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Abstract

The purpose of this study is to investigate the factors that influence job satisfaction for interns
working remotely in IT startups. Job satisfaction plays a crucial role in IT startups as it works
as a stabilizer in highly dynamic and uncertain work environments where organizations focus
on finding the right market fit. Satisfying interns is especially important as they bring in cutting-
edge knowledge and are supporting hands when financial resources are limited. This research
addresses the research gap in understanding the factors that play a crucial role in enabling high
job satisfaction for interns working in remotely operating IT startups.

This study employs a qualitative approach, sourcing empirical data through semi-structured
interviews with interns working in remote IT startups in Sweden. This affords deep insights into
interns’ mindsets and priorities to identify the factors relevant from their perspective. The data
analysis was conducted using the GIOIA data analysis method to identify key factors.

The findings present five key areas influencing intern job satisfaction: Intern Macro Influences,
Events, Guidance, Processes & Tools, and Motivation. The Intern Macro Influences include the
influencing factors Internship Motivation, Remote Internship Awareness, and Cultural
Background. Events incorporate Standups, Retrospectives, Company Culture Events and Team
Events. Guidance includes Delegation, Support, Coaching, Mentoring Skills and
Responsiveness. Processes & Tools include the influencing factors Core Hours, Peer
Programming and the Application Portfolio Dashboard. The last key area, Motivation consists
of Competence, Relatedness and Autonomy.

The study concluded that mentorship programs are highly desired, while clearness and structure
through centralized dashboards and clearly set working hours are needed. Traditional
hierarchies are disliked and coaching preferred. The remote setting creates higher isolation,
which can be prevented through standups, retrospectives, and team building events.

Further quantitative studies with startups across Europe could provide deeper insights and
expand upon the factors that influence intern job satisfaction.

Keywords: Remote internship, IT startup, Intern job satisfaction, Mentoring
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1. Introduction

While students study for about 20 years and build up proficient theoretical knowledge, concerns
arise over their qualifications as they lack understanding of the corporate world (Zhai et al.,
2021). To address this issue, many studies have incorporated internships into their programs,
allowing students to overcome this hurdle by applying their theoretical knowledge to real-world
situations in corporations. This environment allows interns to train their skills, learn more about
their interests, and form new professional and personal ties (Anjum, 2020).

The COVID-19 pandemic disrupted this internship flow by forcing companies to switch their
operations to remote work and quickly adapt to internships. Interns were forced to continue
their internships remotely. Supervisors increased the duties and level of work assigned to them
out of necessity. This provided the interns with a higher workload but provided additional
opportunities to enhance their resumes. For instance, having access to a larger professional
network in the IT industry allowed interns to network and grow new skills for working
independent (Joy et al., 2022). Additionally, technical advancements, such as cheaper and more
reliable internet connections, more powerful devices, and digitalization, have allowed
organizations to become paperless, and communication can be performed over digital channels,
such as Slack, Microsoft Teams, or Zoom. This resulted in looser geographical boundaries,
raising the question of why office attendance is required when remote work improves work
efficiency, work-life balance, and greater work control (Ipsen et al., 2021). Even after the
pandemic and the back-to-office forcings of employers, 98% of employees still wanted to work
at least partially remotely (Haan, 2023).

This development benefits the startup industry, especially the information technology (IT)
sector, as it reduces commuting costs, allows location-independent teams and saves costs. This
is important as startups are fragile constructs with a low survival rate due to the number of
challenges needed to overcome like the right interpretation of market needs (Eisenmann, 2021b).
The most common reason for failure (60%) present problems with the team (Klotz et al., 2014).
Therefore, the significance of founding with the right people and company culture should not
be underestimated. Great company culture significantly enhances employee motivation during
difficult times (McGregor & Doshi, 2015).

Due to the lack of reputation, startups suffer from the liability of newness (Politis, 2005),
resulting in little trust and being seen as high-risk partners and employers, making it difficult
for them to gain needed knowledge throw employing (Skawinska & Zalewski, 2020).

One way to address this issue in the IT industry is to hire interns. To be attractive while having
limited financial resources, IT startups focus on exhibiting their company culture and giving
out nonmonetary incentives, such as support for interns’ personal projects or server resources
(Nyberg & Hulmarker, 2019), and try to provide a welcoming and inspiring environment that
increases job satisfaction.

This thesis explores the factors that influence job satisfaction for interns working in remotely
operating IT startups.



l.1 Problem Discussion and Problem Formulation

The COVID-19 pandemic made remote work more accessible to the broader public, and
younger people are more likely to switch to remote work (Brynjolfsson et al., 2020). It offers
numerous benefits, including increased work-life balance and productivity (Nizath &
Karunaratne, 2021), which re-evaluates the traditional notions of employee engagement. If
companies want to make their positions more attractive to new interns, they need to provide the
flexibility and work-life balance that millennials desire. As startups are especially at the
forefront of devising new innovations during crisis. For example, the specific characteristics of
innovative startups enable them to be better prepared to cope with the COVID-19 crisis than
other types of firms (Kuckertz et al., 2020). According to Solaimani et al. (2022) longer
established companies will find it harder to sustain unless they keep innovating. While research
has explored the broad impact of remote work on productivity and mental health (Lemstra,
2023), there remains a gap in understanding how the unique characteristics of remotely
operating IT startups intersect with intern satisfaction.

IT startups face the challenge of attracting and retaining interns in remote work environments.
Interns play a critical role in startups by providing fresh perspectives and innovative ideas
(Mitchell et al., 2015). The relationship between remote work and job satisfaction has garnered
significant attention recently as organizations increasingly adopt flexible work arrangements.
The effects of remote work on job satisfaction have mixed conclusions regarding whether they
have positive or negative effects (Bellmann & Huibler, 2020). Sultana et al. (2021) found that
employees who can work remotely reported higher job satisfaction than those who work
exclusively in a traditional office environment. This finding is supported by a meta-analysis
conducted by Jamaludin and Kamal (2023), which synthesized data from multiple studies and
revealed a consistent positive relationship between remote work and job satisfaction across
various industries and occupations.

Despite the growing importance of remote work and company culture, a gap exists in the
literature concerning how IT startups can shape their remote operations to create an
environment thriving intern job satisfaction.

.2 Research Aim and Research Questions

The objective of this study is to explore factors influencing job satisfaction for interns working
in remotely operating IT startups as satisfying interns provide stability for a highly dynamic and
uncertain work environment, represent an additional work force when financial resources are
limited, and allow knowledge growth.

The research question is as follows: “What factors influence job satisfaction for interns in
remotely operating IT startups?”.



.3 Delimitations

This thesis touches upon the topics of remote work, internship satisfaction, and the
characteristics of the IT sector. Therefore, the following limitations were set:

Location: This study will focus on remote IT startups in Sweden, excluding the examination of
other organizations in other countries.

Work type: This study will focus on remotely operating IT startups, excluding discussions about
on-sight internships and preferable work types based on personality traits.

Industry selection: With the focus on startups the highest work dynamics in such organizations
can be found in IT startups, as the lifespan of knowledge in that industry is short due to rapid
advancements. Therefore, other industries, such as marketing, influencers, and other types of
remotely operated startups will not be focused on.

These delimitations allow a deep focus on the remote IT startup industry to be explored to
enable high job satisfaction for interns.

.4 Disposition

This qualitative abductive thesis is divided into six chapters. The first chapter introduces the
research topic and discusses its problem statement and research question. The literature review
highlights current research that focuses on motivation challenges in remote environments,
guidance and communication in remote IT startups. The methodology section elaborates on the
epistemological perspective, data collection, and objective analysis while considering ethical
considerations in mind. The fourth chapter focuses on the findings, in which the GIOIA data
analysis method was employed to objectively present the influencing factors with their mentions
in the interviews. The discussion chapter validated the findings using the literature, and the
conclusion section focused on research and practical contribution.



2. Literature Review

This literature review explores several topics that are critical for comprehending intern
satisfaction in the context of IT startups, with a special emphasis on communication obstcles of
remote work, advice for fulfilling internship experiences through guidance, and communication
in remote work settings. This review delves into the dynamics of remote work and highlights
how the COVID-19 pandemic has transformed remote work practices. It also highlights the
significance of leadership, mentorship, organizational culture, effective communication, and
the application of theories like Self-Determination Theory (SDT), Situational Leadership Il
(SL2), and Social Information Processing (SIP) Theory.

2.1  Intern Motivation Challenges in Remote Environments

After the COVID-19 pandemic disrupted global economies and societies, remote work became
more common. Traditional methods of conducting daily business operations have undergone
abrupt and profound changes (Begim, 2023). It has become necessary for billions of workers
all around the world to work remotely full-time. Because of these unique conditions, the term
"remote work™ has become more popular worldwide, which has led human resources managers
to begin looking into organizational elements that affect the performance of remote workers, as
they are a relatively new concept for many organizations (Wickramasinghe, 2022). According
to Begiim (2023), employee engagement should not be dependent on physical presence. The
emergence of remote work arrangements has required a flexible recalibration of leadership
approaches tailored to the unique characteristics and needs of remote workers (Pianese, 2022).
Remote work allows interns to save time commuting, have greater flexibility about their work
place and schedule, and an increased work-life balance by being able to take care of private and
family matters easier (Beckel & Fisher, 2022; Gajendran & Harrison, 2007; T. Golden et al.,
2006). Nevertheless, awareness of potential disadvantages like work-family conflicts must be
shaped. Research by Mann and Holdsworth (2003) showed that workers feeling unwell are more
likely to continue working online and not take sick leave, resulting in lower performance and a
prolonged disease course. The awareness of these factors makes it even more crucial that
leadership adjusts to these characteristics to create motivational and meaningful employment
(Martela et al. 2018).

Regarding potential sources of meaningfulness and motivation, Self-Determination Theory has
become one of the most widely discussed theories of human motivation and wellness (Ryan et
al. 2010). Three fundamental psychological demands have been determined by research within
this framework: autonomy, competence, and relatedness (Martela & Ryan, 2016b). Research
has demonstrated that these needs are important for motivation, well-being, life satisfaction,
and vitality on a daily and general level (Martela et al. 2018). Autonomy, competence, and
relatedness account for increased energy and decreased fatigue at work (Broeck et al. 2016). A
person’s sense of volition and internal perception of the focus of causality in their endeavors
are referred to as autonomy (R. M. Ryan & Deci, 2020a). Conversely, competence is about
feeling in control and effective in one’s endeavors once one believes in competence in their
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field and what it takes to complete tasks and realize objectives (Deci et al., 2017). In terms of
interpersonal dimensions, relatedness refers to how much an individual believes that they
belong to a community, engage in loving interactions, and are connected to others (Martela &
Riekki, 2018). VVan den Broeck et al. (2021) found that self-determined (intrinsically or more
internalized) motivated people have higher job satisfaction and job performance than externally
motivated people. A meta-analysis showed that the satisfaction of these factors increased
employee performance, decreased burnout, and increased employee loyalty to an organization
(Van den Broeck et al., 2016).

