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Executive summary  

The under-representation of women in higher hierarchical positions and company 
boards today is a fact that affects not only the women striving for these positions but 
also the companies that face a loss of competent personnel in their companies. We 
found it interesting to find out whether or not women are striving for leading positions, 
in the first place and what factors motivate and discourage them to strive for a career 
and what incentives companies could offer to increase their motivation.  

We adopt a company perspective in this thesis since we want to study this matter for the 
benefit of companies. If they knew more about what women want, they would be able to 
emphasize these conditions and motivate more women to strive for a career. Motivation 
theories as Maslow’s hierarchy of needs and Herzberg’s two-factor theory are used to 
give us a basic understanding of motivation and they also function as a foundation for 
our survey. Consequently, we follow a deductive approach. 

This study is focusing on Swedish female business students and a survey among the 
female students of the USBE has been carried out to generate emprical data. We defined 
career in this thesis as: “striving for high hierarchical positions with high responsibility 

and decisive power”. The majority of respondents stated to be striving for a career but 
not everyone was striving according to our definition. We found almost half of the 
respondents to be to some extent striving for a career according to our definition and 42 
percent agreed to completely strive for a career.  

The most important motivating factors were found to be “to have a stimulating job” and 
“to be financially independent”. The strongest factors that have a negative influence on 
the respondents’ career motivation were “to have little time for family” and “to have a 
low salary in relation to work effort”. Furthermore, “equal salary for both men and 
woman”, “professional training” and “good promotion possibilities” were ranked the 
highest of the alternatives for incentives that companies could offer. 

As the data suggested that the vast majority of our respondents can be encouraged in 
their career striving, companies should consider offering incentives and improving the 
general job conditions. The most promising strategies are adjusting the women’s 
salaries to those of their male colleagues, providing full-time day care near the 
workplace and offering professional training. The Swedish government could contribute 
in this field by enforcing the law that requires equal salries for both sexes, by stronger 
controlls and more severe punishments.  

Suggestions for further research are, for instance, to study what companies actually do 
today to motivate women in their career striving.  
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1. Introduction 

The introductory chapter is supposed to give an understanding of our subject, a 

background of what will be narrowed down to our research question. We will briefly 

support our study by introducing reasons why it should be of interest, seen from a 

company perspective. 

1.1 Problem Background 

In the last years women gained some influence in the Swedish business world. In 2005 
Annika Falkengren became the first female CEO of a Swedish Company, the Svenska 
Enskilda Banken AB (publ.).1 Also, the percentage of Swedish company boards (private 
and public companies with at least 200 employees) with only male board members sunk 
from 72 percent in 1994 to 42 percent in 2002.2 

However, men are still dominating the top positions in the bigger private companies. 
The higher the hierarchical level of private companies you look at, the fewer women 
you find. While almost 40 percent of the employees in Swedish private companies are 
female, only 22 percent of the managers3 of private companies are women.4 Moreover, 
only 13 percent of the board members of private Swedish companies with more than 
200 employees are women and 37 percent of these women are “only” trade union 
representatives meaning that they have less power.5 

Seen from a company perspective there are different reasons why this under-
representation should be decreased. Firstly, an unequal allocation of the sexes is not 
acceptable from an equality point of view. This is for example subject of the European 
Community law, which is securing the equal treatment between men and women 
regarding “access to employment, vocational training and promotion, and working 
conditions”6. It could be argued that companies, as institutions within society, have a 
responsibility to make a contribution to a more equal representation of men and women 
in all hierarchical levels. These efforts can then also pay off for the companies. A more 
diversified workforce can result in more heterogeneous teams, including management 
teams. These are said to outperform homogeneous teams concerning several different 

                                                
1Board of Directors. Skandinaviska Enskilda Banken AB (publ). retrieved 29th March 2007 
<http://www.seb.se/pow/wcp/sebgroup.asp?website=TAB1&lang=en>. 
2 Berg (2003), Anna. “Women's representation in leading business positions increases”. eironline, 
european industrial relations observatory on-line. 29th April 2003. European Foundation for the 
Improvement of Living and Working Conditions. retrieved 29th March 2007. 
<http://eurofound.europa.eu/eiro/2003/04/feature/se0304103f.html> 
3 Managers are here defined as persons with administrative leading or political work within the private 
and public sector. The tasks contain amongst others decision making, planning, leading and coordinating. 
4 “Women and men in Sweden 2006.” Statistics Sweden. Statistics Sweden Forecasting Institute. 
retrieved 30th March 2007. 
<http://www.scb.se/statistik/_publikationer/LE0202_2006A01_BR_X10ST0601.pdf> 
5 Berg  (2003). 
6 Council Directive 76/207/EEC of 9. February; OJ L39, 14.2.1976, p. 40 
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issues. This is summed up by Brinkerhoff. “The more different kinds of people that 
contribute to the team effort, the better. Different viewpoints, backgrounds and different 
approaches can lead to a better product.”7  

Secondly, interviews conducted with board members of Fortune 1000 companies 
revealed that having three or more female directors enhances the quality of the work of 
the board. The interviewees stated that women are broadening the topics so that 
stakeholders’ viewpoints are better represented. In addition, their more collaborative 
leadership style leads to better communication among the board members and also 
between the directors and management.8 This positive influence of women is 
presumably also observable in Swedish companies and also in lower hierarchical levels. 

Another fact companies should consider is, that women are also catching up in the 
academic field. More and more female students at Swedish universities pursue higher 
education and they do not only outnumber their male competitors9, but also perform 
better than male Swedish students in the sense that more women have a degree after 
seven years of study than men do10. This could mean that women would also perform 
better in work life. 

Given all these facts, companies should try to attract more female managers to profit 
from their contributions. To be able to do that it is of course necessary to understand the 
considerations women are making when thinking about their future working life. The 
knowledge of what motivates young women to strive for a career could then not only be 
used at a company level to attract more women. It could also find appliance in earlier 
stages of education, to inspire girls to strive for a career.  

Understanding their considerations includes the factors that are motivating them to 
strive for job-related success on the one hand and the factors that are discouraging them 
to strive for job-related success on the other hand. Sense of achievement and financial 
security have been found to be strong drivers for women’s willingness to work hard for 
the job.11 Also the hope for an interesting, challenging job that provides the opportunity 
to make changes may also be motivating women to strive for a career.12 On the other 

                                                
7 Brinkerhoff, J. R. 1994, July 25. Welcome to diversity. The Washington Times, p. E4, cited in Hon, 
Linda C. and Brigitta Brunner. “Diversity Issues and Public Relations”. Journal of Public Relations 
Research; Oct2000, Vol. 12 Issue 4, p. 312. 
8 Konrad, Alison M. and Vicki W. Kramer. “How Many Women Do Boards Need?”,. Harvard Business 
Review, Dec2006, Vol. 84 Issue 12, p. 22 . 
9 Sjöstrand, Mattias and Lena Hammarberg (2006). “Könsskillnader i måluppfyllelse och utbildningsval”, 
Skolverket, Rapport 287, retrieved 19th May 2007. 
<http://www.skolverket.se/publikationer?id=1653> 
10 Statistiska Centralbyrån, SCB, ”Universitet och högskolor, Genomströmning och resultat i högskolans 
grundutbildning t.o.m. 2003/04”, pp. 12-13, retrieved 23rd May 2007. 
<http://www.scb.se/Statistik/UF/UF0205/2005A05/UF0205_2005A05_SM_UF20SM0502.pdf> 
11 Rosen, Benson,  Mary Ellen Templeton and  Karen Kichline. “The First Few Years on the Job: Women 
in Management.” Business Horizons, Nov/Dec81, Vol. 24 Issue 6, p. 27. 
12 Drake, Irmelin and Anne Grethe Solberg. 1995. “Kvinnor och ledarskap.” Lund, Studentlitteratur. 
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hand the prospect of having to work very hard for years to have a chance to be 
promoted could be discouraging many women from striving for high-level positions.13  

Of course, many people do not only have ambitions concerning their working life, as it 
is only one part, albeit a big one, in the life of most persons. They may also have goals 
or ambitions concerning their private life. This could for instance be the ambition to 
spend time with one’s family and friends or to be active in sport clubs or other 
organizations in one’s free time. The situations people are in privately may, in other 
words, influence the ambitions they have concerning their work lives.14 However, we 
will in our study mainly examine women’s ambitions concerning their working life but 
touch upon those private factors, as they are not independent from the working life. 

In this thesis we define career in the sense of a “classical male” career, namely the 
striving for the highest hierarchical positions.15 We use this definition, as the under-
representation of women is most evident in the higher positions in the hierarchies. With 
higher hierarchical positions we are assuming that the work implies high responsibility, 
which allows making important decisions. Accordingly, our understanding of career 
ambition in this context is an individual’s motivation to obtain these positions. We are 
aware of the fact that not everyone has the desire or the ambition to have a career in this 
sense and that people can have completely different conceptions of a career.  

How different career definitions can be becomes clear when one looks at two definitions 
by Arthur and Rousseau.16 They are defining career on the one hand as “a course of 
professional advancement, usage restricted to occupational groups with formal 
hierarchical progression, such as managers and professionals.”17, which is quite close to 
our career definition referring to a “traditional male career”. “The unfolding sequence of 
any person’s work experience over time”18 is a more modern idea of career which has 
similarities as well as distinctions with the previous definition. This also implies that 
people striving for a career in another sense than ours may not be perceived by us as 
being motivated to pursue a career. If we did not acknowledge that, it would result in a 
distortion of the career motivation in our empirical analysis. 

A study from 1981 by Rosen et al. found that there are only slight differences in the 
ranking of career motivators that are driving male and female managers.19 Although this 

                                                
13  Alvesson, Mats and Yvonne Due Billing (1997), Kön och Organisation, Lund, Studentlitteratur, p. 
163. 
14 Wilson, Tony and Davies Gorowny. “The changing career strategies of managers.” Career 
Development International, 4/2 (1999), p. 102. 
15 O’Leary, Jane. “Developing a new mindset: the “career ambitious” individual.” Women in 
Management Review 1997, Vol. 12, Issue 3, pp. 92-93. 
16 Arthur, M.B. and Rousseau, D.M. (1996), “Boundaryless Career.” Oxford University Press, Oxford, 
cited in Poulsen, Kirsten M.. “Implementing succesful mentoring programs: career definitions vs 
mentoring approach.” Industrial and Commercial Training, 2006, Vol. 38, No. 5, p. 252. 
17Arthur &  Rousseau (1996), cited in  Poulsen (2006), p. 252. 
18Arthur &  Rousseau (1996), cited in  Poulsen (2006), p. 252. 
19 Rosen et al. (1981), p.27.   
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could be different for people in the early stages of their careers, namely in their years of 
study because they belong to another generation than those people that today are 
managers. As the importance of values and ideals change over time,20 an examination of 
the factors that are motivating the students of today could bring diverging results.  

Researching women’s career could also enable the Swedish government to decrease the 
high under-representation of women in companies’ top positions. If a high motivation to 
work in top positions among Swedish women could be detected, the government would 
know that it makes sense to provide incentives for women. Knowing what exactly is 
motivating women to strive for a career would then enable the government to provide 
appropriate incentives for career orientated women. Furthermore, knowing what is 
discouraging women from a career, could be useful to improve the general conditions 
that are relevant concerning the choice to strive or not to strive for a career. 

