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Motivation of IT students in contemporary Latvia

Abstract. This article is devoted to an underdeveloped yet relevant topic regarding motivation of IT professionals in Latvia. An
online survey that covered 361 respondents was conducted in Latvian universities. The goal of the research is to find out whether
young Latvian IT professionals are oriented towards financial stimuli and guarantees (the vital needs) or non-monetary motivators
(the need for self-actualisation and professional growth). The research also offers a classification of different types of young
Latvian IT professionals and elaborates some recommendations on their motivation. The respondents were divided into 5 groups
based on their professional values: «flexible», «future professionals», «money oriented», «not decided yet» and «idealists». The
authors give a detailed description of each group and provide recommendations regarding motivation of the professionals of
each profile. The study may be of interest to HR managers in terms of their responsibilities related to attracting, motivating and
developing young Latvian IT professionals. The recommendations are very specific and based on representative data, so they
can be applied to HR practice.
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MoTuBauist IT-ctypeHTiB y J1aTBii

AHoTaujs. CTaTTio NPUCBAYEHO aKTyaslbHIn TeMi MOTMBaLji Monogoro nokoniHHa IT-chaxisuis y JlaTtsii. Y xogi pocnigpkeHHs B
NaTBIiNCbKMX BuLax 6yno npoBeaeHo onuTyBaHHA 361 pecnoHgeHTa, MeTa SIKoro nonsirana B Tomy, LWo6 3’sacyBaTil, Y1 OpieHTOBaHI
mMosogj nateinceKi IT-chaxisui Ha XXUTTEBI NOTPedU, BKIOHAO4YM (DiHAHCOBI CTUMYNM 11 rapaHTii, Y1 Ha NoTpeby B camopeanisadji Ta
NPOoeCiNHOMY 3pOCTaHHI, L0 MOXXHa BiAHECTU A0 HEMOHETapHOI MoTuBaLji. 3a NPOdECINHUMY LiHHOCTAMW aBTOPW OOCNIOKEHHS
PO3NOAINNAN PECMOHAEHTIB Ha M’'ATb FPyn: «iHAMBIAW, WO MPOSBASAIOTb THYYKICTb», «ManbyTHI npodecioHanu», «iHaMBIaW,
OPIEHTOBaHI Ha rPoLUi», «Ti, XTO HE BU3HAYMBCS» Ta «igeanictu». Y cTaTTi aHO AOKIaAHNIA OMNMC KOXHOI i3 3a3Ha4YeHnX BuLLe rpy, a
TaKOXX HaBeOEeHO pekoMeHaaLil, SIKi CTOCYIOTbCA MOTMBaLii haxiBLiB KOXXHOrO i3 Npodinie. Pe3ynsratn npoBeaeHoro [ocniaKeHHs
MOXYTb 6yTI KopucHuMK ons HR-meHemkepis, B 060B’A3KN SKUX BXOAWTb 3asly4eHHs, MOTMBALs Ta PO3BUTOK MOMoanx daxisLis.
KnrouoBi cnosa: moTtuBadis; IT-chaxisui; minerianu; nokoniHHA Y; JlaTsis.

Mpub6aHoBa C.
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AGenTtuHa A.