According to Weinstein et al. (2012), the three prerequisites for relatedness, competence, and
autonomy should be taken seriously as contenders for what makes life meaningful in addition
to their roles as strong predictors of well-being and positive human functioning. Personal
activities and work duties are more likely to be perceived as meaningful when freedom to
choose is given (Martela & Riekki, 2018). Furthermore, according to Lambert et al. (2010) the
primary source for a meaningful life are ties with family and friends. Strong evidence by
Martela & Riekki (2018) supports this causal relationship by expressing the relevance of self-
expression, caring relationships, and contribution to society for a meaningful life.

Gagné et al. (2022) demonstrated that the role of motivation is frequently disregarded when
designing and implementing new technologies although such changes significantly impact
motivation. The essence of human behavior is driven by an internal mechanism, which
originates from the concept of motivation. The term "motivation" derives from the Latin word
"movere" meaning "to move" (PennState World Campus, n.d.). Motivation can be seen as a
driving force that enhances behavior by inspiring individuals to persevere for their objectives
and states motivation empowers individuals to clarify goals, identify paths, and cultivate
persistence for their desired outcomes (Begliim, 2023). Research by Gagne et al. (2010)
demonstrated that intrinsic motivation provides better outcomes than external motivation.
Intrinsic motivation is one of the paramount factors in elevating employee productivity,
enhancing organizational contributions, and improving the overall quality of work life within
an institution (Begim, 2023). It holds great significance in the corporate domain, where
heightened motivation significantly augments the institution's contributions by driving an
increase in personnel productivity (Ameed et al., 2023).

2.2 Guidance for a satisfying IT Startup Internship Experiences

Research shows that support through evaluation techniques like regular feedback sessions and
mentoring, offers guidance and psychological support, which has a major impact on intern job
satisfaction (Haran & Jeyaraj, 2019; Vairis et al., 2013). For example, effective mentoring is
crucial in determining interns’ satisfaction, professional development, and overall success in
the ever-changing landscape of internship experiences (Jyoti & Sharma, 2015). The positive
impact of mentorship on remote internship programs is correlated with the skills gained by
interns (Jeske & Linehan, 2020).
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This demonstrates the significance of mentors in providing guidance and support to interns.
Mentors help interns enhance their skills, offer career advice, and resolve confusion and doubt
(Jeske & Linehan, 2020). At the beginning of an IT startup internship the mentors role is crucial
for interns’ quick familiarization with the strategies, norms, and work approaches (Haran &
Jeyaraj, 2019; Mitchell et al., 2015; Parent & Oliver, 2015). Furthermore, mentored interns gain
significantly greater communication and strategic problem-solving skills than non-mentioned
interns (Jeske & Linehan, 2020). These interns’ job prospects within IT startups increase as they
gain greater knowledge-sharing and visibility (Bilsland et al., 2019; Ensher et al., 2003).

Not every remote IT startup internship includes mentorship. Research by Jeske & Linehan
(Jeske & Linehan, 2020) shows that internships lasting longer than three months have an
increased chance of 76% of having mentorships, whereas for shorter ones, only every second
intern gets the chance to be mentored. This highlights cross-boundary remote startup internships
with an increased chance of mentorship. One additional reason for the lack of mentorship is the
time needed by mentors, which, when not taken, results in dissatisfactory outcomes for both
parties (Hansford et al., 2002), higher dropout rates among interns (Jeske & Linehan, 2020),
and lower job satisfaction and skill development (Kapareliotis et al., 2019), as communication
issues and suggestions to tackle problems are lacking (Jeske & Linehan, 2020). This
demonstrates the importance of mentoring, especially in remote IT startup contexts, as a must
for decreasing the more prominent feeling of isolation and ambiguity (Bentley et al., 2016;
Charalampous et al., 2019; Jeske & Axtell, 2018).

As internships take place across various types of education levels and skill levels drastically
differ, assessing the right position, task, and mentor through peer reviews and collaborative
assessments (McHugh, 2017) or performance evaluations and self-assessments (Vairis et al.,
2013) is highly relevant. The varied viewpoints underscore the intricate characteristics of job
contentment and the necessity of customized evaluation methods that correspond to interns’
educational and company goals. Petti (2019) highlighted the possibility of skill assessment
through an initial first task for every intern where supervisors or mentors monitor and assess
students’ capabilities to further perform real-world tasks. This allows testing the collaboration
between the mentor and mentees and aligning their viewpoints. Mentors pay greater attention
to task execution, supervision, and mentoring qualities (D. R. Baker & Smith, 1988;
Worthington & Roehlke, 1979).

Over time, interns’ perspectives change, becoming more task-oriented and increasing their
openness to feedback (D. R. Baker & Smith, 1988), who highlighted the relevance of mentors’
dynamic adaptation to situations and skill-levels with frameworks like SL2. This framework
highlights the significance of adjusting leadership styles to followers’ readiness levels, which
are influenced by their levels of competence and commitment (Blanchard & Johnson, 1982). It
provides a nuanced approach to leadership that enables supervisors and mentors to adjust their
guidance to interns’ various levels of competence and dedication. SL2 suggests different
leadership styles to adapt to the situation and skill levels of interns (Dana & Chare, 2022). The
Directing leadership style (S1) is especially relevant for interns with low competence, but it
shows great commitment because it focuses on precise instructions, organized guidance, and
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close supervision (Vecchio, 1987). Instilling confidence and creating a foundation for future
growth, this directive approach provides inexperienced interns with the support and guidance
they need to perform their jobs successfully. The coaching leadership style (S2) is applicable to
interns who are competent in tasks but lack confidence or motivation (Vecchio, 1987).
Moreover, the Supporting leadership style (S3), which emphasizes autonomy, empowerment,
and trust, is relevant for interns who show rising levels of competence and confidence
(Blanchard & Johnson, 1982). Mentors act more as facilitators than directors during this stage,
giving interns the opportunity to experiment, explore, and take measured risks. By encouraging
a sense of accountability and ownership, this encouraging method enables interns to reach their
full potential and stimulates creativity within the company. Jeske & Linehan (2020) highlighted
the importance of these leadership styles for mentorship programs as they play a vital role in
supporting interns in remote IT startups by providing career guidance, psychosocial support,
and opportunities for skill development. Mentors act as trusted advisors, role models, and
confidants, helping interns navigate workplace challenges and develop interpersonal and
problem-solving skills (Jeske & Linehan, 2020). The delegating leadership style (S4) applies to
highly skilled and committed interns (Graeff, 1997) which finds relevance in small, dedicated
tasks that interns are familiar with.

Applying appropriate leadership styles in appropriate situations is highly relevant as remote
work enables greater autonomy and flexibility. Finding a balance posesses high relevance as
too much autonomy is harmful to wellbeing due to procrastination and distractions (Teng et al.,
2021). McHugh (2017) discussed a possible approach for an internship program that fits
remotely, in which every intern receives an assigned academic and industrial supervisor. The
former checks the accomplishment of the planned tasks, and the latter guides the latter to behave
as professionals in the industry. This ensures high satisfaction as the internship expectations are
close to the actual experience, which is crucial as the bigger the delta, the lower the satisfaction
(Neelam et al., 2018).

For interns to satisfactorily experience the internship, it is imperative that they work on relevant
projects (Pretti et al., 2020). According to Kahu et al. (2017), assigning activities that
correspond to interns' interests and talents fosters motivation and engagement. This supports
remote IT startups in building interns’ commitment to the organization, allowing them a first-
mover advantage when employing them (Drewery et al., 2019).

2.3 Communication in Remote IT Internships

According to Smith et. al. (2020) remote internships differ in their work experience and must
therefore be treated differently to enhance job satisfaction, particularly by examining
communication styles and channels. In this regard allowing access to tools for learning,
networking, collaboration, as well as performance management is crucial and still the
adaptability and competence of interns have a greater influence on intern job satisfaction
(Caraiani et al., 2023). A study by Golden (2006) found that connection and communication
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with one’s supervisor, coworkers and family to be the key factor for once level of job
satisfaction.

Remote IT internships do not follow the same communication patterns then on-sight; rather,
collaboration and communication follow stronger ties and are more siloed (Bernstein et al.,
2020; Zuzul et al., 2023). Another study found a positive impact on work efficiency by reducing
the total meeting time (Bloom et al., 2015). A shift in communication style was also found in
synchronous and asynchronous communication, with an increase in asynchronous
communication according to preferences for email and instant messaging (Yang et al., 2022).

Social Information Processing theory supports the nuances of online interpersonal relationships
and relationship development, shedding light on the dynamics and limitations of work in the IT
sector conducting an remote internship. According to this theory, distant communication is not
intrinsically impersonal, even in the absence of nonverbal indicators present in face-to-face
conversations (Walther, 2015). Instead, people use textual and symbolic means to communicate
social presence and emotional emotions to accommodate the constraints of online platforms
(Walther, 1992). Textual communication in communicating social information, such as
intentions, feelings, and personality traits, is highlighted by the Verbal Cue Principle (Walther,
1992). Additionally, feedback loops highlight the iterative nature of feedback exchange, which
allows people to refine their impressions gradually and create interpersonal relationships by
allowing them to modify their communication tactics over time (Walther, 2015). Relationship-
building through remote communication takes longer to establish and can even result in more
meaningful and high-quality encounters (Walther, 1992). Furthermore, relational
communication increases with the number of messages exchanged, creating feelings of
linguistic and nonverbal expressed emotions (Walther, 2015). According to Gagné et al. (2022),
improving job satisfaction and motivation in remote work contexts requires attending to
employees' psychological demands, which include relatedness, autonomy, and competence.
Improving performance, decreasing burnout, increasing organizational commitment, and
lowering intentions to leave the company are all linked to meeting these demands (Gagné et al.,
2022).

By examining various communication channels, research has shown that conveying information
is best suited for asynchronous communication channels (Dennis et al., 2006). Conversely,
synchronous communication channels are better suited to analyzing the meaning of information
such as rapports or announcements (Dennis et al., 2006; Morris et al., 2000; Pentland, 2012).
Face-to-face communication is essential for maintaining interpersonal relationships (Sias et al.,
2012) video-conferencing tools provide more job satisfaction for internsthan email and instant
messaging communication (Allen et al., 2015; Waber, 2013), with the advantage of resolving
misconceptions, reducing loneliness and isolation (Sardeshmukh et al., 2012).
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Tentative Theoretical Model

Based on the literature review and the components extracted from the SIP, SDT, and SL2
frameworks, a tentative theoretical model was built up (see figure 1).

