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Abstract 
This thesis describes the current situation on the Swedish labour market as many skilled 
migrants have problems to find a relevant job. It explains the barriers for employment, as 
well as the support mechanisms used to help the integration on the labour market. Particular 
focus lies on the job search motivation, and how do the difficulties to find a job in a 
relevant professional field affect the job search motivation, and what are the reasons for 
these effects.  
 
Thematic analysis is used to find recurring themes in the data collected from 5 semi-
structured interviews, 2 questionnaires and 1 additional interview from an employee 
working with the skilled migrants. 
 
Empirical findings show, that the respondents feel that local companies prefer local 
employees, and that the migrants ascribe their difficulties to find a relevant job position to 
discrimination, as it is common that they get rejected without being able to meet the 
company’s representatives in person. Countless rejected applications are causing feelings of 
frustration, hopelessness and the migrants’ doubt their ability to find a relevant job, which 
leads to decreased job search motivation and underemployment. Furthermore, the 
respondents are rather motivated by extrinsic motivational factors than intrinsic motivators. 
However, the findings show that they believe that the job search becomes easier with 
accumulated experience and that the difficulties with finding the right job makes the 
respondents more committed to the attained job. Finally, the authors formulate suggestions 
for further research.  
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1. Introduction  
The ongoing migration wave to Sweden is triggering changes on the Swedish labour 
market. With the excessive amount of people moving to Sweden, anti-discrimination 
policies are emerging in all aspects of life, as well as various different educational 
programs or support mechanisms to help the newly arrived to Sweden to adapt on the 
Swedish labour market. Despite all the help given both to the potential employees and 
employers, many of the migrants remain unemployed for longer periods of time. Numerous 
researches have been done on the psychological effects of long-term unemployment, as 
well as on the effects of the long term unemployment on the future career chances. But how 
does the motivation for the job search change with time? 
 
This thesis aims to explore the current situation on the labour market in Umeå, Västerbotten 
County, Sweden, in terms of employability of the skilled migrants and how their job 
motivation is affected by their inability to integrate on the given labour market. 
 

1.1. Identification of Research Gap  
There are two main approaches for generating research questions. Problematization, which 
is seen as an approach that challenges the existing theories in some significant way; and 
gap-spotting where the existing theories remain unchallenged and rather focuses on finding 
gaps in the theories that need to be filled, gap-spotting is reinforcing rather than challenging 
the existing theories (Sandberg, & Alvesson, 2011a, 2011b). As this work is a student 
work, the aim of the thesis is not to problematize or challenge the existing theories; the 
authors rather approach the existing research with the aim to find a gap. 
 
Given the topic of migrant status on the Swedish labour market and particularly changes in 
the motivation for the highly skilled migrants which are not able to find an adequate job, 
we have identified a vast amount of research done about immigration, reasoning behind the 
decision to migrate and potential challenges with the integration. There has been done 
research on discrimination in various aspects of life and the discrimination on the labour 
market seems to be explored both from the employers and employees view. There has been 
done research about long-term unemployment and issues arising from various viewpoints, 
including economical and psychological aspects, and a vast amount of research has been 
done on motivation theories and job search motivation as well. There has been research 
done about the Swedish labour market and immigration to Sweden, however, we could not 
identify any research from the skilled migrants’ point of view about what challenges they 
are facing during their job search in Sweden and how their motivation is affected in the 
process of searching for the job. Therefore, this thesis aims to conduct an exploratory study 
on this topic with hopes to raise the interest about these issues and eventually generate 
suggestions for further research.  
 
1.1.1. Background 

According to the International Organization for Migration (2011, p. 49), migrants are 
defined as non-nationals who “move into a country for a purpose of settlement”. In 
addition, Urquia and Gagnon (2011, p. 470) give a more general definition when referring 
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migrants to persons who gain “a (semi-)permanent new residence in a ‘place’ other than 
that in which they habitually lived”. The same authors also introduce two other terms, 
foreign-born and foreigner, (Urquia and Gagnon, 2011, p. 468) which can be used 
interchangeably with the term migrant. Moreover, migrants can be categorized into two 
generations: the first generation or international migrants or foreign-born and the second 
generation. The first generation includes those who were born in their origin countries 
before moving to the receiving country of residence. The second generation is associated 
with persons who were born inside the receiving country by at least one parent born in 
foreign country. Regardless of being the first or second generation, the migrants have 
encountered a variety of difficulties while living in the host country, especially in their 
work life. As Nekby et al. (2008, p. 169) indicate, one of the determinants for the labour 
market success of migrants in Sweden is “investing in host country-specific human capital 
such as host country language proficiency and host country education”. Apparently the 
first generation migrants have fewer opportunities to get access to the education provided 
by the host country and build specific human capital which is highly valued by native 
employers. As a result, they could find it more difficult to seek employment in the host 
country compared to the second generation. Through this thesis, we will address how the 
difficulties to get a job affects the work motivation of skilled foreign born individuals 
particularly in Sweden which, according to Osanami Törngren (2015, p. 126), is a country 
of migrants. 
 
Immigration Status in Sweden 
According to Swedish Migration Agency (Sv: Migrationsverket), the amount of granted 
residency permits per year is gradually growing since 1980’s. While in 1980, 12 669 
permits were granted, after the peak of the economic crisis in 2008 it was already 102 832 
granted permits per year. Since then, the Swedish Migration Agency granted in average 
more than 100 000 residency permits each year with a peak in 2016 with 151 031 granted 
residency permits (Migrationsverket, 2019), which means that in the last decade, Sweden 
accepted more than 1 217 000 migrants (Migrationsverket, 2019; Statistiska Centralbyrån 
[SCB], 2019a). It is not surprising that the labour market cannot adjust as quickly. Swedish 
Public Employment Service (Sv: Arbetsförmedlingen) admits, that although the overall 
unemployment rate in Sweden was 7% in January 2019 there is still a great difference when 
it comes to unemployment rate for domestic population (3,8% in January 2019) and foreign 
born population with 19% unemployment rate in January 2019 (Arbetsförmedlingen, 2019-
02-12).  
 
In order to deal with the migration wave and to help the migrants to integrate on the labour 
market, several programs to help with the integration are established on the market, both in 
the private sector and on behalf of Swedish public employment service. According to 
Statistics Sweden (Sv: Statistiska Centralbyrån), 221 659 people took part in the course 
“Swedish for migrants” in 2017 (SCB, 2018), and 61% of these migrants had at least 10 
years of education (Skolverket, 2018). Apart from the “Swedish for migrants” course, 
several other programs to help with the integration are offered, both aimed on migrants as 
well as programs and support for the general population and employers, as for example: 
 

● Korta vägen - The Short Route - aimed at foreign born who have a university degree 
or have completed at least three years of academic studies in their home country and 
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are enrolled in the Swedish Public Employment Service; it offers language training, 
professional coaching with a focus on study and vocational guidance and on-the-job 
training (Folkuniversitetet, n.d.) 

● The establishment programme - support in the form of activities and education for 
certain newly arrived migrants with aim to learn Swedish, find a job, and become 
self-sufficient as quickly as possible, offering “courses at different levels if you 
need to develop or build on your skills” or “help and guidance if you are 
considering starting your own business” (Arbetsförmedlingen, n.d.a) 

● Job and Development Guarantee programme -  a programme for people who have 
been unemployed for a long time and need help to return to working life, including 
work experience placement or professional or vocational education at a folk high 
school (Arbetsförmedlingen, n.d.b) 

● Job Guarantee Programme for Young People - a programme for young people under 
the age of 25 where they can get help to find work, get a work experience placement 
or study and vocational guidance (Arbetsförmedlingen, n.d.c) 

● Nystartsjobb - financial support for employers if they hire a person who has been 
unemployed for a long time or newly arrived to Sweden up to 2.5 times of 
employer’s contribution (Arbetsförmedlingen, 2019-02) 

● Yrkesintroduktion - employers receive part of the salary in compensation and it 
gives them the opportunity to get a workforce that gets practical experience and 
education within the profession (Arbetsförmedlingen, 2018) 

 
Despite the fact that Sweden has several support mechanisms to help with the integration 
on the labour market, almost 50% of the refugees and almost 40% of the remaining foreign 
born individuals were long term unemployed (more than 6 months) in 2018 according to a 
report from Statistics Sweden (SCB, 2019b, p. 50-51). For this statistics, people who count 
as unemployed were those without work during the measurement week but who applied for 
work during the last four weeks (the measurement week and three weeks backwards) and 
were able to work during the measurement week or start within 14 days from the end of the 
measurement week (SCB, 2019b, p. 118). According to The Confederation of Swedish 
Enterprise (Sw: Svenskt Näringsliv), however, could the path for a migrant to find a job be 
up to 8 years long in 2016 (Frycklund, 2017). 
 
Skilled Migrants 
The term ‘skilled migrants’ is referred to as individuals with a high education and training 
experience in a particular field of practice (Al Ariss and Syed, 2011, p. 286 & Lane and 
Lee, 2018, p. 315). They can be precisely specified as migrants with a college degree or 
more. In developed countries, there has been an increasing demand for skilled migrants due 
to skill deficiency, aging population and decreasing fertility rates (Al Ariss and Özbilgin, 
2010, p. 283; Al Ariss and Syed, 2011, p. 287-288; and Al Ariss et al., 2012, p. 93). The 
skill deficiency has significantly altered the labour markets of various countries to 
including increasingly higher number of foreigners. Demographic changes, such as aging 
population, decreasing fertility rates and access to education has stimulated the mobility 
among countries. The value of skilled migrants can only be fully recognized when they are 
“successfully integrated into the appropriate sectors of the labour market of their host 
countries” (Yoshida and Smith, 2005, p. 1218-1219).  
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Although the migrants are provided with access to labour markets, they have been 
unsuccessful in obtaining a job in their relevant areas (Iredale, 2004 cited in Pearson et al., 
2012, p. 103). Their foreign career capital including qualifications and work experience is 
rarely valued and recognized in host countries (Zikic et al., 2010, p. 675). As a result, the 
skilled migrants are often employed for unskilled jobs (Dean and Wilson, 2009, p. 190 & 
Lane and Lee, 2018, p 316). This situation of underemployment has been known as ‘talent 
waste’ (Yoshida and Smith, 2005, p. 1219), ‘brain waste’ and ‘brain abuse’ (Liversage, 
2009, p. 121). It may be detrimental to both the host country since it inhibits the skilled 
migrants from filling the skill shortages of the country (Wagner and Childs, 2006, p. 50; 
and Pearson et al., 2012, p. 103) and the migrants themselves as it causes mental health 
problems such as depression and stress, chronic disease, low life satisfaction and low self-
esteem (Dollard & Winefield, 2002, p. 21; Friedland & Price, 2003, p. 41; and Pearson et 
al., 2012, p. 103). 
 
Barriers in the Recruitment Process 
Based on the above-mentioned actual data and information, it is manifest that the migrants 
have been struggling with establishing their career path in Sweden. The stressful work lives 
of migrants can only be explained by the combination of living far from home, being apart 
from family and friends, documentation status, language and culture barriers, and being 
exposed to discrimination and exploitation (Stebleton and Eggerth, 2012, p. 6). In fact, 
current Swedish integration policy is generated from the colorblind ideology which 
considers everybody as being equal despite their cultural and ethnic background (Osanami 
Törngren, 2015, p. 127). The Swedes also perceive themselves as “democratic, liberal, 
equal, tolerant and individualistic”, and strongly appreciate “anti-racism, universalism, 
secularism and gender equality” values (Heinö, 2009, p. 303). Nevertheless, Schömer 
(2016) calls Sweden “a society of covert racism” and reconfirms that discrimination and 
racism happen every day in this society. The same author also interprets several practical 
cases in order to prove her assertion that Sweden’s statements about its high ranking of 
social equality involve formal regulations rather than actual conditions (Schömer, 2016, p. 
842).  
 
From the results of field studies conducted by Bursell it is however clear, that having a 
Swedish name creates a significant difference in amount of reactions on the sent job 
application, although there was no difference between the North African and Arabic names. 
The results of the study show, that a Swedish-named applicant had to apply for 10 jobs 
before being contacted by an employer, a person with identical qualifications but with a 
foreign-sounding name had to apply 18 times to be contacted by an employer. The risk of 
being subject to discrimination, however, varies greatly among occupations (Bursell, 2014). 
Similarly, research conducted by Carlsson and Rooth found that the difference in the 
callback rate of applications with a Swedish-sounding male name was 9 percent higher than 
for the ones with a Middle Eastern-sounding name, while this difference is exclusively 
attributed to the name manipulation (Carlsson & Rooth, 2007). Despite the fact, that these 
studies are based only on a sample of open vacancies which makes the estimates of overall 
discrimination rates unreliable, we cannot overlook the results pointing at that 
discrimination in early stages of recruitment process exists, which could explain the 
difference in unemployment rates for the native- and foreign-born population in Sweden.  
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Motivation 
Motivation has been the central subject in many fields such as Human Resources 
Management, Industrial and Organizational Psychology, and Organization Behavior 
(Latham, 2007, p. 3).  Especially, it has drawn significant attention in the field of 
management over the past few decades in order to support studies of “leadership, teams, 
performance management, managerial ethics, decision making, and organizational 
change” (Steers et al. 2004, p. 379). As Wiley (1997, p. 263) indicates, motivation is a 
dynamic internal state of a person which is generated from the impact of personal and 
situational factors and may change when these factors change. Each person possesses 
different motivation which varies in terms of level (i.e., how much motivation) and 
orientation (i.e., type of motivation) (Ryan and Deci, 2000, p. 54).    
 
With regard to migrants, the majority of existing literature has focused on discussing the 
motivation for migrants to move to another countries of residence (i.e. Winchie and 
Carment, 1989; Khosa and Kalitanyi, 2014; and Farcas and Gonçalves, 2017). The job 
seeking motivation of migrants has been largely overlooked although there are a variety of 
factors at macro-national, meso-organizational, and micro-individual levels (Syed, 2008) 
faced by migrants which could create the difference between their initial motivation of 
establishing their career in the host country and their motivation after a long period of 
struggling with these factors. 
 
1.1.2. Research Problem 

Up to now, the research about migrants has been normally undertaken by the social science 
profession, which is manifested through the large number of articles related to migrants 
found from sociology journals while only a few academic articles related to migrants are 
found from journals of management and organization. In the article “Self-initiated 
expatriation and migration in the management literature”, the authors discover that the 
number of articles found in social science fields prevails over that in the management field 
(260 vs. 96) (Al Ariss and Crowley-Henry, 2013, p. 80). Al Ariss et al. (2012, p. 99) point 
out that “little attention has been paid in management and organizational literature to 
understanding the dynamics of international mobility from cross-cultural and inclusive 
perspectives”. One of the possible ways to accomplish this is to connect several fields of 
management and organization, sociology, migration and psychology in the topic of 
international mobility (Al Ariss et al., 2012, p. 97).  
 
Furthermore, according to Al Ariss et al. (2012, p. 92), previous research has focused 
insufficiently on the careers of skilled migrants which deserve particular attention. Same 
authors also assert that it is crucial for organizations to master the careers of skilled 
migrants for taking better advantage of their cultural, social, economic and symbolic 
resources (Al Ariss et al., 2012, p. 93). As suggested by Zikic et al. (2010, p. 668), in order 
to understand more completely the dynamic and complex nature of qualified migrants’ 
careers, it is crucial to investigate both their objective career and subjective career which 
have been often studied separately by different scholars. The objective side of skilled 
migrants reflects structural issues “such as institutional and professional barriers in the 
process of re-establishing their careers” that they might encounter in the host countries. 
Besides, the objective careers represent the openly observable positions, situations and 
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status of migrants (Barley, 1989, p. 49 cited in Fang et al., 2009) which could be wage, 
promotion and employment rates. The subjective career involves the migrants’ “proactive 
attitudes and their extreme motivation and resilience” when they face multiple challenges 
during their career transitions. It refers to tangible indicators of an individual’s career status 
such as job satisfaction (Fang et al., 2009) and motivation. Zikic et al. (2010, p. 668) clarify 
that these two aspects are not independent of each other. The same authors also indicate 
that there is a lack of understanding of the dynamic interdependence between them, and the 
migrants’ subjective responses to their objective career experiences has not been adequately 
interpreted (Zikic et al., 2010, p. 671). Particularly, no previous research has attempted to 
connect the struggles in finding an appropriate job and the skilled migrant motivation. 
 
Therefore with a view of supplementing the management and organizational literature and 
bridging multiple fields (especially between sociology and management) regarding the 
study of migrants, as well as contributing to the research of skilled migrants’ careers, and 
addressing the gap in the literature about the interdependence between their objective career 
(barriers in seeking relevant jobs) and subjective career (the migrant motivation); we aim to 
explore the relationship between the skilled migrants’ difficulties to find an appropriate job 
and their career motivation.  
 

1.2. Research Question 
Taking the identified research problem in account, this thesis aims to answer the following 
research question: 
 

How do the difficulties to find a job in their professional field affect the job search 
motivation for skilled migrants? 
 

1.3. Research Purpose 
The main purpose of this research is to explore how the job motivation for skilled foreign 
born individuals is affected by their difficulties to integrate on Swedish labour market. 
Additionally, this thesis aims to answer the questions about the extent to which highly 
qualified foreign born individuals are discriminated on the Swedish labour market, what are 
the reasons for this effect and what tools are currently used to help the integration process.  
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2. Theoretical Framework 
In this chapter we are going to outline the main points from existing theories that are 
relevant for this thesis. The chapter is divided into two parts, the first part focuses on the 
barriers for integration on a labour market identified by previous research. Furthermore, 
this subchapter elaborates on the problems arising from the long-term unemployment with 
a particular focus on the discouraged worker effect, issues of over-qualification and job 
satisfaction, leading to the second part, focusing on the job search and motivation theories. 
 

2.1. Barriers for Skilled Migrants in Local Labour Market  
This chapter focuses on describing the barriers on the labour market, as for example 
depreciating the quality of foreign education or discrimination on the labour market which 
leads to long-term unemployment and related issues, as for instance the problem of 
generous unemployment support preventing the unemployed from searching for a job. 
 
2.1.1. Integration Issues in the Workplace and on the Labour Market 

Bevelander (2011) explains the differences in the economic integration of migrants with 
neo-classical human capital theory, where the individual decision to migrate is a rational 
choice after calculating the costs and benefits of migration. If the net benefit of migration is 
positive, the individual will choose to migrate, as the individual expects to profit from 
increased employment opportunities or relative income in the future. However, the human 
capital is not perfectly transferable between countries, which means that the individuals 
will have to adjust to the new labour market by investing in modifying and/or acquiring 
new skills, therefore migrants are expected to be less productive during their first years in 
the host country (Bevelander, 2011). Education is often applied in national contexts and its 
recognition within the international labour market is dependent on the migrants’ profession 
(Nohl, Schittenhelm, Schmidtke & Weiß, 2006). As migrant professionals often face the 
issue that their credentials are not recognized and foreign human capital may be discounted 
in the new country of residency, they often deal with this situation by acquiring additional 
human capital through various career self-management strategies and trying to improve 
their chances of obtaining a suitable job (Fang, Zikic & Novicevic, 2009). 
 
Syed, on the other hand, adopts a relational perspective which divides the issues that skilled 
migrants from developing countries face in their hunt for employment in developed 
countries into categories at macro (national), meso (organizational), and micro (individual) 
levels (Syed, 2008).  
 
Macro-level Factors 
According to Syed (2008), the macro-national context for migrant workers consists of 
societal factors as ethnicity, language, religion, economic and legal factors affect the career 
paths of migrant workers. Migrants have issues with accreditation and recognition of 
foreign qualification and work experience, which causes the paradox that employers treat 
foreign education and experience as inferior, while their chances of getting a job requiring 
lower qualification as their own are lower as well, since they are being treated as 
overqualified (Benson-Rea & Rawlinson, 2003, cited in Syed, 2008). Another point 
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affecting the migrant’s employability are socio-cultural stereotypes, especially when 
stereotyped as unskilled, illegal residents, as well as the lack of informal social-network 
and lower familiarity with the labour market in the host country which results in them being 
disadvantaged in the job seeking activities (Syed, 2008). 
 
Meso-level Factors  
Into the “meso-level” belong organizational factors that have a direct role in influencing the 
career paths of skilled migrants. Syed argues, that although most organizations in 
developed countries have adopted anti-discrimination policies, most of them comply with 
the minimum possible legal requirements and “perspectives of migrant workers remain 
generally neglected at the meso-organizational level” (Syed, 2008, p. 36) and that “there is 
some evidence that not many organizations pay adequate attention to managing culturally 
diverse employees particularly with respect to managing skilled migrants” (Syed, 2008, p. 
37).  
 
Micro-level Factors 
Individual employment experiences and aspirations in this model explain how are skilled 
migrants able to compete and progress in the host labour market. Individual motivation for 
migration and expectations upon arrival to the host country influence the individual career 
decisions in different ways, as for example the need to fulfill the family’s immediate needs 
leads the migrant to take whichever job available, often resulting in losing contact with the 
original profession they are trained for and therefore causing problems with returning to 
their original field of experience (Syed, 2008).  
 