OOKTOP 3KOHOMUYECKNX HayK, AoLeHT, YHnsepcuTeT Typunba, Pura, Jlateus

MoTuBauus IT-ctyaeHToB B JlatBun

AHHOTauust. Ctatbsl MOCBsiLLiEeHA akTyalbHOW TemMe MoTuBauuy Mosiogoro nokoneHusi IT-cneunanvctoB B JlatBun. B xope
NccnepoBaHns B NaTBUMCKMX By3ax Obln npoBedeH onpoc 361 pecrnoHgeHTa, Lenb KOTOPOro 3akfioyanacb B TOM, YTOObI
BbISICHUTb, OPVEHTMPOBaHbI MOfiodble NaTBuiAckme IT-cneumanncTel B GOMbLUEN CTEMNEHWN HAa XKU3HEHHbIE MOTPEBHOCTM, BKIOYas
(rHaAHCOBbIE CTUMYSbI U rapaHTUK, NGO Ha NOTPEOHOCTL B caMmopeanu3aumn 1 NpoeCcCMoHaNbHOM POCTe, YTO MOXHO OTHECTU
K HEeMOHeTapHo MoTunsaumn. B3ss 3a ocHoBY npodeccroHanbHble LIEHHOCTY, aBTOPbl UCCNEA0BaHNA Pasfennan pecrnoHAeHToB
Ha NATb rPynn: «MHAVBWAbI, NPOSBASIOLIME MMOKOCTb», «OyayLume npogeccuoHanbl», «OeHEXXHOOPUEHTUPOBAHHbIE UHAMBUOLI»,
«HeonpedenveLUMECS» N «MaeanncTbl». B cTaTbe AaHO Nogpo6HOE onmncaHne Kaxkaon U3 yKadaHHbIX BbiLLe FPyrn, a TakKe NpuseaeHs!
pekoMeHaaLmm, KacaroLmnecs MOTUBaLMN CNeLMaIMCTOB KaXKAOoro U3 yKasaHHbIX npodunei. [JaHHoe UCCnenoBaHne MOXET CTaTb
nonesHbim ans HR-mMeHemkepoB, B 0653aHHOCTN KOTOPbIX BXOOWT NPUBAEYEHNe, MOT1BaLMS 1 pa3BuUTE MONOALIX CNELManncToB.
KnroueBble cnosa: MoTvBauus; [T-cneumanncTbl; MunneHunansl; nokonexue Y; Jlatsus.

1. Introduction

The focus of this paper is motivation of young IT profes-
sionals in Latvia. The authors deal with three dimensions: age
(young generation), sphere (IT) and location (Latvia). Each
component is well studied, but the combination of these three
layers has yet to be investigated.

The data of the Latvian State Employment Agency shows
that there is a high and growing demand for IT professio-
nals, which could be satisfied by a younger generation (Sta-
rineca & Voronchuk, 2015). Youngsters are much more fa-
miliar with technologies than the previous generations

© Institute of Society Transformation, 2018

(Desai & Lele, 2017), so the interest among the IT ma-
nagement to this generation is growing fast.

As the topic of job motivation of young Latvian IT profes-
sionals has not been widely researched in Latvia, the current
study is aimed at this target group and offers some ideas on
how to interact with this particular group of people to get them
motivated and stay at their companies long-term.

2. The ICT sector in Latvia in the context of the EU

In 2018, Latvia’s rank by the Digital Economy and Socie-
ty Index (DESI) is 19th among other European countries (Digital
Economy and Society Index, 2018). There are five components
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of this index. Latvia shows the best results by digital public ser-
vices (9" place among the EU member-states), the worst - by
human capital and integration of digital technology (23 place).
By now, only 57% of the employed and 33% of unemployed
people have basic digital skills. The number of science, techno-
logy, engineering and mathematics (STEM) graduates has de-
creased over time: from 14.1 per 1,000 in 2013 to 12.7 in 2016.

The number of employed specialists in the ICT sector in-
creased by 69% in 2016 in comparison with 2005 (Dutta, Lan-
vin, Wunsch-Vincent, 2017), but the level of employment and
training of ICT Specialists is comparatively low in Latvia (Table 1).
The dynamics of many indicators is positive, yet this is not
enough for Latvia to be competitive at the EU market.

ICT specialists’ salaries increase every year (Table 2),
however the effectiveness of investments in employees is not
high: by the ratio of the average personnel costs for the ICT
sector, if compared with the non-financial business economy,
Latvia has one of the lowest ranks.

Due to the fact that the ICT sector is one of the fastest de-
veloping and most perspective, the competitiveness in this
field is very important for a European country. Latvia shows
positive dynamics by many indicators, yet these efforts are
not enough to compete within the EU market. A smart invest-
ment in human capital may become a growing point for the
ICT sector in Latvia, which is why we study values, expecta-
tions and motivation factors regarding young IT specialists to
make Latvian companies more attractive.

3. Theoretical framework and Methodology

Motivation of the young generation

There are a lot of different concepts and classifications
that suggest approaches to the division of modern population
by generations. Students born between 1983 and 2000 were
chosen as the subjects of the current research.