Based on the key areas of motivation, guidance and communication and its representative
frameworks, the following relationships were found within its components:

Communication influences motivation as the message response time and clear
communication represent crucial aspects for successful autonomous task execution as
nonverbal cues are missing or only are conveyed through online meetings (Walther,
2015).

Communication has direct influence on job satisfaction due to recognition of the remote
setting, and the adaptation of communication and collaboration enhances intern job
satisfaction (E. Baker et al., 2006; Staples, 2001).

Guidance influences intrinsic motivation as leadership styles directed toward interns’
needs support the need for autonomy. As interns’ confidence and competence grow, so
does their autonomy (Sakan et al., 2020).

Coaching and Supporting leadership styles directly influence the motivation to attain
competence, as tailored guidance, feedback, and encouragement from leaders help
interns feel more proficient (Haran & Jeyaraj, 2019).

The direct influence on job satisfaction by guidance is provided by increased
engagement and motivation by diagnosing the needs of remote interns and providing the
right amount of direction and support were leader foster engagement and motivation.
Furthermore, personalized individual developmentbased on individual competencies
and growth potential enhances the sense of achievement and progress, further resulting
in higher job satisfaction (Kirschner et al., 2006).

As intrinsic motivation represents motivation without the external need for incentives,
achieving intrinsic motivation for interns is associated with high job satisfaction (Deci
etal., 2017).

The model provides the basis for the interview guideline (see appendix).
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3. Methodology

Building upon the tentative theoretical model, this chapter outlines the design choices for
conducting this research. This is undertaken by examining the research design explaining the
concept for data collection and analysis, the data collection, data analysis, validity and
reliability/trustworthiness, limitations, and ethical considerations.

The aim of this study is to explore job satisfaction for interns in the context of working remotely
in Swedish IT startups. As job satisfaction is highly complex and this setting is sparsely findable,
because of the limited public appearance of such organizations, the short lifespan, and the
sensitivity of their topic, this study follows a qualitative research approach, providing
exploratory insights into this research area.

The tentative theoretical model shows job satisfaction comprises motivation, guidance, and
effective communication. As these factors are experienced differently by each member of an
organization, interpretivism is used. It allows the understanding of the meaning and experiences
of individuals from a personal perspective (Schwandt, 1994). Taking this perspective helps
capture deep insights and nuanced ways in which interns experience job satisfaction through
different influencing factors.

3.1 Research Design

The mode of reasoning is abductive as the interplay of the domains of remote IT startup and
internship and job satisfaction is highly complex. Abductive reasoning overcomes the
limitations of inductive and deductive reasoning by following a back-and-forth approach with
the social world as an empirical source to adapt the theoretical framework (Atkinson et al.,
2003; Schwartz-Shea & Yanow, 2012). Inductive reasoning’s incompatibility is rooted in its
exploratory nature, which is not suitable as pre-existing theoretical frameworks touch upon
singular aspects of the research, such as intrinsic motivation, through the SDT framework. In
addition, these studies focused on testing and applying the theory within a new context (remote
IT startup environment) rather than discovering new theories, which highlights the suitability
of the theory. The nature of deductive reasoning, which is tested in a controlled and
straightforward manner, limits the complexity and subjectivity of job satisfaction, especially in
the context of remote IT startups. The nuances of interns’ perceptions necessitate a more
adaptable methodology that adapts to emerging data complexities. Abductive reasoning allows
the uncovering of nuances, meanings, and patterns that were initially not anticipated to reflect
the dynamic nature of job satisfaction.

The cross-sectional nature of this study is rooted in the rapid evolution of remote work practices
resulting from new technologies or events (e.g. COVID-19, artificial intelligence...) strongly
influencing the identification of satisfying interns’ remote work experience in the current
landscape of IT startups.
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3.2 Data Collection

Qualitative data collection uses purposive sampling, as gathering data from interns in exactly
this setting is crucial for adapting the theoretical framework to the research question.
Participants were selected based on the following criteria:

e Sweden as organization location: This allows for a generic applicability in the Nordic
context, and still enables a sufficient sample size as the concept of IT startups using
remote interns is rising in popularity due to the verification of the concept based on
studies on remote settings during COVID-19 and the following hybrid models of big
players in the IT industry.

e Remote work as work location type: Similar to the literature review, in-person and
remote internships differ in the resulting work experience, which is why the remote
focus needs to be applied to obtain precise answers applicable to the research question.

e Internship: As internships have a short time span from weeks up to 6 months and
interns focus on practical experience, it creates a different perspective on job satisfaction
than employees and organization owners possess.

e IT as industry sector: The influence of the sector on job satisfaction in fields like
innovativeness or openness for mistakes shapes perception, which needs to be limited
to the IT sector to align with the research question.

Given that the research subject explores satisfying remote work experience among interns in IT
startups, openness for discussing the sensitive topic of job satisfaction is significant. To gain
deep insights into intern job satisfaction, semi-structured interviews were conducted with open-
ended questions.

Fitting organizations were found through Swedish startup networks on LinkedIn. Emails with
detailed information were sent to the HR department of these organizations, and interviews
were conducted with participants that fit the aforementioned criteria.

The six participants were interviewed for approximately 1h, leaving enough time for answering
the key questions and deepening the arising topics. Table 1 presents an overview of the
participants and their professional work experience. Before the formal interview, participants
were informed about the use of the data, the data handling process and were asked to provide
their consent.

The interviews were conducted using online meeting tools like Jitsi for allowing flexible
appointment scheduling, reduce entry barriers, and guarantee qualitative recordings. To ensure
data safety, the recordings were transcribed, anonymized, and saved on the researchers’ devices
encrypted. For long-term preservation, backups were created and stored at multiple locations.
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Participant Professional work experience
1 None

2 None

3 5 years

4 2 years

5 3 years

6 None

Table 1: Participants and their professional work experience

3.3 Data Analysis

The analysis of the data was conducted using the GIOIA (Magnani & Gioia, 2023) data analysis
method. It allows deep data analysis while preventing bias from arising. The key insights gained
from applying this method allowed objective adjustments to the theoretical model.

The initial stage of the analysis involved deep familiarization with the transcriptions to identify
preliminary topics. In this regard the working process “Standup” and the tool “Application
Portfolio Dashboard” were identified.

Based on an overview of the topics contained in the interviews, open coding was conducted
using Atlasti. In this step, the raw data were categorized inductively into first-order concepts.
The wording of the concepts was kept close to the original meaning to prevent information loss.
For example, the quote “We need to have some meetings online where we can just meet and talk
about life but not work.” was categorized as “Need for online small talk meetings”.

In the next step, first-order concepts are grouped into second-order themes. This involved
extracting similarities between first-order concepts and tentative theoretical models. The
terminology used for these themes is abstract and captures the essence of the grouped first-order
themes. This study focuses on the interpretation of concepts and theoretical insights from the
literature to understand the underlying patterns and structures. For example, the first-order
concepts “Supervisors explanation is too high level for interns” and “New supervisors
mentoring skills resulted in higher comfortable level for intern and want to work for
organization” were grouped as “Mentoring Skills”.

The second-order themes were organized into five aggregated dimensions that represent key
influencing factors for job satisfaction among interns. Second-order themes like “Application
Portfolio Dashboard”, “Peer Programming” and “Core Hours” were organized into the
aggregated detention “Processes & Tools”.
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3.4 Validity and Reliability/Trustworthiness

As Bell et al. (2019) stated that achieving validity and reliability is a paramount goal of research
endeavors, it presents challenges in qualitative studies in which exact replicability constitutes
difficulty. Furthermore, they highlighted that the difficulty stems from the constrained data
availability and the intricate nature of such studies.

To ensure credibility, the researchers split the dataset, analyzed the subsample, and
crosschecked the process and results. This approach allows researchers to gain a deeper
understanding of the data while eliminating possible mistakes before selecting themes. The
results are shared with the participants to ensure appropriate interpretation.

Transferability and replicability possess highly relevant detailed descriptions of the interviews,
including the interview questions (see appendix).

The objectivity of the participants was ensured through the anonymity of their responses.
Toward data objectivity is achieved through confirmability audits and a purposeful sampling
strategy that prevents researchers from biasing the responses of participants outside the target

group.
The data safety is ensured through AES-256 encryption of the dataset using a strong password
(min 40 characters consisting of numbers, letters, and special characters) and its strongly
regulated accessibility only for the researchers conducting this study or the supervisor (see title
page).

3.5 Limitations

This study uses a purposive sampling strategy and narrowly focuses on interns working
remotely for IT startups in Sweden. Therefore, limited generalizability to other countries outside
the Nordics might exist as satisfying remote work experiences may appear distinct across
cultures, regions, or contexts across different nations.

Satisfactory work experience is subjective, participants may possess a response bias not fully
recalling their internship experiences accurately.

The cross-sectional nature of this study confines it to a single snapshot of interns’ perspectives,
preventing potential perceptual influences of the macrocontext from being eliminated as
longitudinal approaches do.

3.6 Ethical Considerations

To ensure the safety and awareness of data handling for the participants at the beginning of the
interview, the participants were informed about the information being collected and data
security. The confidentiality of the participants is ensured by omitting the collection of personal
data. Only the responses to the questions were encrypted.
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Ethical concerns whether this study results outweigh the harmfulness is given as the results
improve intern job satisfaction by introducing few disadvantages to employees or shareholders.
Within the societal context, this approach could enhance interns’ well-being, potentially boost
their motivation to study due to aspirations of ongoing employment with the organization post-
education, and might contribute to transforming how interns are perceived by employees.
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4. Findings

Based on the data analysis of what factors influence job satisfaction for interns working in
remotely operating IT startups, the authors found the 5 areas Intern Macro Influences, Guidance,
Events, Processes & Tools and Motivation. These are represented as aggregated dimensions and
are discussed in the following sections.

4.| Intern Macro Influences

Intern Macro Influence refers to influences the intern has towards the internship before it begins
which are outside of the startups influencing how the first impression of the internship is
perceived. The following three influencing factors Remote Internship Awareness, Cultural
Background and Internship Motivation were identified to contribute to interns’ job satisfaction.