As the labor market was strongly dominated by men for several centuries21, not only in 
the U.S. but also in almost every country in Europe22, it can be assumed that work life is 
rather in line with the needs and demands of men than those of women. Therefore, we 
assume that women have to deal with more factors that are hindering their career 
motivation than men do. One issue is the fact that the traditional recruitment procedures 
require the job applicant to sing one’s own praises, which many women feel 
uncomfortable with.23 Women do not tend to emphasize their achievements as much as 
men do either, which might be weakening their chances of being promoted or get a pay 
raise,24 and women generally receive lower salaries than men25. These arguments are 
hinting at the position we are taking concerning the controversy whether women and 
men are more different or more alike. We believe that the sexes are different in many 
ways and therefore have different needs and desires. However, there is also the opinion 

                                                
20 Herzog, Roman. “Ansprache von Bundespräsident Roman Herzog zum Staatsakt anläßlich des 
50jährigen Bestehens der Bundesrepublik Deutschland im Reichstagsgebäude zu Berlin.” Reichstag, 
Berlin. 24th May 1999. retrieved 14th April 2007. 
<http://www.bundespraesident.de/Reden-und-Interviews/Reden-Roman-Herzog-
,11072.11985/Ansprache-von-Bundespraesident.htm> 
21 Fullerton, Howard, N.. “Labor force participation: 75 years of change, 1950-1998 and 1998-2025.” 
Monthly Labor Review. December 1999. U.S. Department of Labor, Bureau of Labor Statistics. 
Retrieved 14th April 2007. 
<http://www.bls.gov/opub/mlr/1999/12/art1full.pdf> 
22 Honeyman, Katrina and  Jordan Goodman. “Women's work, gender conflict, and labour markets in 
Europe, 1500-1900”. Economic History Review; Nov91, Vol. 44 Issue 4, pp. 608-628. 
23 Powers, Elia. “A Lab of Their Own.”Inside Higher Ed 28th March 2007, retrieved 2nd May 2007. 
<http://insidehighered.com/news/2007/03/28/rpi> 
24 Joslyn, Heather. “Closing the Gap: Tips for Negotiating a Robust Starting Salary.” The Chronicle of 
Philanthropy, 20th March 2003, retrieved 2nd May 2007. 
<http://www.philanthropy.com/free/articles/v15/i11/11005101.htm> 
25 Albrecht, James; Anders Björklund and Susan Vroman. “Is There a Glass Ceiling in Sweden?” Journal 
of Labor Economics; Jan2003, Vol. 21 Issue 1, pp. 145, 171; 
Ljunglöf, Thomas and Galina Pokarzhevskaya. “Därför tjänar män mer än kvinnor; Löneskillnadernas 
utveckling bland medlemmar mellan 1996 och 2001”. 6th March 2003. SACO (Sveriges Akademikers 
Centralorganisation), retrieved 3 th May 2007. 
<http://www.saco.se/upload/doc_archive/2877.pdf> 
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that men and women are not different, but that they are made different in favor of the 
males by the structures in our society that are discriminating females.26 

Many issues arise for women when it comes to starting a family that are not, or only to a 
lesser extent, relevant for men because of two reasons. Firstly, women are the ones that 
are getting the children and this mere fact forces most of them to stop working at least 
for some weeks. This means that their career is interrupted for at least some time and 
returning to the job can be, especially in high-level positions and with a long absence 
from the job, quite hard and challenging.27 This is of course not an issue for men. 
Secondly, although the traditional role models are fading28, many women still feel 
responsible for staying at home to take care of their children.29 This is presumably not 
such a big issue for men, as they traditionally have been assigned the role of the bread-
earner of the family while the women traditionally took care of the children and the 
household.30 For women who want to have both a family and a top position, these issues 
might discourage their career ambitions and maybe even prevent some women from 
striving for a career at all. These facts need to be acknowledged when researching 
women’s career motivation. Even though these issues are presumably less of a problem 
in Sweden as the women’s movement has come quite a long way here,31 these issues 
cannot continue to be neglected.  

Moreover, the so called glass ceiling effect that is often used to explain the very 
restricted number of women in executive positions may be discouraging women from 
striving for top positions. The term of the glass ceiling illustrates the fact that women’s 
career advancements are suddenly blocked at a certain level (ceiling) and that this 
barrier is not immediately apparent (glass).32 Cotter et al. argue that a glass ceiling is 
existent if a gender inequality concerning the chances to reach higher levels is 
increasing with the hierarchical level and the course of the career and cannot be 
reasoned by job relevant characteristics of the person.33 If women know and believe in 

                                                
26 Harding, Sandra. ”Women, Science, and Society.” Science 11 September 1998: 
Vol. 281. no. 5383, pp. 1599 – 1600, retrieved 2nd May 2007. 
<http://www.sciencemag.org/cgi/content/full/281/5383/1599?maxtoshow=&HITS=10&hits=10&RESUL
TFORMAT=&titleabstract=wome> 
27 Elg, Ulf and Karin Jonnergård. “The Inclusion of Female PhD Students in Academia: A Case of a 
Swedish University Department”. Gender, Work and Organization Vol. 10 No. 2 March 2003, pp. 157-
158. 
28 Lingard, Helen and Valerie Francis. “The decline of the ‘traditional’ family: worklife benefits as a 
means of promoting a diverse workforce in the construction industry of Australia.” Construction 
Management & Economics, Dec2005, Vol. 23 Issue 10, p. 1045. 
29 Parcel, Toby L.. “Competing Devotions: Career and Family among Women Executives.” 
Administrative Science Quarterly, Jun2006, Vol. 51 Issue 2, p. 308. 
30 Lingard, Helen and Valerie Francis (2005). 
31 Elg & Jonnergård (2003).  
32 “Glass ceiling”. Wikipedia, the free encyclopedia. 29th March 2007. Wikimedia Foundation, Inc. 
retrieved 30 th March 2007.  
< http://en.wikipedia.org/wiki/Glass_ceiling>. 
33 Cotter, David A.;  Joan M. Hermsen, Seth Ovadia, and Reeve Vanneman. "The Glass Ceiling Effect." 
Social Forces Vol. 80, No. 2 (Dec., 2001), pp. 657-661. 
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the existence of this glass ceiling, they might feel that it is meaningless to strive for the 
top, as they will not be able to reach it anyway. According to Vroom’s expectancy 
theory, people’s motivation to put effort in something is based on their perceived 
probability that their efforts will lead to good performance and their performance in turn 
will lead to some kind of reward.34 Thus, the mere fact that women, knowing of this 
glass ceiling, see only a low probability of reaching top positions, will decrease their 
motivation to strive high. This is again not an issue for men as the glass ceiling has only 
been proven to exist for females35.  

Decreasing the under-representation of women in companies’ higher positions could be 
achieved with the next generation of well-educated women that are entering the labor 
market, namely university graduates. In the academic year 2004/05, 67 percent of the 
Swedish graduates of undergraduate university studies were female and still 56 percent 
of the graduates of master studies were women36. Assuming that these figures are also 
representative for the following years, a substantial number of female graduates is 
entering the labor market every year. This means that a great number of well-educated 
women with the potential to reach the highest position are available for the workforce of 
not only Swedish companies. Companies should use this potential and not only attract 
these women but also inspire them to strive for the companies’ top positions, as they 
only there can maximize their positive contributions. This requires of course knowing 
what is encouraging these women to pursue a career in a company in order to develop 
those positive influencing factors. Accordingly, the knowledge of the factors that are 
discouraging the female graduates would be helpful to remove or at least decrease those 
factors. 

1.2 Research Question and Objective 

What is motivating Swedish female students to strive for a career and what is 

weakening their ambition to strive for a career?  

Using the collected data and make generalizations from it would enable companies to 
adapt themselves according to women’s needs and requests. That means that they can 
firstly expand and emphasize the factors that are positively influencing women’s career 
ambition. Secondly, it is then possible for companies to remove and decrease the facts 
that are decreasing women’s career motivation. 

The labor market is of course not the only instance that is influencing women’s career 
motivation. Other factors like the individual’s background and character traits are also 

                                                
34 Greenberg, Jerald and Robert, A Baron. (2000), Behavior In Organizations, Upper Saddle River, New 
Jersey: Prentice-Hall, p. 149. 
35 Cotter et al. (2001), pp. 657-661. 
36 Högskoleverket (Swedish National Agency for Higher Education), “Universitet & Högskolor, 
Högskoleverketsrapport 2006”, rapport 2006:26 R, p. 67, retrieved 21 May 2007. 
<http://www.hsv.se/download/18.539a949110f3d5914ec800078400/0626R.pdf> 
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of importance.37 However, we will in this thesis focus on the influence companies, 
respectively the labor market, have on women’s career striving. 

 

                                                
37 Wilson & Gorowny (1999), p. 102. 
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2. Research Considerations 

We will in this chapter comment on how we came up with the topic we have chosen and 

why we think it is important to study. We will also elaborate on the perspective we take 

in this study and how we think gaining knowledge is appropriate with our topic and 

perspective in mind. Furthermore, we will discuss the approach we have chosen to 

conduct this study and which theory we will apply to support our study.   

2.1 Choice of topic 

A Norwegian law from 2005, constituting that the company boards of the 600 biggest 
Norwegian companies need to have a share of women of at least 40 percent, caught our 
attention, when we were searching for a topic for our thesis. If the companies do not 
meet this quota they will be sanctioned and in the worst case be dissolved. The Swedish 
government considered enacting a similar law in 2002.38 

We do not agree that placing women in higher positions by quotas is the right way to 
decrease the under-representation. A quota does not resolve the reason for the 
significant under-representation, but only the symptom itself. We therefore think that 
researching the reasons why there are so few women in high positions in Swedish 
companies in order to be able to improve the general conditions that are relevant for 
women’s career striving. One part of this broad topic is then to research what is 
motivating women and what factors are discouraging their career ambitions.  

The problem of under-representation of women is furthermore a current subject and 
many women’s organizations and other organizations working for the benefit of people 
on the labor market, and even the Swedish Government is dealing with this issue. Even 
though women theoretically have access to all professions, it is still problematic for 
them to reach higher positions in companies as, for example, an executive manager or a 
board member.  

Being students, we are the next generation to enter the labor market. As the numbers of 
women graduating from universities today are as many as the men graduating, we know 
that women are available. Therefore, we want to research the motivation female 
students have to strive for a career, instead of women already on the labor market. A 
career in our sense is to work your way up in the hierarchy, as stated earlier. What 
factors are motivating female students to strive for a career, and what factors are 
discouraging them? Having scientific articles supporting us, we believe that men have 
fewer problems on their way to “the top” whereas women more or less are still seen as 
responsible for taking care of the family.  

                                                
38 Ripley, Amanda. “Equal Time.“ Time, 14th September 2003, retrieved 13th May 2007. 
< http://www.time.com/time/magazine/article/0,9171,485708-2,00.html>. 
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2.2 Preconceptions 

Being young women, studying at university level, we have our view of the reality we 
live in, as well as a picture of how our future working lives may be. We hear and read 
about women’s situations on the labor market and that men have higher salaries than 
women39, although they have the same job. Throughout our education emphasis has 
been on equal treatment of female and male students, both during our education but also 
in our future work lives. Kathrin studied business administration for three years at a 
German university, before she started her studies within international business as an 
exchange student at the Umeå School of Business (USBE). Pia studied for four years 
mainly business administration and also took language courses at university level.  

The summer jobs or other employments we have had have presumably also affected our 
perception of career. Kathrin has worked in an employment services company in 
Germany for four months, excluding ten weeks of intern 

ship in the same company, where there were many female executive managers. 
However, Kathrin find this industry to be well-representated by women and does not 
think she was influenced by this fact, the belief that women can become top managers 
was there earlier. Pia has worked three summers in a bank, having a male branch 
manager. Nevertheless, within the bank it is not unusual that women have positions as 
branch managers or even higher hierarchical positions. She has maybe for this reason 
not seen that fact, she being a women, as a problem at all to advance. Overall, Kathrin 
believes that women may face more difficulties when striving for a higher hierarchical 
position than men, but that it is possible to reach these positions while Pia has not 
thought in the terms of women having problems in reaching higher hierarchical 
positions before starting with this study.  