Some authors define them as a generation called Millen-
nials or Generation Y (Howe & Strauss, 2000), while other re-
searchers divide them into two generations known as Millen-
nials or Generation Y and Generation Z. Seemiler and Grace
relate current students to Generation Z. According to their re-
search, this generation consists of people born between 1995
and 2010 (Seemiler & Grace, 2016). From the focus of infor-
mational and communicational technologies, the main classi-
fying criterion is the interaction of people with new technolo-
gies and the Internet. Since all people born after 1983 socia-
lise in the era of rapid technological development, the authors
do not see any reasons to divide them into subgroups. There-
fore, in the current research all people born between 1983
and 2000 are addressed as one generation called Millennials.
Some researchers (Seemiler & Grace, 2016) believe that Mil-
lennials prioritize non-material factors over financial stimulus,
while other researchers (Twenge & Kasser, 2013) argue that
Millennials are more materialistically oriented.

Motivation of young IT professionals

Due to the growing importance of the IT industry in mo-
dern economy, there are many researches that study various
sides of IT personnel management, including the reasons of
employee turnover, specifics of the IT industry, employee be-
haviour and methods of achieving best results (Sukriket 2014).
Along with employee turnover, employee satisfaction can
show how effective the motivation system is. The research
dedicated to the study of IT employee satisfaction has de-
monstrated that, along with salary and guarantees, training
and recognition play an important role (Sharma et al., 2017).

Some researchers believe that IT professionals (young
and senior) value non-material motivators more than ma-
terial motivators. Some authors highlight professional auto-
nomy as an ability to control the design and timing of their
work (Pare & Tremblay, 2007). Others point out information
sharing and recognition (Pare & Tremblay, 2007); interesting
work, independence and need for self-actualisation. At the
same time, there are researchers that argue that fair reward
is one of the key factors of high motivation and low turnover
(Colquitt et al., 2001; Kerman & Hanges, 2002).

Motivation of young Latvian generations

Despite the fact that the importance of financial motiva-
tors is still high in transitional economies, the general pattern
still shows movement towards self-expression values. The
majority of younger people have not faced dramatic changes
and significant lack of material resources during their child-
hood, so they feel safer in the current environment and are
not afraid of changes which might happen. Therefore, they are
looking in the future from a different angle, and they are not
afraid to move to another company, to change their place of
work or residence in order to make their dream come true or
to gain better perspectives.

According to Gonthier’s research, intolerance to income
differences and therefore attention to the size of the sala-
ry are higher in the countries where inequality in income is ri-
sing rather than in the countries where it is falling or stabilising
(Gonthier, 2017). As Latvia has been facing a growth in income
inequality since 1987, we can assume that monetary motivators
are important for Latvian citizens. The findings of the research
conducted by Baltina & Senfelde showed that the younger ge-
neration values a good salary slightly more than other factors:
«a good salary (97 %), job stability (95%) and the opportunity to
combine work with family life (92%)» (Baltina & Senfelde, 2016).

The findings of the PWC report (Millenials at work, 2011)
underline the importance of combining work and personal life
for youngsters. Inglehart & Welzel believe that the shift from
survival to self-expression values is intrinsic to young gene-
rations of all developed countries (Inglehart & Welzel, 2005).

Combining the knowledge concerning the motivation of
the younger generation (Millennials), young IT professionals
and Latvian youth, it can be assumed that the motivation of
young Latvian IT professionals will be a mixture of vital needs
(monetary stimuli and guarantees), self-actualisation and self-
development.

Hypothesis

Based on the studies cited above, we propose some hy-
potheses to test the motivation of young IT professionals in
Latvia:

1. Young generation of IT professionals will have a contradic-
tion in motivation, both material (high salary) and non-ma-
terial (need of financial stability, professional and career
growth).

2. Despite the similarity of general values, it is expected that there
will still be a difference in the expectations and motivations of
the respondents. We assume that, depending on life situa-
tions and personal value orientations, the respondents will be
divided into several clusters, where every cluster will need its
own special approach in building the motivation system.