Based on Dent & Jo White (2020) and Marinkovic et al. (2021) Remote Internship Awareness
can be defined as the understanding and recognition of the unique aspects, benefits, challenges,
and requirements of participating in internships that are conducted remotely, without physical
presence on sight. The analysis revealed that interns have mixed feelings about the remote
setting. On the one hand, it provides challenges towards resisting distractions of being in the
living place "It felt like less of work. I always believed that remote work helps you do a lot more.
It helps with work-life balance and all of that. But | would always choose working in an office
over remote work because you are plugged in. There are no distractions. .... When you're
working remotely, you probably work one hour and you're thinking, okay, let me just go shower
now. Or you're like, let me go make breakfast. ... You have to be really committed to [keep
working]. Connected with the autonomy to do different things at the same time and this deciding
how much attention you want to pay on it. On the other side, you also need to be disciplined.”
(Participant 2) and potentially having challenges when the home equipment is not sufficient:
“My computer is old... It freezes a lot.” (Participant 1). On the other side interns see the
advantages of remote work towards saving commuting time: “A lot of that wasted time
[traveling is saved when you are working remote at the comfort of my home. | am doing the art
that they need any time. At the same time, I'm able to look after my family.” (Participant 4),
easier communication for introverted people (Participant 3 and 5), more time to explore tasks
on their own “The remote setting lets you more time to explore the things on your
own* (Participant 2). They highlight a better work-life balance: “[Apart from working] the rest
of the time is with friends and family. | feel there's a good balance and more than one can ask
for in an internship.” (Participant 4) which was mentioned by multiple interns to be
accomplished through dedicated communication channels: “I choose to connect only through
the official communication tools that the startup uses. | prefer to avoid private communication,
not only in here, but in every job that | have had or in every setting.... Unless the matter is
urgent, then you can have private communication.” (Participant 3).
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Cultural Background is defined as the combination of social norms, knowledge level, access
to technology and traditional beliefs that individuals inherit and that influence their perceptions,
behaviors, and adaptations to their environment (Naheed & Shooshtarian, 2021). This cultural
influence was also expressed by an Participant 4: “Even with the saying “no” and the smallest
hand gestures and nuances, all these things are very different in different cultures.” The analysis
revealed that it provides challenges regarding the language and the knowledge of tools “What |
notice when... having back-to-back messages is, that people from different countries have
different styles of speaking English. ... Whenever | was telling them that there's a meeting on
this link and that they have to join it at 14:00, even communicating that has been difficult. 1
thought that the way | communicate is in simple English, and | thought | gave enough details,
but some people don't join a meeting by clicking a link.” (Participant 1). Participant 5 highlights
the equal treaty of different nationalities: “The company is made up of a lot of people from
different backgrounds. ... It feels normal to talk with everybody.”

Internship Motivation refers to intrinsic and extrinsic factors that drive interns to actively
engage and find value in their internship experiences (Tarmazi et al., 2017). The analysis has
shown that interns’ main motivation for internships is real world experience and getting to know
the work setting “The main reasons why | accepted the internship was that | could get something
from it. | could get to know a new company culture since I was new here in Sweden, and |
wanted to keep up with the tech community and learn more how things work.” (Participant 3).
Learning represents an important driving force: “When | apply as an intern, whether I get paid
or not, | just have one goal: | want to learn from these people, and if I learn something, | want
to contribute something as well. For now, | am learning ... and then | feel the time | have is
short. | wanted to ask if it's possible to extend the internship so I can get to learn more and try
to contribute to the project, so it’s a win-win.” (Participant 1). The internship presenting
interesting unfamiliar learning fields represents, for most, a base requirement “A lot of people
would not start an internship if it's something they're familiar with. Itis always going to be like
"okay, let me see what extra additional knowledge I can actually receive here"” (Participant 2).
The analysis showed the internship presents an opportunity which should be seen like a work
relationship: “Everybody should take every opportunity as an opportunity to grow and learn
more and obtain something from that. It doesn't matter if [the working relationship] is going to
end in one month, three months, six months, one year, or 10 years. The time doesn't matter, ...
it’s valuable for you” (Participant 3). If viewed in that manner a high number of insights are
gained resulting in better preparedness “l have gained a lot of insights. ... It really puts me in a
good position to be confident when lam applying for new jobs in the future.” (Participant 4).

An influence of Intern Macro Influences towards Events was found, as the motivation for the
internship shapes the embracement of company culture events like team events or bringing in
real feedback at the retrospective “l don’t want to hold back my team colleges. ... The first time
we had a retrospective, | said everything was fine because | did not want to be the new one who
complains. As | then saw everyone brings their painpoints on the table, I also said mine and
learned it’s ok to mention problems.” (Participant 2).

23



4.2 Events

Events refer to regular meetings or celebrations that provide opportunities for interns to grow,
reflect, or get to know colleges. It incorporates the influencing factors Standup, Retrospective,
Team Events, and Company Culture Events.

Standups are defined as short, time-boxed events that occur frequently, enabling the team to
synchronize activities and create a work plan (Schwaber & Sutherland, 2020). Participant 5
highlights the presence with its main focus of identifying obstacles interns are facing: “We do
have the [Standup] meetings two times a week where we just meet up with the whole team and
discuss our progress, discuss where we're stuck, give an update on where we are at, which is
also a great way to gauge how well someone is progressing and if they need support. ... During
those [Standup] meetings, we do try to gauge where they're at, if they need more support in
some areas, and try to give them that support.” The importance of this regular meeting was
expressed by all participants as it increases productivity, reduces pressure and helps to get
unstuck: “[The Standup meeting] is very much the key to success. It creates a higher level of
productivity.... You have the Standup [meeting] whereby nature everyone brings everything on
the table and therefore the pressure is then gone... Since we don't have another [Standup]
meeting until like another maybe four, five, six days, or one week later, you try, you waste like
three, four days getting unstuck and then you work another three, four hours and you're stuck
again. If it was possible to have that [Standup] meeting once every two days, you would get
someone who would probably have helped you get unstuck faster.” (Participant 2) and posesses
high relevance “The presence of the [Standup] meetings are really important, ... where
everything would be clarified.” (Participant 3).

The Retrospective event is a team event for reflection upon recent work accomplishments
allowing work process adaptions for performance increase (Schwaber & Sutherland, 2020).
Participants see this event having a significant impact on their feeling of being valued: “Being
valued and feeling valued is important for me, but also having my own importance in the
company. When you are not only given feedback but also asked for feedback. That is an
important part.” (Participant 3). Furthermore, it encourages the possibility of change or resolve
obstacles like the adaption of needed feedback “If you don't ask [for more or less guidance],
you don't get it.” (Participant 5).

Team Events are organized activities that involve multiple participants working collaboratively
towards a common goal, often within a structured setting (Sobral et al., 2022). The analysis
showed these events represent a significant part of job satisfaction in remote settings, as this
environment possesses a communication barrier rooted in not wanting to disturb “If you're
working from home, then you need to type out a message. It can feel more formal, it's another
barrier in order to contact people, and then you don't know if you're disturbing them.”
(Participant 6) and feeling uncomfortable reaching out to others they do not know: “I don't know
so many people. It makes me feel like | cannot just jump into someone's inbox and ask what |
want to ask. ...  would feel guilty.” (Participant 1). Furthermore, the interns described the remote
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setting as an isolation “The only person I could reach out to was [my supervisor]. | didn't feel
like I could talk to any other person.” (Participant 2). The need for team events to lower the
barrier is highly desired: “We need to have some meetings online where we can just meet and
talk about life but not work. ... Small talk is going to make me feel ... more connected, more like
friends, yet you work, you start to work better together.” (Participant 1). Interns expressed
benefits like easier collaboration “If you have good team communication, especially if you have
gotten to know everybody. It's much easier to just send a message to everyone, and if you have
a lot of meetings, it's much easier to approach everybody, especially if you know them.”
(Participant 6) and feeling comfortable: “When there is a better communication and
understanding the two people start to feel comfortable and express themselves more. | feel
important to the team.” (Participant 1). Such events should occur between every first and third
week (Participant 2 and 3). Participant 3 having much experience with the remote setting,
described team building events remote to be easier but the activities to be limited “It's easier to
break the ice .... but the possibilities are limited.” The low hierarchy enables easier relationship
building “In a small company it's easier to make a relationship and a connection with
everybody.” (Participant 6).

Company Culture Events refer to organized activities within a company designed to foster a
shared sense of values, norms, and identity among employees shaping and reinforcing the
organizational culture by promoting employee engagement, morale, and a sense of belonging
(Liu et al., 2019). Participant 3 highlights its cruciality: “The company culture is the most
important part in the internship... Attending an internship in a company where the culture is at
exceptional levels makes the work more enjoyable and pleasant.” and motivation to learn from
colleges “Having a good company culture also brings a sense of belonging and it motivates you
to learn from the people around you because everybody has a lot of knowledge and sure, you
can go around and try to find all the bits of knowledge yourself by see filtering through a bunch
of information, but you can also get to know a bunch of them directly if you have a good
company culture. And it motivates you to engage with the other team members.” (Participant 6).
If work environment is toxic, productivity decreases: “l once worked in a toxic work
environment, and everyone was treated way shabbily. Interns, staff, everyone. I can tell you for
a fact, it reduces productivity.”. The events should focus on relationship building: “During
company culture events, I would put more focus on getting to know each other. And you might
discuss work-related matters, but it must be more people than work-oriented. .... /Company
culture events should be] once in two, three months, not as frequent.” (Participant 3).

A direct influence of Events towards Interns Job Satisfaction was found, as the events eradicate
the fear of not mentioning challenges in the standup or retrospective “There were a couple of
Standups where | heard [one team member] tell [another team member]*Let's look it over, let's
do this, let's...." and it made me feel there's that sense of we are working for a common goal.”
(Participant 2) and the company culture events, and team events lower the barrier to reach out
to others and have the feeling of belonging even when being geographically disbursed: “Team
building is always great. ... You can see people or talk to people outside of the work, the work
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aspect of it. Then you build relationships, and once you start building relationships, it
metamorphosizes into the work world too.” (Participant 3).

4.3  Guidance

Guidance refers to the process of providing advice, direction or instructions to interns to help
them make decisions, solving problems and achieving goals. The analysis highlighted the five
influencing factors Delegation, Coaching, Support, Mentoring Skills and Responsiveness to
have an important impact on interns’ job satisfaction.

Mentoring Skills are defined as the capabilities and practices used by a mentor to guide and
support intern learning and development (Jeske & Linehan, 2020). The analysis showed if the
superior is not actively trying to integrate interns and motivate them to participate in company
culture meetings, the interns do not feel in tune “It was difficult to be in tune with the mindset
and the thinking of the rest of the members of the company.” (Participant 4). The same applies
when the supervisor does not adjust to interns’ knowledge: “It’s like a five-year experience
explanation and we are coming from school ... we really don't know much. You studied a lot in
school, but then you need to practice to put it to work. ... You feel uncomfortable to ask. ... I'm
then rather quiet, go watch some YouTube videos and try to understand it [by myself].”
(Participant 1). Furthermore, if the superior does not prioritize guiding, interns experience
challenges “We did have a problem with schedules because my schedule wasn't fitting his and
we needed work done and we needed to schedule a meeting and it wasn't happening because
his family life got in the way.” (Participant 4) and does not keep promises “If | get a superior
telling me "I'm gonna teach [you Scrum]" | get excited. So, me texting that person [questions],
then just getting a reply saying "okay" and since then nothing. It's quite disrespectful.”
(Participant 1) it results in little comfortability which can be changed with switching
supervisors: “After expressing [not feeling comfortable in the team] they put you in another
team where you could feel comfortable with or depending on what you're working with maybe
you're not mastering scrum faster as they wanted you to and then they try to choose another
department where how you feel comfortable with. Then, after you start to feel okay, | see myself
working here further if | get a chance of it for the job. ... Right now | want even to extend my
internship to just keep on working with these people and until I mean the sky's the limit if I get
an offer, I'll be glad to stay at the company.” (Participant 1).