Discrimination on the Labour Market 
Swedish Discrimination Act defines discrimination as an act when someone is 
disadvantaged by being treated less favourably than someone else is, was or would have 
been treated in a comparable situation, is disadvantaged by the application of a provision, a 
criterion or a procedure that appears neutral but that may put people of a certain identity at 
a particular disadvantage, person with disability is disadvantaged through a failure to take 
measures for accessibility, orders or instructions to discriminate against someone that are 
given to someone who is in a subordinate or dependent position or act that violates a 
person’s dignity if this disadvantaging is associated with sex, transgender identity or 
expression, ethnicity, religion or other belief, disability, sexual orientation or age unless 
there is a legitimate purpose and the means that are used are appropriate and necessary to 
achieve that purpose (SFS  2008:567).  
 
When it comes to working life, the Discrimination Act prohibits discrimination practices 
against people who are in a position of an employee (or equivalent) or applying for work. 
The applicants have the right to demand information about the qualifications of the person 
selected for a position. Discrimination is as well prohibited in terms of starting business, 
applying for promotion or further education or training, etc. Employers are required to 
ensure that the working conditions are suitable for all employees and  to ensure that people 
have the opportunity to apply for vacant positions regardless of sex, ethnicity, religion or 
other belief (SFS 2008:567).   
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Although most of the developed countries have some anti-discrimination policies, several 
studies conducted in various countries show, that discrimination based on foreign 
background is happening (Booth, Leigh, & Varganova, 2012; Bursell, 2014; Oreopoulos, 
2011; Blommaert, Coenders & Van Tubergen, 2014; etc). One of the main reasons that 
discrimination of the migrants is happening can be that with limited time and budget, 
employers may make marginal decisions on whom to interview by using the name or 
country of education/experience to predict an applicant’s language skills and the difficulties 
with evaluating the qualifications of people with a foreign background, hence the 
unemployment difference may be due to migrants not making it to the interview stage in 
the job application process (Oreopoulos, 2011, p. 166-167).  With regards to this, a 
phenomenon of changing the foreign-sounding surname to a Swedish-sounding one arose, 
where some of the commonest reasons for a name change were difficulties with 
pronunciation, desire to dissociate from Islam and Arabs, name causing discomfort or 
offence, discrimination or anticipation of discrimination against their children (Khosravi, 
2012). Arai & Skogman Thoursie suggest, that changing names to a Swedish-sounding 
name might reduce disadvantageous treatment in the initial phase of contact with 
employers, which are due to statistical discrimination, prejudices, or preferences for or 
against certain groups, and increase the probability of being called to a job interview and 
get a better chance to present one’s skills. The migrant background is not completely 
disguised by a name change as the employers will most likely recognize an individual’s 
migrant background during some phase of contact, which causes the name changers not 
being treated as native workers, although the name change weakens the negative priors held 
against these workers (Arai & Skogman Thoursie, 2009). 
 
2.1.2. Long-term Unemployment 

Long-term unemployed people carry more biases against them in the selection process than 
those who have been unemployed for only a short period of time. Long-term 
unemployment can raise concerns about the job seeker’s work ethic; if the job seeker is 
responsible for his unemployment status, and why the worker remained unemployed for so 
long (Karren, & Sherman, 2012). In addition to that, Eliason & Storrie found that in the 
90’s was the gap in annual earnings between those who experienced unemployment and 
those who did not counted in thousands of Swedish crowns 12 years after job-displacement 
(Eliason & Storrie, 2006, p. 834), as for unemployed people there are no returns on 
previous investments in human capital, where the loss of income is greater with higher 
level of education (van Ham, Mulder, & Hooimeijer, 2001, p.1735). Sweden is known for 
having generous unemployment benefits, where conditions to receive unemployment 
benefit are being registered at the Swedish public employment service, to be able to accept 
a job immediately and having worked for at least 6 months over the past year. This entitles 
the individual to the basic benefit of 8,000 SEK per month before tax depending on how 
much he/she worked prior to becoming unemployed, or up to 80% of one’s previous salary 
and at most 20,000 SEK per month before tax if the individual has been a member of an 
unemployment benefit insurance fund for at least a year (Arbetsförmedlingen, n.d.d). 
Recent research finds that increasing benefits for the long-term unemployed, ceteris 
paribus, also discourages the short-term unemployed from leaving unemployment, as well 
as individual’s consumption expenditures dropping significantly compared to their pre-
unemployment (Kolsrud, Landais, Nilsson, & Spinnewijn, 2018). However, staying 
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unemployed for longer periods of time might lead to the “discouraged worker effect”, 
especially if the status of unemployment is involuntary.  
 
The Discouraged Worker Effect 
The discouraged worker effect can be described as a situation when people with poor 
labour market expectations become discouraged in their job search and leave or fail to enter 
the labour force, because the probability of finding a suitable job after a certain period of 
time is low, while these poor labour market chances can be resulting from individual 
characteristics, discrimination on the labour market or a high level of underemployment, 
which indicates a mismatch between demand and supply on the local labour market. The 
main sources of discouragement were in the research conducted by van Ham, Mulder, & 
Hooimeijer the lack of individual qualifications and a lack of suitable job offers resulting 
from the level of underemployment in the local labour market (van Ham, Mulder, & 
Hooimeijer, 2001). As this research aims to focus on the skilled migrants, we will focus on 
the latter and further elaborate on the problem of over-qualification and underemployment.  
 
2.1.3. Over-qualification 

Over-qualification is a phenomenon when people hold qualifications that are higher than 
those required for their job. Underemployment, or holding a position of lower quality than 
certain given standard, can be described as having more education than required by the job, 
more skills or experience than required by the job, involuntary employment in a field 
outside of area of education, involuntary employment in part- time, temporary, or 
intermittent work, and low pay, relative to either a previous job or to others with similar 
educational background (Maynard, DC, Joseph, TA, & Maynard, Am., 2006). As the 
minority applicants are being overlooked during recruitment, some individuals become 
more likely to accept jobs that they are overqualified for or spend a longer time 
unemployed seeking better matched employment, (Rafferty, 2012) and findings by Joona, 
Gupta & Wadensjö (2014, p.10) show, that  the incidence of over-education in Sweden is 
higher among migrants than among natives. A study by Kulkarni, Lengnick-Hall & 
Martinez names the most common problems with hiring overqualified employees, such as 
poor attitude (opinionated and frustrated individuals, risk of flight), economic constraints 
on the employers side (difficult to accommodate such individuals within the budget), 
expected impact on colleagues (comparing themselves with the overqualified individual), 
although the negative effects of hiring overqualified individual might be equaled out in case 
the individual chooses the job for which he is overqualified intentionally (Kulkarni, 
Lengnick-Hall & Martinez, 2015). 
 
In a labour market with low unemployment levels are employers less likely to rate 
overqualified individuals as “unsuitable” for the job and more likely to select them to 
continue in the hiring process as a in a position with shortage of labour, recruiters may 
focus less on the exact job-fit since they need the position to be filled (Martinez, Lengnick-
Hall & Kulkarni, 2014). In Sweden, unemployment rates are higher for migrants than 
domestic population, and those migrants who are employed are often educationally 
overqualified for their jobs. One of the explanations for these findings is migrants’ lack of 
country-specific skills (although the demand for country-specific skills may be hidden 
intolerance for diversity, not justified by particular job requirements), and the study 
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confirms that country-specific skills (as high level of language or education completed in 
Sweden) decrease the risk of educational over-qualification for the migrant (Duvander, 
2001).  
 
Job Satisfaction 
Anticipated benefits from investing into hiring, orientation and training of employees are 
lost when the employee leaves (Chowhan, Zeytinoglu & Cooke, 2016). As found by Vila & 
García‐Mora (2005), mismatches between education and employment status reduce job 
satisfaction, satisfaction from rewards from work and satisfaction from working conditions 
is lower for overqualified individuals as well (Vila & García‐Mora, 2005, p. 418). Apart 
from low job satisfaction, underemployment is associated with a variety of negative 
individual outcomes as lower job performance, organizational commitment, poor physical 
and psychological health, frustration and absenteeism, as well as employees have poorer 
job attitudes when there is a discrepancy between individual desires and job attributes. 
Underemployed individuals have greater intentions to leave their job and search for a new 
one (Maynard, DC, Joseph, TA, & Maynard, Am., 2006).   
 

2.2. Job Search  
In the twenty-first century, the world observes a variety of enormous changes such as the 
economic turbulence, globalization, modern workplace technologies, and the mounting 
impact of demographic realities on labour market which escalate the job loss and 
unemployment rates on a global scale (Kanfer and Bufton, 2015, p. 143). Even in good 
economic times, unemployment is still a matter of concern and importance (Wanberg et al., 
2010, p. 788) because looking for and finding a job is not simple for many people 
(Wanberg et al., 1999, p. 907). Moreover, an increasing number of people are undertaking 
numerous job searches during their entire work lives both voluntarily (reentry into the 
workforce, completion of job training, or the desire to pursue new career opportunities) and 
involuntarily (job loss) (Wanberg et al., 1999, p. 897 & Kanfer et al., 2001, p. 837). As a 
result, the study of job search, or the pursuit of new employment, has become prevalent in 
order to explore the job search behaviour and predict the employment outcomes.  
 
Job search is a process of identifying potential labour market options, collecting 
information about these options for evaluation and actively striving for the job 
opportunities (Barber, 1994, p. 739). This process involves various activities such as 
looking for job advertisements, associating for job chances, writing a résumé, investigating 
prospect employers, and sending out application dossiers (Van Hooft, 2014, p. 181) 
conducted by individuals themselves. Thus, Kanfer et al. (2001, p. 838) define job search 
firstly as “the outcome of a dynamic, recursive self-regulated process” in which people in 
general carry out multiple activities and employ various individual resources including 
time, effort, social ties, etc. for the purpose of gaining employment. This self-regulated 
behavior is highly autonomous and it may change over time in direction and intensity as a 
reaction and response to the influence of the environment on, for example, employment 
goals and search strategies. In addition, Kanfer et al. (2001, p. 838) also define job search 
as a goal-oriented activity which is generated from the discrepancy between people’s 
employment goals and their current situation. The employment goal which represents the 
sort of employment an individual desires to have can differ in its specificity (Van Hooft, 
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2014, p. 182). Identifying and engaging to the employment goal is extremely important 
(Kanfer et al., 2001, p. 838), guiding the establishment of job search intentions.  The same 
authors explain that employment activities originate from “the complex interplay of 
employment motives and goals; personal, emotional and social tendencies; and unique 
personal and situational conditions”. Specifically, the employment goals, job search and 
employment outcomes differ based on “the individual differences in cognitive abilities, 
interests, and macroeconomic variables such as regional, national, occupational and 
industry unemployment rates” (Kanfer et al., 2001, p. 838). 
 
As Van Hooft and Noordzij (2009, p. 1582) suggest, the job search process consists of three 
phases which are intentional phase, behavioral phase, and finally employment phase. The 
first phase is the intentional phase in which people deliberately process available 
information in order to establish a goal intention. This goal intention manifests the type of 
behavior such as job search activities that people intend to perform and the estimated effort 
that they will exert to perform the behavior (Ajzen, 1991, p. 181 & Van Hooft and 
Noordzij, 2009, p. 1582). The second phase is the behavioral or phase during which people 
act in accordance with the goal intention and attempt to accomplish the goal. And lastly the 
reemployment phase reflects the result of the process which is whether people successfully 
find new employment or re-employment. The three-phase job search process is compatible 
with the depiction of Kanfer et al. (2001, p. 838) in which the job search is perceived to be 
“a purposive and volitional pattern of action” beginning with the identification and 
engagement to achieving an employment goal, and in turn stimulating the search behavior 
to engender the goal. 
 
In order to predict the job search success, two indicators which are job search effort and job 
search intensity have been proved to have positive relationship with this self-managed 
motivational process (Kanfer et al., 2001, p. 849). Among them, intensity is a stronger and 
important predictor of job search success (Saks, 2006, p. 401 & Da Motta Veiga and 
Turban, 2014, p. 193). Job search intensity is identified by Wanberg et al. (1999, p. 897) as 
the frequency and the extent of commitment which people invest in job search behaviors 
such as checking employment advertisements or contacting potential employers. The same 
author concludes that there is a significant relationship between job search intensity and 
reemployment as a means of speeding up the reemployment (Wanberg et al., 1999, p. 906). 
Furthermore, education level, employment commitment, financial hardship, job search 
efficacy, and motivation control skill have positive relationship with job search intensity in 
the early period of job seeking. However, with regards to individuals who endure long-term 
unemployment, motivation control is the only indicator for sustained job search intensity. 
“Job search is a fluid, evolving process characterized by numerous changes often requiring 
job seekers to make corresponding adjustments” (Lopez-Kidwell et al., 2013, p. 1655). For 
this reason, strong self-regulated skill in maintaining motivation and persistence in job 
search to cope with potential setbacks may be more important than self-efficacy or financial 
hardship in perpetuate the intensity over time (Wanberg et al., 1999, p. 906).  
 
This supports Barber et al.’s (1994) suggestion that job seekers may begin their job search 
with a high intensity (e.g., extensive search), decrease their job search after some time 
because of a need to sort through and await information about current leads (e.g., intensive 
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search), then if unsuccessful, renew their search with higher intensity. (Wanberg et al., 
2005, p. 425) 
 

2.3. Motivation Theories 
This part of the chapter describing previous research aims to focus on the motivation 
theories, particularly those that are particularly relevant for the job search. It describes a 
broad range of general knowledge about motivation with a particular focus on intrinsic 
and extrinsic motivation.  
 
2.3.1. General Knowledge about Motivation 

The field of motivation has triggered the attention of researchers for a long time ago. As 
Steer et al. (2004, p. 379) found out, the term motivation originates from the Latin word 
‘movere’ which means movement. Some definitions of motivation have emerged from this 
concept which defines motivation as “the contemporary (immediate) influence on direction, 
vigor, and persistence of action” or “a process governing choice made by persons … 
among alternative forms of voluntary activity”. Nonetheless, the first approaches to 
motivation were conducted in the ancient Greece by philosophers with the concept of 
hedonism as a principle driving force in behavior (Steer et al., 2004, p. 379-380). In this 
concept, people are perceived to invest their efforts in gaining pleasure and preventing pain 
(Steer et al., 2004, p. 380). Since then the field of motivation has been considerably 
developed by multiple scholars such as philosophers like Locke, Bentham, Mill and 
Helvetius in seventeenth and eighteenth centuries. Especially, in the nineteenth century the 
newly arising science of psychology started to approach the subject of motivation, shifting 
away from the domain of philosophy and questioning the deficiency of hedonistic concept 
(Vroom, 1964, p. 10 cited in Steer et al., 2004, p. 380). This has triggered further 
development of motivation theories from psychological and behavioral science. The most 
prevalent theories includes Maslow’s (1954) need hierarchy theory which indicates five 
prioritized needs that in turn motivate people during their development, McClelland’s 
(1961, 1971) need theory with a focus on the motivational potency of distinct and clearly 
defined needs which has been commonly used in research on work motivation; and 
Herzberg’s (1966) motivation-hygiene theory which identifies factors generating 
motivation in workplace (Steer et al., 2004, p. 381). Steer et al. (2004, p. 381-382) point out 
that the late 1960s and early 1970s was the ‘golden age’ of work motivation theories which 
mainly highlight the aetiology of work motivation with the emergence of expectancy 
theory, goal-setting theory and social-cognitive theory. Subsequently the more recent 
researches focus on extending and further developing the existing theories with the 
participation of other fields of business and management (Steer et al. 2004, p. 383). 
 
As Kanfer and Heggestad (1997, p. 2) indicate, the early research on organizational 
psychology has the personality-oriented perspective which considers motivation as a 
personal characteristic (or set of characteristics) used to explain work behaviors and job 
performance. Nevertheless, the later studies adopt situational perspective in which 
motivation is perceived to be something that people experience as a consequence of 
contextual impacts on their perceptions, rather than something that they possess in different 
degrees. And some other researchers on organizational behavior adopt more holistic 
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viewpoint by integrating both personal and situation-oriented conceptions for the field of 
motivation (Kanfer and Heggestad, 1997, p. 3). This perspective is similar to the suggestion 
of Locke (1996, p.  117) which is that human action cannot be understood from the inside 
or outside alone but from both together.  
 
2.3.2. Maslow’s Hierarchy of Needs 

Maslow's hierarchy of needs is one of the fundamental motivation theories. The theory 
describes a hierarchy in the human needs from the most basic to the most advanced, which 
are physiological needs, safety needs, need of love/belonging, esteem and self-actualization 
(Sadri & Bowen, 2011). When a need is met, the individual begins to strive to meet higher 
needs.  
 
The physiological needs are the most basic ones, driven by the self-preservation instinct 
(Taormina & Gao, 2013, p.156-157). Sadri & Bowen (2011, p.45) argue, that the prevalent 
motivator on this level from managerial point of view is monetary compensation (salary, 
bonuses, etc), which enable the employee to fulfill their physiological needs. Jerome (2013) 
adds, that the physiological needs are the strongest ones (p.42) 
 
The safety need, expressed as the need to avoid both physical and psychological harm, 
where financial security is one of the key factors (Jerome, 2013, p.43), therefore the 
monetary compensation serves as the main motivator, as it helps to sustain a safe place to 
live; or retirement plans (Sadri & Bowen, 2011, p.46-47). 
 
The need of love and belonging can be described as a wish to have close, lasting and 
emotionally pleasant interactions (Taormina & Gao, 2013, p.158), which in organizational 
setting implies, that individuals willing to fulfill this need are likely to join or continue 
working at a company where they have established relationships and social support (Sadri 
& Bowen, 2011, p.47). 
 
The esteem needs consist of two components: esteem for oneself and the respect one 
receives from other people (Maslow, 1943, cited in Taormina & Gao, 2013, p.158). Sadri & 
Bowen, (2011, p.47), explain further, that the esteem need includes the need for prestige, 
recognition and responsibilities where the main motivator is appraisal and recognition, as 
well as a sense of accomplishment. 
 
The need of self-actualization refers to the need of a person becoming what he or she really 
and uniquely is (Taormina & Gao, 2013, p.160); a need for constant self-improvement, 
which can be fulfilled by gaining new skills or engaging in charity (Sadri & Bowen, 2011, 
p.48). 
 
2.3.3. Intrinsic and Extrinsic Motivation 

As Ryan and Deci (2000, p. 54) indicate, motivation is not a unitary phenomenon but varies 
in not only the level but also the orientation (i.e. what type of motivation). The orientation 
of motivation refers to the implicit attitudes and goals that lead to action, or the reasons of 
action. The self-determination theory classifies motivation into two most fundamental 
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categories which are intrinsic and extrinsic motivation (Amabile, 1993, p. 186 & Ryan and 
Deci, 2000, p. 55). Both of them can motivate people to do their tasks but they can have 
very distinctive effects on people’s feelings about the tasks, eagerness to to the tasks and 
the quality of performance. 
 
Intrinsic motivation is defined as a natural human inclination to learn and assimilate which 
motivates people to do something because it is essentially interesting or enjoyable rather 
than because of separable consequences such as external incentive, pressures or rewards 
(Ryan and Deci, 2000, p. 54-56). Amabile (1993, p. 188) adopts a similar yet broader 
definition which states that “individuals are intrinsically motivated when they seek 
enjoyment, interest, satisfaction of curiosity, self-expression, or personal challenge in the 
work”. Intrinsic motivators constitute the endogenous part of people’s engagement in the 
task, emerging from their feelings about the task and these motivators need to be closely 
related to the task (Amabile, 1993, p. 189). In other words, intrinsic motivation exists inside 
individuals. Nevertheless, it also exists within the relation between individuals and 
activities, which leads to different definitions of intrinsic motivation in terms of interesting 
task or in terms of the satisfactions gained from engaging in intrinsically motivated tasks 
(Ryan and Deci, 2000, p. 56). Self-determination theory emphasizes the assumption that 
intrinsic motivation, an inherent human propensity, is catalyzed rather than caused in 
favourable conditions for its expression (Ryan and Deci, 2000, p. 58). Cognitive evaluation 
theory, a sub-theory of self-determination theory, indicates that in order for intrinsic 
motivation to arise, and be maintained or strengthened, people must have both a feeling of 
perceived competence (self-efficacy) and their behavior self-determined. However, intrinsic 
motivation varies within and between individuals. They are intrinsically motivated for some 
tasks and not others, and not everyone is intrinsically motivated for the same tasks (Ryan 
and Deci, 2000, p. 56). And intrinsic motivation will only arise for activities which hold 
intrinsic interest for an individual and those that are valued by that person (Ryan and Deci, 
2000, p. 59-60). Even competence and self-determination cannot serve to create intrinsic 
motivation unless the task is interesting to some extent (Amabile, 1993, p. 188). 
 
With regards to extrinsic motivation, it refers to doing something for a separate outcome 
(Ryan and Deci, 2000, p. 55). Amabile (1993, p. 188) defines that “individual are 
extrinsically motivated when they engage in the work in order to obtain some goal that is 
apart from the work itself”. Extrinsic motivators are anything from outside sources that is 
intended or likely to control the emergence or performance of the task (Amabile, 1993, p. 
189). Self-determination theory suggests that extrinsic motivation can differ significantly in 
terms of its relative autonomy, therefore can represent either external control or true self-
regulation (Ryan and Deci, 2000, p. 54). Its sub-theory, organismic integration theory, 
classifies extrinsic motivation into four categories with increasing level of internalization 
and autonomy which are external regulation, introjection, identification, and integration 
(Ryan and Deci, 2000, p. 61). External regulation, the least autonomous forms of extrinsic 
motivation, involves doing some tasks to meet an external demand or achieve external 
rewards. One of the most typical external regulations is monetary reward. Introjected 
regulation is the second form with a quite external control (Ryan and Deci, 2000, p. 62). 
Individuals with introjected regulation try to complete the task under the feeling of pressure 
“ in order to avoid guilt or anxiety or to attain ego-enhancements or pride”. In other words, 
people act for the purpose of intensifying and perpetuating self-esteem and the feeling of 
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worth. Another form of extrinsic motivation which is more autonomous and self-
determined is identification. People holding this form of motivation tend to identify with 
the personal importance of the task and therefore accept its regulation as their own. The last 
and most autonomous category is integrated regulation which appears when identified 
regulation becomes totally assimilated to the individual’s self. With this kind of extrinsic 
motivation, people examine themself and internalize the new regulations to other values 
and demands of them. The increase in level of internalization and assimilation for the task’s 
reasons is followed by the increase in the level of self-determination of the individual’s 
extrinsically motivated actions. Nethertheless, the high level of self-determination of these 
tasks does not mean that the integrated regulation becomes intrinsic motivation. 
 