Regarding what other young female business students take into account when 
considering whether to make a career or not, we have no knowledge.  Kathrin believe 
that some students want to strive for a career and others do not. Pia’s perception of 
Swedish women in total would be that most of them strive for a career and this also 
includes female business students. This conclusion derives from personally knowing of 
women that do not want children until they have reached the desired position and that 
the average age of women in Sweden having their first child is higher than ever. 2006 
the average age was 29 years40. 

The personal facts that influence our own career motivation positively and negatively, 
or our perception of other women’s career motivation could to begin with, affect the 
alternatives we give in the questionnaire. If this is the case, the whole study could be 
wrongly interpreted, since we have misled the respondents with the alternatives in the 

                                                
39 Ahlqvist, Stefan, “JämO: ‘Bankerna bryr sig inte’”, Finansvärlden, 5.07, pp. 10-11, Finansförbundet. 
40 Statistiska Centralbyrån, SCB, pressmeddelande från SCB, 2007:082, retrieved 22nd May 2007. 
<http://www.scb.se/templates/pressinfo____196376.asp> 
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questionnaire and the result can therefore not be assumed correct. Question 10 of the 
survey asks about factors that are decreasing the respondents’ career motivation and one 
possible factor that we provide is “feeling to be never really free from work”. This 
answer results from the fact, that we suppose that top mangers are never really free and 
even in their free-time worried about business-related issues. Providing this answer 
could influence the respondents in the way that they may not have thought about that 
before, but agree when this is presented as a possible discouraging factor. We do 
however not, believe this to be a problem in our case since we have derived the 
questions and alternatives mainly from theory. Of course, we will try to be as objective 
as possible when analyzing and interpreting the survey data, but the risk of an influence 
will be there. How we have neutralized the risk of including our personal values in the 
survey, will be described in the chapter about “4.4 Designing the survey”. 

2.3 Perspective of the Study  

Our objective with this study is to research what is motivating female students career 
ambitions and what is weakening them.  

Wanting to know which factors motivate female students to strive for a career and what 
discourages them, we could adopt either a company perspective or a student 
perspective. As we want to study women’s career motivation in order to provide 
companies with useful information aiming to increase the companies’ performance, we 
are following a company perspective. To be able to profit from the contributions a more 
balanced share of women in executive positions can have, companies need to know 
what women demand from their jobs and employers. They could then use this 
knowledge to develop strategies to increase females’ ambitions to strive for higher 
positions. This could be done in emphasizing the found motivators and weaken the 
factors that are deterring their career striving to create a better general framework.  

As we mentioned earlier in the first chapter, if women do not believe they can succeed 
in reaching “the top” they might not even make an effort, whereas companies will then 
not have access to the competence that could be gained as a results from a 
heterogeneous team. Therefore, this issue is a relevant one for companies. 

To find a solution to the problem of the strong under-representation of women in top 
positions, we will start with researching female students’ opinions, what factors 
motivate them to strive for a career and what factors have the opposite effect. This 
information is then useful for companies that want to employ women, if the companies 
know what women want they can much easier fulfill women’s wishes. In our study we 
will therefore have a company perspective. 

2.4 Epistemological Considerations 

With this study we want to contribute to the understanding of what is motivating female 
students to strive for a career and what is deterring their willingness to strive for a career 
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to provide knowledge which companies, among others, could use to make the pursuance 
of a career more attractive for females. This, in turn, could contribute to the decreasing 
of the significant under-representation of females in companies’ top positions.  

Our study needs “to recognize the reality of the natural order and the events and 
discourses of the social world”41, as “we will only be able to understand – and so 
change – the social world if we identify the structures at work that generate those events 
and discourses”42. “The reality of the natural order” could be linked to our study as the 
opinions the Swedish female business students have about the factors influencing them 
in their career striving, and “the events and discourses of the social world” as the images 
companies have considering women’s opinions, in other words, what working 
conditions or incentives they offer now. To be able to change the working conditions 
companies offer we need to know what women really want. We are therefore studying 
“the reality”, what women want. This approach matches with the epistemology of 
critical realism, which argues that we are not directly seeing the real world, but images 
of this reality.43 

Because of that, we need to uncover the reality before we are able to make changes of 
the real world. This means in our case that we need to discover what is motivating 
women’s career striving in order to use this knowledge to make the pursuance of a 
career more attractive for females, which could then increase the share of women in 
high, leading positions. 

Following the epistemological approach of critical realism has also implications for the 
execution of our study. Concerning the collection of the empirical data, it means that we 
have to be aware of the fact that our respondents may not have an identical concept of 
terms such as career, as explained above. This requires us to give a clear definition of 
how we define career in this study, to make sure that we have the same view of the 
reality and the image as our respondents and that we compare and evaluate the same 
concept. If we did not state a clear definition of career, the respondents would 
presumably relate to different concepts of career when answering the questions and then 
the answers would not be comparable. The Swedish female business students’ values 
and opinions we still see as the reality, as in the earlier example but this time our 
questions and alternatives for answers are the image of what the female students want 
and do not want. As our research objective is to generate knowledge that can contribute 
to decreasing the under-representation of women in the top positions of companies’ 
hierarchies, we have chosen to define career as the reaching for the highest positions, 

                                                
41 Bryman, Allan and Emma Bell (2003), Business research methods, Oxford: Oxford University Press, p. 
15. 
42 Bryman & Bell (2003), p. 15. 
43 Saunders, Mark; Lewis, P.; Thornhill, A.. “Research Methods for Business Students.”. Essex: Pearson 
Education Limited, 2007, 105. 
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but we will also be open for alternate career definitions, in order to better understand 
their opinion concerning career and career ambition.  

When analyzing the collected data, we must again keep in mind that the students’ 
understanding of some core concepts is not necessarily identical with ours or that of 
other respondents.  

2.5 Scientific Approach 

To obtain an understanding of what makes people strive for a goal, in our case female 
students striving for a career, we have used motivation theories. The theory is then 
applied to build a framework for the empirical part of the study44 and gives a clearer 
view of the connection between theory and the data we will collect; in other words, the 
link between the motivation theories and the factors that motivate female students to 
strive for a career and what factors are discouraging their motivation. As we are basing 
our study on existing theories, we are following a deductive approach. A deductive 
approach seems in our context appropriate, as we, from our university studies, do not 
have a thorough understanding of motivation. Therefore, it is necessary for us to first 
gain a better comprehension in this field to be then able to conduct a reasonable study 
that is based on sound theory. 

2.6 Choice of Theories 

The theory part in this thesis has two main functions. Firstly, it provides us and the 
reader with the basic understanding of motivation necessary for this study, including the 
understanding that is required to design the empirical data collection. Secondly, having 
a deductive approach, it should provide us with an analytical framework according to 
which the empirical data can be understood and analyzed.  

The motivation theories presented in the next chapter have originally been developed to 
explain the motivation of employees that are already working in a company. They are 
traditionally used by managements to develop strategies that are motivating employees 
to put more effort into their work tasks in order to enhance productivity.45 Thus, they 
have, as well as this study, a company perspective, as the purpose of enhancing 
employees’ motivation increases their productivity, which is in the end leading to a 
higher profit for the companies. We are applying these theories with an intention that 
shows some similarities. If there is a better understanding of women’s career 
motivation, strategies can be developed that are attracting more women to strive for a 
career. This is presumably not directly increasing the companies’ productivity or profits, 
but as argued in the problem background, a more balanced share of the sexes in all 
hierarchical levels can be beneficial for companies.   

                                                
44 Bryman & Bell (2003), p. 10. 
45 Gibson et al. (1991), Organizations: Behavior, Structure, Processes, Homewood : Irwin,  p. 98. 



 13

Applying those motivation theories in the context of career motivation seems 
appropriate, since having career ambitions and the willingness to strive for 
advancements in one’s professional development is to a large extent a question of the 
motivation of an individual. Career ambitions are also dependent on many other factors 
such as the family background of a person and the person’s character traits, but 
analyzing this would go beyond the scope of this thesis. Therefore, we are focusing on 
motivation theories as a framework to the understanding of female students’ career 
ambitions.  

Concerning the appliance of the collection of motivation theories presented in the next 
chapter, the different theories and models provide us with an understanding of different 
issues within the topic of career motivation. The students’ career considerations and the 
process of the arising of motivation can to some extent be explained by the expectancy 
theory. The factors weakening their career motivation can be explained by the help of 
the hygiene factors of Herzberg’s two-factor theory.  

When it comes to the analysis of the empirical data, the theory we selected helps us to 
distinguish between career motivating factors and career discouraging factors according 
to Herzberg’s two-factor theory. The identified motivators can then be classified with 
the help of Maslow’s hierarchy of needs and Alderfer’s ERG-Theory, respectively. 
Furthermore, the basic ideas of expectancy theory can help us to analyze the 
considerations female students are making when they are thinking about career plans. 
The theory also structures and links the factors that are relevant for their career 
motivation and can explain why some students may not have any or only very little 
motivation to strive for top positions. 

The theories we have chosen are mostly quite old, but they are still taught in business 
schools and are still applied in corporate management, which is presumably why they 
are called contemporary theories.46 There are moreover even current applications and 
modifications of those motivation theories, which we are partly applying as well. One 
example is the “employee commitment pyramid”47, an advancement of Maslow’s 
hierarchy of needs 2001, which we are applying instead of the original hierarchy by 
Maslow.  

                                                
46 Robbins, Stephen P. (2001), Organizational Behavior, Upper Saddle River, New Jersey: Prentice-Hall,  
p. 160. 
47 Stum, David L.. „Maslow revisited: building the employee commitment pyramid.” Strategy & 
Leadership, 29.4.2001, pp. 4-9. 
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3. Theory Review 

This chapter is supposed to clarify the concept of motivation and give an overview of 

important motivation theories that will be used in this study. We will use these theories 

to analyze and make conclusions of the collected data. 

3.1 Definition and Components of Motivation 

The term of motivation stems from the Latin word movere, which means, “to move”.48 
Greenberg & Baron define motivation as “the set of processes that arouse, direct, and 

maintain human behavior toward attaining some goal”.49 Consequently, the three 
components that make up motivation are according to Baron & Greenberg arousal, 
direction and maintaining. Arousal is referring to what is driving someone to take 
action, e.g. the need or interest to earn money. The direction component means that 
people are choosing a certain action, e. g. apply for a job, to satisfy their needs or 
motives. Maintaining refers to the persistence with which a person is trying to achieve 
the satisfaction of the motives, e. g. how long someone keeps applying for a job.50 

Motivation can also be understood as “the processes that account for an individual’s 

intensity, direction, and persistence of effort toward attaining a goal”.51 This definition 
is very similar to the previous one, having direction and persistence (maintaining) as 
components. Only the component of intensity, which refers to how hard someone tries 
to satisfy his need or achieve his goals, is diverging.52  

For our study we will use a definition of motivation, which is a combination of the two 
definitions above. In this thesis motivation means “the processes that arouse, direct and 
determine the intensity of an individual’s effort toward attaining a goal”. But we will 
mainly focus on the factors that are triggering this motivation process (motivators), 
respectively the factors, that are decreasing or inhibiting this motivation process 
(discouraging factors)53. 