3. The respondents will differ by the level of their ambitions,
willingness for comfort and self-actualisation. The authors
assume that older respondents, who already have family
with children, will be more focused on wealth and material

Tab. 1: Indicators of employment and training of ICT specialists

Source: European Commission (2018)
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Tab. 2: Average monthly wages and salaries by activity type (in Euros), Total, Net

Source: Central Statistical Bureau of Latvia (2018)

guarantees, while the younger ones will have more idealis-
tic views and will not be sure what exactly they want from
work - high salary, prestige or self-actualisation.
Data
For this study, we used an online survey for questioning stu-
dents who study IT at higher education institutions of Latvia.
The survey was held in March-April 2017. The authors used two
online survey panels, which reward panellists for completing
surveys online: www.aptaujucentrs.lv (an online survey panel in
Latvia) and www.platnijopros.ru (an online survey panel for Rus-
sian-speaking citizens of several countries, including Latvia).
The questionnaire programming in Russian and Latvian was
done using professional Sawtooth Software in order to use all the
quality control tools (e.g. checking the average time spent in the
survey, identifying straight-liners and using quality control ques-
tions) and benefit on attractive and interactive design of the sur-
vey (e.g. pop-up questions, sliders, etc.). Professional translation
services were used for the Latvian version of the questionnaire.
The survey invitation was sent to 3,546 panellists (members
of both online panels), who mentioned that they are students in
their profile. The opening rate was 37.9%. Out of 1,347 panellists
who clicked on the survey, 402 identified themselves as IT stu-
dents. After filtering by using quality control methods, 361 va-
lid responses were analysed. Based on the information re-
ceived from the website of the Ministry of Education of Latvia
(Statistika par augstako izgfitibu, [s.a.]), four main higher edu-
cation institutions which prepare IT specialists with both higher
professional qualification and academic degree were identi-
fied. They are the University of Latvia (programs: «Program-
ming and computer network administration», «Computer scien-
ces»), Transport and Telecommunication Institute (programs:
«Electronics», «Telecommunication and computer networks»,
«Computer sciences», «Information systems management»),
Riga Technical University (programs: «Computer systems», «In-
formation technologies», «Automatics and computing», «Elec-
tronics», «Electronic and mobile networks», «Telecommuni-
cation») and the Latvian University of Agriculture (programs:

«Programming», «Computer management and computer scien-
ces», «Information technologies»).

4. Results

Cluster profiles

From the list of questions concerning professional values,
we used only the ones with the greatest range of values. The
authors used the K-means classification method in order to
define clusters based on the work value questions, as this de-
monstrated more varied and interesting results (Table 3). The
respondents were distributed within the clusters rather evenly:
in the 14-28% range in each one.

Let us describe each cluster.

Cluster 1: «Flexible» individuals are more among the 25 year-
olds, the second year students of the University of Agricul-
ture of Latvia (LLU) wherein only one parent has a higher
education degree. Freedom, self-development and mobility
are important for this group, but at the same time they are
ready to be flexible for the demands of employers, condi-
tional upon a good salary.

Cluster 2: «Future professionals» are mostly among the first
year male students studying at the University of Latvia (LU);
they already work and are either in an unregistered partner-
ship or divorced. In most cases, their parents were born in
Latvia and do not have a higher education degree. «Future
professionals» want to develop in IT-sphere. It is more im-
portant for them to gain experience and develop profes-
sionally than to get money fast in a job not connected with
their specialisation. They cannot be called «altruists», as af-
ter gaining the needed experience, they expect a high salary.

Cluster 3: «Money oriented» individuals are mostly aged
23-24 and those who are older than 26, agreeable among
senior students (5"-6" year of study), TSI students, who do
not work, rent a flat, are married, have at least one child,
were born outside the EU and have only one parent born in
Latvia. This group has a very strong monetary motivation.
They are ready to make any concessions for the sake of a
good salary and getting a job.

Tab. 3: Cluster analysis based on the work value questions

Source: Compiled by the authors
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Cluster 4: «Not decided yet» includes mostly females aged
21-22 years in their fourth year of study at Riga Technical
University (RTU) or at any other institution not mentioned
in the survey; they do not work, live with parents or in their
own flats; both parents were not born in Latvia but both
have a higher education degree. This group has material
motivation and a need for a guaranteed job. As much as
possible, they would like to have the opportunity to deve-
lop professionally and to have mobility, however they have
not decided yet which is more important when choosing
between freedom and money.