Amabile (1993, p. 189) suggests that both intrinsic and extrinsic motivation are extremely 
important in motivating people to accomplish most tasks. “The quality of experience and 
performance can be very different when one is behaving for intrinsic versus extrinsic 
reasons” (Ryan and Deci, 2000, p. 55). Despite the separation and opposition between 
extrinsic and intrinsic motivation, extrinsic motivators can have a reinforcing influence on 
intrinsic ones (Amabile, 1993, p. 187). The same author also argues that in the favorable 
conditions of both personal attributes and environment contexts, intrinsic and extrinsic 
motivation can cooperate synergistically for superior performance and personal satisfaction. 
Then he concludes that these two types of motivation can coexist and their combination at 
high levels can have positive effects on creativity (Amabile, 1993, p. 193). However, this 
positive effect is not true to all types of extrinsic motivation. Some factors that strengthen 
individuals’ sense of competence without debilitating their sense of self-determination will 
strengthen intrinsic motivation. These factors are called ‘synergistic extrinsic motivators’ 
such as reward, recognition and feedback in particular forms (Amabile, 1993, p. 194). In 
addition, there exist also some ‘non-synergistic extrinsic motivators’ that may undermine 
intrinsic motivation because they weaken the sense of self-determination without 
contributing to the sense of competence (Amabile, 1993, p. 195). It could be the kind of 
reward, recognition or feedback that places people under control of external powers, 
reducing their feelings of self-determination. Similarly, Deci (1972, p. 118-119) indicates 
that the controlling aspect of any external reward could result in deteriorating intrinsic 
motivation by changing the individual’s perception of causality, while its feedback aspect 
could contribute to reinforce intrinsic motivation by strengthening that individual’s sense of 
competence and self-determination. 
 

2.4. Job Search Motivation and Context-Related Factors 
This subchapter focuses on the three phases of job search process, the motivation factors 
for the job search on situational, contextual and global level, as well as on the effects of 
broader context.  
 
2.4.1. Job Search Process and Motivation 

Van Hooft (2014, p. 181) asserts that “job search is a difficult, complex process” because it 
has a novel and non-routine nature, involves a wide variety of strategies and channels, takes 
place in ambiguous and competitive context, happens throughout a long period of time 
toward a distant goal, and requires self-organization and self-management from individuals. 
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Furthermore, Wanberg et al. (2012a, p. 262) attest that motivation to persist is necessary to 
maintain search efforts through possible distractions at home, various rejections, or 
disliking the search process. For this reason, it is crucial for the individuals to have and 
maintain motivation for continuously engaging in job search activity (Van Hooft, 2014, p. 
182). As mentioned above, job search process comprises three phases: intentional phase, 
behavioral phase, and finally employment phase. These three phases are largely 
corresponding to the goal-establishment, goal-striving and goal-termination phases in 
generic motivation theories (Van Hooft and Noordzij, 2009, p. 1582). And each phase 
connects closely with certain types of motivation factors.  
 
The first phase, goal establishment, aims to identify an employment goal and subsequently 
construct the job search intentions by processing available information, assessing different 
goals and choosing the suitable ones to pursue (Van Hooft, 2014, p. 182). Motivational 
factors associated with job search intentions stimulate job search behavior and thus 
demonstrate how strong a person’s motivation to commit to job search is (Van Hooft, 2014, 
p. 184). They can be characterized by two components: motivational direction component 
and motivational intensity component. The former reflects the kind of job search behaviors 
or activities which people decide to carry out while the latter reflects “the time, effort and 
energy” that people intend to invest in these activities. For specific job search intentions, it 
is measured by how much time and effort an individual expects to exert on certain activities 
such as writing resume, checking job vacancies both in newspapers and online, 
communicating with others for more information, consulting professional individuals or 
organizations for advices, going to job fairs, and working with agencies. This phase is 
followed by the goal-striving or behavioral phase which refers to the actual performance of 
the planned job search activities in accordance with job search intentions and toward the 
formed employment goal (Van Hooft, 2014, p. 184). It can also be described in terms of 
motivational direction and intensity components to measure the actual time and effort spent 
on engaged job search activities and the quality of these activities (Kanfer et al., 2001, p. 
838). In addition another component, persistence and other temporal factors, is also 
employed (Kanfer et al., 2001, p. 838 & Van Hooft, 2014, p. 184) to evaluate the processes 
of goal safeguarding and maintenance, “self-control (of attention, thoughts, emotions, and 
behavior), and self-monitoring of goal progress and performance” (Van Hooft et al., 2013. 
p. 16). This component works to prevent adjournment and ensure the persistence and “the 
sustained allocation of resources toward job seeking over time until the employment goal is 
achieved” (Van Hooft, 2014, p. 184). The last phase is goal termination when people 
accomplish or give up on their employment goal. This phase is characterized by the 
employment status (first employment after graduation, new employment or reemployment) 
and the employment quality (Saks, 2006, p. 401) which influences people’s well-being and 
their probability of undertaking a job search again soon after the new job (Van Hooft, 2014, 
p. 184). At this phase, there may be a transition from people’s motivation to search for job 
to the motivation to work. 
 
2.4.2. Motivation Factors for Job Search 

Van Hooft (2014, p. 184-185) integrates the theory of planned behavior of Ajzen (1991) 
with the existing job search theorizing and motivation theories to create a theory of planned 
job search behavior (TPJSB) which serves to identify factors driving people to commit to 
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job search and motivational factors impacting goal attainment. The TPJSB classifies factors 
that motivate people to construct job search intentions and commit to job search behavior 
into three hierarchical levels in terms of their degree of generality, stability and proximity 
to behavior (Van Hooft, 2014, p. 185). They are global-level motivating factors concerning 
“generalized, trait-like constructs that are stable over time and situation”; contextual-level 
motivating factors involving constructs relating to particular life scopes (such as work) 
“which are less stable and more contextual than global-level factors”; and situational-level 
motivating factors reflecting “specific behaviors (e.g., job search) within specific time 
frame” which refer to “the least stable and most contextual motivating forces”. 
 
Situational-level Motivation 
Situational-level motivation, the lowest and closest level, includes “personal attitude 
toward job search, social pressure to engage in job search, and perceived behavioral 
control over job search” (Van Hooft, 2014, p. 185). The personal attitude toward job search 
is the extent to which people positively or negatively assess the job search engagement 
within a set time period, which is closely connected to autonomous motivation (Van Hooft, 
2014, p. 186). It includes affective attitudes concerning the inherent interest, pleasantness 
and reward of the job seeking process perceived by individuals (Van Hooft et al., 2004, p. 
374), belonging to the intrinsic motivation (Van Hooft, 2014, p. 186); and instrumental 
attitudes regarding to the extent to which people consider seeking for job as beneficial, wise 
and useful (Van Hooft et al., 2004, p. 374), belonging to identified regulation type of 
extrinsic motivation (Van Hooft, 2014, p. 186). People attitudes toward job search depend 
on “their beliefs about outcomes of their job search (e.g., having a job, feeling good)” and 
the probability of the outcome success. The more valued outcomes will lead to the more 
positive attitudes, and thus higher motivation to conduct job search activities because their 
demand of autonomy is more likely to be met. Van Hooft (2014, p. 191) suggest that 
instrumental job search attitude appears to be a stronger indicator of job search intentions 
than affective attitude. This is because as mentioned previously, job search is a goal-
oriented process which is more likely to be extrinsically instigated by goal-directed or 
outcome-related motivation rather than intrinsically driven by experience-defined or 
activity-related motivation.  
 
The second element of situational-level motivation, perceived social pressure to search or 
subjective job search norms, concerns the volume of social pressure that people perceive to 
endure during the given time period of committing to job search (Van Hooft, 2014, p. 186). 
The social pressure is generated from the expectations of others such as family, friends, 
society on individual’s job search engagement; and the importance that individual place on 
satisfying these expectations. These subjective norms manifest the external regulation 
motivation stemming from external expectations and conformity to others’ norms. The 
stronger surrounding people assume that an individual should find a job and the more 
valued these opinions are to that individual, the more motivated he/she is to engaging in job 
search (Van Hooft, 2014, p. 186 & 192). Van Hooft (2014, p. 191) proposes that the 
perceived social pressure is a strong indicator specifically in the job search since the job 
seeking outcomes may be directly related to the individual’s immediate social 
surroundings. Moreover, the pressure is not only from external sources but also from the 
individuals themselves since the job search intentions may also result from the moral 
norms. They involve the values and feelings of shame and guilt (Van Hooft, 2014, p. 186) 
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from which people attempt to escape by finding a job. People with higher self-esteem tend 
to engage in higher levels of job search activities (Kanfer et al., 2001, p. 844). This moral 
or ethical dimension of pressure to search which represents the introjected regulation 
motivation is more internalized than subjective norms. 
 
Lastly, perceived behavioral control over job search is associated with the perceived level 
of difficulty in carrying out job search activities within a fixed time frame, and based on 
people’s beliefs about the existence of reinforcing or undermining factors towards job 
search activities. This element comprises “both control perceptions over internal factors 
(e.g, availability/absence of information, skills and abilities, and presence/absence of 
emotions and compulsions)” which is called self-efficacy; and “external factors (e.g, 
availability/absence of opportunities and resources, and dependence of cooperation of 
others)” which represents perceived control (Van Hooft, 2014, 186). People who are sure of 
their competence to undertake job search activities and believe that these activities are 
under their own control will have more motivation to perform these activities since the 
satisfaction of the need for competence produces stronger interest and motivation (Van 
Hooft, 2014, p. 186). Similarly, Kanfer et al. (2001, p. 844) attest that higher self-efficacy 
potentially leads to higher levels of job search behavior. Moreover, when people go through 
more facilitating factors, their job search will be supported by higher power of these 
factors, and they will find it easier to perform job seeking activities (Van Hooft, 2014, p. 
193). On the contrary, more impeding factors would lead to the consequence that people 
find it more difficult to search for job. Van Hooft (2014, p. 192) indicates that job search 
self-efficacy appears to be stronger than perceived control in forecasting job search 
behavior.  
 
Contextual-level Motivation 
Contextual-level motivating factors involve constructs that are associated with the realm of 
employment and looking for employment more generally rather than within a given time 
frame (Van Hooft, 2014, p. 194). They refer to both personal and situational factors that 
can influence job search both independently and interactively. Based on the the expectancy-
value theory, the job search intensity depends on the extent to which people value having a 
job (work valence), the strength of people’s expectation to successfully attain that job with 
an effort (outcome expectancy), and their interaction. Work valence, similar to the concept 
of employment commitment, illustrates an “attitude toward the importance and centrality 
placed on employed work” (Kanfer et al., 2001, p. 840) which positively foresees job search 
intensity (Van Hooft, 2014, p. 194). When people positively evaluate having a job, they 
will be more motivated to spend energy, time and effort on their job search to attain a job. 
The second component, outcome expectancy, pertains to people’s expectations about the 
probability of obtaining a particular job with specific efforts. In order to understand the of 
outcome expectancy job search, Van Hooft and Crossley (2008) propose two different 
approaches which, depending on the context, are adopted by job seekers. First, the behavior 
coping approach which indicates “the positive motivating effect of outcome expectancy” 
occurs when there are few external incentives and normative expectations such as low 
financial need and people with high perceptions of control believe that their own abilities, 
effort and behaviors determine the job search success (Van Hooft and Crossley, 2008, p. 
259; & Van Hooft, 2014, p. 195). This situation of higher outcome expectancies results in 
higher job search intensity. Second, the compensatory approach which indicates “the 
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negative motivating effect of outcome expectancy” arises in situations with presence of 
many external incentives and normative expectations such as high financial need, and 
people’s lower perceptions of control in order to generate higher job search intensity to 
compensate (Van Hooft and Crossley, 2008, p. 260; & Van Hooft, 2014, p. 195).  
 
Besides, financial need or economic hardship also serves as a motivator for job search (Van 
Hooft, 2014, p. 195). Kanfer et al. (2001, p. 850) find out that high levels of financial need 
are related positively to job search behavior but negatively to job search success. It can 
increase the job search intensity among people. For example, unemployed people with low 
unemployment benefits will put more effort in finding a job while those with generous 
unemployment benefits will invest less time and effort (Van Hooft, 2014, p. 195). 
However, financial need hastens people into carrying out job search activities without 
forethought and reflection; leading to lower goal clarity, poorer planning, and unorganized 
search; thus lowering the quality of job search quality (Van Hooft et al, 2013, p. 29; & Van 
Hooft, 2014, p. 195). Another factor which can support and motivate people to perform job 
search activities is social support (Van Hooft, 2014, p. 195). It can work in the form of 
emotional social support which delivers concern and provides encouragement to the job 
seekers; or instrumental support which provides contacts for advice, information, 
assistance, and feedback on job search performance, help job searchers establish clear 
goals, make appropriate plans, and receive diagnostic feedback about their goal striving 
(Van Hooft et al, 2013, p. 29; & Van Hooft, 2014, p. 195). Instrumental support seems to 
be a stronger indicator to job search behavior than emotional support since emotional 
support could on the other hand deteriorate job search behavior by directing people toward 
non-problem-focused coping strategies such as distancing from job search activities and 
engaging in non-work activities (Gowan et al., 1999 cited in Van Hooft, 2014, p. 195).  
 
The next motivational factor is people’s cognitive appraisals of their job loss and 
subsequent job search as harm/loss or threat (Latack et al., 1995, p. 317; & Van Hooft, 
2014, 196). If people evaluate job loss and following job search process as a threat, the 
extent to which people immerse in active job search behavior may be negatively affected 
since the high level of threat induces people to abandon goals and adopt coping strategy 
through escape (Latack et al., 1995, p. 325; & Van Hooft, 2014, p. 196). On the other hand, 
if people assess job search more positively as a challenge or non-threatening learning 
situation, they may manage stress, difficulties and obstacles better and invest more 
resources in job search behavior since they perceive it to be under their control (Latack et 
al., 1995, p. 321; & Van Hooft, 2014, p. 196). Job search clarity is also a motivational 
factor that is positively associated with job search intention and behavior (Van Hooft, 2014, 
p. 196). Based on goal-setting theory, “specific, difficult goals direct attention and effort 
toward goal-relevant activities, energize goal pursuit, make people identify and use 
effective task strategies, and increase persistence, thereby resulting in higher performance 
than vague or easy goals” (Van Hooft, 2014, p. 196). A lack of job search clarity regarding 
the type of career, work or job desired causes uncertainty and indecision during the job 
search process, making people waste their time on career exploration and contemplation 
rather than spending on targeted applications (Wanberg et al., 2002, p. 1104-1105; & Van 
Hooft, 2014, p. 196). Another possible factor is dissatisfaction with one’s current situation. 
It could be people’s dissatisfaction with their current job (job dissatisfaction) leading them 
to a job search for better alternatives, or their dissatisfaction with their unemployment 



 

 

21 

 

status (life dissatisfaction) urging them to invest time and effort into their job search to 
change their situation (Van Hooft, 2014, p. 196-197). However, life dissatisfaction may 
undermine people’s well-being and reduce their energy levels, causing a lack of motivation 
and mental resources to exert in job seeking. The last factor is people’s perceptions of their 
health situation. Individuals with perceptions of more health problems will be less likely to 
spend time on their job search since ill health creates feelings of powerlessness, reducing 
capacity to actively form and influence their environment, weakening mental and physical 
energy, and possibly leading to prioritizing short-term mood regulation over long-term 
goal-striving (Van Hooft, 2014, p. 197). People with better health and fewer health 
problems are more motivated to look for a job.  
 
Global-level Motivation 
Global-level motivating factors concern “generalized, trait-like constructs that are stable 
over time and situations” (Van Hooft, 2014, p. 197). It could include personal traits (such 
as emotional stability, conscientiousness, extraversion); basic needs and generic 
motivational orientations (such as self-determination theory’s need for autonomy, 
competence, and relatedness; general levels of intrinsic/extrinsic motivation); and 
motivational traits (such as core self-evaluations, approach/avoidance orientation, 
achievement goal orientation). Kanfer et al. (2001, p. 844) find out that especially 
extraversion, conscientiousness, openness to experience, and self-esteem are positively 
associated to job search intensity. Conscientiousness positively affects job search intentions 
through perceptions of importance, pleasantness and competence toward job search 
activities (Lay and Brokenshire, 1997, p. 93). Besides, Wanberg et al. (2005, p. 420) 
indicate that people with more positive core self-evaluations (a combination of self-esteem, 
generalized self-efficacy, locus of control, and emotional stability) are more inclined to 
perform higher levels of job search intensity over time, demonstrating more persistence in 
their job search. 
 
2.4.3. Effects of Broader Context 

Context is conceptualized as “conditions and events that originate as a consequence of 
experiences with a changing environment” (Kanfer, Chen, & Pritchard, 2008, p. 608 cited 
in Wanberg et al., 2102b, p. 891). It may involve “an individual’s history (e.g., employment 
experience); the immediate task setting (e.g., type of job search activity); the direct 
environment in which job search occurs (e.g., policies of recruiting organizations, branch 
characteristic); the non-work situation (e.g., family situation, caregiving demands); and the 
wide socio-cultural or economic environment (e.g., cultural norms, labor market demand)” 
(Van Hooft, 2014, p. 198). Wanberg et al. use qualitative research to introduce five layers 
of context-related dimensions (Omnibus, organizational, social, task, and personal) (2012b, 
p. 889-890) regarded as difficult, challenging or demanding and investigate how they 
influence job seeker motivation and various dimensions of job search behavior (2012b, p. 
893).  
 
Omnibus layer includes two important factors which are economic conditions and 
employment status (Wanberg et al., 2012b, p. 903). Since job search takes place at the 
labour market, the economic condition and labour market demand are vital factors possibly 
influencing the job search process and its outcomes (Van Hooft, 2014, p. 199). They impact 
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the quantity of available positions and the selection criterion and change the job search 
process. In good economic conditions, the labour demand is high and qualified individuals 
tend to be head-hunted by recruiters, thus employment success is not dependent on job 
search intensity (Wanberg et al., 2012b, p. 903; & Van Hooft, 2014, p. 199). In contrast, in 
poor economic condition, the labour demand is low and the job search process is mainly 
initiated by the individuals themselves, thus job search intensity is an important 
determinant of employment success. The deficiency of jobs in poor economy results in 
significant feelings of helplessness and hopelessness of job seekers (Wanberg et al., ,2012b, 
p. 903). The second factor is employment status or whether the job seeker is employed or 
unemployed (Wanberg et al., 2012b, p. 903; & Van Hooft, 2014, p. 199). Unemployed 
people perceived their jobless status as a severe obstacle since they feel stigmatized by 
employers and difficult to networks with others (Wanberg et al., 2012b, p. 903-904). 
Therefore, they are less likely to achieve employment success then employed ones. 
However, employed job seekers also experience hindrance such as time constraints in their 
job search since they have to simultaneously meet their obligations in their current job and 
engage in the job search (Wanberg et al., 2012b, p. 904). As a result, they are less inclined 
to convert their job search attitudes into job search intentions and job search intentions into 
job search behavior than unemployed people (Van Hooft, 2014, p. 200). 
 
Organizational layer also consists of several factors in which the insistence on a perfect 
match between applicant and job is the most salient (Wanberg et al., 2012b, p. 904). This 
insistence allows employers to be very particular in their hiring, which discourages and 
frustrates job seekers. Especially it makes changing industries or work type extremely 
difficult for individuals and sometimes makes job seekers rejected due to being 
overqualified. Another factor is the vague/dated advertisement which indicates that “job 
postings sometimes inaccurately reflect the job and the desired candidate qualifications” 
(Wanberg et al., 2012b, p. 905-906). This results in frustration and the loss of control 
among job seekers because they find out late and waste their time and energy on applying 
and pursuing a misrepresented job. Another reason is that it causes difficulty for them in 
identifying the suitable positions. The last factor is demographic discrimination (Wanberg 
et al., 2012b, p. 906). It indicates that employers have a preference for candidates with 
certain ethnicity and cultural background, gender, and age. This causes numerous 
difficulties for people from minority ethnic groups to obtain a job, leading to a deep 
frustration and an underlying helplessness/loss of control among these job seekers. The 
next layer of context is social level which concerns individual relationships with friends, 
colleagues, old colleagues, and other networking contacts (Wanberg et al., 2012b, p. 906). 
Numerous people seeking for job experience a feeling of anxiousness about their poor 
network which cannot support them in their job search. In addition, many job seekers often 
find networking to extend their connections distasteful, uncomfortable or even embarrassed 
due to their unemployment status (Wanberg et al., 2012b, p. 906-907). 
 