3.2 Motivation Theories 

The existing motivation theories can be classified into two categories: content and 
process motivation theories. Content motivation theories try to explain the needs and 
motives that cause people to take action, the motivators. Among the most popular 
content theories are Maslow’s hierarchy of needs, Alderfer’s modification to Maslow’s 

                                                
48 Kreitner, Robert  and Angelo Kinicki (1998), Organizational Behavior, Boston, Mass. 
: Irwin/McGraw-Hill,  p. 189. 
49 Greenberg, Jerald & Baron, Robert A. (2000),  Behavior In Organizations, Upper Saddle River, New 
Jersey: Prentice-Hall, p. 130. 
50 Greenberg & Baron (2000),  pp. 130-132. 
51 Robbins, Stephen P. (2001), Organizational Behavior, Upper Saddle River, New Jersey: Prentice-Hall,  
p. 155. 
52 Robbins (2001) pp. 155-156. 
53 See 3.2.3 Herzberg’s two-factor theory. 
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theory, the so called ERG theory and Herzberg’s two-factor theory. Process motivation 
theories on the other hand describe how people’s actions are started, directed, 
maintained and ended. From the pool of process theories we will only explain Vroom’s 
expectancy theory, which we briefly mentioned earlier.54  

3.2.1 Maslow’s hierarchy of needs and modifications and advancements 

Maslow’s need hierarchy theory of motivation, published in 1943, is one of the oldest 
theories of the modern theories of motivation.55 Maslow argues that motivation is a 
function of five basic human needs, which can be categorized as deficiency needs and 
growth needs. The deficiency needs, which can be satisfied externally, consist of 
physiological needs (food, shelter), safety needs (a secure environment) and social 
needs (friendship, affiliation, interaction and love). Esteem needs (self-esteem and 
esteem from others) and self-actualization needs (develop oneself to ones fullest 
potential) together make up the growth needs, which can only be satisfied internally.56  

These needs are organized in a hierarchy, meaning that the first basic needs must be 
satisfied before the second basic needs become relevant. Thus, only one of the five basic 
needs is aroused at a time and only after this need is fulfilled the person strives to satisfy 
the next higher need.57 

Although Maslow’s theory is today over sixty years old, it is still often used as a basis 
for motivational studies. It is for instance used to compare the importance people of 
different cultures attach to the five different need categories. A comparison of the 
importance of Maslow’s five need categories between people of Saudi-Arabia and 
people living in Europe an the USA found that both value self-actualization as the 
highest and self-esteem as the lowest of the five needs. Differences were found in the 
importance of security and social needs.58 Furthermore, it finds appliance in motivation 
research in specific industries or professions, such as academic staff in higher 
education59 or information systems professional60. 

But there is also some critique concerning Maslow’s theory. Some researchers doubt the 
hierarchical order of the need categories. They do not believe that an individual has to 
satisfy lower needs before the higher needs become relevant.61  

                                                
54 Gibson et al. (1991),  pp. 100-102. 
55 Oh, Tai K..“ Human Motivation in Management Theory”. Industrial Management, Oct72, Vol. 14 Issue 
10, p. 3. 
56 Greenberg & Baron (2000),  pp. 133-135; Robbins (2001) pp. 156-157. 
57 Gibson et al. (1991) pp. 102-103. 
58 Al-Meer, Abdul-Rahim. “A comparison of the need importance structure between Saudis and 
westerners: An exploratory study”. Journal of Management Development, Jul 1996, Vol. 15 Issue 5, pp. 
56-64. 
59 Rowley, Jennifer. “Motivation and academic staff in higher education.” Quality Assurance in 
Education, 1996, Vol. 4, Issue 3, pp. 11-16. 
60 O'Bryan, Bernard Burch and Roger Alan Pick. “Keeping information systems staff (happy).” 
International Journal of Career Management, Apr 1995, Vol. 7, Issue 2, pp. 17-20. 
61 Robbins (2001) p. 157. 
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One of this researchers is Alderfer, who in 1972 proposed his ERG theory, which is 
based on Maslow’s hierarchy of needs but differs in some basic assumptions. Firstly, 
Alderfer argues for only three different kind of needs, which represent aggregations of 
Maslow’s five needs. Alderfer combines Maslow’s physiological needs and safety 
needs to existence needs, and Maslow’s esteem needs and self-actualization needs to 
growth needs. Maslow’s social needs are modified to relatedness needs but both stand 
for the human need for social and interpersonal relationships.62  

Secondly, Alderfer disagrees with Maslow’s concept of the hierarchical organization of 
the needs. He argues that a person may attempt to satisfy more than one need at the 
same time. Additionally, the ERG theory contains a so-called frustration-regression 
dimension. That means that if a person continually cannot satisfy a higher-order need, 
she instead directs her action towards the fulfilment of a lower-order need.63 

 

              

 

Figure 1: Comparison of Maslow’s hierarchy of needs and Alderfer’s ERG theory 

 

Another alteration of Maslow’s hierarchy of needs is the employee commitment 
pyramid by Stum.64 This quite new model focuses on the motivational relationship 
between an individual and a company and it is measuring the employees’ level of 
commitment. This pyramid also consists of five levels, but these are differing from the 
original need categories. The first level is safety/security, which is referring to physical 
well-being and a feeling of security, especially concerning job security. This is followed 
by rewards of extrinsic nature such as benefits and compensation. The third level, 

                                                
62 Robbins (2001) p. 161 ; Gibson et al. (1991) pp. 105-107. 
63 Robbins (2001) p. 161. 
64 Stum (2001), pp. 4-9. 
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affiliation, basically is a transfer of Maslow’s social needs into a working environment. 
Drivers on this level are to be part of the team and to be involved and to contribute to 
the company’s success. Growth motivators are to develop and change oneself and make 
achievements on an individual, group or organization level. The top level work/life 
harmony is referring to a balance between one’s work and life and also between the job 
and private responsibilities.  

In the employee commitment pyramid, it is, like in Maslow’s hierarchy of needs, the 
case that the bottom level must be satisfied before the next level becomes a relevant 
motivator. This is for example very relevant when two companies are merged and as a 
result the workforce will be cut down. In this situation employees are afraid to loose 
their jobs, so that it is necessary to implement strategies that increase their perceived job 
security to motivate them. Improvements on higher level needs, such as rewards or 
growth would be of no or only very little use.65  

3.2.2 Herzberg’s two-factor theory 

Herzberg’s two-factor theory66 is based on a critical incident study he made with a 
sample of 200 accountants and engineers. He asked them to describe in detail when they 
had felt especially good, respectively especially bad about their jobs. Analyzing the 
answers he found that the interviewees rarely categorized the same kinds of factors as 
having both a good and a bad influence on their job satisfaction. Also, extrinsic factors 
like salary, working conditions or supervision were rather stated to cause dissatisfaction, 
whereas intrinsic factors such as achievement, recognition or responsibility were 
leading to satisfaction.  

Thus, he rejected the previously taken for granted assumption that satisfaction is a one-
dimensional concept, meaning that satisfaction is on one end and dissatisfaction at the 
opposite end of the continuum. This is, removing a satisfaction-causing factor would 
lead to dissatisfaction and removing a dissatisfying factor would result in satisfaction. 
Herzberg argues that satisfaction is a two-dimensional concept meaning that factors are 
causing either satisfaction or dissatisfaction. Thus, according to Herzberg removing a 
dissatisfying factor does not cause satisfaction but a neutral state of neither being 
satisfied nor being dissatisfied.67 This state is called the zero midpoint.68 In accordance 
to this assumption, factors causing dissatisfaction are labelled hygiene factors as their 
removal causes the neutral zero midpoint. Satisfying factors on the other hand are called 
motivators as they are causing motivation.69  

                                                
65 Stum (2001), pp. 4-9. 
66 Gibson et al. (1991) pp. 109-111. 
67 Gibson et al. (1991) pp. 109-111. 
68 Kreitner &Kinicki (1998), p. 201. 
69 Greenberg & Baron (2000), p. 175. 
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The main critique points of Herzberg’s theory are that his sample is, consisting of only 
200 people, relatively small and moreover only accountants and engineers were 
interviewed so that a generalization to other occupational groups is questionable. 
Secondly, much critique is concerned with his methodology. Asking people about past 
events is challenging their memory and presumably leads to a bias as their memories 
may not be exact.70 Also, people tend to blame failures on others or the circumstances 
and are prone to credit themselves for successes. Therefore, a distortion of the relation 
of extrinsic and intrinsic factors concerning their effect on satisfaction and 
dissatisfaction is to assume.71 

Despite the critique on Herzberg’s theory it is still applied today. Bassett-Jones and 
Lloyd, for example, used the two-factor theory to examine what is motivating 
employees to contribute ideas.72 They found that, according to Herzberg’s theory, 
intrinsic motivators are outweighing factors related to financial rewards.73 The basic 
concepts of the two-factor theory were also applied in a research about what is 
motivating and what is discouraging academic staff in higher education. The distinction 
in motivators and hygiene factors was confirmed. But it was found that not all 
employees have the same motivators and hygiene factors, so that individual reactions on 
different factors need to be acknowledged.74  

3.2.3 Expectancy Theory 

The original expectancy theory was formulated in 1964 by Victor Vroom and an 
extension followed 1968 by Porter and Lawler. The heart of Vroom’s original approach 
is a formula consisting of the three factors expectancy, instrumentality and valence.  

Expectancy refers to a person’s belief that her efforts will positively influence her 
performance. This means that it expresses an effort → performance expectation and as it 
represents a subjective probability, it can take values between 0 and 1.75 
Instrumentality is defined as “an individual’s beliefs regarding the likelihood of being 
rewarded according to his or her own level of performance”.76 In other words, it is an 
individual’s belief that he or she will be rewarded according to his or her performance. 
The factor instrumentality can take values between –1 and +1. A value of +1 indicates 
that the expected reward will only depend on the individual’s performance, a value of 0 
means that there is no relationship between expected outcome and performance. A value 
of –1 stands for a negative correlation between performance and outcome, meaning that 

                                                
70 Gibson et al. (1991) p. 111. 
71 Robbins (2001) p. 160. 
72Bassett-Jones, Nigel and Geoffrey C. Lloyd. “Does Herzberg's motivation theory have staying power?” 
Journal of Management Development, Vol. 24, No. 10. (January 2005), p. 929. 
73 Bassett-Jones & Lloyd  (2005), p. 941.   
74 Rowley (1996), pp. 11-16. 
75 Greenberg & Baron (2000),  p. 149; Kreitner &Kinicki (1998), p. 229. 
76 Greenberg & Baron (2000),  p. 149. 
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high performance decreases the chance of receiving a reward.77 Finally, valence 
expresses the value a person attaches to the expected rewards of her performance. 
Rewards do not only mean extrinsic, material or financial rewards such as pay or a 
company car, it can also refer to intrinsic, immaterial rewards such as a sense of 
achievement or advancement.78 Valence can like instrumentality take negative values, 
suggesting that the outcome is undesirable for the individual; a value of zero, indicating 
indifference towards the reward; or a positive value meaning that the individual desires 
the expected outcome. The exact range of values that the factor valence can take is not 
explicitly determined. It could for example range from –2 to +2.79  

Integrating these three factors into a formula motivation is defined as: 

Motivation = Expectancy * Instrumentality * Valence. 

This multiplicative formula basically expresses that an individual’s motivation is high if 
all three factors, expectancy, instrumentality and valence, are high.80 The fact that all 
factors are multiplied by each other means that if only one factor takes the value of zero, 
the motivation will be zero, non-existent. That means that if for example an individual 
does not belief that putting effort in a task will lead to good performance, the individual 
is not motivated at all to do this task. Not believing in being rewarded for one’s effort, 
or a reward that is not at all attractive for an individual also results in no motivation. 