Cluster 5: «Idealists» mostly consist of young respondents
who are in their third year of living in a dormitory, are sin-
gle and were born in the EU (both in Latvia and other coun-
tries). For this group, freedom, self-development and mo-
bility are more important than money, but in a given situa-
tion, they are ready to lower their career expectations. For
example, they are ready to sacrifice freedom in favour of a
higher salary; they want a guaranteed job.

The importance of different work aspects

To estimate the importance of different work aspects, we
used a block of questions beginning with the following: «There
are several aspects which people consider important in their
jobs. Please look at this list and mark which of these aspects
are important for you personally in your job». The list inclu-
ded 11 options, and each respondent was to evaluate every
one either with «0» (if the aspect was considered to be impor-
tant) or with «1» (if it was viewed as important). Table 4 rep-
resents all the answers, from the most important to the least
important.

The respondents are very close to each other in their an-
swers, which is a direct consequence of belonging to one
generation and sharing a life stage. They are starting their
transition to adult life, obtaining a new profession and gaining
work experience. Ranking the important job aspects demon-
strates that it is essential for all the respondents to fulfil basic
survival needs, which is reflected in the importance of having
a good salary.

It is significant for the respondents to satisfy their basic
needs. This is reflected in the importance of having a job with
a good salary and guarantees. It is also important for them to

realise their creative potential and have an opportunity for pro-
fessional growth. While respondents are ready to sacrifice va-
cation days and are ready to work in stressful conditions, they
want to have a flexible working schedule. Minor differences
between clusters become visible only in the middle of the list.
There is no specific tendency towards comfort or achieve-
ment for cluster representatives. Only the «not decided yet»
group put basic opportunities a bit higher than the creative
ones and «flexible» individuals are more focused on the as-
pects connected with professional realisation.

Correlation of various work aspects

To study the links between the significance of every work
aspect, we used correlation analysis. The results of biva-
riate correlation analysis for each cluster are represented in
Tables 5-9. Only significant factors are left in the tables be-
low. We highlighted all the values which were higher than
0.250 and were significant. Bold font was used to show the
highest value of a correlation coefficient in each table.

Table 5 demonstrates correlation between the pairs of dif-
ferent working aspects’ importance for the «flexible» clus-
ter. The correlations do not exceed 0.4 which means that we
do not have strong correlations. The strongest correlation
is between the achievement and having not too tense work
(0.337). The main «centre of attraction» for the «flexible» clus-
ter is an aspect such as achievement: those who have cho-
sen achievement as an important (or unimportant) work as-
pect also mentioned requirements for the level of work ten-
sion, as well as the opportunity to have an interesting job and
to show initiative.

The correlations in Table 6 (for «future professionals»)
are also not very strong. The strongest one with the mean of
0.5 is a positive relationship between the significance of ha-
ving long vacation and not tense work. Upon closer examina-
tion, «future professionals» appear to be very hard in terms of
motivation, as they are mostly ambivalent to their preferences:
they need an interesting job which requires maximum output,
tension and realisation of their creative abilities, but they are
not interested in prestige, too much responsibility and a fle-
xible schedule.

Table 7 represents correlations for the «money oriented>
cluster. The highest coefficient is 0.532 - the correlation between

Tab. 4: The importance rating for every cluster

Source: Compiled by the authors

Tab. 5: Cluster 1 («flexible»): correlation of the importance of various work aspects

Note: * is significance at the 0.05 level (2-tailed), ** is significance at the 0.01 level (2-tailed).

Source: Compiled by the authors
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achievement and interesting job. Both these aspects take the
second position for the respondents, which demonstrates that
people belonging to this cluster are not just looking for higher
salaries, but also for a job which provides opportunities for pro-
fessional growth.

Correlations for the «not decided yet» cluster are not
very strong as well (Table 8). The highest value is 0.408, and
it belongs to a connection between achievement and interest.
Generally, this cluster has the same «centre of attraction» as
the «flexible» one, which is achievement. This cluster shows
very disturbing results. On the one hand, they want to develop
professionally and have interesting tasks, on the other hand,
they want a good salary and - on top of that - a flexible sche-
dule without stress and with guarantees.