The subsequent layer is task which comprises few main factors of the job search task 
considered as difficult, challenging and demanding (Wanberg et al., 2012b, p. 907). First, 
job search is an uncertain process. Job seekers often do not know how to approach the job 
search beginning from how to best describe their skills on a resumé for a certain job then to 
knowing what to do next. They need information on a variety of topics such as how to cross 
industries, how to use online search tools effectively, where to invest time, how to search 
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better, etc. Although they can find this information from books and online sources, there 
remain informational needs. Another critical factor is dealing with repeated rejection 
(Wanberg et al., 2012b, p. 908). The constant rejection makes it hard for job seekers to 
persist, and remain positive and motivated in the job search. It undermines their feelings of 
self-worth. The final factor related to the task context is the monotony of the daily search 
process. People looking for job may found it tedious and time-consuming to complete 
applications over and over again. Especially job seekers who have held high positions 
before are more likely to get frustrated with this repetitive process (Wanberg et al., 2012b, 
p. 909).  
 
The last and most proximal layer of context is personal layer which represents difficulties 
in terms of family relationships, personal finances, and decision making (Wanberg et al., 
2012b, p. 909). The context-related dimensions faced by individuals at various levels which 
are mentioned previously finally influence this personal level. The factors of family and 
finances are associated with financial worries and tension on the family resulting from the 
job search. It includes the fear about making ends meet and persuade other family members 
to reduce spending. Job seekers can endure family stressors such as living a simpler 
lifestyle due to a limited budget, staying home more, and complaints from family members 
(Wanberg et al., 2012b, p. 909). These perceived social pressures are a stronger indicator of 
job search intentions for people with larger household while the opposite is found for job 
search attitude (Van Hooft, 2014, p. 200). In addition, job search process involves 
numerous heart-wrenching job decisions (e.g., should I take this job offer or wait? should I 
cross the industries?). Most of these questions are significant dilemmas for job seekers 
which induces considerable thought and worry (Wanberg et al., 2012b, p. 909).  
 
Wanberg et al. (2012b, p. 904) indicate that due to having a difficult time looking for jobs 
or desiring a lower level of stress, many individuals are willing to accept jobs below their 
skills and pay levels. In order to manage their situations of being affected by context-
related demands, some coping strategies are employed by job seekers (Wanberg et al., 
2012b, p. 910). These strategies include managing emotional reactions to promote positive 
thinking, self-confidence by taking medication or engaging in non-work activities; keeping 
motivation up through positive self-talk and techniques such as forming goals and setting a 
routine (treating job search as a job) (Wanberg et al., 2012b, p. 910); seeking feedbacks and 
advice from a career couch or contacts in their network (Wanberg et al., 2012b, p. 911); 
self-reflection and learning from experiences to modify their strategies for better job search 
performance. 
 

2.5. Conceptual Framework 
In light of the above mentioned, we present herewith the conceptual framework used as a 
guidance to investigate the effect of the difficulties to find a job in the professional field on 
job search motivation of skilled migrants. According to this framework, the identification 
of reinforcing and undermining factors of contextual dimensions connected to the job 
search of migrants is mostly driven by the five-layer perspective developed by Wanberg et 
al. (2012b). This perspective provides a holistic view about the job search context, 
facilitating us in defining all important factors belong to omnibus, organizational, social, 
task and personal layers. Its target subject is job seekers in general. Therefore, through 
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applying this with a focus on migrants, we expect to find factors which are exclusively 
associated with skilled migrants. These factors might comprise discrimination, long-term 
unemployment, over-qualification, etc. as mentioned earlier. With regard to migrant’s 
motivation to search for job, as reviewed previously, it is possible to identify motivators in 
terms of motivating intrinsically or extrinsically; or in terms of three levels of job search 
motivation based on the theory of planned job search behavior including global, contextual 
and situational levels proposed by Van Hooft (2014). We decide to have an open approach 
to this area and the adoption of either the former or the latter will depend on the potential 
data collected. And finally, with a belief that the effects of contextual factors on job search 
motivation lead to several outcomes related to migrant’s job search, we expect to have 
some valuable findings regarding to this area which can contribute significantly to the 
literature. This area now remains unexplored due to the fact that it has not been paid 
attention to by previous researchers as we stated earlier in our research problem.  
 
 

 

 

 

 

 

 

 

 

 

 
Figure 1: Conceptual framework for the effects of the difficulties to find a job in 
professional field on job search motivation of skilled migrants 
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3. Methodology 
In the methodological chapter, we explain the methods used for collecting data and the 
method of data analysis. The chapter starts with explaining the pre-understanding which 
formed the interest in this particular topic, following the literature search where the 
approach of article selection is explained, research philosophy where the focus lies on the 
ontological and epistemological assumptions that are underlying for this thesis, research 
approach, research design and finishes up with the practical methodology, where the focus 
lies on the data collection approach, ethical considerations and the methods used for the 
analysis of the data.   
 

3.1. Pre-understanding 
“Pre-understanding is an intentional structuring which is activated when we are regarding 
something as something” (Nyström and Dahlberg, 2001, p. 340). In research, Bryman and 
Bell (2015, p.40) define that pre-understanding refers to the knowledge, insight, and 
experience accumulated by researchers with regard to the study being carried out. It is 
presupposition which can change the research and its result if the researcher is not 
conscious of it or ignore it (Nyström and Dahlberg, 2001, p. 339). Saunders et al. (2009, p. 
151) indicate that it is vital for researchers to be aware of their presumptions before 
conducting the study and during the research procedures. Philosophers perceive pre-
understanding as inevitable and essential prerequisite for researchers to be able to acquire 
further knowledge (Nyström and Dahlberg, 2001, p. 342). Therefore, pre-understanding 
serves as a base for researchers to select the appropriate philosophical assumptions and 
methodologies which best answer the research question. 
 
As students studying different programs, leadership and organization which belongs to 
department of sociology and management at the Umeå School of Business, Economics and 
Statistics, each of us attended several courses which are related to motivation, human 
resources and leadership. Despite different background, we are both international students 
who have the same interest in immigration status in Sweden so we keep ourselves updated 
with the relevant news. Moreover, one of us previously held a position in human resources 
department of a company and had a chance of approaching the recruitment and selection 
process. And the other attended as well one of the courses for migrants offered by the 
Swedish Public Employment Service, thus had the opportunity to witness the problems that 
migrants from different parts of the world encounter when trying to adapt to the Swedish 
labour market. Therefore, owning this knowledge, interest and experience was the main 
determinant which led us to this topic. On the other hand, we are also aware that our current 
knowledge preconceptions of the topic might negatively alter the result of this study. As 
Nyström and Dahlberg (2001, p. 345) indicate, the presence of openness is extremely 
important because it facilitates the researchers’ awareness of their own bias resulted from 
pre-understanding. So we assure to remain as open-minded and objective as possible during 
the entire period of conducting this research including developing the topic, making 
interview guide, doing the interviews with migrants in order to minimize bias in our results 
and maintain the credibility of our study.  
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3.2. Literature Search 
Literature review, as defined by Collis and Hussey (2014, p. 76), is “a systematic process 
with a view to identifying the existing body of knowledge on a particular topic”. It refers to 
the researchers’ engagement in scholarly review through reading and understanding the 
work of others in the relevant fields (Bryman and Bell, 2015, p. 100). As to our study, it is 
one of the most significant and challenging part in our thesis since it helps us generate our 
research question and construct the context and theoretical framework for our research 
(Saunders et al., 2016, p. 70). Furthermore, it involves not only reading but also “make 
reasoned judgments about the value of each piece of work and to organize ideas and 
findings of value into a review” (Saunders et al., 2016, p. 70), and connecting our research 
with these existing work and knowledge (Colquitt, 2013: 1211 cited in Saunders et al., 
2016, p. 71). As Collis and Hussey (2014, p. 76), and Saunders et al. (2016, p. 72) indicate, 
the literature review starts early from the moment potential topic arises and will continue 
until the thesis is completely finished. 
 
In the early stage of approaching the topic “migrants in Sweden”, we depended majorly on 
Google.com to gain general and contemporary knowledge complementing our previous 
knowledge in order to understand the current state and the existing perceptions associated 
with the topic. After that, to specifically focus on our topic of the effect of difficulties in 
searching for relevant job on migrants’ job search motivation, we conducted our search in 
Umeå University Library for academic articles. Though this narrow search, we found some 
databases providing us with relevant works including Journal of Organizational Behavior, 
Academy of Management Review, Journal of Applied Psychology, Works & Occupations, 
International Review of Sociology, International Journal of Manpower, etc. Beside 
business and management, our topic concerns a considerable amount of sociology and 
psychology. In order to strengthen the credibility of our study, we are mainly based on such 
databases as trustworthy sources to gather secondary data since this kind of materials which 
are published to wider readers. Saunders et al. (2009, p. 69) indicate that secondary sources 
are easier to find than primary data because they are more likely to be covered by the 
tertiary literature. In our study, the secondary sources could be mostly reports from 
Swedish government publications on immigration, books and academic journal articles. 
 
In order to find literature which are associate with our topic and research question, we 
depends on certain keywords such as immigration in Sweden, career of migrants, carrier 
barriers, career opportunities, job search, recruitment, selection, motivation. These 
keywords have been used in independent form or combined form. Keywords are defined as 
‘search’ terms which play an important part in finding relevant literature because they 
represent the research question and objectives (Saunders et al., 2009, p. 76). When we 
found an article using these keywords, we first skimmed through the abstract of the articles 
and then we only continued with the articles having relevant abstracts. We continued to 
read other importants parts such as result, discussion, conclusion, and reference list which 
is very helpful in leading to other appropriate articles. Furthermore, we are aware that using 
secondary references could deviate the meaning from the original literature so we always 
try to seek the original sources and minimize using secondary citations except for some 
cases that we could not find the original articles because they are too old or not available in 
Umeå University Library and Google.com.   
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3.3. Research Philosophy 
In doing research, it is crucial for researcher to hold particular standpoint on the way the 
world operates, and the process of knowledge development so that they can choose 
coherent methodology, research strategy, and data collection techniques and analysis 
procedures to answer the research question (Saunders et al., 2016, p. 124-125). Tsoukas and 
Knudsen (2003 cited in Saunders et al., 2016, p. 126) attest that there is no best philosophy. 
It is more important that the researchers explain justify their philosophical choices and 
commit with these choices through their selection of research strategy (Saunders et al., 
2016, p. 125). Thus, we profess our beliefs and assumptions below, and at the same time 
argue for our choice of two main philosophies which are ontology and epistemology. 
 
3.3.1. Ontology 

Ontology emphasizes the assumptions about the nature of reality (Collis and Hussey, 2014, 
p. 47; & Saunders et al., 2016, p. 127). The main objective of this philosophical position is 
to identify whether social entities are considered objective entities which have a reality 
external to social actors, or social constructions which are built up from perceptions and 
actions of social actors (Bryman and Bell, 2015, p. 32). As a result, there exist two main 
opposing stances of ontology which are objectivism and subjectivism (or called 
constructionism) (Bryman and Bell, 2015, p. 32; & Saunders et al., 2016, p. 128). 
Objectivism implies that social reality is external to social factors and beyond social 
factors’ reach and influence. According to this position, social entities are regarded as 
physical entities of the natural world to an extent that they are independent of and 
unchangeable by what social actors think of them, name them, or even our awareness of 
them (Saunders et al., 2016, p. 128). Therefore, objectivists assume that “there is only one 
true social reality experienced by all social actors”. In contrasts, subjectivism is based on 
the assumption that social reality is produced from the perceptions and consequent actions 
of social actors (Saunders et al., 2016, p. 130). The order and structures of investigated 
social phenomena are constructed by researchers and other social actors “through use of 
language, conceptual categories, perceptions and consequent actions”. Subjectivist 
researchers believe that “because each person experiences and perceives reality 
differently”, there are multiple realities rather than a single same reality for everyone.  
 
Regarding our topic, we employ subjectivism as our ontological assumption. Since we aim 
to study the effect of difficulties in finding a relevant job on job search motivation of 
migrants, we believe it would be more appropriate and effective to consider job search 
motivation as subjective and different for every migrant. Moreover, the difficulties in 
finding a relevant job should also be investigated with a subjective view since migrants 
with different professions, job search contexts; ethnic background, financial conditions, 
household conditions, etc. will perceive different types and levels of difficulties. Especially, 
subjectivism suggests researchers to investigate a phenomenon in terms of historical, 
geographical and socio-cultural contexts for a deeper understanding of “what is happening 
or how realities are being experienced” (Saunders et al., 2016, p. 130). 
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3.3.2. Epistemology 

Epistemology focuses on assumptions about knowledge, what can be recognized as 
acceptable, valid and legitimate knowledge, and the way that knowledge is communicated 
from one to others (Collis and Hussey, 2014, p. 47; & Saunders et al., 2016, p. 127). Audi 
(1998, p. 1) define “Epistemology, or the theory of knowledge, is concerned with how we 
know what we do, what justifies us in believing what we do, and what standards of evidence 
we should use in seeking truths about the world and human experience”. The central 
question for this philosophical position to answer is whether the same rules, procedures and 
ethos to study the natural sciences can also be applied to the social world (Bryman and 
Bell, 2015, p. 26). This question is answered by three dominant stances of epistemology 
which are positivism, realism, and interpretivism (Saunders et al., 2009, p. 113-116; & 
Bryman and Bell, 2015, p. 27-32).  
 
Positivism highlights the importance of applying the natural science principles to social 
world (Bryman and Bell, 2015, p. 27). “Positivists believe that only phenomena that are 
observable and measurable can be validly regarded as knowledge” (Collis and Hussey, 
2014, p. 47). And the positivist researchers attempt to keep distance from the investigated 
phenomena to maintain an independent and objective position. The results of the research 
can be law-like generalizations for the entire field of study (Remenyi et al. 1998:32 cited in 
Saunders et al., 2009, p. 113). Therefore, the researchers tend to employ a highly organized 
methodology such as developing and testing hypotheses in order to allow the replication 
(Gill and Johnson, 2002 cited in Saunders et al., 2009, p. 113-114). Realism is another 
philosophical stance that has the similar idea with positivism in applying nature science 
principles on studying social realities (Saunders et al., 2009, p. 114; & Bryman and Bell, 
2015, p. 28). However, realism no only recognizes the independence of the phenomenon 
but also accepts the sense of the researcher in studying the phenomenon (Saunders et al., 
2009, p. 115). Lastly, interpretivism is opposite to positivism when it objects to the 
application of the scientific model on examining the social world (Bryman and Bell, 2015, 
p. 28). It strongly suggests researchers to embrace the differences between humans in the 
role as social actors (Saunders et al., 2009, p. 116). And social actors play an important role 
in affecting the social realities. Interpretivist researchers try to minimize the distance 
between them and the researched subject (Collis and Hussey, 2014, p. 47) and hold a view 
that “humans make sense of the world around us” (Saunders et al., 2009, p. 116; & Bryman 
and Bell, 2015, p. 30). Interpretivism It “assumes that reality is socially constructed”, and 
“ there is no single, observable reality” (Merriam, 2009, p. 8). It is rather that there are 
multiple realities which are context-bounded (Merriam, 2009, p. 11). It is argued that 
interpretivist position is particularly appropriate to research topics related to business and 
management since interpretivism allows human and other phenomenon to be investigated 
together in a specific context (Saunders et al., 2009, p. 116). 
 
We decide to adopt interpretivism as our epistemological assumption because as mentioned 
previously it facilitates the study of both people and other phenomenon in a particular 
context. Moreover, it is also compatible with our ontological assumption of subjectivism in 
the claim that “social phenomena are created from the perceptions and consequent actions 
of those social actors concerned with their existence” (Saunders et al., 2009, p. 110). 
Through this thesis, we aim to get insights about the individual perception of social factors 
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who are migrants. These insights will help us to obtain meaningful conclusions about the 
change in migrants’ motivation due to the difficulties in getting a relevant job. 
 

3.4. Research Approach 
As Saunders et al. (2016, p. 144) indicate the research project will encompass the 
deployment of theory. The relationship between theory and research is normally described 
as the decision between theories controlling the research process in every phase, or theories 
as an outcome of the research process (Bryman and Bell, 2015, p. 9). This relationship is 
often classified as either deductive (a top-down approach) or inductive (a bottom-up 
approach) (Tracy, 2013, p. 21; Collis and Hussey, 2014, p. 7; Bryman and Bell, 2015, p. 9; 
& Saunders et al., 2016, p. 144).  
 
The researcher adopting a deductive approach begins with a broad and general theory, and 
then bases on this theory to develop hypotheses about the social phenomenon which later 
will be subjected to rigorous testing (Tracy, 2013, p. 22; Bryman and Bell, 2015, p. 23). 
Finally, the researcher uses the evidence collected to confirm or disconfirm the original 
theory (Tracy, 2013, p. 22). In other words, the researcher develop a conceptual and 
theoretical structure and then test it by empirical observation and thus this approach is 
considered as “moving from the general to the particular” (Collis and Hussey, 2014, p. 7). 
The hypothesis is normally constructed from the researcher’s knowledge about the topic 
and the existing theories and it consists of concepts that can be translated into researchable 
matters (Bryman and Bell, 2015, p. 23). The deductive method is prevalently used in the 
natural sciences, where laws provide the basis of explanation, facilitate the forecast of 
phenomena, predict their occurrence and therefore allow them to be monitored (Saunders, 
2016, p. 146). In contrast, because there is a gap in theory or the existing theories 
unsuccessfully explain the phenomenon (Merriam, 2009, p. 15), the researcher using an 
inductive approach begins with specific interactions, followed by constructing conceptual 
patterns or a conceptual framework from these observations (Tracy, 2013, p. 22). 
Accordingly, the researcher proposes some tentative claims by analyzing the collected data, 
and ultimately draws conclusions that build theory. In other words, “theory is developed 
from the observation of empirical reality” and hence this approach is regarded as “moving 
from the particular to the general” (Collis and Hussey, 2014, p. 7). The inductive method 
aims to examine what is happening and to understand better the nature of the problem, and 
particularly concerns with the context in which the events occurs (Saunders et al., 2016, p. 
147). 
 
In our study, we decide to incorporate the inductive approach to construct theory from the 
outcome of the research (Bryman and Bell, 2015, p. 25). It is because it is compatible and 
logical with our choices of ontological and epistemological assumptions as Collis and 
Hussey (2014, p. 47) indicate that interpretivist researchers adopts an inductive approach. 
Moreover, unlike deductive method, inductive approach allows to investigate the 
phenomenon together with an understanding of the way in which humans interpret their 
social world; and strongly focuses on the context (Saunders et al., 2016, p. 147). These 
characteristics are significantly parallel with our research which attempts to gain practical 
understanding on the effect of difficulties in finding a relevant job on migrant’s job search 
motivation. Moreover, our foundation is mainly the perspective of the migrants in the 
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context of job search in Sweden together with existing phenomenon in the contemporary 
theories. 
 

3.5. Research Design 
As Bryman and Bell (2015, p. 48) define, research design is “a structure that guides the 
execution of a research method and the analysis of the subsequent data”. Research design 
is basically the general plan which describes how the research question is answered 
(Saunders et al., 2016, p. 163). And the way in which the research question is answered will 
be controlled by the adopted research philosophy and approach to theory development 
(Saunders et al., 2016, p. 162). In other words, it refers to choosing a methodology that 
represents the adopted ontological and epistemological assumptions (Collis and Hussey, 
2014, p. 59).  
 
Research designs are normally classified into two categories which are methodologies 
associated with positivism paradigm and those associated with interpretivism paradigm 
(Collis and Hussey, 2014, p. 59). Accordingly, bases on this classification, research design 
can also be divided into quantitative methods following positivism, qualitative methods 
following interpretivism and mixed methods adopting multiple methods from the two 
above categories (Collis and Hussey, 2014, p. 46 & 59; Creswell, 2014, p. 11-12; & 
Saunders et al., 2016, p. 163). They establish specific direction for procedures in a research 
(Creswell, 2014, p. 12). Quantitative and qualitative methods are often distinguished based 
on the use of any data collection technique (such as a questionnaire) or data analysis 
process (such as graphs or statistics) that produces numerical data; or the use of any data 
collection technique (such as an interview) or data analysis process (such as categorizing 
data) that produces non-numerical data (Saunders et al., 2016, p. 165). Quantitative 
research aims at testing theories and hypotheses through observing and examining 
previously identified variables (Creswell, 2014, p. 19; & Saunders et al., 2016, p. 166). On 
the contrary, qualitative research focuses on investigating the meaning of a phenomenon 
from the perspective of participants and the relationship between them (Creswell, 2014, p. 
19; & Saunders et al., 2016, p. 168). Qualitative research is especially appropriate for 
researches which are not possible to identify important variables for examination (Creswell, 
2014, p. 20). Lastly, the mixed method is employed when researchers possess “the 
assumption that collecting diverse types of data best provides a more complete 
understanding of a research problem than either quantitative or qualitative data alone” 
(Creswell, 2014, p. 19). In mixed research, quantitative and qualitative tactics are integrated 
in various ways ranging from simple, concurrent forms to more complex and sequential 
forms (Saunders et al., 2016, p. 170). 
 