 

 

 

Figure 2: Expanded model of Porter’s and Lawler’s expectancy model81 

 

The figure above shows an extended model of Vroom’s original expectancy theory, 
which is mainly based on the work of Porter and Lawler. It includes more components 

                                                
77 Kreitner &Kinicki (1998), p. 229. 
78 Kreitner &Kinicki (1998), p. 232. 
79 Kreitner &Kinicki (1998), pp. 229-230. 
80 Greenberg & Baron (2000),  p. 149. 
81 based on the expectancy model of Porter, L. W. and E. E. Lawler. “Mangerial Attitudes and 
Performance” (Homewood, IL: Richard D. Irwin, 1968), p. 165, cited in Kreitner &Kinicki (1998), p. 231 
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that affect an individual’s job performance and it provides a linkage between effort, 
performance and satisfaction. 82  

It is argued that performance is not only determined by a person’s motivation but also 
by the person’s skills and abilities, her role perceptions and her opportunities. That a 
person’s skills and abilities influence their performance is quite obvious. If somebody 
does not speak Spanish, he can be highly motivated but still he will not be able to hold a 
speech in Spanish. The component of role perceptions refers to the fact if a person did 
not know what is expected of her, she would not be able to do a task properly although 
she would be capable of accomplishing the task if she had a clear instruction. Finally, 
opportunities refer to environmental conditions such as good and sufficient equipment, 
availability of information or helpful co-workers. If these conditions are in favor of an 
individual, his or her performance will be better than the performance of a person who 
is facing poor working conditions.83 

Although there are not many advances of the original expectancy theory84, it is still 
applied today and not only precisely in the sense it originally was developed. Many 
studies on the relationship between performance measures and merits are based on the 
assumptions of expectancy theory.85 It is, for example, used to examine the effect of a 
mismatch in the relation of a performance rating of an employee and the raise in 
financial incentives he receives.86 

3.3 Summing up theory 

The theory chapter is, as stated in 2.6 Choice of Theories, supposed to help the reader 
and us to understand what motivation is, how the process of motivation works and to 
what triggers motivation and how these triggers, or motivators, can be categorized. 

The expectancy theory, as an example of the process theories among the motivation 
theories, explains the process that happens unconsciously inside every individual and 
determines, if and how strong the individual is motivated to perform a certain activity. 
This theory allows also explaining why an individual may not be motivated at all to 
perform an activity. This is the case when one of the three products of the motivation 
formula take on the value zero. Related to the career striving of women it means that 

                                                
82 Porter, L. W. and E. E. Lawler. “Mangerial Attitudes and Performance” (Homewood, IL: Richard D. 
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there are three reasons why a woman may not at all be interested in striving for a career. 
The first reason is that she does not believe that the effort she puts in her career, for 
example by working overtime, will increase her chance of being promoted 
(expectancy). The second possible reason is that she does not believe that reaching a 
higher position will pay off for her, for example because she is not expecting a pay raise 
(instrumentality). The last possible reason is that she does not value the outcome of 
being in a high position, for example a high salary, status or power (valence). 

The content theories, namely Maslow’s hierarchy of needs, including modifications of 
it, and Herzberg’s two-factor theory enable us to categorize the triggers that initiate the 
motivation process. Maslow’s hierarchy of needs and its alterations, Alderfer’s ERG 
theory and the employee commitment pyramid, are dividing all possible motivators into 
different categories. Maslow’s and Alderfer’s theories are referring to all kinds of 
motivators that are influencing a person, whereas the employee commitment pyramid 
focuses only on work-related motivators. That is why we are going to use this pyramid 
to categorize the career motivators.  

Herzberg’s two-factor theory is distinguishing between factors that can cause 
satisfaction but no dissatisfaction (motivators) and factors that can cause dissatisfaction 
but no satisfaction (hygiene factors). We assume that not all factors that we are testing 
in the survey, concerning their discouraging effect on the respondent’s career 
motivation, are pure hygiene factors. We suppose that some factors can be both, 
motivators and hygiene factors. One example for this is the factor “promotion 
possibilities”. We suppose that “good promotion possibilities” have a motivating effect, 
whereas we assume “bad promotion possibilities” to have a discouraging effect on the 
career motivation. That is why we are in the following labelling the latter factors 
“discouraging factors” instead of “hygiene factors”. 
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4. Empirical Data Collection 

In this chapter we argue for the research method we have chosen, and present and 

argue for our sample of research subjects. We also explain how we conducted the 

survey and how the data was collected. Furthermore, we give insights in the creation of 

the survey and explain how we used the theory, presented in the previous chapter, to 

develop the survey questions.87 

4.1 Choice of Research Method 

The choice of the research method is obviously mostly dependent on the research 
question and the aim of the study. We are studying female students’ motivation to strive 
for a career, which is a process that is triggered by motivators or inhibited by 
discouraging factors. As our research objective is to get an overview of those career 
motivators and discouraging factors that are weakening their motivation, a quantitative 
survey seems appropriate. A quantitative survey is characterized by a large sample, 
which allows us to find out about a great number of motivating factors and factors that 
are negatively influencing female student’s career motivation. Moreover, we also 
believe that a quantitative study would enable us to reach all the information we want 
about the factors affecting the career motivation. 

Furthermore, the chance of being able to make generalizations beyond the studied 
sample, which we want to, is quite good with a quantitative approach.88 Thus, a 
quantitative survey enables us to see the “big picture” of the career motivation-relevant 
factors, meaning an overview of our research question. Only if it is possible to transfer 
the results of this study, at least to some extent, to a broader group of women, there will 
be use for companies of this study. If the results hold for a broader group of women, it 
makes sense for companies to use this information in order to develop strategies to 
increase women’s career ambitions. If they are only representative for our sample, their 
value for companies will be much lower as adapting only to the demands of a small 
group of women is not very beneficial. 

4.2 Sampling 

Our research question already indicates that we are not studying the career motivating 
factors of all Swedish women, but those of Swedish female students. We are focusing 
only on Swedish students because we think that career motivation is not only influenced 
by the personal characteristics of a person, but also by the cultural environment and the 
general conditions, relevant for such decisions. As these are different in every country, 
it seems appropriate to focus only on one country. We have chosen Sweden, firstly 

                                                
87 The original survey in Swedish, as well as a translation of it can be found in the appendix (Appendix 1 
and Appendix 2). 
88 Bryman & Bell (2003), p. 81. 
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because it is characterized by very good conditions for women who want to work, so 
that our study is not too much affected by the fact that the conditions are so poor that 
women only for that reason are not motivated to strive for a career. We rather want to 
know if a career is desirable for women in general and what it is that motivates them to 
strive for a career. 

The totality of all Swedish female students is still a very heterogeneous group in many 
terms, such as educational background or interests. Therefore, we decided to narrow our 
population of research subjects down to a more homogeneous one. This enables us to 
study one subgroup of students more in depth in order to make more detailed 
conclusions about this group.89 Moreover, a more homogeneous group of research 
subjects has the advantage that more reliable generalizations can be made to the whole 
population. We have chosen all Swedish female business students enrolled at a Swedish 
business school and female students studying business administration as their major 
subject as our population, as we will explain in the following. As a result, the sample of 
research subjects is more similar to the whole population, which makes the sample a 
better representation of the Swedish business students in general. Furthermore, the more 
heterogeneous a population is, the bigger the sample needs to be to minimize the risk of 
a biased sample.90 

The choice to focus particularly on business students has two reasons. Firstly, the share 
of business study graduates among the total number of university graduates of all fields 
of studies in Sweden is with 11 percent relatively high.91 Thus, business students are a 
relevant subgroup of all students only because of their number. Secondly, business 
graduates have a quite broad education, enabling them to work within several industries 
and almost all bigger companies. This fact makes business students a relevant sample 
for this study from a company point of view as many companies are recruiting and 
employing business graduates. Therefore, knowing how to motivate female business 
students to strive for the high positions in their company could be interesting for them.  

The choice to narrow our sample down to Swedish female business students that are 
enrolled at the USBE has its reason rather in the feasibility of the data collection than in 
regards of content. Reaching the students of the USBE was quite easy thanks to an 
email list of all students enrolled in a study program of the USBE, which was made 
available from the student expedition of USBE. We could sort the exchange students 
out since the personnel at the student expedition informed us which mail addresses were 
theirs. Such an email list would have been much harder to obtain for the Swedish 

                                                
89 Saunders et al. (2007), p. 232. 
90 Bryman & Bell (2003), p. 104. 
91 Allen, Tim, Corselli-Nordblad, Louise. “Junge Europäer im Spiegel der Statistik.“ Eurostat-
Pressestelle, Pressemitteilung 44/2007, 23rd March 2007. retrieved 24 th April 2007. 
<http://epp.eurostat.ec.europa.eu/pls/portal/docs/PAGE/PGP_PRD_CAT_PREREL/PGE_CAT_PREREL
_YEAR_2007/PGE_CAT_PREREL_YEAR_2007_MONTH_03/3-23032007-DE-AP.PDF>. 
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female business students that are enrolled at other Swedish business schools or business 
administration departments at other Swedish universities.  

This limitation can of course restrict the representativeness of our sample to the group 
of all Swedish female business students studying at Swedish business schools or 
business administration departments at other Swedish universities. We think that the 
USBE is a good school to study, as we have the impression that it has an average 
popularity compared to other Swedish business schools. That means that it might be 
possible to transfer some of our results also to female business students of other 
Swedish business schools, or female students studying business administration as their 
major subject. When it comes to students in general we believe that there needs to be 
research done whether our results also hold for students in other fields of study since we 
find the jobs and job conditions to vary a great deal. 

4.3 Conducting the Survey 

We will conduct our survey with the help of an online survey platform, called 
“surveymonkey”. The respondents will receive an email with an invitation to take part 
in the survey. They can access the survey through a link in their invitation. The survey 
will be made available for a duration of 6 days. A follow-up email will be sent out 3 
days after the initial invitation to minimize the non-respondent rate, caused by 
forgetting to take part.  

The advantages of this method are numerous. Firstly, applying this method, the survey 
is very easy and quick to complete for the respondents, which will hopefully cause a 
good response rate. The respondents only have to click on the link to the survey in their 
invitation to access it and no posting or returning of answer sheets is necessary. Another 
big advantage of the online survey is its readiness, as it is not causing any unavoidable 
time delays that would appear when using traditional mailing. Technically, the 
respondents can complete the survey the moment the invitations are sent out and we get 
the data directly. Time delays of course occur between sending the invitation and the 
moment the respondents check their email accounts, and eventually delay is caused if 
they do not complete the survey immediately when they receive the invitation. 
Furthermore, using surveymonkey allows filtering the results according to answer 
patterns, which facilitates making statements of the opinions of subgroups of the 
respondents. 

Despite all its advantages this method does not come without problematic issues. There 
is a risk that the students do not receive the invitation to the survey, if they do not check 
their email accounts regularly or if their email address changed. Another problem with 
the online survey is that we are not available for questions the respondents might have 
when completing the questionnaire.92 As the respondents cannot get any instructions or 

                                                
92 cp. Saunders et al. (2007), p. 361. 
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explanations in addition to those included in the questionnaire, there is a risk that they 
will not answer questions, or answer them wrong and the worst case would be that they 
do not complete the questionnaire at all. This needs to be prevented because loosing 
data or wrong answers could distort the whole study. Therefore, it is important that the 
questions and the answers to it are easy to understand and not ambiguous.   

4.4 Designing the Survey 

The survey serves us as a mean to collect data from our sample, the female business 
students at the USBE, about their attitudes towards making career. It is divided into two 
parts. The first part consists of questions that are aiming at deriving background 
information of the respondents, such as their age and their work experience. This data is 
supposed to enable us to make inferences on the importance of the respondents’ 
background concerning their attitudes to career striving.  