Responsiveness refers to the degree to which team members respond to messages and engage
in the ongoing conversations involving timely and relevant replies that ensure effective
communication (Darics, 2012). Interns see the responsiveness of other team members or
superiors as widespread depending on the person “/The Message response speed] depends on
the person” (Participant 1), day time “It depends on which time you are contacting someone. If
you're doing it during normal daytime, it's usually quick within an hour, but sometimes you
send a message a little bit later, and then you might not get announced until the next day.”
(Participant 6), context and urgency “Is it something that is needed now or is it something that
can wait as well? When it takes 30 seconds to answer, then | might as well make it right now or
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you have to look through some stuff in order to give an answer.” (Participant 6). The analysis
showed the needed responsiveness for high job satisfaction depends on the level of experience
interns have with the task ahead. Unexperienced interns see fast responsiveness as important
“Especially on the working hours, prompt communication is very important.” (Participant 1)
while experienced interns do see responsiveness for non-urgent tasks as not blocking their work
“The responsiveness of people does not determine how fast | can work. Since my tasks don't
involve a lot of other people, | usually do not have to wait on anybody else's work or input to
perform my tasks. The communication does not interfere with meeting deadlines.” (Participant
5) as they know how to work on other tasks instead “/Asynchronous communications delay] is
not a big of a problem because if you are well-versed into this profession, you know how to
tackle other things till you get an answer from that.” (Participant 3).

The Coaching leadership style is characterized by high levels of both directive and supportive
behaviors where leaders provide clear directions and closely supervise task accomplishment
while also offering considerable support to encourage and motivate team members (Vecchio,
1987). The analysis showed this leadership style is especially valuable for unexperienced
interns “From what I've seen before with interns or with junior developers, the early-stage
guidance is a game changer.” (Participant 3) as it implements approachability through equality:
“[1t] works best because everybody is treated equally. You don't feel that bottleneck between
you and your manager and who's above them. So being on this type of management makes you
more comfortable at your work.” (Participant 3) and allows skill growth “l was and am often
able to communicate with my superiors and discuss things ... on an equal level where input from
all of us matters just as much as anyone else's. That is great and that has helped me improve
my skills as well as contribute to the sense of belongingness earlier and general job satisfaction.”
(Participant 5). To apply this leadership style, having one-to-one sessions possess advantages
“One-to-one sessions with developers, when they are needed, they are very important [for job
satisfaction]. Because, especially when the project is new and the requirements are not that
100% clear other than waiting for one week for the next meeting, you might have more urgent
matters that could be treated in one-to-one meetings.” ( Participant 3).

The Supporting leadership style involves low levels of directive behavior but high levels of
supportive behavior where leaders do not provide detailed instructions but instead focus on
supporting and facilitating employees’ efforts, helping them to become more self-reliant and
confident in their tasks (Vecchio, 1987). The analysis showed interns further into the internship
or having more experience still prefer to have support “My satisfaction depends a bit on how
supportive my supervisor or the person I'm working with is.” (Participant 5). Interns seem to
perceive the support as feedback which can optionally be followed “It's a tip, a guidance but
you don't need to follow it if you want to.” (Participant 6) which interns see positively “Having
someone else's perspective that we can talk about, even just as equals, is also really, really
great.” (Participant 5), open “/My supervisor] was always open like "If you need help, please
get back to me". That was a great way for a job that was remote. | felt like even if I don't have
the technical know-how, I know I can just determine and it was going to work out.” (Participant
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2), and boosted the confidence “I get feedback, help and tips from [my supervisor]. ... All of
that, it's helped me, it boosted my confidence.” (Participant 2).

The Delegation leadership style refers to low levels of directive and supportive behaviors where
leaders entrust team members with decision-making authority and task execution, providing
minimal supervision and support which is most effective with highly competent, confident, and
motivated team members, allowing independent work and full responsibility over tasks
(Vecchio, 1987). The analysis showed experienced interns want more autonomy but set
boundaries “Some [interns] would like more crisp deadlines and lesser instructions.”
(Participant 4). This is rooted in independence toward other employees “For someone who is
more experienced, [working autonomously] is way easier because the independence at work
starts very early, so we don't need that much guidance.” (Participant 3) and the understanding
of the task “I can work autonomously, but | do greatly appreciate it when | have someone else
to discuss the tasks beforehand with, especially if it's something really new that we are creating,
then having a discussion, a brainstorming session with someone else about this new thing
greatly improves my sense of understanding the problem space we are solving and also
contributes a lot to the sense of belongingness and my happiness doing the task.” (Participant
5).

A bidirectional influence between Intern Macro Influences and Guidance was found, as the
motivation for the internship can change depending on the guidance of the mentor while the
motivation of the internship influences the embracement of mentors’ feedback and willingness
to grow “After expressing [not feeling comfortable in the team] they put you in another team
where you could feel comfortable with .... Right now, I want even to extend my internship to
just keep on working with these people. If | get an offer, I'll be glad to stay at the company.... |
feel time is going even faster now than I felt before. ... | feel part of [the team], | feel | do belong
here, and | feel I'm not bothering the person who is teaching me.” (Participant 1).

The guidance has a direct influence on Intern Job Satisfaction as discussions with the mentor
on equal levels supported their growth “I was and am often able to communicate with my
superiors and discuss things ... on an equal level where the input from all of us matters just as
much as anyone else's. That is great, and that has helped me improve my skills as well as
contribute to the sense of belongingness earlier and general job satisfaction.” (Participant 5).

Guidance is influenced by Processes & Tools as core hours lower the barrier of worrying
whether the mentor and other members are available: “Core hours would help a lot. Now when
| write to someone, | always think about whether the person is available.” (Participant 2).

44 Processes & Tools

Processes & Tools involve organizational structures supporting interns. The analysis
highlighted the influencing factors Core Hours, Peer Programming and Application Portfolio
Dashboard having indirect influence on interns’ job satisfaction.

28



Core Hours refers to a standard set of hours during which employees are expected to be present
at work (Fisher & Goldenberg, 2001). As interns described their company not having core hours
it represents challenges: “There might be side effects [of not having core hours] on the daily
job. Especially unexperienced members might need help or guidance, and this might lead to
these [blocking] issues on their everyday work.” (Participant 3). Participant 2 exemplified these
challenges by highlighting its existence being of high importance “[In the remote setting] you
can't turn your head left and be like, "Oh, please, can you help me with this?" You have to think
"Oh, whatis this person doing at this point in time?" because what if this person is not with their
laptop at this point in time? You have to write and say, "Are you available to talk right now?"...
The best way to [lower the texting barrier] is having prescribed time for work. ”.

Peer Programming is defined as two programmers working together on the same codebase
simultaneously, where both programmers contribute equally to the coding, review, and
debugging processes for increased code quality, knowledge sharing, and learning through
mutual feedback and collaboration (Altintas et al., 2016). The analysis showed this technique
is beneficial especially for unexperienced interns “Peer programming is more beneficial in the
early stages of the career. The more professional you get, the more autonomous or independent
you want to be.” (Participant 3). It seems to lower the feeling of isolation at working from home
“Peer programming, especially in a remote workplace, is very beneficial. Because when you
work in office with other teammates, you have direct communication with them. But on a remote
setting, when you have nobody.” (Participant 3) and have a partner “If we can have people, that
work together [as a team] at the same time that's great success. The interns can actually have
people they can fall back on in teams.” (Participant 2).

Application Portfolio Dashboard is referred as a dashboard listening all applications used
within an organization and reports their maintenance status. The analysis showed having a
dashboard reduces the onboarding time till the intern is familiar with the tools significantly
“Having [links to all tools] in one place is a game changer for somebody that's new in the
company.” (Participant 3) and prevented feeling overwhelmed “/Many different working tools
are not overwhelming] because we had the dashboard, which [made] it so easy.” (Participant
2) which is rooted in the feeling of being lost “[When starting an internship] you are in the
middle of nowhere ... so immediately when | got presented how things work and where | can
find the most important tools that are used on the everyday job, then the rest is pretty easy.”
(Participant 3).

Processes & Tools influence Motivation, such as Core Hours and the Application Portfolio
Dashboard, give stability and reduce the feeling of being overwhelmed; and raise interns’
feelings of competence and autonomy. “Having [links to all tools] in one place is a game
changer for somebody that is new in the company.... It boosted my competence a lot. | knew
how to find my way around within a few days.” (Participant 2).
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4.5 Motivation

Motivation is defined as the intrinsic motivation interns have during their internship towards
their tasks. Through the analysis the key influencing factors Competence, Relatedness and
Autonomy were identified having a direct influence on intern job satisfaction.

Competence is referred to the need to gain mastery of tasks and learn different skills (Gagné &
Deci, 2005). The analysis showed when providing explanation to the tasks relevance and why
the intern is fitting to perform it, it increases competence “My belonging is in my sense of
purpose. If my employer has given me a duty to perform and they have told me why this duty is
important, | feel like I belong there. And if that duty suits my skill set and something I like to do,
like organizing things is a hobby to mine, so it doesn't feel like work.” (Participant 4).
Additionally, the tasks should represent a real task “/Real work] is very important. Once you
reach a stage in your career or some experience, then you always ask for more. You ask for
tasks that you learn from. ... The more you learn, the better it is for you.” (Participant 3).

Relatedness is defined as the need to feel connected to others, to care for and be cared for by
others (Gagné & Deci, 2005). Participants described their relatedness through belonging as
being seen as full members of the team “/After the onboarding] we have those regular
[Standup] meetings two times a week with [new interns] as if they're a normal part of the team.”
(Participant 5) which contributes a lot to relate to the company and tasks “/1 feel] being valued
as a member of the team, as in my contributions, my ideas and thoughts on topics and have
been or participating in discussions about important decisions. Those make me feel like | do
really belong in the team, and I'm part of it instead of being someone who just contributes their
time to work towards a goal set by someone else.« (Participant 5). Another factor contributing
to relatedness is the involvement in expert discussions : “l have gotten to listening on some
conversations that were way above my level of knowledge. Being able to provide some
information whenever | see it fit and getting to know big decisions that are coming ahead leads
to a lot of belonging because then you feel like you matter.” (Participant 6).