Because we employed interpretivism assumption, it is logical for us to adopt qualitative 
research. Another reason is that qualitative research is conducted in a “bottom up” style of 
interpreting general data inductively into more specific units of information (Cresswell and 
Poth, 2017, p. 43). Moreover, researchers embracing qualitative research desire to 
understand the meaning that individuals or groups attribute to a social or human problem 
(Cresswell, 2013, p. 44 cited in Creswell and Poth, 2017, p. 42). This fits our study since 
we aim to gain deep understanding about migrants’ perceptions of difficulties in searching 
for job in Sweden and of their job search motivation and how they perceive the relationship 
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between these two areas. Researchers typically conduct qualitative research using one of 
five approaches associated with interpretivist paradigm including hermeneutics, 
ethnography, participative inquiry, grounded theory and case study (Collis and Hussey, 
2014, p. 60). However, we decide to exclude the first four methods because they are not 
appropriate to our study. Hermeneutics is normally applied to investigate historical and 
social texts in order to understand this historical and social context and is not broadly used 
in business research (Collis and Hussey, 2014, p. 64-65). Ethnography is employed in 
research of a world’s cultural and social world and often lasts a long period of time (many 
months) (Collis and Hussey, 2014, p. 65; Saunders et al., 2016, p. 187; & Creswell and 
Poth, 2017, p. 96). Participative inquiry requires participants to involve as fully as possible 
into the study by conducting the research in their own group or organization (Collis and 
Hussey, 2014, p. 66). Grounded study is not based on existing theories but aims to use data 
collected to construct a theory (Collis and Hussey, 2014, p. 70). 
 
Case study is defined by Collis and Hussey (2014, p.  68) as “a methodology that is used to 
explore a single phenomenon (the case) in a natural setting using a variety of methods to 
obtain in-depth knowledge”. The case may be a person, a group, an organization, etc. The 
case chosen will set the boundaries of the study in which the dynamics of the topic or the 
relationship between the subject of the case and its context (Saunders et al., 2016, p. 184). 
It involves in-depth data collection techniques such as observations, interviews, audiovisual 
material, and documents and reports (Creswell and Poth, 2017, p. 96-97). We decide to 
adopt this methodology to conduct our study. Our research is limited in the group of 
migrants in Umeå, Sweden to investigate the interaction between them and the context of 
searching for relevant job in the host country. And we decide to conduct qualitative 
interviews with migrants to collect the data for the purpose of gaining in-depth 
understanding of the effect of difficulties in looking for a job on migrants’ job search 
motivation. 
 

3.6. Practical Methodology 
In this chapter, we will elaborate how we conducted the qualitative research. Specifically, 
the approach to the data collection and data analysis methodology will be presented, as 
well as the ethical considerations arising from this research.  
 
3.6.1. Data Collection 

Qualitative research is best suited to find out the “how” and “why” are certain individual or 
collective phenomena happening as well as for easier explaining the relationships between 
theories (Doz, 2011). This thesis collects data through semi-structured interviews and an 
online questionnaire with open-ended questions. According to Harris & Brown (2010), 
questionnaires and semi-structured interviews are commonly used together in mixed 
method studies to confirm the results even though there are differences in terms of data 
collection and interpretation. Questionnaires and interviews are associated with different 
but possibly complementary attributes, where questionnaires are viewed as a more 
objective and producing generalisable results due to large sample sizes, while interviews 
provide contexts where participants can interact with the interviewer, ask questions and 
express themselves in their own words (Harris & Brown, 2010). However, both of the 
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methods can be biased by design of the questions or manipulating the respondent into 
answering in a certain way. The respondents are more prone to answer in a way they 
believe is socially desirable in the interview situations (Richman, Keisler, Weisband, & 
Drasgow, 1999, cited in Harris & Brown, 2010, p.2). Participants seem to respond 
differently in a questionnaire and interview, pointing out that personal interviews generate 
affective responses while questionnaires allow a broader range of responses, which are 
often less emotional (Oei & Zwart, 1986, cited in Harris & Brown, 2010, p.2), however, 
Greis and Klein claim that “computer administration seems to make patients more 
comfortable and candid than does a human interviewer” (Greist & Klein,1981, p. 767, cited 
in Richman, Kiesler, Weisb, Drasgow & Murphy, 1999, p.756) and similar research by 
Richman et al. shows that computerized instruments reduced social desirability distortion 
(respondents trying to give answers seen as socially desirable) if they were used as a 
substitute for face-to-face interviews, especially when asking sensitive questions (Richman, 
Kiesler, Weisb, Drasgow & Murphy, 1999, p.770).  
 
For the thesis, both communication synchronous and asynchronous in time and place are 
used. Personal (face-to-face) interviews have the advantage of being synchronous in both 
time and space and therefore provide the opportunity to analyze as well voice, intonation or 
non-verbal signals, which are important especially if interviewee is seen as a subject whose 
attitudes towards the topic are interesting for the researchers (Opdenakker, 2006), therefore 
the authors primarily opted for conducting face-to-face interviews. Another advantage of 
synchronous communication according to Opdenakker is that answers are more 
spontaneous as there is shorter time to reflect on the questions (Opdenakker, 2006). 
 
Interviews via messenger as a method of communication synchronous in time but not place 
have the advantage of having a broader reach of participants compared to personal 
interviews, as well as there is a preference for interviews via messenger when the topic of 
research asks for information of a more sensitive nature from the interviewee, as well as a 
higher chance that the interviewee will give a socially undesirable answer. The biggest 
disadvantage of using a communication method asynchronous in place is the absence of 
non-verbal signals and other social cues, although it can be substituted until certain extent 
with the use of emoticons (Opdenakker, 2006). On the other hand, research conducted by 
Joinson shows, that visual anonymity among participants resolved to them revealing 
significantly more information about themselves than non-visually anonymous participants 
did (Joinson, 2001, cited in Opdenakker, 2006), which is one of the reasons why the 
authors included online based interviewing as well, as the researchers are collecting data 
about rather sensitive topics with the hope to minimize the social desirability distortion 
effect.  
 
The web-based questionnaires are asynchronous both in time and space. One of the 
advantages, apart from a broader reach of participants compared to personal interviews, is 
that the interviewee can answer the questions when and where it is convenient for him/her, 
similarly as if the interview was conducted via e-mails (Opdenakker, 2006). The 
asynchronicity in time and place in the questionnaire gives the respondent a certain feeling 
of anonymity, which might lead them to not to hesitate to give socially undesirable 
answers, but the asynchronicity in time lowers the chance for spontaneous answers as the 
interviewees have time to think about their answers (Opdenakker, 2006), as well as they 
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tend to generate transcripts that are better thought-out and more grammatically correct than 
face-to-face interview transcripts (Curasi, 2001, cited in Kazmer & Xie, 2008, p.269). In 
the web-based questionnaires, there is no interviewer present and therefore there is a higher 
risk for misunderstandings or respondents not being motivated enough to complete a whole 
questionnaire (Reja, Manfreda, Hlebec & Vehovar, 2003), therefore the authors aim to use 
the web-based questionnaires only as a secondary method of data collection used to support 
the data collected via personal interviews. Open-ended questions were chosen due to the 
authors’ aim to enable the respondents to express themselves freely and to generate richer 
answers, resembling those collected via interviews, therefore the only difference in 
questions in the questionnaire and in the other interviews was adding an explanation of the 
concept of intrinsic and extrinsic motivation. 
 
Findings by Kazmer & Xie (2008) imply that letting the participants choose the 
communication medium when possible can increase retention and rapport (Kazmer & Xie, 
2008, p.273), as well as when both participants are comfortable with the medium used for 
the data collection, they find it easier to share affective data (Kazmer & Xie, 2008, p.274). 
Although the aim for the data collection for this thesis was primarily collection via face-to-
face interviews, the authors took this into consideration and let the participants chose freely 
if they want to contribute via personal interviews, messenger interviews or web-based 
questionnaire, with offering the options in this exact order.  
 
Purposeful sampling is a way to create a sample by identifying and selecting individuals or 
groups that are knowledgeable about or experienced with the topic of interest (Cresswell 
and Plano Clark, 2011 cited in Palinkas, Horwitz, Green, Wisdom, Duan, & Hoagwood, 
2015, p.534). Different types of purposeful sampling designs can focus on extreme or 
deviant cases, selection of cases with maximum variation, unique variations, selection of 
homogenous cases, etc. As this thesis aims to find similarities between the described 
experiences, three different sampling approaches were considered. Criterion-i sampling has 
an objective of identifying and selecting all cases that meet some predetermined criterion of 
importance, homogeneity sample which is commonly used to in-depth analysis of a 
particular sub-group and snowball sampling which uses identifying the interesting cases 
from the sampling people who can recommend another sampling people with similar 
characteristics (Palinkas, Horwitz, Green, Wisdom, Duan, & Hoagwood, 2015, p.535). 
 
The participants selected for the data collection can be placed into three groups, where two 
of them were selected by homogeneous sampling as the thesis aims to analyze a sub-group 
characterized by immigration status, high education level, having a connection to 
Västerbotten county and experience with long-term unemployment; and one contributor 
selected with convenience sampling. The first group of participants was selected from the 
human resources available to the authors, giving they met the above mentioned criteria. The 
second group of participants was approached through an advertisement in a Facebook 
group that is related to the county. The authors prioritized the participants willing to 
participate in a personal interview; however we provided the options of a messenger 
interview and a web-based questionnaire with open-ended questions (except 2 closed-end 
demographic questions describing the gender and region of origin). The third type of 
contribution (the convenience sample) was from an employee working for the educational 
institution providing labour market related courses for migrants. This contribution however 
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is used rather to add additional insights or support eventual individual claims as this 
respondent does not have a foreign background, but having years of experience with 
migrants with problems to integrate on the labour market without external help this 
contribution can be seen as valuable. 
 
All of the face-to-face interviews were audio recorded with interview transcripts provided 
in the appendix, however the information provided that could lead to identification of the 
interviewees were removed from the transcripts. The transcripts of the interviews via 
messenger and answers from the questionnaire are available in the appendix after removing 
personal information or information that might lead to identification of the individual and 
eventual correction of typos.  
 
3.6.2. Ethical Considerations 

The ethical considerations in this thesis have been grounded in the Swedish Research 
Council’s (Sw.: Vetenskapsrådet) “Good Research Practice” principles for research in 
humanities and social sciences (Swedish Research Council, 2017). This thesis has taken 
into account the general rules, which are: 
 

● You shall tell the truth about your research.  

● You shall consciously review and report the basic premises of your studies.  

● You shall openly account for your methods and results. 
● You shall openly account for your commercial interests and other associations.  

● You shall not make unauthorised use of the research results of others.  

● You shall keep your research organised, for example through documentation and 
filing.  

● You shall strive to conduct your research without doing harm to people, animals or 
the environment.  

● You shall be fair in your judgement of others’ research.“ (Swedish Research 
Council, 2017, p.10) 

 
This thesis takes in account the three main principles of The RESPECT code of practice, 
which are upholding scientific standards, compliance with the law and avoidance of social 
and personal harm (RESPECT Project, 2004).  
 
The principle of upholding scientific standards, which is about taking in account all 
relevant evidence without omission, misrepresentation or deception, not manipulating the 
data to predetermine an outcome and demonstrating the awareness of the limitations of the 
research (RESPECT Project, 2004) has been in this thesis fulfilled by acknowledging the 
previous research as a source of knowledge, reflecting on the limitations of the thesis work 
(as described in previous chapters) and handling the collected data in a non-manipulative 
and as objective as possible way. The principle of compliance with the law imposes an 
obligation for the research work to comply with the relevant legislation as data protection 
laws or laws protecting individual property (RESPECT Project, 2004). This thesis complies 
with the principle by processing the data lawfully, avoiding plagiarism and by ensuring the 
anonymity of the research participants by removing any information that could lead to 
identification of the research participants. The principle of avoidance of social and personal 
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harm addresses that the results of research should benefit the society by improving 
knowledge and that researchers should avoid or minimize harm to individuals or groups 
(RESPECT Project, 2004), which is in this thesis done by ensuring the voluntary 
participation of the research subjects, providing informed consent (see appendix) and 
ensuring that the participants can withdraw from the study at any time.  
 
3.6.3. Data Analysis Method 

According to Boyatis (1998), thematic analysis is a process of encoding information that 
requires an explicit code resulting into themes, which are patterns found in the information. 
A theme can be found at a manifest level which is the literal meaning observable in the 
collected data or at a latent level, which focuses on the underlying meaning or 
phenomenon, and can be generated inductively from the dataset or deductively from a 
theory or previous research (Boyatzis, 1998, p.4). A theme should be prevalent across the 
entire data set, it can be given a lot of space in some of the data information and little or 
none in other data information; however the more frequent occurrence of a theme does not 
have to mean that the theme is more important (Braun & Clarke, 2006, p. 82). Braun and 
Clarke identify two types of analysis, one of them providing a rich description of the entire 
data set showing predominant or important themes; or providing a detailed description of 
one or a group of themes within the data relating to a specific area of interest (Braun & 
Clarke, 2006, p. 83). In this thesis, the authors aim to generate codes deductively from the 
theoretical aspects identified in the chapters above analysing the manifest meanings with 
the desire to provide an in-depth analysis of themes related to our specific area of interest, 
which are the changes in motivation after not being able to integrate on the labour market.  
 
Furthermore, the step-by-step guide for doing a thematic analysis by Braun & Clarke 
(2006) is followed.  Phase 1: familiarizing with the data involves transcribing, reading and 
re-reading the data and writing down first ideas (Braun & Clarke, 2006, p. 87). For this 
thesis, data both in verbal and written form were collected, therefore this phase involved 
transcribing the verbal data into written form, editing eventual errors in the written text 
with respect to the meaning of the text, uniformizing the format of the datasets and re-
reading the data. Phase 2: generating initial codes consists of systematically generating 
codes cumulating data relevant to each code (Braun & Clarke, 2006, p. 87-89) and  Phase 
3: searching for themes begins with searching for the relationships between the codes and 
grouping the generated codes into the potential themes, ending with a set of potential 
themes and sub-themes and sets of all the data that has been coded in relationship to those 
themes (Braun & Clarke, 2006, p. 89-90) were followed by manually generating codes of 
latent meanings from the dataset approaching the data having the research question in mind. 
Each of the authors first coded separately to later discuss and review the initial codes, as the 
different backgrounds and life experience give the authors a different point of view on the 
datasets, which could be beneficial for the results of the analysis. Phase 4: reviewing 
themes, consists of cleansing the preliminary themes so that there is clear distinction 
between the themes, but the data within each theme are meaningfully interrelated, and from 
considering the validity of the codes in relation to the theme, respectively the validity of the 
themes in relation to the data set  (Braun & Clarke, 2006, p. 91) resulted into 3 final themes 
(Context-related dimensions of migrants' job search, Motivation to search for a job, Effects 
on migrant's job search motivation), which were divided into categories (Context-related 
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dimensions of migrants' job search- Omnibus layer, Organizational layer, Social layer, Task 
layer, Personal layer; Motivation to search for a job- Intrinsic motivation, Extrinsic 
motivation, A combination of intrinsic and extrinsic motivation; Effects on migrant's job 
search motivation- Affecting migrant's career direction, Affecting migrant's psychology, 
Affecting migrant's job search strategies), which are related to the topics of barriers on the 
labour market, job search and motivation. In the Phase 5: defining and naming themes, 
searching for the core of each topic is crucial. It involves analyzing each theme separately 
with reflecting on what does each of the themes talk about and how does it fit into the 
general into the broader analysis, and naming the themes, which should lead to readers 
immediate understanding of the content of each theme (Braun & Clarke, 2006, p. 92-93) 
and resulting in the Phase 6: producing the report, which summarizes the analysis of the 
data providing evidence of the themes within the data and generating an argument to the 
research question (Braun & Clarke, 2006, p. 93) which we describe in the following 
chapters.  
 

3.7. Quality Criteria 
With regard to the measurement of analysis quality, reliability and validity are the central 
criteria. However, Tracy (2013, p. 228-231) and Bryman and Bell (2015, p. 399-400) 
indicate that these two criteria are primarily used to assess the quality of quantitative 
research. Qualitative research should be judged and evaluated using different standards 
(Bryman and Bell, 2015, p. 51). According to Collis and Hussey (2014, p. 172), there are 
various criteria suggested by a number of authors which can be employed to evaluate the 
quality of an interpretivist study. Lincoln and Guba (1985, cited in Collis and Hussey, 
2014, p. 172) suggest four criteria which are credibility, transferability, dependability, and 
confirmability. 
 
 3.7.1. Credibility 

Credibility pertains to whether the research is carried out in a way that the participants are 
correctly identified and described (Lincoln and Cuba, 1985 cited in Collis and Hussey, 
2014, p. 172). It is concerned with the plausibility and the true value of the reality (Tracy, 
2010 cited in Tracy, 2013, p. 235). It could be done through the use of multiple observer, 
theoretical perspectives, sources of data, and methodologies (Dezin, 1970:310 cited in 
Bryman and Bell, 2015, p. 4020. Our study has been conducted in accordance with these 
standards. We carefully selected perspectives and models closely connected to our topic for 
the theoretical framework. We chose samples who are migrants in Västerbotten County 
who have high level of education and relevant experience, in order to collect highly 
appropriate data and deduce credible findings. Moreover, both of us participated in coding 
the data, referring to the inter-coder reliability, to complement each other’s findings and 
provide the complexities of the problem (Tracy, 2013, p. 236). 
 
3.7.2. Transferability 

Transferability is close to the perspective of theory-based generalizability (Daymon and 
Holloway, 2011, p. 85). It is concerned with whether the findings can be transferred to 
another context that is sufficiently similar to allow generalization (Collis and Hussey, 2014, 
p. 172). According to Daymon and Holloway (2011, p. 85), it is the researcher’s role to 
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help the readers apply specific knowledge deduced from the research findings on other 
familiar settings and situations. As to our research, we perceive our findings as hard to be 
transferred due to a number of reasons. First, our study involves a very small number of 
migrants establishing their career in a particular area (Umeå city) of a particular country 
(Sweden). Moreover, our topic of migrants is strongly associated with the immigration 
regulation and policy which is different between each country and might change over time.  
 
3.7.3. Dependability 

Dependability refers to ensuring that complete records of all phases are kept in an 
accessible manner during the research (Bryman and Bell, 2015, p. 403). In order for the 
findings of the research to be dependable, they must be consistent and accurate so that the 
reader will be able to assess the adequacy of the analysis (Daymon and Holloway, 2011, p. 
86). One of the methods of achieving dependability proposed by Daymon and Holloway, 
2011, p. 86; & Bryman and Bell, 2015, p. 403) is demonstrating an audit trail in which the 
researcher makes a detailed record of the decisions made before and during the research 
and a description of the research process. Accordingly, we keep a complete documentation 
of all the relevant information during our research process including interview guides, 
informed consent, participant’s information, the audio records and the transcripts of the 
interviews, and data analysis. 
 
3.7.4. Confirmability 

According to Daymon and Holloway (2011, p. 86), confirmability is used to evaluate 
whether “the findings and conclusions achieve the aim of the study and are not the result of 
your prior assumptions and preconceptions”. It is required that the researchers can show 
that they have acted in good faith or avoid personal values or theoretical inclinations to 
alter the conduct of the research and the derivation of the findings (Bryman and Bell, 2015, 
p. 403). We achieve this criterion by using semi-structured interview to prevent the bias of 
the participants’ answers, staying objective while writing, minimize the manipulation of the 
participants during the data collection process, and avoid involving personal opinion in 
analyzing the collected data. 
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4. Empirical Findings 
In this chapter, the empirical findings from the interviews and questionnaires are presented 
in an order representing the order of the thematic groups of questions asked during the 
data collection. The first part summarizes the respondents’ background.  
 

4.1. The Respondent's Background 
The first questions in our interview guide and questionnaire highlight the background of the 
migrants we studied. Transcribing our interviews and reviewing the questionnaire answers 
helped us to get familiar with the basic information of each respondent, which facilitated 
our process of analyzing the collected data. The background information of our participants 
includes gender, region of origin, highest level of education and possession of education-
related work experience which are represented in the below table. In our thesis, we refer to 
the participating migrants by the codes which are allocated to them as shown in Table 1. 
This is because our participants required preserving their anonymity, thus we should not 
use their name for ethical purposes. 
 
In total, we have eight respondents including seven migrants as listed in the below Table 1 
and a respondent, named participant X, who is in a position of employee working with the 
migrants, who throughout her career in this particular program dealt with roughly 200 
migrants. Participant X’s responses were not included in the coding as she is in a different 
position as the interviewed migrants; however quotes from the interview are used to 
support or oppose the claims made by our respondents.  
 
Table 1: Background of migrants studied 
 

Code of 
Participants 

Country 
of 

Origin  

Education Relevant 
Work 

Experience 

Current 
Employment 

Status 

Mode of Data 
Collection 

Time (if 
interview) 

R1 EU Master in 
Management and 
Economics 

Yes Under-
employment 

Face-to-face 
interview 

30’ 

R2 Non-EU Bachelor in 
Digital Media 
Production 

Yes Relevant 
Employment 

Messenger 
chat 

N/A 

R3 EU  Master in 
Business 
Economy 

No Irrelevant 
Employment 

Messenger 
call 

20’ 

R4 Non-EU Bachelor in 
Dental 
Technician and 
Dental Hygienist 

Yes Unemployed Questionnaire 
answer 

N/A 
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Code of 
Participants 

Country 
of 

Origin  

Education Relevant 
Work 

Experience 

Current 
Employment 

Status 

Mode of Data 
Collection 

Time (if 
interview) 

R5 Non-EU Master in 
Communication 

Yes Temporary 
Employment 

Questionnaire 
answer 

N/A 

R6 Non-EU Master in 
Biochemistry and 
Molecular 
Biology & 
Masters in 
Molecular 
Biology 

Yes Under-
employment 

Messenger 
call 

 25’ 

R7 Non-EU  Master in 
Business and 
Entrepreneurship 

Yes Under-
employment 

Face-to-face 
interview 

20’ 

 
In addition, R2, R6, and R7 completed part of their education, the highest level, in Sweden; 
R4 completed the majority of her education in Sweden due to immigrating at early age; 
while R1, R3, and R5 completed their entire education in their home countries. Regardless 
of studying in Sweden or in the home countries, all of their qualifications attained are 
accepted in Sweden without additional education. The choice of samples who are migrants 
with high level of education and relevant work experience as shown in Table 1 facilitates 
the produce of highly specific findings which we desire to have since we aim to focus our 
study on the skilled migrants as previously indicated. 
 