The second part is dealing with the core questions about the respondents’ motivation to 
strive for a career. Question 5 aims at examining the respondents ambition to strive for a 
career in the sense of “striving for high hierarchical positions with high responsibility 
and decisive power”. Apart from the fixed answers “Yes, totally”, “To some extent” and 
“I am not striving for a career at all”, we included the answer possibility “No, but I have 
another career definition and I am striving for a career in that sense” to also find out 
about alternative career definitions of the respondents.  

Questions 6, 10 and 12 of the survey are designed on the basis of the main statements of 
the motivation theories presented in the previous chapter. Questions 6 and 10, asking 
about the factors that are increasing, respectively decreasing, the respondents’ career 
ambition, are developed with Herzberg’s motivators and hygiene factors in mind. They 
are supposed to enable us to classify those different factors mentioned in the answer 
section of the questions, as motivators or discouraging factors in accordance with 
Herzberg’s two-dimensional view of job satisfaction, which in our case needs to be 
changed to motivation to strive for a career. Question 6, asking about the factors that 
are motivating the respondents to strive for a career, is furthermore included to allow a 
classification of those motivators according to Maslow’s hierarchy of needs, the three 
different need categories developed in Alderfer’s ERG-theory, or to the categories of 
the employee commitment pyramid.  

To be able to provide the respondents with fixed answers, we studied literature about 
career motivation, career planning and literature examining why only so few women 
make it to the top positions. From these books and articles, we derived a large share of 
the fixed answers for questions 6, 10 and 12. The share of fixed answers that is not 
derived from any kind of theory is based on brainstorming, discussions with friends and 
some also came up while testing the survey. We will in the following only touch upon 
the background of the answers as it not seems too meaningful to describe in detail how 
the fixed answers were derived. 
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The motivators in question 6 are mainly derived from a scientific article, dealing with 
career motivators of male and female managers93. “Promotion possibility”, “decision-
making” and “delegating tasks” were mentioned by friends and survey test persons.  

The discouraging factors in question 10 are developed from numerous sources. Firstly, 
the aspect of work-life balance seems to gain importance, when it comes to career 
decisions.94 As this aspect was also strongly supported by friends, we developed the 
answers “long working days with much overtime”, “to never really be free from work”, 
“feeling to have to decide between career and starting a family”, “have little time for 
family” and “have little time for friends and have little time for hobbies”. Another quite 
large part of the discouraging factors is simply the opposite of motivators from question 
6. The “possibility to travel”, for example, is here changed in “to be obliged to travel a 
lot”. The answers “poor promotion possibilities”, “to have to delegate tasks” and “low 
salary in relation to work effort” are analogically derived from career motivating 
factors. The omnipresence of the glass ceiling in literature about female careers95, 
caused us to include the answer “feeling that it is impossible to make a career”. 

The fixed answers to question 10 are mostly logical consequences, respectively the 
bottom line of questions 6 and 10. For example, are the answer “offer flexible working 
time”, “offer possibility to work from home”, “offer child day care” and “not to have to 
work overtime” obvious solutions to the work-life balance and family issues. The 
answer “equal salaries for both sexes” stems from the fact that women have in average 
lower salaries than men, even if they are doing the same job.96 Mentoring has been 
found to be beneficial for women’s career advancement,97 so that we included this 
suggestion in question 12.  

                                                
93 cp. Rosen (1981), p. 26-29. 
94 Wilson  (1999), p. 102. 
95 Drake (1995), p. 12; 
Tharenou, Phyllis. ”Going up? Do traits and informal social processes predict advancing in 
management?” Academy of Management Journal  2001, Vol. 44, No. 5, pp. 1005-1017. 
Helfat, Constance E.; Harris, Dawn; Wolfson, Paul J.. “Pipeline to the top: Women and men in top 
executive ranks of U.S. corporations.” Academy of Management perspectives 2006, Vol. 20, No. 4, p. 43; 
Ahlqvist (2007), pp. 10-11. 
96 “Women and men in Sweden 2006.” Statistics Sweden. Statistics Sweden Forecasting Institute. 
retrieved 30th March 2007. 
<http://www.scb.se/statistik/_publikationer/LE0202_2006A01_BR_X10ST0601.pdf> 
97 Helfat, Constance E.; Harris, Dawn; Wolfson, Paul J.. “Pipeline to the top: Women and men in top 
executive ranks of U.S. corporations.” Academy of Management perspectives 2006, Vol. 20, No. 4, p. 60. 
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5. Results 

The results from the questionnaires will be presented in this chapter.98 Firstly, we will 

comment on the response rate. Secondly, we will describe how the respondents 

answered and also present results for subgroups of the respondents.  

5.1 Response Rate 

To establish a response rate we had to make our own calculations and assumptions, 
since we have no certain number stating how many female students there are studying at 
USBE. The mailing list we used was the list HHUS99 uses when sending out their 
newsletters. The list includes program students and normally also exchange students but 
we were able to exclude the exchange students with help from Inger Granberg at the 
Student expedition. We do not have informations saying if the list contains email 
addresses to international students overall, but we believe this group to be of such a 
minor number that it will not significantly affect the result of the response rate, would 
these addresses be included. The information about how many students in total there are 
at USBE is from Ladok, which is 989. We also have the exact number of students 
registered for courses for the spring semester 2007 and of those 1361 students registered 
totally, 667 are female students. Unfortunately, the students can then be registered at 
more than one course which means that these numbers are not useful. From course lists 
(from Ladok) we can see exactly how many students there are registered, totally and 
females, on each course. We excluded the students not in a USBE program that are only 
taking single courses, since they are not on the mailing list. The number of students 
registered totally is 873 and 469 women, which means that 54 percent are women. We 
used this percentage to estimate the number of women on the mailing list and of 725 
persons on the list, excluding exchange students, we estimate the number of women to 
be 392. Since we received 177 responses our response rate is approximately 45 percent.  

The majority of the respondents were in their 2nd (20 percent), 6th (18 percent) or 8th (20 
percent) term of their education. There are presumably not as many students in their 1st, 
3rd or 5th term since most of the programs start in September and not in January, and 
would consequently be in their second, sixth or eighth term. The students in their ninth 
and tenth term are assumingly not many either, which makes the numbers realistic. 

Counting the number of students registered for a D-level course or D-level thesis there 
are about 97 students. Assuming that most of these students are registered for two 
courses, we divided that number by two. The number is also realistic for the 
respondents stating them to be in their seventh to tenth term, which is 37 students. The 
same assumptions are taken when counting the A- to C-level students. 

                                                
98 The results of the survey can be found in Appendix 3. 
99 Handelshögskolan i Umeå Studentförening belongs to the Umeå studentunion. 
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We believe that one reason for answering our questionnaire could be that students want 
to help us because they know how necessary a good response rate is. Another reason 
could be that it is a present subject, both for the society but also for the students 
themselves, as they are gradually getting closer to the labor market as time goes on. 

5.1.1 Nonresponse Biases 

When not all subjects of a sample participate in a study, known as nonresponse, there is 
the risk of a nonresponse bias. This is the case when the subjects that for some reason 
not respond differ from the respondents of the sample.100 In our case it could be the case 
that students that are not interested in a career, did not answer the survey. This would 
then result in a distortion of the results towards a higher average motivation level.  

5.2 Respondents’ characteristics 

The age of the respondents is ranging from 19 years to 45 years with an average age of 
24 years and a median of 23 years. Furthermore, are the respondents studying in terms 1 
to 10 and the average term of study is the 8th term. 

5.3 Frequencies 

We divided our respondents in three subgroups to be able to see different answer 
patterns among our respondents. We chose to divide them by their statement concerning 
their career-striving in question 5 of the survey. The three subgroups are “career-
striving”, “to some extent career-striving” and “not career-striving” respondents. 

5.3.1 Frequencies of all respondents 

41.7 percent of all respondents answered that they are striving for a career in the sense 
of “striving for high hierarchical positions with high responsibility and decisive power” 
and 49.1 percent agreed to some extent to strive for a career in that sense. A share of 3.4 
percent stated that they are not striving for a career at all and 6.3 percent of the 
respondents are striving for a career but not according to our definition, but in a career 
of their own definition. These definitions included: “to get a satisfying salary for a job 
that I like and that offers development possibilities”, “to achieve my goals and above all 
to like what I am doing” and “to develop myself through challenging, well-paid work 
tasks and to regularly change the job and the position”.  

The respondents were supposed to rank possible motivators on a scale ranging from 
“not motivating at all” (1) to very motivating (5). All motivators were ranked quite 
high, meaning that they are strongly encouraging the respondents’ career ambitions. The 
highest results got “stimulating job” (4.77), “to be financially independent” (4.54) and 
“will to achieve and contribute to something” (4.51). Additionally, mentioned 

                                                
100 Bryman & Bell (2003), p. 94. 
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motivators are “to develop as a person”, “self-actualization”, “independence” and “to 
like one’s job”.  

 

6. Which factors motivate you to strive for a career?
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Figure 3: Results for all respondents to question 6. 

 

The career-relevant decisions mentioned in question 8101, were only to a small extent 
aligned with the respondents’ career plans. The choice of the school program in high 
school and the choice of field of study were the choices the respondents aligned 
strongest to their plans. Anyhow only 50 percent of the respondents aligned their choice 
of studies completely to their career plans and only 25 percent completely aligned their 
choice of school program with their career concept. Most respondents stated that the 
choice of their summer jobs or full-time jobs were not at all orientated towards their 
career plans. 

About half of the respondents stated to be active in student organizations, to visit career 
days like Uniaden and to take more university courses than necessary for their degree to 
support their career development. These were the activities with the highest frequency. 
Apart from the fixed answers, respondents stated to engage in networking, to study 
abroad and to have summer jobs or extra-jobs that are matching with their field of 
study. 

                                                
101 See Appendix 1/ 2. 



 30

In question 10 the respondents were supposed to state for several factors how strong 
they are decreasing their career motivation on a scale from “not influencing at all” (1) to 
“very influencing” (5). Almost all factors were ranked to be influencing or to some 
extent influencing their career ambition except of “to have to delegate work tasks” (2.1), 
“to be obliged to travel a lot” (2.5) and “to have too much responsibility” (2.5). The 
factors with the strongest negative influence were “have little time for family” (4), “low 
salary in relation to work effort” (3.8) and “feeling to have to choose between career 
and starting a family” (3.6). Factors that were mentioned in addition to the fixed 
answers are “stress”, “unethical job or a job that harms people and the environment” “to 
have to move to another city”. 

 

10. Which factors are influencing your striving for a career negatively?
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Figure 4: Results for all respondents to question 10. 

 

The last question asked the respondents to rank which incentives companies could 
provide to increase their career motivation on a scale from “agree not at all” (1) to 
“totally agree” (5). The level of agreement on these activities is across the board high. 
The most important incentives are “equal salary for both sexes” (4.5), “professional 
training” (4.3) and “good promotion possibilities” (4.2). Motivating incentives 
mentioned apart from the given ones are “health benefits” and “adjust companies’ goals 
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and philosophies to create meaningful work striving for benefits for the society, being 
socially engaged and having high ethical standards”. 

 

12. What can companies do in order to motivate you to strive for a career?
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Figure 5: Results for all respondents to question 12. 

 

5.3.2 Frequencies “career-striving” respondents 

73 respondents stated that they are striving for a career in our sense. The majority has 
had a summer job102 for more than three summers but has not had a full-time job103, a 
part-time job104 or been working extra105.  

On the question what motivates them to strive for a career, “to have a stimulating job” 
was ranked the highest (4.7). “high salary” (4.5), to be financial independent” (4.6) and 
“the willingness to contribute” (4.5) was also ranked to be very motivating. 
“Recognition from the surrounding people” and “to get to delegate” was ranked by half 
of the respondents as very motivating and the other half thought of it as motivating to 
some extent, while “status, meaning a prestigious job” mostly was ranked as motivating 
to some extent (3.7).  