Autonomy refers to the need to feel in control of one’s own behaviors and goals (Gagné &
Deci, 2005). The analysis showed autonomy represents in important part of motivation, yet an
increasement in autonomy does not provide higher job satisfaction among interns, rather the
level needs to be fitting to the skill level : “During the early stages, being too much autonomous

is not good because you need to have that guidance, especially from our experienced teammates.

You can have a little of their experience too. It forms you better as a professional. If you have
too much autonomously, then sometimes it goes for bad, not for good because you might be
applying bad practices, and you don't even know them because nobody tells you that you're
doing not that good or you're not in the correct way.” (Participant 3). An intern having his first
internship described this as “More freedom would have really been crazy.” (Participant 2)
whereas an experienced intern prefers the higher autonomy “I prefer not to have unnecessary
communication, rather being more independent.” (Participant 3).

Motivation gets boosted by Guidance by having a respectful and supportive superior and by
Events as they resolve challenges and boost the feeling of belonging “Working in an
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environment where everyone feels valued, supported and motivated to contribute their best
toward the company goals is what motivates me.” (Participant 3).

Motivation boosts job satisfaction as competence, relatedness and autonomy form intrinsic
motivation (Gagné & Deci, 2005) which positively influences job satisfaction “When the
company manages to intrinsically motivate me, much need to go wrong for me to leave it.”
(Participate 5).

Figure 2 represents the data structure building the foundation for the final theoretical model.
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Figure 2.1: Data structure for Intern Macro Influences and Guidance
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5. Discussion

In this section, the study seeks to offer a thorough explanation of the factors that impact intern
job satisfaction for remotely operating IT startups. The analysis of the data identified several
important areas of influence on satisfaction, including Intern Macro Influences, Guidance,
Events, Processes & Tools, and Motivation. These domains have emerged as pivotal
constituents that shape comprehensive internship encounters in distant information technology
businesses.

5.1 Intern Macro Influences

Intern Macro Influences present outside variables that, especially in remote IT startup settings,
affect an intern’s overall experience and sense of satisfaction during their internship. Cultural
Background, Remote Internship Awareness, and Internship Motivation represent these
influencing factors.

5.1.1 Internship Motivation

Internship Motivation encompasses both internal and external elements that motivate students
to participate in internships and perceive benefits from them. The findings demonstrate the
importance of internships as a learning platform and key opportunity for personal development.
For example, multiple interns mentioned the crucialness of internships for future job
applications and valued them as personal growth experiences, regardless of duration. The
findings indicate that interns familiar with different company cultures integrate more effectively
into the workplace, fostering a sense of belonging and improving their overall experience.
Research by Tarmazi et al. (2017) supported this, emphasizing that practical experience and
exposure to different company cultures are significant drivers for internships. Extrinsic and
intrinsic motivations have also been distinguished in the literature. Higher levels of engagement
and satisfaction are typically experienced by interns who are intrinsically motivated, driven by
personal growth, or have a genuine passion for their field. This finding aligns with the
conclusions drawn by Ryan & Deci (2017), who stressed the value of cultivating intrinsic
motivation to improve internship experiences as a whole.

5.1.2 Remote Internship Awareness

Remote Internship Awareness involves an intern’s understanding and preparedness for the
dynamics of a remote internship setting. Our findings demonstrate that interns have differing
opinions on working remotely. On the one hand, interns felt working remotely was
advantageous as it eliminated their need to commute and offered flexibility. For example, it was
mentioned that the remote environment made it easier for introverted people to communicate
and allowed for a better work-life balance. However, difficulties like distractions at home and
coping with insufficient equipment poseesed challenges. The results are consistent with
previous research indicating that although working remotely can augment independence and
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adaptability, it necessitates a significant level of self-control and efficient time allocation to
circumvent the drawbacks of a less regimented setting (Dent & Jo White, Barbara, 2020).
Furthermore, the findings highlight the relevance of awareness for remote internships as it helps
interns deal with the difficulties of working remotely, which calls for a high level of
preparedness and awareness. Additionally, the results are consistent with earlier studies, such
as Tarmazi et al.'s (2017), which highlight the value of readiness and knowledge in overcoming
the challenges of working remotely. The research further highlights that interns who have a
comprehensive grasp of the requirements and realities of remote internships not only improve
their performance but also have a more positive and fulfilling experience in general. Their level
of awareness and readiness increased, which helped them develop the resilience and
adaptability that are essential for thriving in remote internship settings.

5.1.3 Cultural Background

Cultural background plays a significant role in shaping interns’ experiences, especially in
today’s globalized workplace, where interns engage with coworkers of various cultural
backgrounds. Our findings reveal the significant role that cultural background plays in shaping
remote internship experiences. This aligns with existing literature, which underscores the
importance of cultural sensitivity and awareness in promoting positive internship experiences
(Naheed & Shooshtarian, 2021). The research further highlights that cultural differences can
present substantial challenges in remote internship settings, particularly in terms of language
and communication preferences. This aligns with the results of an intern who mentioned the
difficulties associated with different English-speaking styles, which can lead to
miscommunication and hinder effective idea exchange. The findings of our study also reveal
that diversity in organizations frequently fosters an accepting atmosphere in which individuals
from various backgrounds are valued and accepted. Furthermore our findings showcase the
relevance an inclusive workplace where cultural differences are viewed as assets rather than
liabilities requires a diverse workforce. This observation is consistent with Naheed &
Shooshtarian’s (2021) findings that argues that an intern’s sense of satisfaction and belonging
can be greatly increased by comprehending and adjusting to diverse cultural norms. Therefore,
being culturally sensitive and aware is essential for interns to overcome these obstacles and
ensure smoother, more effective communication during their internships.

5.2 Events

In this section, the importance of events is analyzed in the context of job satisfaction for interns.
Several key influencing factors were identified: Standups, Retrospectives, Company Culture
Events and Team Events.

5.2.1 Standup

Standups, like being practiced in SCRUM, represent regular short informal meetings where all
members discuss progress and obstacles (Schwaber & Sutherland, 2020). This meetings give
team members an overview of what other team members are doing and is therefore an important
mechanism to increase information sharing and team awareness. Our findings reveal that this
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practice plays a crucial role in influencing intern job satisfaction by providing a platform to
overcome obstacles, improve productivity, and reduce pressure. For example, interns reported
that regular standup meetings helped them discuss their progress, identify challenges, and seek
support from supervisors and peers. Research by Poulsen & Ipsen (2017) research supports
these insights as such meetings provide a continuous flow of communication and team
belonging. Furthermore, they found it supported interns’ understanding of supervisors’
expectations and norms within the team. Their study emphasizes that clear, timely, and
consistent communication helps remote employees maintain strong connections with their
teams and fosters a sense of belonging despite physical distance. Research by Poulsen & Ipsen
(2017) research also aligns with our findings by noting that distance managers should use
technology to ensure a continuous flow of communication. Furthermore, our findings reveal a
reduction in the pressure interns experience by attending such meetings. Research by Allen et
al. (2015) and Charalampous et al. (2019) supported this finding by highlighting the relevance
of informal meetings that enable interns to experience organizational fit and minimize isolation.

5.2.2 Retrospective

Retrospectives have become a crucial element in promoting teamwork and personal growth in
remote IT startups. Retrospectives are team gatherings with the goal of reviewing previous work
and making adjustments to procedures for further advancement (Schwaber & Sutherland, 2020).
A key finding of our study is that interns consistently reported feeling valued by their team as
a result of taking part in retrospectives. This highlights the importance of remote work settings,
where interns frequently struggle with feelings of disconnection. The format of these sessions
gave the interns a forum to discuss their achievements and setbacks, thus enhancing their sense
of support. Studies by Jeske & Linehan (2020) bolster this notion, emphasizing the value of
feedback and mentorship in increasing intern satisfaction especially in remote environments.
Retrospectives serve as a platform for continuous coaching, and feedback becomes a crucial
incentive for intern participation and improved work. Additionally, the results demonstrate that
retrospectives help interns adjust to new situations more skillfully. The input they obtain from
these sessions not only helps them overcome current difficulties but also gives them the know-
how to anticipate and handle upcoming challenges. This result is consistent with the application
of the self-determination theory proposed by Gagné et al. (2022), demonstrating that feedback
that promotes competence and autonomy increases job satisfaction.

Furthermore, the study reveals that retrospectives benefit organizations by fostering a culture
of continuous learning and adaptation, which is particularly crucial in the dynamic environment
of IT startups. The iterative feedback loop established through these sessions not only enhances
intern performance and provides startups with valuable insights that can be integrated into their
workflows. This aligns with Eisenmann’s (2021a) view that startups thrive in adaptive,
feedback-driven environments. Thus, retrospectives are positioned as a dual benefit mechanism
that improves individual performance and organizational agility.
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5.2.3 Company Culture Events

Company Culture Events representing companywide events fostering company culture. Our
findings reveal that despite their geographic distance from the organization, interns reported
that these activities gave them a stronger sense of connection. For example, our finding pointed
out that these activities served to elevate the company’s good culture and encourage employees
to interact more with one another, which in turn enhanced the internship experience. This
implies that company culture events decrease the likelihood of feeling isolated and foster a
supportive work environment in the remote setting. Furthermore, interns assert that the
motivation and avoidance of toxic work environments are greatly aided by healthy corporate
culture, which is consistent with Schein (1983).

Our findings show that interns feel more connected and collaborate better when attending
regular online sessions centered on informal interactions. This also ties into Tuckman’s stages
of group development (1965), where team events facilitate the transition from the forming stage
to the performing stage by building trust and collaboration within the team. Furthermore the
notion that a healthy organizational culture can be a strong motivator and a hygiene component
that directly affects job happiness is supported by Tan (2013). This suggests that particularly in
remote situations where interns might otherwise feel disengaged, Company Culture Events
serve a dual purpose of inspiring and averting their unhappiness.

5.2.4 Team Events

In remote or hybrid work environments, team events play a critical role in the formation of team
dynamics. These gatherings increase teamwork, enhance communication, and create a feeling
of camaraderie. Our findings highlight the importance of social interaction in creating cohesive
and productive team environments, especially in remote settings with limited opportunities for
in-person interactions. Interns have expressed the difficulties they encountered when working
remotely and feeling alone. By offering planned opportunities for engagement, communication,
relationship-building, and virtual team-building exercises were emphasized as crucial for
reducing isolation. This aligns with Marinkovic et al. (2021) who highlight that social
interaction become even more important in remote settings. Their research highlights that
without regular face-to-face interactions, remote teams may experience reduced cohesion and
effectiveness unless alternative connection methods are actively implemented. Methods such as
virtual meetings, informal check-ins, or team-building exercises help foster a sense of belonging
and strengthen team dynamics despite physical distance. Moreover, Poulsen & Ipsen (2017)
underscored the importance of continuous communication and social interaction to help remote
workers feel more connected to their teams and better understand the expectations and norms
of the organization. Thus, the findings validate the literature’s assertion that social interaction
is crucial for maintaining an effective team in remote environments. By implementing regular
events and promoting virtual social engagements, teams can build a cohesive environment that
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fosters belonging, effective collaboration, and better alignment with goals and expectations
(Marinkovic et al., 2021; Poulsen & Ipsen, 2017).

