 
2007-
2010: Ny pressline, ny mainline i karosseri.  
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