                                                
102 Summer job is defined as: “work during the summer, not more than three months”. 
103 Full-time job is defined as: “work as your only occupation, more than three months”. 
104 Part-time job is defined as: “part-time job in addition to studies or without another occupation”. 
105 Working extra, working in addition to studies or full-, part-time job, for at least 8 hours/week. 
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When it comes to how their choices of schools, education and so on has been in line 
with their career plans, 33 percent of the respondents that are striving for a career in our 
sense completely aligned their choice of “high school” program according to their 
career plan and 57 percent chose their university education completely according to 
their career plans. However, the career plan did not affect the choice of university itself 
very much (2.9), and neither did it affect the choices of full-time jobs (2.0) or part-time 
jobs (2.4) at all. 55 percent of the respondents did not make the choice where to do an 
internship but the answers were evenly spread between the alternatives left, from “not at 
all aligned to career plan” to “completely aligned to career plan”. 

To voluntarily be active in organizations or actively do something extra to support a 
future career are among our respondents, very usual as 60 percent have been or are 
active in student organizations. 50 percent have visited Uniaden or similar events and 
44 percent have taken additional courses to enhance their possibilities to make a career. 
Working extra with a job giving you appropriate experience and to study abroad was 
also mentioned as ways to support their career development. 

“Having little time for family” (3.8), a “feeling to have to choose between a career and a 
family” (3.5), “bad promotion possibilities” (3.7) and “low salary in relation to work 
effort” (4.1) are factors that very much influence our respondents’ striving for a career 
negatively. “Little time for hobbies” (3.2) and to “never be really free from work” (3.4) 
influence their career striving whereas “responsibility” (2.3) is not very much 
influencing their striving for a career. “Long working days with overtime” (3.2) and 
“little time for friends” (3.5) influence their striving for a career negatively to some 
extent, and the majority found “business trips” and to “delegate work tasks” not to be 
very influencing. 

Lastly, we wanted the respondents’ opinions about what companies could do to make 
them more motivated to strive for a career. The majority of the respondents totally 
agreed that companies should have “equal salary for both sexes” (4.5), offer “higher 
salaries” than now (4.4), “offer professional training” (4.3), and better promotion 
possibilities” (4.5). “Offering child care” (3.9) and better “possibilities to work abroad” 
(4.0) would also make it more motivating to strive for a career and many of the 
respondents agreed totally to this as well. Furthermore, they agreed to have the 
opportunity to have “more flexible working hours” (3.7), be given the “possibility to 
work at home” (3.6) and “not have to work overtime too often” (3.5) would also 
increase their motivation. Many respondents found access to a “personal mentor” to be a 
factor that would enhance their career motivation. 

5.3.3 Frequencies “to some extent career-striving” respondents 

49 percent of the respondents state to be to some extent striving for a career according 
to our definition. Most of these respondents have had a summer job for more than three 
summers, whereas not many of them had a full-, part-time or extra job.  
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“To have a stimulating job” is what motivates them the most (4.8) to strive for a career; 
“to be financially independent (4.5) and “the will to contribute” (4.5) was ranked as the 
second and third important factors. A “high salary” (4.1), “to have the opportunity to be 
promoted” (3.7) and “the possibility to travel” (3.7) is motivating them, while “status 
meaning a prestigious job”, “recognition” and “to get to delegate” was not highly 
ranked as they were only to some extent motivating factors.  

44 percent of the respondents chose their university education completely according to 
their career plan (4.3) and the choice of university ranged evenly from “not in line” to 
“in line” with career plan (3.0). The choice of program for the secondary school was not 
to a great extent aligned to the career plan (2.9). Their choice of summer jobs did not at 
all follow the career plans of the majority of the respondents and neither did the full-
time jobs. 24 per cent of those that have had a part-time job did not align the choice of it 
to their career plan but 35 percent did not make this choice at all. The majority of the 
respondents, 86 percent, did not have or choose an internship. 

As a mean 54 percent visit Uniaden or similar events to support their future career. 
Being active in student organizations (43 percent) and taking additional courses (44 
percent) are also ways in which many respondents hope to enhance their future career.  

Striving for a career to some extent, the respondents found “long working days with 
overtime” (3.5), “to never be really free from work” (3.7), to have “little time for 
friends” (3.5) and “hobbies” (3.5) and a “low salary in relation to work effort” (3.6) as 
factors negatively affecting them in their career striving. “Having little time for family” 
(4.2) and “feeling to have to choose between a career and a family” (3.8) were factors 
influencing the majority of respondents to a large extent. “Business trips” (2.7) and to 
“delegate work tasks” (2.2) were not much influencing the respondents, but “bad 
promotion possibilities” (3.0) are to some extent negatively influencing to the majority. 

Our last question was what they thought companies should do to make them more 
motivated to strive for a career. The majority of the respondents wanted companies to 
offer “equal salary for both sexes” (4.6) and “professional training” (4.4). An equal 
percentage of respondents agreed that “more flexible working hours” (4.1), “possibility 
to work at home” (3.6), “offer child care” (4.0) and a “personal mentor” (4.1), “not have 
to work overtime too often” (3.6) and “better promotion possibilities” (4.0) are 
incentives that could make them more motivated. The majority totally agreed that 
companies should offer “higher salaries” and “possibilities to work abroad”. 

5.3.4 Frequencies “not career-striving” 

The respondents that answered question 5 with “I am not striving for a career at all” did 
not answer questions 6 to 9 because it did not seem to make sense to ask someone who 
is not interested in a career what factors are enhancing her career motivation, 
respectively what she did to support her career plans. Thus, those respondents only 
answered questions 10 to 13 of the following questions. As this group consists only of 6 
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respondents and only 4 of them answered questions 10 to 13, it is very hard to make any 
reliable statements to this group. But as it is very interesting to compare their answers 
with those of the “career-striving” respondents, we will anyhow examine their answers, 
with this delimitation of reliability in mind. 

In this group are “little time for family” (5), “little time for friends” (4.3) and “to never 
really be free from work” (4.3) the factors with strongest negative influence on the 
respondents career ambition. The least influencing factors in this group are “to have to 
delegate work tasks” (2.7), “too much responsibility” (2.8) and “little time for hobbies” 
(2.8). 

The most important incentives companies could provide to improve the career 
motivation of this group of respondents are “a personal mentor” (4.0), “flexible working 
time” (3.8) and “possibility to work from home” (3.8). The least agreement got 
“possibility to work abroad” (2.7), “offer professional training” (2.8) and “not to have to 
work much overtime” (2.8). 
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6. Analysis 

In this chapter we will categorize the different motivators, discouraging factors and the 

possible incentives, companies could establish to encourage women in their career 

motivation according to the employee commitment pyramid. We will then calculate the 

average importance of all motivators in the rewards, growth and work/life harmony 

level of the pyramid and proceed analogically with the discouraging factors and the 

possible incentives. This will firstly be done for the ranking of all respondents and then 

separately for those that stated that they are agreeing with our career definition and 

lastly those respondents that stated to be not striving for a career at all. We will use 

these calculations to determine which levels are the most important ones, concerning 

the students career motivation and to draw further conclusions of these facts. 

6.1 Categorization of motivators, discouraging factors and possible company 
incentives according to the employee commitment pyramid 

We will in the following categorize parts of the result from the survey into the employee 
commitment pyramid. This will give us an overview of what the most important levels 
of this pyramid are for our respondents. The answers that we put into the pyramid are 
firstly the answers of question 6, which asked about the factors that are motivating to 
strive for a career. Secondly, the answers of question 10, which asked the responds to 
rate factors according to how negatively they affect their career ambition. The last pile 
of answers that will be sorted into the employee commitment pyramid are those from 
question 12 dealing with incentives companies could offer to make a career more 
attractive for the respondents.106 The categorization is made in accordance with the 
description of the pyramid levels in the theory chapter and is explained above. An 
overview of the categorization result gives figure 6.  

 

Safety/Security 

The motivator “to be financially independent” and to be able to make your living 
without being dependent on someone else is, as we see it, linked to the basic level of 
safety/security.  

Rewards 

The motivators “high salary” and “status”, being typical extrinsic rewards, fit perfectly 
in the rewards category of the pyramid. The “possibility to travel” can be understood as 
a reward as it permits to see many parts of the world for free.  

                                                
106 The motivator “delegate work tasks” as well as the  discouraging factor “have to delegate work tasks” 
are left out of the categorization, as they are not matching one of the pyramid’s need level.. 
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The discouraging factor “low salary in relation to work effort” is more or less the 
opposite of receiving a “high salary” and with that the absence of an adequate reward.  

The incentive “offer a high salary” is again resulting in an extrinsic reward, as well as 
“equal salary for both sexes”, as both are referring to financial incentives. 

 

 

 

 

Figure 6: Categorization of the motivators, discouraging factors and the possible career 
incentives according to the employee commitment pyramid. 
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Affiliation 

The “will to achieve something and to make a contribution”, is the core idea of the 
affiliation level. The motivator “recognition”, is fitting to the concept of being part of a 
group and a feeling of belonging. 

Growth 

The motivator “good promotion possibility” is a necessary requirement for an 
employee’s development within a company. The growth level in the employee 
commitment pyramid is referring to achievements and changes on an individual as well 
as on a group level. Therefore, “being able to make decisions” can be understood as a 
requirement to achieve something, as you can only change something if you are allowed 
to make decisions. The “possibility to work abroad” fits also in the growth level as 
working abroad in general is a challenge that enables a person to develop oneself and to 
gain new knowledge and skills. 

The discouraging factors “bad promotion possibility” is obviously decreasing an 
individual’s possibility to develop and grow, whereas “the feeling that it is impossible 
to make a career” might even discourage people to put effort in growing, as they have 
the impression that it does not make a difference for their advancement, which means 
that companies might loose useful competence.  

To support and encourage women in their development and advancement, companies 
can provide the incentives “offer good promotion possibilities”, “offer professional 
training” and “provide career support from a mentor”. Knowing that the promotion 
possibilities are good, women would presumably put more effort in their career 
advancement, which can then be further supported and facilitated by the help of career 
mentors and professional training. 

Work/Life harmony 

The motivator to have a “stimulating job” is only indirectly referring to work/life 
harmony. Having an interesting job that one likes is, in our opinion, supporting the work 
harmony and how good a person is feeling with her job also influences the private life 
in the long run. If a person likes and enjoys her job, this positive feeling will 
presumably be transferred to the person’s private life. 

The discouraging factors “have to work overtime”, “never be really free from work”, 
“have little time for family”, “have little time for friends”, “have little time for hobbies” 
and “feeling to have to decide between career and starting a family” can all be 
categorized as issues concerning the work/life harmony of a person. If a person needs to 
work so much that the private life and especially the family life needs to be cut down 
this is clearly harming the person’s work/life harmony. “To have to travel a lot” is also 
hinting at that direction, as time spent on business travels is lost to spend with family or 
friends. But not only the time issue is affecting the work/life harmony. If the 
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responsibility a person has in both aspects is strongly imbalanced, the work/life 
harmony will also be disturbed. That is why “too much responsibility” can negatively 
affect a person’s work/life balance. 

Companies can prevent a disturbed work/life harmony and facilitate the starting or 
having a family. If employees do “not have to work so much overtime” their work/life 
balance is in terms of time less negatively affected. Making it possible to “work from 
home” and to have “flexible working hours” facilitates the private life in general as it is 
possible to design the work according to one’s demands. Knowing that a company 
guarantees “day care” for one’s children might make the decision to have a career and 
start a family easier for women, as they know that their children will be taken care of 
while they are working. 