Furthermore the findings showed that organizing team activities was crucial for improving
overall work satisfaction and team cohesion. The interns emphasized how team-building
activities help strengthen interpersonal bonds, lessen feelings of isolation, and bridge the gap
between distant team members. One intern noted that regular virtual team meetings helped in
"keeping everyone on the same page" and fostering a sense of unity despite physical distance.
This finding aligns with the work of Dent & Jo White (2020), who argued that team events and
structured social interactions are essential for maintaining team cohesion and preventing the
erosion of workplace culture in remote environments.

5.3  Guidance

Guidance is a critical component of the internship experience, encompassing the support and
mentorship provided to interns. The study found Delegation, Support, Coaching, Mentoring
Skills, and Responsiveness to be essential for the development and satisfaction of interns.

53.1 Delegation

To effectively delegate, tasks must be assigned to interns having high competence to allow them
to entrust decision-making to them (Vecchio, 1987). Our findings revealed that experienced
interns prefer higher autonomy as their need for close collaboration with other employees is not
needed due to their greater understanding of the task. This aligns with research showing that
experienced interns want less guidance based on their experience (Zigarmi & Peyton, 2017).
Research by Lee-Kelley (2002) on remote teams supports the need to adapt to give experienced
interns more decision-making power, but he emphasizes that this leadership style must fit the
situation even when high expertise is present. This shows that the application of the delegation
leadership style can improve job satisfaction by enabling interns to feel competent and trusted
through decision-making power; however, the situation needs to be appropriate.

5.3.2 Support

The supportive leadership style does not apply detailed instructions but facilitates intern efforts
and supports them in developing self-reliance and confidence in their tasks (Vecchio, 1987).
Our findings demonstrate that supportive environments with frequent feedback are highly
valued by interns because they encourage candid conversations and enhance self-confidence.
Research has revealed that a welcoming work environment is essential for stress reduction and
fostering a positive internship experience (Beckel & Fisher, 2022; Vander Elst et al., 2017).
This reaffirmation demonstrates that supportive guidance is crucial to helping interns overcome
challenges and feel competent and confident in their roles, both of which directly impact their
job satisfaction.
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5.3.3 Coaching

Vecchio (1987) argued that coaching is enriched by high levels of directive and supportive
behaviors, making it especially valuable for novices. Our findings highlight the effectiveness
of coaching in providing clear directions and support that are essential for interns’ skill
development and comfort, particularly among those who are fresh to the profession. The
literature supports this, showing that coaching is necessary for the professional growth of interns
as it offers them personalized guidance or assistance (Jeske & Linehan, 2020; McHugh, 2017,
Vairis et al., 2013). From these findings on effective coaching, it can be concluded that job
satisfaction among interns could be greatly improved if there is a way of facilitating their growth
within the IT startup.

5.3.4 Mentoring Skills

Mentoring abilities that involve actively listening to what others say and offering advice that
builds rather than breaks are key to helping interns grow (Jeske & Linehan, 2020). Our findings
revealed that mentors who deeply engage interns in the company's culture while tailoring their
guidance to align with the intern's existing knowledge significantly enhance the intern's
experience making it feel more complete and gratifying. Research delving into the realm of
mentorship, highlight the vital need for mentors to possess exceptional guidance skills to nurture
the growth and learning of interns (Hansford et al., 2002; Hora et al., 2024). When mentors
offer strong support and make interns feel appreciated, this greatly enhances their job
satisfaction, as evidenced by successful mentorship programs (McHugh, 2017). This validation
illuminates the invaluable role that mentors play in ensuring that internships are rewarding and
fruitful.

5.3.5 Responsiveness

Darics (2012) stated that responsiveness means how quickly and appropriately team members
and those in charge respond to feedback and communication. Our findings indicate that the
feeling of being valued and part of a company for an intern hinges significantly on their view
of the responsiveness of their peers and those overseeing them. A study by Caraiani et al. (2023)
supports the notion that when people respond well, it creates a friendly space where interns feel
valued and listened to. These findings indicate that maintaining a positive atmosphere and
ensuring that interns enjoy their time and feel involved hinge on quick and appropriate
conversations.

5.4 Processes & Tools

According to our findings, establishing a productive internship environment requires well-
organized procedures and the right tools. The Application Portfolio Dashboard, Core Hours,
and Peer Programming represent these crucial factors for intern job satisfaction.
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5.4.1 Core Hours

Fisher & Goldenberg (2001) defined core hours as the regular work hours that employees are
expected to be available for work. Our findings demonstrate that inconsistent team member
availability resulting from unclear core hours negatively impacts collaboration, especially in
remote settings. This emphasizes how the core working hours structure has a major impact on
interns’ capacity for productive teamwork. Core hours, which should be precise and consistent,
are essential to creating a steady and predictable work environment, especially for remote
internships, resulting in interns’ satisfaction and higher performance. Studies by Tarmazi et al.
(2017) and Naheed and Shooshtarian (2021) support this, stressing the importance of clearly
defining core hours to balance individual and group tasks and manage time efficiently. This
empirical evidence suggests that implementing a structured core hour program can mitigate
stress and boost efficiency, ultimately leading to greater job satisfaction.

54.2 Peer Programming

Peer programming involves two programmers working together on the same codebase, which
enhances collaboration and reduces isolation, especially in remote environments (Altintas et al.,
2016). Our findings reveal that peer programming improves coding skills and fosters a sense of
connection and teamwork, which are essential for maintaining morale and motivation in remote
settings. This is in line with previous studies, such as Altintas et al. (2016), which highlights
peer programming as an effective method for building confidence and competence by allowing
two programmers to work together. This collaborative nature is emphasized as a valuable tool
for enhancing technical skills and interpersonal relationships among interns, thereby improving
job satisfaction.

5.4.3 Application Portfolio Dashboard

Provide a thorough overview of all applications used and their status, the Application Portfolio
Dashboard is a vital tool for IT startups. It has been determined that this tool is crucial for cutting
down on the amount of time needed for intern onboarding and avoiding the feeling of being
overtaken by the intricacy of the company's IT infrastructure. Our findings suggest that by
offering a centralized and accessible resource, the dashboard plays a pivotal role in helping
interns quickly familiarize themselves with the necessary tools and resources, thus leading to a
more efficient and less stressful onboarding process. In alignment with the literature, the
importance of such tools in reducing cognitive load and enhancing clarity for new employees
is well documented. For instance, Garrido and Gomez (2020) highlighted that providing new
employees with clear, organized access to essential resources significantly reduces the steepness
of the initial learning curve, allowing for smoother transition into their roles. Similarly, Stray
et. al (2017) emphasized that tools like the Application Portfolio Dashboard not only streamline
the onboarding process but also empower interns by giving them a clear understanding of the
technological landscape they will be working in. The dashboard instills a sense of responsibility
in interns by providing a concise and well-organized summary of the company’s technological
environment.
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5.5 Motivation

Motivation plays a fundamental role in shaping the internship experience, significantly
influencing how interns engage with their work, interact with their colleagues, and, ultimately,
how satisfied they are with their internship. Competence, relatedness, and autonomy are the
three main pillars that support an intern’s overall motivation, which in turn supports their
performance and satisfaction.

5.5.1 Competence

The psychological need known as competence relates to a person’s desire to succeed in their
interactions with their surroundings and to have opportunities to use their abilities (Gagné &
Deci, 2005). Our findings demonstrate that interns’ sense of competence was greatly increased
by tasks that allowed them to hone, display, and improve their skills. Improvements in
performance, engagement, and job satisfaction were linked to this increase in competence. This
underscores the significance of assignments that offer learners a suitable degree of challenge,
practical application, and alignment with their current skill set. According to these observations,
interns feel more competent and motivated when they believe their work is worthwhile and
doable, which increases their satisfaction level and motivation. This aligns with the SDT theory
and previous research by Gagné and Deci (2005), which emphasizes the importance of
competence in behavior motivation. The body of research supports the idea that people are more
likely to perform better, engage fully with their work, and feel more satisfied with their jobs
when they feel competent.

5.5.2 Relatedness

According to our findings, relatedness, which is the need for an intern to feel valued, connected,
and part of a team, is a crucial component of establishing a friendly and encouraging work
environment. When their contributions were recognized and included in discussions, especially
those with expert input, interns expressed a strong sense of belonging. Their internship
experience was greatly improved by a sense of belonging and team integration. These findings
imply that encouraging relatedness is crucial for increasing intern satisfaction as it enables them
to feel more involved and connected to their jobs and coworkers. Gagné and Deci (2005), who
characterize relatedness as a basic psychological need involving feeling connected to others,
receiving care and providing care for others, corroborated these findings. Relatedness in the
workplace is demonstrated by deep connections, a feeling of community, and the
acknowledgment of individual contributions. According to Ryan & Deci (2020b), relatedness
is essential for creating a welcoming and inclusive workplace where people feel important and
part of the team. This allignment with research from Gagné et al. (2022) highlights the
significance of relatedness in raising intern satisfaction, demonstrating that interns’ general
sense of engagement and well-being is greatly enhanced when they believe their interactions
are meaningful and they feel being part of a community.
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5.5.3 Autonomy

Autonomy represents the capacity to take the initiative, make decisions, and oversee tasks
independently. According to our findings, intern satisfaction is significantly influenced by
autonomy. Research by Gagné & Deci (2005) supports this highlighting that autonomous
interns were more likely to be intrinsically motivated as their actions are self-initiated and
endorsed with their personal objectives and values. Furthermore our findings showed the degree
of intern experience affected how autonomous work was. For example, inexperienced interns
frequently required more direction and structure, whereas experienced interns cherished
autonomy. This implies that to maximize autonomy’s advantages for various interns, it must be
balanced with the right kind of assistance. This is consistent with Deci et al.’s (2017) research,
which stated that when autonomy is paired with sufficient support, it increases intrinsic
motivation and satisfaction.

5.6 Integrated Theoretical Model

This section provides the synthesized results of the findings to provide a theoretical model
illustrating the relations between Intern Macro Influences, Events, Guidance, Processes & Tool
and Motivation for creating high job satisfaction for interns working in remotely operating IT
startups.