4.2. Reinforcing and Undermining Factors of Context-Related 
Dimensions  
All our participants indicate some factors belonging to the context in which they perform 
their activities of looking for job, which are deemed to be important. These factors might be 
perceived differently by different participants as reinforcing or undermining their job 
search process.  
 
4.2.1. Factors Belonging to Omnibus Dimension 

Economic Conditions 
The omnibus layer is concerned with the economic conditions by which the job search 
occurs. Regarding this kind of factors, our studied migrants mention several points which 
strongly represent the low labour market demand in Västerbotten County. 
 
R1 highlighted the great number of graduated students each year which potentially becomes 
his competitors in the hiring process: 
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"There are many students finishing the same program here at the university each 
year" 

 
R2, meanwhile, was more concerned about the scarceness of the job related to her 
education: 
 

"The job I studied for is mostly in the big cities" 
 
R7 shares the similar view with these two respondents when she mentioned both of the 
above factors which make her job search become harder:  
 

"But then again it’s very hard, especially when I live here in Umeå. It’s a small 
town, it’s a student town. Everyone’s trying to get the same kind of job" 

 
The participant X supports these claims with explaining the difficulties to find an internship 
place, which according to her are the same as for employment: 
 

“And in Västerbotten and Umeå we don’t have any big companies. We have no big 
company, we have a few middle-sized companies and we have a lot of small 
companies. And companies that only have 3 or 4 staff... for them to release a 
resource to actually take care of somebody in the internship, it’s actually to ask 
them to do this on their spare time.” 
 

Current Employment Status 
The omnibus layer also involves the migrant’s current employment status which is likely to 
affect their job search. Almost all our participants are currently employed in different type 
of jobs except for R4 who became unemployed after having her second child: 
 

"I have been working as a dental hygienist for 2 years. I got my child nr. 2 and now 
I’m looking for a job" 

  
Respondents R1, R5, R6 and R7 currently have jobs which are not related to their areas of 
education. Particularly, since they are all under-employed, they expressed their 
dissatisfaction with their current employment when answering our employment status-
related questions: 
 
R1 who is working in a kitchen of a restaurant answered:  
 

“Yes, I am. But I am constantly looking for new opportunities.” 
 
R5 who is working as a web-redactor raised her concern for her current employment status:  
 

"I am employed but it’s a temporary contract, then I should find some other place to 
work." 

 
R6 who is working as a substitute teacher said when being asked whether she is satisfied 
with her current job:  
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"No. I am doing this job to continue practicing Swedish language. And I wish to 
have my job in my area of education." 

 
R7 who is working as an assistant to nurse also clarified her viewpoint:  
 

"I’m not satisfied per se because it’s not what I studied to do." 
 
While both R2, having a job of video editor/transcriptionist which is related to her 
education, and R3, doing a work of building new websites which is not relevant to his 
Master degree in business economy (however, he changed career path intentionally), are 
satisfied with their current jobs.   
 
Participant X ascribes the issue of underemployment to a loop in the system:   
  

“(...) there is a problem in the system because you need to have a job to be able to 
stay, but on the other hand you are supposed to pursue your career, or follow your 
career path from the beginning, and that is contradictory.”  

 
4.2.2. Factors Belonging to Organizational Dimension 

Employer’s Insistence on a Perfect Match 
According to the studied migrants’ opinions, employers have a tendency to place very 
particular requirements on job candidates in their recruitment process. This might cause 
difficulties and lower the possibility of getting the job for migrants because they as 
foreigners are not likely to fit the employer’s expectations. One of the most common 
expectations could be the proficiency of language, together with the requirement of relevant 
qualification as R3 indicated when he was asked to speak about the difficulties during his 
job search process in Sweden: 
 
 “I don’t have a valid degree (in IT) and not good enough swedish language." 
 
Language proficiency seems to be a huge obstacle when it was mentioned again in the 
answer of R7. Especially this participant repeated it several times when responding to some 
of our questions. According to her, local employers persist in only offering jobs to the 
people who can speak Swedish and it could be the main reason leading to the rejection of 
migrants: 
 

"So it’s very very hard so I was thinking like what if I don’t get a job because all my 
degrees and my master were in English but then they prefer some, they prefer 
people who have done their degrees in Swedish, you know." 

 
"The first thing is the language, that’s very important. It’s like the major block. 
When you’re getting the job, they ask you to speak Swedish. Then it’s like ok we 
need you to be speaking Swedish for us to be able to give you this job." 

 
Participant X on the other hand explains the importance of the language from the 
employers’ point of view: 
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“(...) if you ask the business owners in Västerbotten the language is... I think it’s on 
seventh level of what they need, what they think is important. So it depends (...) the 
most important factor is your attitude, your willingness to work, your interest. The 
language is also important, but it’s not the most important factor. And Swedish is 
not always important for your job, but it’s important for your social part in the job, 
to be able to communicate with colleagues and so on.“  

 
In addition, recruiters can show their insistence on a perfect match though the fear of hiring 
overqualified people or they simply know who they would hire in advance as highlighted 
by R1: 
 

"Well, not getting any answers or getting rejected even from jobs that don’t require 
any education makes me feel a bit ambiguous...But it can be as well because they 
don’t want to hire overqualified people, hard to say." 

 
"I think it is quite common that they already know who they are going to hire when 
they put out the advertisement." 

 
Demographic Discrimination 
Most of our participants agreed that the local companies have a high preference for hiring 
native candidates and they consider it to be a safer option especially in terms of language. 
Moreover, employers have a concern that foreign candidates might need additional training 
although their high level of education is accepted in Sweden or they might have a different 
working style which may be not compatible with the Swedish working environment and the 
Swedish co-workers. Or employers simply like to hire Swedish candidates because they are 
also Swedish. This preference was highlighted by several respondents: 
 

R1: "I think it is quite common that they already know who they are going to hire 
when they put out the advertisement. They rather go with the “safer option” which 
is a local person." 

 
"I understand that companies rather pick someone who is Swedish, both for 
language reasons and maybe they are afraid of hiring a foreigner, I don’t 
know...Maybe they are afraid that although the foreign education is accepted, there 
might be differences that would require more training or something in that fashion." 

 
R2: "Yes. I was the only qualified applicant for a job but it was given to a man 
(Swedish). I took it up with the union and the employer changed the title of the job 
and said they had made a mistake in the advert. " 

 
R5: "I have studied at university and would like to use my knowledge in practice. 
But Swedish people like to hire people who are Swedish." 

 
When being asked whether European migrants are in a better position than non-European 
migrants in Swedish labour market, almost all respondents share the same viewpoint that 
European people definitely have the advantage over non-European ones in searching for 
jobs in Sweden as answered by R1: 
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"I think the ones from Western Europe for sure. The ones from Eastern Europe are 
probably in a worse situation than them, but guess it is still better than the ones 
from outside the Europe...But it depends on the profession as well I’d say." 

 
R7 even mentioned a hierarchy of priority in which candidates from Sweden are given the 
highest priority to have the job, then if the Swedish candidates are not qualified enough, the 
job will be offered to the European, and those from the third countries are at the lowest 
level of this hierarchy. As a result, it would be the hardest for migrants coming from 
outside Europe to find a job in Sweden: 
 

"Yeah I think so. I think they give priority because when you read the platform 
…(Swedish name)… like when advertising for job or when you’re applying for work 
visa, they need to tell you like the first priority was offered to the Swedes. So if they 
couldn’t find these experiences among the Swedes, then they offered it to the EU 
because they are in EU. So you know they start hierarchy so you are the third 
countries come down like close. So it has to go to the Swedes, then EU, then it 
comes down to you. It’s a very very very hard for third countries to find a job." 

 
Participant X shares the opinion that migrants from within EU are in a better position than 
those from outside EU, since they do not have the same paperwork to do to be able to stay 
in Sweden. However, she explains that the position on the labour market in general is more 
dependent on the migrants’ skills and attitudes and labour market saturation within the 
particular profession rather than the country of origin: 
 

“if there is a need for people, for these professions, then the employers would be 
very open minded. If there are a lot of unemployed people within a sector then 
maybe it will be more complicated to employ somebody who cannot work as fast as 
somebody with the Swedish background could do, probably.”  

 
On the other hand, when asking the participants about the reason by which local companies 
rejected their application, some of them claimed that it was because of their immigration 
identity including their different look, their non-Swedish background, their education, and 
even their name: 
 
 R2: "I guess because I look different." 
  

R3: "Because I’m a non-Swedish person." 
 

R5: "Job advertisements are totally fine. Everything is in place. Until they start to 
check the applications. If your name and educations show that you are foreigner 
then your application throws away. They don’t even call you for interview." 

 
Giving an example of the demographic discrimination of local employers, R5 claimed that 
migrants like her have no place in the job market despite having higher level of education. 
But when it comes to manual jobs which do not require any university education, the 
employers are willing to employ people like her: 
 



 

 

44 

 

"We that studied in university and have higher education have no place in job 
market. But if we would like to work in service or cleaning positions which do not 
need any university education then they are very happy and employ us." 

 
4.2.3. Factors Belonging to Social Dimension 

The social support during unemployment and job search process for migrants in 
Västerbotten County is quite inconsiderable according to the participants. During the 
unemployment period, migrants can be provided with the financial support for Swedish 
courses which is valid during their unemployment period and ceases once the they find a 
job, or the unemployment insurance A-kassa. Besides, the most common support which 
most of our respondents stressed on is the support from Arbetsförmedlingen to search for 
job. Arbetsförmedlingen is the Swedish Public Employment Service which helps register 
migrants on its webpage so that available jobs can be forwarded to them. However, as R5 
indicated, this kind of support is only temporary. 
 
 R4: "I’m looking for a job through the Arbetsförmedlingens webpage." 
 

R5: "Arbetsförmedlingen helped me to find job but it is not permanent and only 
temporary." 

 
R7: "I mean the support you can get is from Arbetsförmedlingen. And the most they 
do is they register you in the website so they can be forwarding you jobs I guess." 

 
Especially, R7 clarified that the type of support, also including no support, given to 
migrants varies in terms of the work visa status and the immigration purpose. It can be 
different between those who come and try to obtain work visa and those who already hold 
work visa. And if migrants come as asylum seekers, they will be supplied with support 
from the government such as support of equipping them with language to be able to 
integrate with the society. Nevertheless, in her opinion if they enter Sweden under marriage 
with native people and have citizenship, they will not receive any support: 
 

"But I think it’s different like, I don’t know, it’s different for us who come and try to 
get work visa or you have work visa. And it’s also different for immigrants who 
come as asylum seekers because when you are asylum seekers then the government 
has to help you, has to integrate you in the society. So for them they put them into 
the language school SFI, they learn the language then they try to give. So I think in 
that case the government helps them. But in the case where like you came like with 
the work visa or you are married to a Swede, so you are like a citizen, you have 
citizenship through marriage, then I don’t think you get any support from the 
government. It’s all I know." 

 
4.2.4. Factors Belonging to Task Dimension 

High Level of Task Difficulty 
The job search task is perceived to be highly difficult by most of the migrants studied. At 
the beginning, they expected it to be easy like what they did in their home country. 
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However, it becomes more difficult because there is a difference between the hiring process 
in their home country and that in Sweden which they did not prepare for: 
 

R1: "I thought it would be much easier...I was used from my country that the hiring 
process is quick and expected it to be the same here, I couldn’t be more wrong 
(laugh)" 

 
R2: "It was difficult and became more and more difficult" 

 
R7: "It’s not always easy to like get a job" 

 
Participant X, in accordance with previous claims, explains that migrants often turn “bitter” 
after not being able to find an adequate job for a longer time: 
 

“I feel that the Swedish system right now is quite slow and then makes people quite 
passive. So I think that people who have been here long time maybe have been to 
different programs and they tried a lot of things so they have a bitterness when they 
come here in the beginning." 

 
Uncertain Process of Job Search 
Job search is not only a difficult task but also an uncertain process. Migrants generally do 
not know exactly how to approach the job search. They simply do everything they can 
without any plan such as applying as many jobs as possible or even going to meet the 
employers directly to ask for job. Furthermore, they usually receive no response from 
employers thus do not know the exact reason why they are rejected, while this kind of 
feedback is crucial to identify weaknesses for them to improve: 
 

R1: "I don’t really have a specific plan, I’m just applying for more and more jobs 
and hope for the best. I’m considering taking a few courses at the university though, 
just so I don’t forget what I actually studied." 

 
R7: "Oh it’s awful when you come here at first and you start, you know even trying 
to find a summer job, it’s really awful like you send application and you don’t hear 
from these companies. But then you have to go like take the initiative to go to these 
companies door to door and like ask are you guys hiring, I’m interested in the job 
and like no we are not and here we have people you know." 

 
 
Dealing with Repeated Rejection 
The investigated migrants have experienced numerous rejections from the local employers. 
They were rejected for almost all jobs they applied and normally did not have the 
opportunity to meet the company’s representative in an interview. R2, R4 and R5 
demonstrated: 
 
 R2: "The video editing job I have applied to be permanently employed very many 
times without even being called for an interview." 
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 R4: "I have no idea. I have been to many interviews, but never get the job." 
 
 R5: "Among these 30 jobs, I have met only 2 or 3 representatives for interview." 
 
R1 and R7 highlighted that in most cases the employers did not made any response or very 
seldom an email was sent to them saying that they did not meet the requirements or another 
candidate has been chosen:  
 

R1: "I almost never got any response in the first place, maybe 5 companies sent the 
generic mail about not meeting the requirements, even cleaning companies...I 
actually only had one interview, and that was for my current job." 

 
R7: "I think all the applications that I didn’t get. Some of them just sent an email 
telling you like we moved on with another candidate and others just don’t reply at 
all."  

 
The Monotony of Daily Search Process 
Daily job search process engenders monotony. The fact that it happens every day in a long 
period of time, and involves certain activities to be conducted over and over again and a 
large number of jobs to be applied easily becomes tedious to job seekers, especially when it 
is not an easy task:  
 

R1: "It took almost a year." 
 

R7: "Oh that took a while because when I came I didn’t speak Swedish so it took a 
while for me to get that job and it’s not always easy to like get a job. They only need 
the language, like you need to be able to speak. So it took quite a long like maybe 3 
or 4 months before I even got that one." 

 
"I think a lot, almost like all the cleaning companies because when you come here 
and you don’t have Swedish and then I was still a student also so I just need like 
student kind of jobs, not professional kind of jobs but it’s also hard so I applied like 
I think 20 companies." 

 
To supplement, R1 and R6 stressed that preparing CV and cover letter in accordance with 
each job advertisement costs a lot of time and energy: 
 

R1: "I have seriously no idea, feels like I didn’t do anything else than writing Cv’s 
for months….but it could have been between 30-50." 

 
R6: "Each time I update my CV (if needed) and specially cover letter according to 
the job announcements which consumes lots of energy and time." 
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4.2.5. Factors Belonging to Personal Dimension 

Family and Finances 
Family and finances is always an important factor which strongly influence the job search 
of migrants. It might include the bills of family which need paying or the family members 
whom they need to take care of. R7 spoke about her daughter who relies on her and whom 
she needs to provide for:  
 

R7: "My daughter I guess, I have to provide for her and a good future you know, a 
better life. She relies on me." 

 
Heart-wrenching Job Decisions 
During the job search, migrants have to make many difficult decisions. It could be the 
decision of whether to accept under-employment jobs to settle down and earn money or 
change to another field which is more practical and easier to have a job or stick to the goal 
of finding a job in the area of education; or the decision of whether to stay and try to find a 
job in Västerbotten County or move to bigger cities with more opportunities. R2 and R7 
expressed: 
 

R2: "I was determined to not do care jobs which are what most immigrants feel they 
can do. I refuse to settle and make it my goal to do jobs I enjoy doing" 

 
R7: "For now I can’t say I have any because right now I just want to finish my 
Swedish. And once I do that maybe then I can focus on some specific goals of what I 
really want to do. Like if it’s efficient to stay here in Umea and try finding a job in 
business or if I have to do something else so if I have to move somewhere else like 
another town where I have a bigger opportunity of getting a job" 

 

4.3. Motivation to Search for Job 
 
4.3.1. Intrinsic Motivation 

When being asked what motivates them to search for job, the intrinsic motivation 
mentioned by R2 is to find a job which belongs to her hobby and she enjoy doing it:  
 

"Yes. I choose jobs that are more of a hobby for me so that I enjoy doing it"  
 
Besides, R6 emphasized that it is her passion for the work area which motivates her to look 
for job. 
 
4.3.2. Extrinsic Motivation 

The most common extrinsic motivation pointed out by the respondents is better salary and 
earning money in order to provide for their own lives and their family members. Other 
motivators are “better negotiation opportunities” as R3 answered, and "socialization” 
indicated by R5, and fixed and reasonable working hours: 
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R1: "I would like to have some office job with fixed working hours and better salary 
of course, who doesn’t want that? And not working on weekends would be nice as 
well." 

 
R2: "My economy is a big motivator for me in attaining my employment goal." 

 
R6: "I think I have studied enough and now it is the time to do job and earn money." 

 
R7: "My daughter I guess, I have to provide for her and a good future you know, a 
better life. She relies on me I think so she motivates me a lot." 

 
4.3.3. A Combination between Intrinsic and Extrinsic Motivation 

Beside the two above types of motivation, the participant also mentioned some motivators 
which seem to combine both intrinsic and extrinsic motivation since they imply the 
importance of both the job’s interest itself and a combination of various external factors 
such as salary, socialization, suitable working hours, etc. They includes “getting my life 
together” and “I just want a job that suits me better” specified by R1, “better work-life 
balance” by R3, a quality of life, a better life, and a good future: 
 

R2: "I have no intention of moving to a big city because I want the quality of life I 
get where I am right now." 

 
R7: "My daughter I guess, I have to provide for her and a good future you know, a 
better life." 

 

4.4. Outcomes of Effects on Migrant’s Job Search Motivation 
 
4.4.1. Affecting Migrant’s Career Direction 

After encountering multiple difficulties in searching for the job associated with their 
education, each of our participants decided to follow different direction in their career 
which is compatible with their conditions and abilities. The direction includes changing the 
field, adhering to the field, adhering to the field but maybe changing in future, and totally 
giving up. 
 
Change of Field 
As explained above by participant X, some professions are more requested on the labour 
market, therefore the will to change the field towards the highly seeked professions can be 
seen as natural. On the other hand, 4 out of 7 of our interviewees are currently under-
employed, and participant X shared her views about the reasons behind accepting jobs that 
the persons’ are overqualified for, and how it can affect the motivation for the job search: 
 

“if you take a job that is a low qualified job, you get fairly good salary, and you can 
survive, and life is quite comfortable, then there is maybe not enough motivation to 
pursue your career path. I think most of the people still have their dreams, it’s just 
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the other factors, maybe you get a family or... other reasons makes you stay in a low 
qualified job...It could be like that.“ 

 
With regard to R1, he decided to accept the underemployment in order to earn money for 
paying bills, gain some Swedish reference to put into CV, and practice the language: 
 

"I have to pay my bills, and at least I get some Swedish reference for my CV 
although I’m not sure if it helps since it is not really a relevant experience...But I 
get to practice the language at least…" 

 
The same respondent is now willing to work in another field or accept a job at the bottom 
so that he can first provide for himself, and then carefully consider the most suitable job 
that he should do: 
 

"Well, I guess that I’m more willing to change my working field now, or start 
somewhere on the bottom and work my way out." 

 
Similarly R3 also wants to change the working field but with the reason that the new field 
offers “better salary and better working conditions”. Meanwhile, R4 highlighted the 
scarceness of her relevant job in the city as the reason that she wants to change her working 
field: 
 

"It is hard to find a job as a dental hygienist in this town, so now I am looking for 
other jobs as well."   

 
Adhering to the Field 
R2 is the only participant who insists in pursuing her employment objective of finding the 
job which is relevant to her education because it is the job which she enjoys doing: 
 

"I refuse to settle and make it my goal to do jobs I enjoy doing. I never give up and 
my feelings about getting a job in Sweden have not changed. I still get to do what I 
like." 
 

Adhering to the Field but Maybe Changing in Future 
R6 also attested that she is doing the current underemployment job because she wants to 
practice the language: 
 
 "I am doing this job to continue practicing Swedish language." 
 
She still desires to have a job related to her education. However, if within the current year 
she cannot find a relevant job, she will consider changing to another field: 
 

"Still I like to have job in my expertise area as I do not want study anymore.” and "I 
will try the current year to find my education related job. Then, maybe, I can rethink 
of changing the field of my expertise." 

 



 

 

50 

 

R7 has the same situation; she accepted the underemployment job because she needs to 
provide for her daughter: 
 

"She relies on me I think so she motivates me a lot like I have to do this even it’s the 
care work I’m doing now, I have to do it so that I can provide for her." 