The strongest correlation between the importance of dif-
ferent working aspects for «idealists» (Table 9) belongs to a
comfortable schedule and vacation (0.375). Other values are
lower. «Idealists» have not formed the idea of how they want
to work and develop professionally yet. Their settings are
sometimes mutually exclusive: they do not want responsibility
and initiative at work, but they want to develop professionally

and realise their abilities. At the same time, they are ready to
be motivated materially and work more intensively, showing
initiative (which was not exposed in other clusters).

5. Discussion and Conclusions

To test our hypotheses about the motivation of young IT
professionals in Latvia, we conducted several types of analy-
ses: clusterisation, cross tabulation and correlation analysis.
The cluster analysis divided the respondents into five groups
based on their professional values.

«Flexible» individuals are ready to keep their conditions,
yet they want to develop; they are ready for self-actualisation
and want to do interesting work. They can be motivated both
in material and in non-material ways by providing them with
opportunities for professional development, giving interesting
tasks that require responsibility and initiative for the future by
broadening their zone of responsibility and teaching them how
to handle such tasks.

It is hard to motivate «future professionals», as they are
mostly ambivalent in their preferences: they need interes-
ting work, which requires maximum output, tension and rea-
lisation of creative abilities. However, they are not interested

Tab. 6: Cluster 2 («future professionals»): correlation of the importance of various work aspects

Note: * is significance at the 0.05 level (2-tailed), ** is significance at the 0.01 level (2-tailed).

Source: Compiled by the authors

Tab. 7: Cluster 3 (<money oriented»): correlation of the importance of various working aspects

Note: * is significance at the 0.05 level (2-tailed), ** is significance at the 0.01 level (2-tailed).

Source: Compiled by the authors

Tab. 8: Cluster 4 («<not decided yet»): correlation of the importance of various work aspects

Note: * is significance at the 0.05 level (2-tailed), ** is significance at the 0.01 level (2-tailed).

Source: Compiled by the authors

Gribanova, S., & Abeltina, A. / Economic Annals-XXI (2018), 170(3-4), 73-78

77



DEMOGRAPHY, WORKFORCE ECONOMY, SOCIAL AND ECONOMIC POLICY

Tab. 9: Cluster 5 («idealists»): correlation of the importance of various work aspects

Note: * is significance at the 0.05 level (2-tailed), ** is significance at the 0.01 level (2-tailed).

Source: Compiled by the authors

in prestige, too much responsibility and flexible schedules.
Being free from ambitions of gaining prestige or high manage-
rial positions, they can focus on such tasks as process opti-
misation, creating new concepts or products.

The «money oriented» cluster showed itself as a clus-
ter of rationally thinking people who not only appreciate com-
fort but are also ready to work hard and want to have op-
portunities for professional growth. The deeper analysis has
demonstrated that besides material motivation, having flexible
schedules and comfort can be good motivators.

The «not decided yet» cluster shows very disturbing re-
sults. On the one hand, those who belong to it want to de-
velop professionally and have interesting tasks. On the other
hand, they want a good salary and a flexible schedule without
stress and with guarantees. Taking into consideration that
these respondents are just students and many of them do not
have any work experience and cannot already be considered
as professionals, it would be reasonable to refuse employing

such individuals until they move to another cluster. After the
analysis, the cluster name can be changed to «highly de-
manding».

«ldealists» are predominantly first year students who
have not yet formed an idea of how they want to work and
develop professionally. Their preferences are sometimes mu-
tually exclusive: they do not want responsibility and initiative
work, but they want to develop professionally and realize their
abilities. At the same time, they are ready to be motivated ma-
terially and work more intensively, showing initiative (which
is not evident in other clusters). However, they will readily re-
spond to material stimulation, which can be the first step in
their professional development, while the employer can build
up the employee how he or she wants, developing the skills
and knowledge he or she needs.

The presented clusters may help HR specialists to recog-
nise different types of workers and be able to motivate them
more effectively.
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