The results collectively indicate that fulfilling a remote internship in an IT startup is complex,
involving consideration of organizational culture, good mentoring, inclusive activities and
streamlined procedures. These components work together to give interns a productive and
fulfilling atmosphere that helps them grow as professionals, gain new skills, and feel
appreciated for being part of the startup. Through the resolution of these issues, IT startups can
improve intern happiness and even turn interns into brand ambassadors, which will help ensure
the startup's long-term viability and success. To meet the changing needs and expectations of
interns, startups should also regularly assess and modify their internship programs. This will
help them keep them competitive and attract the top talent.

The integrated theoretical model, as shown in figure 3, illustrates the numerous factors that
affect intern job satisfaction, highlighting the significance of numerous variables, such as Intern
Macro Influences, Processes & Tools, Guidance, and Motivation. The initial expectations and
engagement levels of interns are influenced by internship motivation, remote internship
awareness, and cultural background. The structural and technological support necessary for
efficient internship experiences is provided by processes and tools, including core hours, peer
programming, and application portfolio dashboards. A supportive environment that nurtures
intern development and satisfaction can be facilitated through guidance, including delegation,
support, coaching, mentoring, and responsiveness. These elements enhance motivation by
addressing competence, relatedness, and autonomy, ultimately contributing to higher levels of
intern job satisfaction.
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In conclusion, integrating comprehensive support systems, inclusive practices, and continuous
development opportunities is key to fostering a thriving internship program that benefits both

interns and the organization.

Events

Standup

Retrospective

Company Culture
Events

Team Events

N

Intern Macro Influences Processes & Tools Motivation
\ntemsmp Remote Internship Core Hours Peer Programming Competence Relatedness
Motivation Awareness

Cultural [Application Portfolio
Background Dashboard Autonomy

Intern Job Satisfaction

\

/

Guidance

Delegation

Support

Coaching

Mentoring Skills

Responsiveness

Figure 3: Integrated theoretical model for intern job satisfaction

42



6. Conclusion

The research goal was to identify factors that influence the job satisfaction of interns working
in remotely operating IT startups.

The introduction highlighted the need for the research, as remote work became more prominent
with COVID-19 and remote internships became the norm. Further it showcased the need for
dedicated research in the context of intern job satisfaction in remotely operating IT startups.

The literature review generated an overview of the research topic from secondary sources
focusing on areas of communication in remote IT startup environments and the importance of
guidance through mentorship. Further, the study identified challenges connected with remote
environments showcasing the need for a different internship approach compared to on-sight
environments. These insights provide the foundation for the tentative theoretical model, which
is influenced by the SIP, SL2 and SDT framework.

The methodology section first expressed how information got collected through semi-structured
interviews with interns working in such remote environments resulting in six deep interviews.
This section further exemplifies how the data was analyzed using the GIOIA data analysis
method resulting in 66 first-order concepts.

The finding chapter showcased first insights from the interviews, highlighting the strong
agreement on the importance on different levels of guidance depending on work experience and
the strong desire of cultural events for overcoming the feeling of isolation to deepen connections
with other team members. The need for clear processes and tools was expressed as reducing the
uncertainty about the availability of members and clear direction towards navigating the
company’s infrastructure.

The discussion section showcased the alignment of the findings with the literature by
highlighting the importance of qualitative mentorship and feedback as incorporated in the
retrospective. It showed the relevance of company culture events for worker motivation to foster
a cohesive team atmosphere.

The answer to the influencing factors of intern satisfaction for remotely operating IT startups is
represented by the factors highlighted in the key areas Intern Macro Influences, Events,
Guidance, Processes & Tools and Motivation like showcased in figure 3.

7.1 Research Contributions

This research addresses a significant gap in job satisfaction research as job satisfaction is widely
explored for on-sight organizations in various sectors, but remote settings, with their sparse
frameworks covering remote needs, are barely explored.

This study bridges multiple theoretical perspectives, including Self-Determination Theory,
Social Information Processing Theory, and the Situational Leadership Il Framework. By
intertwining these frameworks, this study offers a robust model for analyzing the intrinsic and
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extrinsic motivators that impact intern satisfaction in remote environments. This integrated
approach not only supports the empirical findings but also suggests a model for future studies
for similar contexts.

This research delves into the cultural dimensions of remote work, shedding light on how cultural
differences influence communication styles, engagement and, ultimately, satisfaction in remote
settings. This aspect contributes to a deeper understanding of remote work practices and offers
guidance for managing culturally diverse teams.

Although the SIP framework explores the difference between online and offline communication
with a focus on deep relationships, it does not address business needs. This study provides the
first evidence that a theoretical framework for remote operating startups could look like.

The applicability of the SL2 framework in the remote setting of the dynamic IT industry
highlighted that the Directing leadership style is not suitable for such a context as it contradicts
the community principles of Standup and Retrospective ultimately resulting in lower
satisfaction and prevention of innovation, which was not highlighted in previous research
connected with the SL2 framework.

The application of the SDT framework for remote IT startup cases is highly relevant. Although
the SDT framework discusses extrinsic and intrinsic motivation, external motivators were not
found to be highly relevant; intrinsic motivators represented the driving force for interns to gain
practice and learn. These findings contribute to the higher relevance of intrinsic motivation for
intern job satisfaction.

This empirical study highlights the effectiveness of specific remote work practices and their
impact on intern satisfaction. The study identified core hours, mentorship quality, and
communication frequency as critical factors that contribute to a positive internship experience.
These findings are instrumental for IT startups seeking to refine remote work policies.

7.2 Practical Implications

By applying qualitative data, this study provides a narrative-rich exploration of interns’ lived
experiences in remote IT startup environments. The detailed accounts help in understanding the
daily challenges and benefits faced by interns and contribute to a more nuanced understanding
of remote internships.

Further, the theoretical model provides clear guidance for IT startups and organizations seeking
to build a company culture that welcomes interns. Such atmospheres allow organizations to be
seen as attractive partners for universities.

The insights of the key area Intern Macro Influences allow HR teams to more deeply select
candidates that fit the remote environment. Furthermore, these insights allow creating a
customized onboarding process to shape awareness of remote settings so that interns can
prepare for their remote workplaces, resulting in higher realistic expectations and a lower barrier
of entry.
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The insights about factors falling under the key area Events, like the Retrospective or Standups,
preventing interns from feeling stuck and reducing pressure for asking colleges, provide
essential insights, which allows project managers to create a community environment where
people support each other. Together with team/company events, the image of a modern and
attractive company can be shaped, allowing for higher attractiveness among potential future
employees and a positive mindset toward its products and services.

The insights about guidance, with a special focus of Situational Leadership showcase the
demand of interns for such mentorship-like concepts that allow for higher dynamic approaches
and openness toward new concepts. This allows IT startups to remain agile and adapt to their
future employees’ needs. For top management, it possesses the possibility to onboard
employees in the same manner, allowing a fast pressure-less entry into the internal infrastructure,
processes, and mindset, ultimately shortening the onboarding duration.

The factors included in Processes & Tools provide guidance for new interns and convenience
for experienced interns by identifying where tools are discoverable. Furthermore, it reduces
interns’ fear of disturbing their mentors or team members by knowing when they are available.
For employees, this means knowing when possible interruptions can occur, allowing them to
plan meetings and engage in deep-work accordingly.

The motivational influencing factors Competence, Relatedness and Autonomy assure IT
startups that the company culture values align with the core beliefs of Generation Z and Alpha.
This allows startups to retain their attraction, which allows them to stay dynamic and allow this
generation’s mindset and inspiration to flow into products and services, ultimately increasing
the attractiveness for goods for this age group.

The findings of this study underscore the benefits of creating a satisfying environment for
interns, allowing the creation of a win-win situation for both parties even in not paid internships
due to the amount of knowledge and experience gained for interns.

7.3 Limitations and Future Research

This study was conducted by interviewing interns in remotely operating Swedish IT startups,
which may limit the applicability of the results to other regions or industries with different
cultural or organizational dynamics.

Due to the qualitative nature of the study and the specific focus on remotely operating IT
startups, there is a limitation to the ability to generalize findings across the broader IT industry
outside the Nordic countries, for which further research could focus on by applying a
guantitative research approach on a broader perspective of remotely operating IT startups within
the whole of Europe.

A limitation exists regarding interns’ personality traits and environment requirements to operate
successfully in remote internship settings. This paper concluded first factors like Remote
Internship Awareness leaving room for further research.
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The theoretical model possesses limitations regarding the technology required to create a
company culture satisfying interns, which further research could focus on.

The influencing factors inside the key area Intern Macro Influences representing outside
influencing factors, which, due to the small sample size, concentrate on directly applying factors
that startups need to take into consideration when working with interns remotely. Further
research could broaden industry sector selection while focusing on remote startups to identify
additional holistic influences.

Further research could also focus on empirically testing the theoretical model in field tests by
employing remotely operating IT project teams operating like real startups using different
ranges of intern age groups to explore the applicability in other age groups.
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Appendix

|. Interview Guide

#

Question

Connected Framework

processes could be changed?

Components
How does the communication style affect your feelings about SIP - Rel_athnal
1 . . . R communication, Verbal
the internship? How do the tools influence the communication? Cues
Can you share how the responsiveness of your team influences
2 | your approach to tasks? How does the responsiveness of your | SIP — Extended Time
leader influence it?
Describe a situation where you felt the leadership style adapted . .
3 | well. How could it be improved to support you? What made it g,l[‘zle' Adapting Leadership
effective? What made it ineffective? y
In what ways do you find yourself being able to work
4 autonomously? Are there situations where you wish for more SDT - Autonom
guidance? What situations are there where you wished for y
more freedom?
5 How does '_che company help you feel competent in your role? SDT - Competence
How does it make you feel valued?
Describe how you connect with your team remotely. How are | SIP - Relational
6 | you connecting with your supervisors? What factors contribute | communication
to a stronger sense of team belonging? SDT - Relatedness
7 How does company culture support your motivation for the SDT - Autonomy,
internship? How does it support your satisfaction? Competence, Relatedness
How does forming an impression of someone differ between SIP - Relational
8 | remote and face-to-face communication regarding time communication
needed? SDT - Relatedness
How do the company's remote work policies address your SDT - Autonomy,
9 | needs for autonomy? How for competence? How for Competence, Relatedness
Relatedness? How could the company address it better? ’
10 How does the company manage challenges in a remote setting? | SIP - Communication
How does this affect your job satisfaction? Dynamics
If you’ve participated in any initiatives aimed at integrating or | SIP - Relational
11 | supporting other interns, what was your experience? How did it | communication
impact your sense of belonging? SDT - Relatedness
From your perspective, what aspects of leadership could be SL2 - Leadership Styles
12 | improved to enhance the remote internship experience? What SDT — Autonomy,

Competence, Relatedness
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