 
The same respondent has intention to look for a job in business area which is associated 
with her Master degree in business and entrepreneurship after finishing her one and a half 
year Swedish course. Nevertheless, she perceives that it would be very hard so is 
considering changing to other practical fields in which participants are provided with 
opportunities to get a job directly or supports to facilitate the job search: 
 

"Yeah actually I’ve been thinking, I was talking to my friend about it the other day. 
Like right now I’m doing Swedish as a language and it’s a one and a half year 
course. So when I finish the Swedish as a language, I’ll start applying jobs in my 
area of study in business like in management and stuff like that. But then again it’s 
very hard." 

 
"So I was talking to my friend and thinking like maybe I can do like, you know, the 
practical jobs, courses like, you know, nursing. Those ones you get jobs directly 
when you are done, like you get posted directly from school. But it’s a possibility, 
something I’m still thinking about. So we will see." 

 
Totally Giving up 
While other participants in our study keep targeting at Sweden as a desired place for their 
lives and career despite of changing the direction in their career objectives, R5 
exceptionally decided to give up on Sweden and move to another country: 
 

"I have decided to move from Sweden." 
 
4.4.2. Affecting Migrant’s Psychology 

The difficulties in finding a relevant job in Västerbotten County, Sweden not only affect the 
migrant’s career objectives, but also influence their psychology. These difficulties could 
lead to negative feelings about the job search or result in positive attitudes toward job 
search among migrants. 
 
Negative Effects 
R1 asserted that constantly receiving no response from potential employers, regardless of 
what the reason is, definitely lower his motivation of searching for the education-related 
jobs: 
 

"Well, not getting any answers or getting rejected even from jobs that don’t require 
any education makes me feel a bit ambiguous...But it can be as well because they 
don’t want to hire overqualified people, hard to say...So I don’t know if it counts as 
discrimination, but it definitely is demotivating." 
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Besides, R7 stated that the fact that she is doing a manual job in spite of having Bachelor 
degree in finance and Master degree in business and entrepreneurship undermines her 
motivation to look for more suitable job: 
 

"But it’s hard when you’re doing casual jobs like, you know, you have a degree in 
finance, you have a master in business and entrepreneurship and then you’re doing 
like casual jobs like cleaning which doesn’t require any basic level of education. So 
sometimes it demoralizes you." 

 
Furthermore, the studied migrants experienced a change in their feelings which implied that 
they have been discouraged. It has engendered a fact that they perform job search activities 
with a serious lack of hope for being offered the job. R1 illustrated that after getting no 
response for his application, he now equated his job search with lottery. He does not 
believe that he can get the job but he keeps applying anyway because maybe he has a good 
luck:  
 

"After not getting any response after several applications, I started to feel quite 
frustrated. After a few weeks, I almost gave up and returned home, but I sort of got 
over that...now I’m sending CV’s but it feels more like a lottery, you don’t believe 
you’ll win, but sometimes you do that anyway, because “what if…”" 

 
R5 attributed the loss of her activeness in searching for job to the formality of job 
advertisements after she realized it: 
 

"At first I was very active to apply for jobs but now i know that all job 
advertisements are formality." 

 
R6 described that her hope of getting the job has dropped significantly from 95% to five 
percent. She used to consider job search as pursuing a dream but now she only feels 
disappointed, hopeless and under high pressure: 
 

"In the beginning job searching was like pursuing a dream but nowadays it is like 
disappointment, hopeless and pressure." and "now I search for the job with 5% 
hope of getting it where it was 95% in the beginning." 

 
Having witnessed countless of migrants’ attitudes towards job search after not being 
successful for a while when joining the program she is employed at, participant X 
summarizes: 
 

“many people have been waiting for a long time for getting the right permissions 
and learning Swedish and everything takes time (...) many people have that 
bitterness and are not so hopeful that this will work.”  

 
Positive Attitudes 
Apart from the negative effects as earlier mentioned, the migrants still can maintain their 
positive attitudes towards job search because they acknowledge the good side of difficulties 
and the helpfulness of support, and have strong determination. 
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R2 showed her strong determination in getting her desired job by refusing the 
underemployment, adhering to the set goal and never giving up: 
 

"I was determined to not do care jobs which are what most immigrants feel they can 
do. I refuse to settle and make it my goal to do jobs I enjoy doing. I never give up 
and my feelings about getting a job in Sweden have not changed. I still get to do 
what I like." 

 
R3 thinks that the experience accumulated will facilitate the job search by making it easier 
and the unemployment insurance reduces the stress and allows him to concentrate on 
looking for the right job:  
 

"It is still kind of hard but with experience it will be easier" and "thanks to A-kassa 
it less stressful so I could concentrate on finding the right job." 

 
R7 made a general judgment that the difficulties experienced on one hand facilitate the 
understanding of job search nature, thus increase the effectiveness in performing job search 
of job seekers, and on the other hand make the migrants want to perform better: 
 

"I don’t know, I think it makes you do better like you understand difficulties of 
searching for job so when you get a job then it makes you want to do better." 

 
4.4.3. Affecting Migrant’s Job Search Strategies 

Lastly, after encountering difficulties in job search process and accumulating some valuable 
experience, each participant has formed a coping strategy for them to overcome these 
difficulties and strengthen the chance of success in getting a job for them. Most of them 
agree on the fact that they can only count on their own in performing the job search and the 
success of the job search primarily depends on them, not on the external support as 
emphasized by R6: 
 

"Nowadays I push myself to search the jobs as this is the only way I can find, if, a 
suitable job in future" 

 
Respondent R2 has a strategy of obtaining additional qualifications, participating in useful 
activities, and building a personal reputation in order to pursue the wanted job by 
promoting herself to attract headhunters:  
 

"I then get myself the necessary qualifications and join any activities that are 
connected to the kind of job I intend to do." and "I do everything by myself and build 
a reputation that puts me in high demand." 

 
R4 has planned to find jobs through Arbetsförmedlingens webpage, together with 
proactively contacting potential employers to send in her application: 
 

"I’m looking for a job through the Arbetsförmedlingens webpage and I contact the 
private clinics and leave an application." 
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R7 strongly stressed on the importance of language proficiency in searching for job. She 
believes that language proficiency helps increase the possibility of getting a job for 
migrants. This is because firstly the employers always require job candidates to know the 
language and secondly it can enhance the quality of the migrant’s CV in Swedish: 
 

"The difficulty I mentioned was language. So I think once you get focus on that, you 
get to learn the language, to speak the language and to write the language, I think it 
gets easier for you. It can motivate you also it’s like ok I can apply; I can go into my 
CV and now write it in Swedish in correct formula, correct grammar. So like when I 
send in my CV and they are reading it, they can see ok this is the person who 
understand the language so I think it also increases your chances of getting the job, 
something like that." 

 
Moreover, according to this respondent, the most common reason that employers give to 
reject migrant’s application is the lack of language skill. Therefore, when migrants are 
proficient in the language, the employers have to provide other reasons for the rejection. It 
by some means or other allows them to be aware of other weaknesses, barriers and 
difficulties that they need to improve or overcome in order to get the job: 
  

"Once you learn the language then you start from there. Now I have the language 
because most of the reasons they give you is like you don’t speak Swedish. But now 
you speak Swedish then you can start from there. Then at least from there you can 
figure out maybe why I’m not getting this job, I have Swedish, I speak Swedish, I 
write Swedish but why am I still not getting this job. Then from there you can see 
maybe a qualification, maybe I need another course in business, management or I 
don’t know anything else. So I think once you get the language, you can figure out 
any other difficulties of getting a job" 

 
Another strategy mentioned by R7 is maintaining the resilience in finding a job, showing 
the potential employers that she really need the job, and proving herself to them that she is 
reliable, responsible and work hard so that she can gain some interest among employers and 
the possibility that these employers hire her will increase:  
 

"Initially I said I didn’t get any support so it’s all me like I have to do this. So it’s 
like, you know, I have to be resilient, I have to go out there, I have to ask them I 
need this job. So yes, it’s about resilience and showing them like you actually 
reliable and you’re responsible, you can actually work hard. So I think it’s just 
about you supporting yourself. And there’s no any outside support you get." 

 
The last but not least strategy proposed by R7 is that the migrants should always stay focus 
on their employment objectives to overcome any factors which can demotivate them to find 
their desired job: 
 

"But it’s hard when you’re doing casual jobs like, you know, you have a degree in 
finance, you have a master in business and entrepreneurship and then you’re doing 
like casual jobs like cleaning which doesn’t require any basic level of education. So 
sometimes it demoralizes you but you know you just need to stay focus." 
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4.5. Summary of Qualitative Findings 
 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2: Thematic Network Summary 
 
 

Reinforcing and Undermining Factors of Context-Related 
Dimensions 

Omnibus layer: 
- Underemployment as a common status 
- Saturated labor market in Umeå for some professions 

Organizational layer: 
- Employer’s insistence on a perfect match between the job and the 

candidate in terms of language, education, working styles, etc. 
- Demographic discrimination against foreign background, education, 

name, etc.  
Social layer:  

- Social supports including finance for language course, 
unemployment insurance. 

- Help from the Swedish Public Employment Agency to search for job 
Task layer: 

- High level of difficulty perceived by migrants 
- Uncertain process of job search 
- Dealing with repeated rejection 
- The monotony of daily search process: requiring great amount of 

time and effort. 
Personal layer: 

- Family and finances  
- Difficult job decisions: choosing between accepting 

underemployment, irrelevant jobs to satisfy the basic needs of 
living and pursuing the dream job 

Motivation to Search for 
Job 

Intrinsic motivation:  
- Having a job as a 

hobby 
- Passion for the work 

area 
 
Extrinsic motivation: 

- Better salary as the 
main motivators 

- Better working 
conditions 

- Socialization with 
others 
 

Combination of intrinsic and 
extrinsic motivation: 

- A better quality of life 
- Getting life together 
- Better work-life 

balance 
- A good future 

Outcomes of Effects on Job Search Motivation 
Affecting career direction: 

- Change of field as the most common career direction: accepting underemployment, 
intention to change to other practical fields 

- Adhering to the field (one migrant)  
- Giving up and moving from Sweden (one migrant)  

Affecting psychology: 
- Negative effects: demotivating, discouraged, hopeless, frustrated 
- Positive attitudes: strong determination, positive thinking toward job search 

Affecting job search strategies: 
- Actively managing job search on one’s own 
- Acquiring the language and qualification of the country 
- Maintaining the focus on job search 
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5. Analysis and Discussion 
The aim of this chapter is to answer the research question of “How do the difficulties to 
find a job in their professional field affect the job search motivation for skilled migrants?”. 
It allows us to explore the changes in migrant’s job search and motivation after 
experiencing a variety of difficulties in finding the education-relevant jobs in Sweden. In 
this part, we will discuss the findings and connect them to theories as well as findings of 
previous related research. At the end of this part, we will summarize our findings for an 
overall understanding.  
 

5.1. Reinforcing and Undermining Factors of Context-Related 
Dimensions 
With regards to the research described in the theoretical framework, we are going to 
analyze the data in coherence with Wanberg’s five layers of context-related dimensions 
(omnibus, organizational, social, task, and personal) (2012b, p. 889-890).   
 
5.1.1. Omnibus Layer 

As stated above, the omnibus layer involves economic conditions and employment status 
(Wanberg et al., 2012, p. 903). Several previously mentioned researchers explained, that in 
a labour market with low unemployment levels (or high number of available positions) are 
employers less likely to rate overqualified individuals as “unsuitable” (Wanberg et al., 
2012; Martinez, Lengnick-Hall & Kulkarni, 2014; & Van Hooft, 2014). Taking in account 
the overall level of unemployment in Sweden is relatively low and Umeå being a relatively 
small town, the answers from our respondents point in the direction that labour market in 
Umeå is quite saturated, particularly in fields related to business and economy. This is not 
true for all professions, as stated by participant X, “Umeå and Västerbotten is looking for 
doctors and nurses”, which is as well supported by R7, “you get jobs directly when you are 
done, like you get posted directly from school”. Similarly, the results of this research point 
out that there is a high demand for personnel in education, as respondent R2 stated she was 
headhunted for the position of a teacher, as well as R6 having found a job in the education 
sector, but not in her field of expertise.  
 
Having identified some of the sectors with currently low demand on the labour market (e.g. 
business, economy), we might observe, in coherence with Wanberg’s explanation about the 
deficiency of jobs resulting in feelings of helplessness and hopelessness of job seekers 
(Wanberg et al., 2012, p. 903) a clear decrease in the respondents’ motivation.  
 
5.1.2. Organizational Layer 

As mentioned by participant X, Umeå is home to many small companies, which might be 
another reason why migrants having business or economic related education have 
difficulties to find a job, as the small companies often do not have economic departments 
on their own, which is one of the possible reasons of why migrants have to accept the jobs 
they are overqualified for. For the small companies, securing a job-fit can be particularly 
important as hiring a not-fitting person could be a serious threat for the business. Given that 
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human capital is not perfectly transferable between countries (Bevelander, 2011; Nohl, 
Schittenhelm, Schmidtke & Weiß, 2006), hiring a foreign born presents a greater risk for 
the small businesses, as the cost of eventual new recruitment process creates a greater 
burden for the small businesses, which might explain why small-business owners prefer 
native population, as expressed by the majority of respondents.  
 
Wanberg as well mentions, that job-postings are sometimes inaccurate, which causes 
frustration for the job seekers (Wanberg et al., 2012, p. 905-906), which R1 and R5 
describe in their answers claiming that the job advertisements are a formality and that 
companies already knew who they will hire before posting the advertisement. The majority 
of the respondents ascribe their difficulties to find a job to demographic discrimination, 
claiming that employers do not respond to job applications with obvious immigration 
background, which lies for ground for the prevalent feelings of frustration throughout the 
interviews. The demographic discrimination experienced by the studied migrants is 
compatible with the finding of Almeida et al. (2015, p. 2827) that personal characteristics 
such as the candidate’s religion, accent, and non-Anglo names play an important role in 
recruitment decision-making of employers. Similarly, Grand and Szulkin (2002, p. 46) 
found out that strong selection mechanisms in Sweden hinder migrants, especially those 
from non-Western countries, from integrating into the Swedish labour market. The same 
authors attest that migrants from outside Europe are more likely to experience 
discrimination in the Swedish labor market (Grand and Szulkin, 2002, p. 55). 
 
5.1.3. Social Layer 

As stated in the theoretical chapter, social layer concerns individual relationships (Wanberg 
et al., 2012b, p. 906) and that many experience a feeling of anxiousness or discomfort in 
social interactions due to their unemployment status (Wanberg et al., 2012b, p. 906-907). 
Summarizing from the respondents’ answers, the social support system in Västerbotten 
county includes help from the Swedish Public Employment Agency in form of creating 
profiles on their web-page in order to be able to forward suitable job-positions to the 
candidates, offering labour market related courses, as well as unemployment benefits, 
although not all of the respondents took advantage of these options. We can identify the 
underlying pressure from their surroundings to not be a burden for the society, although 
they could be exploiting the social support provided by the state. All participants except R5 
were expressing their plans to get an employment, even though it would require a change of 
field or underemployment. None of the participants expressed their will to remain 
unemployed or give up on a job search. Taking this in account, we can conclude that the 
factors of social layer, as for example peer pressure, seem to be motivating our respondents 
in a positive way to maintain their search for a job.  
 
5.1.4. Task Layer 

The task layer deals with the changes in motivation resulting from the job search itself, as 
for example the repetitiveness of sending applications or dealing with the repeated rejection 
(Wanberg et al., 2012b, p. 907-909). The decreasing motivation for job search due to 
constant rejection or due to not receiving any answer at all is a theme that is strongly 
represented through all of the respondents’ interviews. From the interview answers we can 
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see, that the difficulties to find a job, especially under circumstances where companies give 
no answer at all or send a general rejection mail is causing the interviewees to speculate 
about the underlying reasons for rejection. This is most commonly expressed as 
discrimination, although many of the respondents did not express it explicitly. We might 
observe the results of the unsuccessful job search as for example the migrants lowering 
their expectations, starting to doubt their ability to find a relevant job and therefore settling 
for under-qualified jobs or thinking about changing the professional field, as well as the 
extreme decision to leave the country. Another extreme in this term is R2 who remains 
determined to search for a relevant job. However, she has been headhunted for another 
positions (although not the positions she is aiming for), which can positively affect the 
general job search motivation; since headhunting is clearly showing the job seekers that 
their skills are demanded and valued on the labour market. We can therefore assume that 
being headhunted is one of the reasons why R2 manages to maintain the job search 
motivation, while the others that do not get any answers from the companies or that get 
rejected are in a greater extent suffering from frustration or low motivation to continue in 
their job search.  
 
5.1.5. Personal Layer 

The motivation for the job search on the personal layer is expressed by our respondents as 
the wish to provide a better life for their children, as well as the simple need to support 
themselves financially. A common occurrence was a wish to get a job with better salaries, 
or better job conditions in general. Interestingly enough, none of the respondents mentioned 
support from their families when engaging in the job search. However, we did not identify 
many codes in the personal layer, as the respondents rather focused on expressing the issues 
that we coded into the task layer.  
 
The financial need is also considered by Kanfer et al. (2001) and Van Hooft (2014) as 
presented in the theoretical framework. They attest that financial hardship can motivate 
migrants to invest more effort and time on the job search to quickly get a job but can 
negatively affect the job search success since job seekers are pushed to perform the job 
search activities without careful forethought and reflection, leading to poorer job search 
quality. Wanberg et al. (2012b, p. 909) adopt a different perspective when stating that job 
search causes financial hardship for the migrants and their family, thus resulting in more 
intense family stresses for them to handle while conducting job search activities.  
 
Another personal factors mentioned by our studied migrants are the difficult decisions that 
they have to make during job search process. These decisions include whether to accept 
underemployment or not, whether to stick to the field of education or be willing to change 
as long as there is an ability to get a job, and whether to stay in Sweden after various 
difficulties to find a job or move to another country. These decisions put them into 
significant dilemmas (Wanberg et al., 2012b, p. 909) of choosing between satisfying their 
basic needs of living and pursuing their dream jobs, distracting them from their desired 
career objectives.  
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5.2. Motivation to Search for Job 
With respect to the theoretical framework we intended to apply for this thesis, we have 
divided the codes of motivation for job search to intrinsic, extrinsic and a combination of 
these factors. All of the respondents have mentioned some form of extrinsic motivation 
when asked about what motivates them to search for a job, mainly a better salary, but as 
well better working conditions, or the need of socialization with other humans. Intrinsic 
motivators were mentioned less often, as for example the passion for the working area or 
having the job as a hobby. In the category of combination of intrinsic and extrinsic 
motivation, the answers were rather vague, as for example a better quality of life or “getting 
the life together”, which can be interpreted from different angles. Taking in account that the 
long unemployment has negative effects on one’s economy, the participants might position 
themselves on the lower level of Maslow’s hierarchy of needs, where the physiological, 
safety or love needs need to be fulfilled prior to the esteem or self-actualization. The 
physiological needs, safety needs and the need of love serve as the extrinsic motivation for 
this case. As the economical disadvantages might have negative effects on fulfilling the 
physiological and safety needs, and the job seekers potentially finding the networking 
uncomfortable due to their unemployment status (Wanberg et al., 2012b, p. 906-907), 
therefore the need of love might not be fully satisfied, it seems only natural that the 
extrinsic motivators were mentioned more frequently by respondents with no- or temporary 
employment or underemployed ones. Respondents R2 and R3 are satisfied with their 
employment situation and R6, although underemployed but with a certain level of job-
safety are showing signs of the basic needs to be fulfilled, therefore the factors motivating 
them in their job search are mixed or intrinsic. Therefore we can claim that the respondents 
are more motivated to search for a job by extrinsic factors until their basic needs are 
fulfilled, after satisfying those, the motivating factors are rather intrinsic.  
 

5.3. Outcomes of Effects on Migrant's Job Search Motivation 
 
5.3.1. Affecting Migrant’s Career Direction 

The decline in motivation of migrants is implied in the fact that each of our studied 
migrants chooses a particular career direction to follow which is mostly different from their 
initial direction of pursuing education-related jobs. By analyzing all the answers, it is 
evident that these directions are established after they gain a deeper understanding of their 
situations, abilities and the actual conditions in Sweden through a certain period of 
encountering and coping with numerous difficulties as earlier explored. R1 who is doing a 
manual job in a restaurant now becomes more willing to change the working field or accept 
underemployment jobs to figure out what is the most suitable job for him. R2, on the other 
hand, is having a job in her area of education and satisfied with it, thus strongly maintains 
the career objective of working in that field because it is her favorite job. R3 is the only 
participant, who is working in an education-unrelated field and is satisfied with his job, 
hence decides to permanently change to this field because of better salary and better 
working conditions. R4 is now unemployed and is looking for a job, but intends to search 
for a job in other fields as well because her area of education in this town is in a low 
demand of manpower.  R5 is now working under a temporary contract and, because she has 
struggled to find permanent jobs and it is too late for her to change the field, decides to give 
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up her career establishment and life in Sweden and move to another country. Respondents 
R6 and R7, similar to R1, R2 and R5, are both doing low-paid manual jobs. They wish to 
have a job associated with their education and have a plan to pursuit it. However, they also 
have an intention to change their working fields in the future in case of failing to pursue the 
relevant job within a given period of time. In general, underemployment is the most 
common consequence of the contextual factors and intention to change the field is the 
career direction most adopted among the migrants studied. 
 
The fact that the majority of our participants end up with underemployment is similar to the 
finding of Artiles (2008, p. 710) that migrants who completed education in their country of 
origin are often prone to doing low-paid manual jobs in most European countries. Rooth 
and Ekberg (2006, p. 72) also argue that the first occupational position of many migrants in 
Sweden is lower than their occupation in the home country. Gorodzeisky and Semyonov 
(2017, p. 17) also agree that the first generation migrants are less likely to obtain high-
status jobs in Sweden. Furthermore “temporary contracts are one of the forms of 
employment contract where migrant workers are most over-represented” (Artiles, 2008, p. 
711). It is because there exist temporary work agencies which specialize in hiring migrants 
and it is very common that migrants are recruited through these agencies. This goes along 
with and gives explanation to our finding of R5’s work status. Especially, our finding that 
many migrants choose to change their working fields to the ones which are more practical 
and easier for them to get a job complements existing studies in terms of specificity. The 
previous researches mainly concern two areas of migrant’s labor market position: the first 
concern is the employment and unemployment rate of migrants in comparison with native-
born Swedes; and the second concern is whether their occupational positions are in low or 
high status; the mobility of their occupational positions is going upward or downward; and 
their incomes compared with those of native people (Rooth and Ekberg, 2006, p. 58; & 
Gorodzeisky and Semyonov, 2017). These existing researches have not paid attention to 
investigating whether migrants have opportunities to work in their field of education or 
they have to change to other working fields. 
 
5.3.2. Affecting Migrant’s Psychology 

It is also observed that the contextual factors influence migrants psychologically in both 
negative and positive way. According to the migrants studied, these factors have made 
them feel demotivated, discouraged and hopeless in pursuing their desired jobs. They also 
feel frustrated and ambiguous about the hiring process and the reasons of rejection. The 
consequence of this negative feelings is that they now conduct job search activities less 
actively as R5 indicated; think of job search as a lottery since they attribute the outcome of 
their job search activities to luck as R1 confessed; or have a very low confidence that they 
will get the job as R6 highlighted. This finding is in accordance with the study of Wanberg 
et al. (2012b, p. 902) which identifies that the five-layers of context-related job search 
factors as interpreted in the theoretical framework and empirical findings result in multiple 
affective reactions including helplessness, hopelessness, frustration, discouragement, 
tension, etc. Consequently, it might be associated with the job search outcomes including 
changes in job search content and quality, the ability of individuals to engage in their job 
search (Wanberg et al., 2012b, p. 917) which has been partly depicted by us in the previous 
part of affecting migrant’s career direction. 
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Beside negative effects on psychology, our empirical data also demonstrate that the 
contextual factors also strengthen the positive attitudes among the migrants investigated. 
The migrants’ determination to pursue the favorite jobs becomes stronger according to R2. 
They believe that with the experience accumulated and the support of unemployment 
insurance, job search becomes easier and they can concentrate on performing job search 
activities as pointed out by R3. Moreover, it facilitates the understanding of the difficulties 
of job search process among migrants, making them more committed to the attained job as 
R7 stressed. The finding of positive effects extends the current research which has 
concerned mainly job search intensity, non-dynamic use of certain job search methods, 
together with the negative reactions caused by context-related job search demands 
(Wanberg et al., 2012b, p. 916-920).  
  
5.3.3. Affecting Migrant’s Job Search Strategies  

Particularly, difficulties from the job search context affect the job search strategies adopted 
by migrants. This could be considered as coping strategies used by the migrants to 
overcome the hardships and accomplish an employment success. These strategies are 
majorly drawn from migrant’s experience and perceived weaknesses to improve. The most 
common strategy proposed by the participants is managing the job search by oneself. 
According to them, the migrants need to push themselves into job search activities, 
proactively contact potential employers to ask for jobs, etc. without counting on any 
external support. Moreover, R7 suggest migrants to take the initiative to prove them as 
reliable, responsible, and hard-working to the employers. This strategy revisits the job 
search definition of Kanfer et al. (2001, p. 838), presented in the theoretical framework, 
which depict job search as a dynamic, recursive self-regulated process and assert that this 
self-regulated behavior is highly autonomous.  
 
Another strategy which is strongly emphasized by R7 and R2 is acquiring language 
proficiency and additional qualifications. According to R7, language proficiency increases 
the chance of getting the job for migrants because it is the first requirement from local 
recruiters and reinforces the quality of CVs. Moreover, it helps exclude language as a 
reason for rejection, bringing out other reasons which may be the migrants’ weaknesses to 
be improved. Rooth and Ekberg (2006, p. 60) have the same viewpoint that acquiring the 
language and education of the receiving country is crucial for success in the country’s 
labour market and consequently the occupation status of the migrants may also be expected 
to increase. In addition, R7 suggests that migrants should maintain their resilience and stay 
focus on performing job search activities despite possible negative effects by contextual 
factors. This finding of our data is similar with the classic coping strategies proactive 
management of mood and motivation indicated by Wanberg et al. (2012b, p. 910). This 
strategy involves “thinking positively, maintaining self-confidence, taking medication, 
going to the gym, volunteering, talking to others, and doing something fun” (Wanberg et 
al., 2012b, p. 910). The same authors argue that by working on another type of goal, 
migrants can gain a sense of accomplishment and worth which help them resolve the stress 
of job search and continue performing job seeking activities in a good state. Lastly, R2 has 
an original strategy which is building her own reputation to put herself in high demand of 
potential employers. She plans to invest in her human capital to attract employers so they 
directly head-hunt her.  
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5.4. Summary 
In summary, we analyzed the collected data with focus on Wanberg’s five layers of 
context-related dimensions, intrinsic and extrinsic motivation to search for a job and the 
effects on migrant’s career direction, psychology and job search strategies. 
 
We found, that contextual factors on omnibus layer, organizational layer and task layer are 
decreasing the job search motivation. The contextual factors on social layer, on the other 
hand, have a positive impact on the job search motivation. The factors on personal layer, as 
for example the need to economically support the family have a positive impact on the 
intensity of job searching, however, it might decrease the quality of the job search, often 
resulting in underemployment.  
 
Furthermore, we found that respondents who are underemployed or do not have a 
permanent contract are motivated rather extrinsically, while those with a certain level of 
job-satisfaction and security shift to mixed or intrinsic motivation.  
 
Lastly, we found that underemployment is the most common consequence of the contextual 
factors and intention to change the professional field is the career direction most common 
among the migrants studied. The difficulties with establishing the desired career path often 
lead to demotivation and discouragement for further job search, although the experienced 
difficulties create greater commitment towards the job when finally employed.  
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6. Conclusion 
The aim of this thesis was to explore the relationship between the skilled migrants’ 
difficulties to find an appropriate job and their career motivation. Our findings suggest that 
the motivation for job search and pursuing the career is declining with time. The most 
common reasons for the loss of motivation are, apart from the inability to find a job itself, 
the lengthy and sometimes non-transparent recruitment processes, not receiving any 
answers from the potential employers or receiving only generic rejection emails without 
being able to meet the company’s representative in person and persuade them about their 
skills, or at least get a constructive feedback that could help them to improve their career 
chances in the future. On the other hand, majority of the respondents are trying to improve 
their position on the labour market with acquiring additional education (improving the 
language or taking additional profession-related courses).  
 
The difficulties to find a relevant job resulted not only in the loss of job search motivation, 
but as well had psychological effects on the migrants’ wellbeing, as for example creating 
feelings of helplessness, frustration, discouragement or loss of self-confidence in terms of 
finding a relevant job. The most common solution for the inability to find a job from our 
empirical data seems to be the change of professional field, either to one that is currently in 
high demand or end up in a situation of underemployment (e.g. healthcare or manual work).  
 

6.1. Theoretical Implications 
In evaluating the theoretical contributions, we believe that this study has addressed the 
research gaps stated in the Introduction chapter. As indicated earlier, little attention has 
been paid in management and organizational literature to examine the dynamics of 
international mobility by connecting with other fields of sociology, and psychology (Al 
Ariss et al., 2012, p. 97-99). Furthermore, there is a lack of understanding of the dynamic 
interdependence between objective concerning the observable status of migrants and 
subjective career referring to the tangible indicators of skilled migrants’ career status (Zikic 
et al., 2010, p. 671). And the subjective responses to their objective career experiences have 
not been sufficiently explored.  
 
The findings generated from our study contribute to management and organizational 
literature in migrants in connection with sociology and psychology fields. The five-layer 
perspective is not the new approach to investigate the job search context of job seekers. Our 
aim is to find out how the difficulties in finding the job in their professional field affect the 
job search motivation of skilled migrants. Therefore, we narrow down the perspective to 
focus on migrants who seeking for job, identify relevant factors which reinforce or 
undermine the job search process of migrants, then examine the effects of these factors on 
migrants’ job search motivation. We find out that each factors influence the migrants’ 
motivation differently in a positive or negative ways, leading to several significant 
outcomes in migrant’s job search, career and psychology. Moreover, by presenting in our 
final summary of qualitative findings, our research has valuable findings about the changes 
in migrant’s career, psychology and job search strategies as a result of the effects of 
contextual factors on migrant’s job search motivation. Our findings reveal that most of 
studied migrants who have degree in business and management decide or at least have 



 

 

63 

 

intention to change their working field to more practical ones in Umeå such as doctors or 
nurses; their psychology is mostly negatively affected with demotivating, discouraging and 
hopeless feelings; and they have drawn from their own experience some strategies to search 
for job such as acquiring language and education, and managing job search by their own. 
These findings have considerably filled in the theoretical gaps on the interdependence 
between objective career (contextual factors) and subjective career (job search motivation) 
of skilled migrants, as well as their subjective responses to their objective career 
experiences.  
  

6.2. Practical Implications 
The results of this thesis indicate that although there are numerous mechanisms to prevent 
discrimination on the labour market and various support programs to help the migrants to 
integrate on the labour market, the highly skilled migrants still have struggles to find a job 
in their professional field. This is pointing out the need to reevaluate the effectivity of the 
offered support in order to fully utilize the imported human capital.  
 
We identified, that the factors on the social layer enhance the job search motivation. 
However, as the theory suggest, foreign born individuals lack the social network available 
to native-borns, therefore one of the suggestions to help to maintain the job search 
motivation and to help with finding employment could be to help the migrants broaden 
their job-related social network, as for example by organizing job fares, workshops or after-
work meetings. Migrants would benefit from gaining access to social networks and gaining 
country specific knowledge, as well as the boost in their job search motivation due to the 
pressure from their newly found peers, while the employers would have a chance to get to 
know their potential employees, hence diminishing the risk of the employment being a 
misfit. Having a chance to engage with the potential employees before formally engaging 
into employment could as well decrease the frequency of discarding applications from 
migrants, therefore decrease the frustration on the job seekers side on the organizational 
and task layer.  
 
The rest of the contextual factors seemed to have a negative impact on the job search 
motivation and the quality of job search, which leads the skilled migrants to change their 
professional field to those that are in high demand in Umeå that is healthcare and manual 
work. Umeå is a university town, therefore there is an abundance of skilled potential 
employees (although many students move after graduating), which is putting the skilled 
migrants in a subordinate position. However, as participant X suggested, training and 
educating a person from beginning is costly and lengthy process, therefore there is a need to 
establish a mechanism to simplify the entry into the labour market for skilled migrants.  
 

6.3. Limitations and Suggestions for Further Research 
The biggest limitation of this thesis is that it focuses solely on the situation on the labour 
market in Umeå, Västerbotten County, Sweden. Umeå is a town with approximately 
127.000 inhabitants (Umea.se, n.d.) located in the northern part of Sweden, which makes 
the labour market specific as the northern part of Sweden is not as densely populated as the 
southern part, as well as the size of the town provides limited employment opportunities if 
compared to the biggest cities in Sweden. Therefore, the findings of this work are not 
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generalizable or transferable to other towns or to Sweden in general, there is further 
research needed. Similarly, this thesis did not differentiate between the professional fields; 
therefore it is not feasible to ascribe the difficulties with finding a relevant job-position to 
all professions.  
 
No control group of native born skilled individuals with experience with long term 
unemployment was included, mainly due to lack of resources. Therefore, we cannot say if 
the motivation for job searching is changing in a different way for migrants than for their 
native counterparts. One of the variables in this could be the migrant’s lack of a social 
network and country specific knowledge and skills; therefore we could hypothesize that the 
frustration from unemployment could be greater on the migrants’ side, although the peer 
pressure or social pressure can be higher for the native individuals. 
 
Another limitation is that only individuals speaking English or Swedish were included in 
the research. This limitation is due to the language used by the interviewers 
(English/Swedish). The limitation in language skills might exclude migrant professionals 
using other languages. However, this research aims to focus on individuals that are in 
Sweden for a longer period of time and already exploited the available measures to improve 
their position on the labour market; therefore we assume that individuals relevant for this 
research speak English/Swedish or both. 
 
This thesis is to a large extent limited by the amount of participants. Having 7 participants 
allowed us to find patterns in the experience of job searching and respective changes in 
motivation during longer period of unemployment, however the amount of participants did 
not allow creating groups of participants divided by demographic criteria as gender, 
nationality, age or length of stay in Sweden. Previous research in different countries 
however points out that employment rate varies between genders or nationalities, therefore 
we cannot ignore the possibility that the inability to integrate on the labour market is 
happening for other than nationality related reasons. Therefore, having access to a broader 
group of research participants would give this research a greater insight into the problems.  
 
Another suggestion for further research incorporates the answers of the participants which 
pointed in the direction that EU-citizens have a better position on the labour market than 
third country citizens, which is true from the legal point of view. However, various 
countries carry different stigmas or prejudices, therefore even research about the position of 
migrants from respective countries could be a valuable contribution. 
 
Even exploring the migrants’ family situation (and if they had the family prior to migration 
or if they established it in Sweden) could be beneficial, since the pressure to secure the 
family’s income has a significant impact on the job search and its results, particularly if the 
family migrated together. If one of the partners is Swedish, it enables the migrant to access 
the sources of country specific knowledge or at least initially share the social network; 
therefore the job search process and its outcomes might vary significantly from the 
migrants without any “insider” connection. Previous research suggests as well, that there 
are differences between first generation migrants and second generation migrants in terms 
of employability. The second generation already possesses the country specific skills and 
education; therefore they should be in a position similar to native born population. 
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However, as our participants indicated, they felt discriminated because of their looks or 
foreign background, which can be relevant for the second generation as well. Hence, we 
suggest taking this dimension into account in further research as well.  
 
This thesis aimed to contribute to the literature about job search motivation of highly 
skilled migrants and raise interest in this topic in order to fill the gap identified in the 
literature. Our research sample was limited in both size and relative homogeneity of the 
sample; therefore its generalizability is limited. However, we provided a broad description 
of the problematics and acknowledged the limitations of our findings, providing 
suggestions for further research. The ongoing migration wave to Sweden is triggering 
changes on the Swedish labour market, therefore the research in this area is particularly 
needed in order to successfully integrate and take advantage of the skilled individuals 
migrating into the country.  
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Appendices 
 

Appendix 1: Interview Guide for an Employee 
 
General intro/ background: 

● What is Korta vägen? 
● How long are you working there? 

● What are your main responsibilities? 

 
Work experience with migrants: 

● What are the most common professions that are taking part in this education? (She 
works at Korta Vägen, mentioned in the background) 

● Are you in contact with people that already finished the course, do you know if they 
got successful in their job search? 

● Which level of Swedish do people need to obtain so that they can find a job in a 
professional field? 

● Do you know whether the course takers have a temporary job which is not in their 
field while taking the course? 

● Are the course participants mostly from Europe or outside Europe and from 
developed countries or developing countries? 

 
Discrimination 

● Do you think migrants from European countries are in a better position on the 
labour market than the ones coming from outside Europe? 

● Which professions have the biggest problem to find a job after they are done with 
the course? 

● Korta vägen provides a practice period for the students, what is the most 
challenging part about finding a practice place for the student? 

● Have you ever encountered any forms of discrimination even while searching for a 
practice place? 

● What do you think is the biggest issue when employing migrants? From employers 
point, several researches show that they are “afraid” about the language 
insufficiency, do you think that is the primary concern or what other concerns have 
you encountered during your career? 

 
Motivation 

● During the course, can you see any changes in the job seekers motivation? Are they 
getting more or less motivated during the course? 

● Can you see any differences in the motivation for job seeking between the newly 
arrived migrants and those that already are in Sweden for several years without 
being able to find a job in their field? 

● Is it common that migrants change their career paths because they are not able to 
find a job in their field? Or that they settle for some low-experience job without 
motivation to search further? (“they give up”) 
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● Do you think that migrants would be more motivated to work when they find the 
appropriate job because of the difficulty in the job seeking process?  

● As a job-coach, what do you think could help to keep the migrants motivated in 
their search for the job after they get declined for Xth time? 

● From your experience, are the migrants motivation and expectations appropriate to 
their qualifications (for example. no experience but awaiting a job of a CEO)? 

● How is completing the practice period affecting the work motivation? Are they 
getting less/more motivated after reconnecting with their field for a while? 
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Appendix 2: Interview Guide for a Migrant 
 
General intro/ background: 

● Where are you from? (EU/non-EU) 

● Gender (only if online survey used) 

● For how long have you been in Sweden? 

● What is your highest achieved level of education? 

● What programme did you study?  

● Did you complete your entire studies in your home country or have you been 
studying in Sweden as well? 

● Is your education accepted in Sweden or did you have to take some additional 
courses or examinations to prove the proficiency? (e.g. medical staff, teachers, etc.) 

● Do you speak Swedish? If yes, how did you learn it, if no, why didn’t you learn it? 
● Have you ever participated in some of the programs offered by the Swedish public 

employment service (Arbetsförmedlingen)? If yes, which one? 
 
Work experience, job search experience in Sweden: 

● Are you currently employed? 

● Are you satisfied with your current job or do you want to change? 
● Do you have any relevant work experience from your home country/ third 

countries? 
● What is your current work position? 

● What are your main responsibilities? 

● Is your work related to your education (ask only if not clear from previous Q)? 

o If related: Do you have any previous working experience from Sweden? 
Were they related to your education as well? (Q aimed to find out if they 
started in an entry position in relevant field or if they had to take totally 
unrelated jobs before they got the current one)  

o If not related: Did you want to change your field of expertise to this one?  

▪ If not: Why did you accept this job offer? 

▪ If yes: Why did you want to change? 

● How long did it take for you to get your current job/ first job in Sweden? 
● How many (approximately) jobs have you applied for before being invited for the 

first job interview?  
● How many times has your application been declined without being able to meet 

company's representatives in person?  

● Have you ever considered changing the field of your expertise because it was hard 
to find a job in respective field? 

 
Difficulties in career establishment   

● What do you think are the difficulties (in terms of economic, legal, societal, 
employer, family, yourself, etc.) for you to find the job here, especially to pursue 
the job in your profession? 

● What do you think are the reasons for being rejected by local companies? 

● Have you ever felt discriminated when it comes to job search? Can you describe the 
situation(s)? 
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● Do you think migrants from European countries are in a better position on the 
labour market than the ones coming from outside Europe? 

● Do you receive any support (from Swedish government, society, family, etc.) during 
your job search or your unemployment period? What are they? 

 
Motivation to search for the right job 

● Do you make a plan about specific employment goal, activities to pursue the goal 
and the amount of time and effort you intend to spend on those activities? Can you 
describe it? 

● What (both intrinsically and extrinsically) motivates you to attain your employment 
goal? 

 
Difficulties in searching for suitable job and job search motivation  

● Can you describe how did you feel about searching for the job when you newly 
arrived to Sweden and how did those feelings change throughout your stay?  

● Which difficulties in finding a job here and in pursuing the job in your field that you 
mentioned previously affect your job search motivation? To what extent? 

● Which supports that you mentioned previously impact your job search motivation? 
To what extent? 

● How do these effects change your initial employment goal in the direction, intensity 
and persistence? 
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Appendix 3: Informed Consent 
 

SKILLED MIGRANT SITUATION ON SWEDISH LABOUR MARKET  
How do difficulties in finding a job in the professional field affect the motivation for 

highly educated migrants? 
 

Consent to take part in research   
 
I……………………………………… voluntarily agree to participate in this research 
study.   
I understand that even if I agree to participate now, I can withdraw at any time or refuse to 
answer any question without any consequences of any kind.   
I understand that I can withdraw permission to use data from my interview within two 
weeks after the interview, in which case the material will be deleted.   
I have had the purpose and nature of the study explained to me and I have had the 
opportunity to ask questions about the study.   
I understand that I will not benefit directly from participating in this research.   
I agree to my interview being audio-recorded.   
I understand that all information I provide for this study will be treated confidentially.  
I understand that in any report on the results of this research my identity will remain 
anonymous. This will be done by changing my name and disguising any details of my 
interview which may reveal my identity or the identity of people I speak about.  I 
understand that disguised extracts from my interview may be quoted in the master’s thesis.   
I understand that a transcript of my interview in which all identifying information has been 
removed will be included in the appendix of this thesis.    
I understand that I am free to contact any of the people involved in the research to seek 
further clarification and information.  
 
Kristína Perschová, Ngo Mai Thu 
 
 
-----------------------------------------        ----------------  
Signature of participant    Date  
 
-----------------------------------------        ----------------  
Signature of researcher    Date  
 
-----------------------------------------        ----------------  
Signature of researcher    Date  
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Appendix 4: Sample of Data Analysis 

 

 