6.2 Aggregated results 

We will in the following analysis only focus on those three of the five levels of the 
employee commitment pyramid, as our survey does not contain discouraging factors, 
nor possible company incentives that could be matched with the safety/security nor the 
affiliation level. The fact that we neither found discouraging factors nor possible 
company incentives on the safety/security and the affiliation level can be interpreted in 
the way that there are no important factors on these levels that discourage women from 
striving for a career. But excluding these two levels has the consequence that the 
motivators that were categorized into these levels are neglected in the following 
analysis. 

To get a better overview of the importance of the pyramid levels rewards, growth and 
work/life harmony for the three different factors motivators, discouraging factors and 
incentives, we combined them in a table. The columns of the table show how high all 
particular factors on one level have been rated on average. In the table with the 
aggregated results for all respondent (figure 7), the first cell in the intersection of 
rewards and motivators for example states that the motivators that we categorized into 
the rewards level of the pyramid were in average ranked 3.8. This average is calculated 
for all factors (motivators, discouraging factors and incentives) on all three levels of the 
pyramid that we are analyzing (rewards, growth and work/life harmony). Finally, we 
calculated averages for all factors on one level of the pyramid (for example the 
influence of the motivators, discouraging factors and company incentives on the 
rewards level) and also the average ranking for all levels of one factor (for example the 
influence of the motivators of all three considered pyramid levels). 

6.2.1 Aggregated results for all respondents 

The most important level concerning the motivators is work/life balance with 4.8 
followed by the growth (3.9) and rewards level (3.8). The strongest discouraging 
factors, meaning the factors that are decreasing the respondents’ career motivation are 
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on the rewards level (3.8), which may be understood as absence of adequate rewards 
and the second strongest negative influence can be found in the work/life balance level 
(3.7). The most motivating incentives companies could provide are on the rewards and 
growth level (both 4.1). 

 

Pyramid level Motivator Discouraging 
factor 

Incentive average 

Rewards 3.8 3.8 4.1 3.9 

Growth 3.9 3.2 4.1 3.7 

Work/life harmony 4.8 3.7 3.7 4.1 

average 4.2 3.6 4.0  

  

Table 1: Aggregated results for all respondents. 

6.2.2 Aggregated results for “career-striving” respondents 

The results for the group of the respondents that stated that they are striving for a career 
according to our definition are similar concerning the most important levels of the 
pyramid, but mostly stronger in terms of their influence. The most influencing 
motivator is here also in the work/life harmony (4.7). The strongest discouraging factors 
are found on the rewards level with 4.1 followed with those on the growth level (3.5). 
The least discouraging factors are those concerning the work/life harmony (3.1). The 
incentives are again quite similar, compared to the group of all respondents. Rewards 
are most important for the “career-striving” respondents, but with a stronger influence 
(4.5 compared to 4.1). 

 

 

Pyramid level Motivator Discouraging 
factor 

Incentive average 

Rewards 4.1 4.1 4.5 4.2 

Growth 4.3 3.5 4.1 4.0 

Work/life harmony 4.7 3.1 3.7 3.8 

average 4.4 3.6 4.1  

 

Table 2: Aggregated results for the “career-striving” respondents. 
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6.2.3 Aggregated results for “to some extent career-striving” respondents 

This group of respondents ranked all motivators, all discouraging factors and all 
company incentives relatively low compared to the group of all respondents and the 
group of the career-striving respondents. This is very obvious for the motivators and 
discouraging factors on the growth level, that are ranked 3.6 and 3.0 by this group and 
4.3 and 3.5 by the career-striving respondents. The differences concerning the ranking 
of the incentives between this group and the career-striving group are smaller than those 
of the motivators and discouraging factors. 

 

Pyramid level Motivator Discouraging 
factor 

Incentive average 

Rewards 3.6 3.6 4.3 3.8 

Growth 3.6 3.0 4.0 3.5 

Work/life harmony 4.8 3.4 3.8 4.0 

average 4.0 3.3 4.0  

 

Table 3: Aggregated results for the “to some extent career-striving” respondents. 

 

6.2.4 Aggregated results for “not career-striving” respondents 

The respondents that stated that they are not striving for a career did not answer all 
questions in the questionnaire. Asking a person that is not striving for a career, for 
example question 6, about the career motivators did not seem appropriate. Therefore, 
from this group we only have data about the discouraging factors and the incentives 
they want companies to make. 

Eye-catching is here that the incentives are on all three levels ranked significantly 
lower, compared to the both previous groups. Furthermore, are the discouraging factors 
categorized as rewards of considerably less importance than in the other two 
respondents groups, whereas the discouraging factors on the other two levels are ranked 
comparably strong to the other respondent groups. 
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Table 4: Aggregated results for “not career-striving” respondents. 

6.3 Interpretation of the aggregated results 

6.3.1 all respondents 

The group of all respondents ranked the motivators to have a relatively high influence 
on their career ambition (average 4.2). The work/life harmony is for them very 
important, as they ranked its motivating influence to be very high (4.8). The 
discouraging factors have in average the same importance for the group of all 
respondents and the group of the “career-striving” respondents. But the influence of the 
single discouraging factors is diverging between those groups. The work/life harmony 
factors have a stronger negative impact on the career motivation for the group of all 
respondents (3.7) than on the “career-striving” respondents (3.1). Concerning the 
rewards and the growth factors, it is the other way round. They are discouraging the 
career striving of the group of all students to a lesser extent than that of the “career-
striving” respondents. The group of all students also ranked the average encouraging 
impact of the possible incentives companies could provide similar to the group of 
“career-striving” respondents (4.0 compared to 4.1). But the group of all respondents 
puts less emphasis on the rewards (4.1) than the group of the “career-striving” 
respondents (4.5). Furthermore, the group of all students ranked the discouraging 
factors and the incentives in average higher than the group of “not career-striving” 
respondents. This is especially significant for the incentives (4.0 compared to 3.3). 

Considering these figures, it seems possible to encourage the respondents with adequate 
incentives. The impact of the motivators on their ambition is in general quite strong and 
the positive influence of the possible company incentives on their career ambition is 
even higher. The incentives that presumably have the best effect are incentives that are 
rewards and supporting the career advancement. 

6.3.2 “career-striving” respondents 

The “career-striving” students ranked the motivating influence of the motivators to be in 
average higher than the other respondents did. They also ranked the negative influence 

Pyramid level Discouraging 
factor 

Incentive average 

Rewards 3.3 3.4 3.4 

Growth 3.4 3.2 3.3 

Work/life harmony 3.5 3.3 3.4 

average 3.4 3.3  
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of the discouraging factors on the work/life harmony to be lower (3.1) than the group of 
the “not career-striving” respondents (3.5) and the whole group of respondents ranked it 
(3.7). This could mean that the “career-striving” respondents are either less concerned 
about their work/life harmony, or they do not see the pursuance of a career to be 
problematic for their work/life harmony. Another quite distinct difference concerning 
the discouraging factors is that the group of the “career-striving” respondents’ career 
motivation is stronger decreased by an absence of adequate rewards than the career 
motivation of other groups. This assumption is consistent with the finding that the 
“career-striving” respondents can strongly be motivated by adequate motivators. How 
this group of students ranked how motivating possible company incentives are for them, 
is also supporting this hypothesis. The average ranking of the motivating influence of 
company incentives is highest for this group, which suggests that it is possible to 
encourage their career motivation by providing good general conditions and adequate 
rewards. 

Thus, it seems to be possible to encourage this group of respondents to strive for a 
career, as the positive consequences of having a career, the motivators, are supposedly 
encouraging their career motivation. This is also supported by the fact that they rank the 
incentives companies could provide to be very motivating in comparison to the other 
groups of respondents. The fact that they state that the discouraging factors on the 
work/life level are not strongly discouraging their career ambitions, combined with the 
high importance of the motivators, suggests that the work life is for this group of 
respondents relatively important. The “career-striving” respondents seem to need 
achievements and challenges in their work life to fulfill themselves. The lower 
importance of work/life discouraging factors suggests that they are either valuing their 
work life higher than their private life, or they simply see a smaller problem in having a 
career and a family at the same time. 

6.3.3 “to some extent career-striving” respondents 

The fact that this group of respondents ranked the motivators and discouraging factors 
on the growth level lower than the career-striving respondents and also in general quite 
low is not very surprising. They stated to only to some extent strive for a career in our 
definition, which puts focus on reaching high hierarchical levels. That they do not want 
to reach these high positions is then explained by the fact that they are not strongly 
motivated by factors that support their striving to the top (motivators on the growth 
level). If this is not important for them, it is not astonishing that they also rank the 
discouraging factors on the growth level relatively low. The fact that these respondents 
value the incentives overall quite high suggests that it is possible to motivate their 
career striving with adequate incentives, especially on the rewards level. But it is 
presumably not possible to motivate these respondents to strive for the highest 
hierarchical positions companies have to offer, as they show not too much interest in 
reaching high positions. 
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6.3.4 “not career-striving” respondents 

The group of students, stating that they are not striving for a career at all, has 
surprisingly ranked the discouraging factors relatively low, compared to the other 
groups. One would rather assume that they would perceive the highest discouragement 
in their career motivation from these factors. But instead they ranked their impact to be 
quite low and their ranking of the negative influence of an absence of adequate rewards 
is even the lowest of all groups. They are also stating the least interest in company 
incentives. Here the difference is significant as their interest of all incentives is in 
average 3.3 and the average of the other respondent groups are 4.0, respectively 4.1. 
This low ranking suggests that it is not the fact that the general conditions, partly 
expressed in the discouraging factors, are the reason why they are not striving for a 
career, as they are not of special importance to them and an improvement of this 
conditions through company incentives is not of special interest for them, either. It 
rather seems that the pursuance of a career as such is of no interest for them. As we do 
not have data about their assessment of the career motivators, we can only guess that 
they would have ranked them to be not especially motivating.  

Thus, it seems that it is impossible to encourage this group of respondents to strive for a 
career, as they are not valuing the consequences that are coming with a career. This can 
be explained with the help of expectancy theory, which states that motivation is a 
function of the products of expectancy, instrumentality and valence. Assuming that this 
group of respondents attaches not much value to the positive outcome of a career 
(rewards), this will negatively influence their motivation. When looking at the single 
discouraging factors of the questionnaire, it is catching the eye that all respondents 
stated that “having little time for family” has a very negative influence on their career 
motivation. This might be indicating that the private life, and especially the family life, 
is of much more value to them than the work life and that they rather stimulated by 
challenges in their private life than in their work life. This could for example mean that 
they rather fulfill themselves in supporting their husband and raising children instead of 
developing an advertisement campaign for a new product.  
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7. Implications for companies and the Swedish government 

Having a company perspective we wanted to come up with ways for companies to 

motivate women to strive for careers. After analyzing the results we will in this chapter 

argue why our results present evidence for companies to provide incentives for women 

and discuss which strategies are promising and make recommendations on strategies 

companies should consider. We also want to take the matter one step further by 

involving and stating a few implications for the Swedish government. 

7.1 Implications for companies 

7.1.1 Can companies encourage women’s career motivation? 

According to the results of the survey and the interpretation of the aggregated results, it 
is possible to motivate most of our respondents to strive for a career.  

The vast majority of the respondents (92%) stated to be striving for a career according 
to our career definition or to be to some extent striving for a career in that definition. 
Thus, there is a great basis of women that could possibly be motivated to pursuit a 
career, as they already have, at least to some extent, the will to have a career.  

The respondents state that most of the positive consequences that come with a career are 
motivating them to strive for a career. They also state that incentives companies could 
provide would encourage their career ambition. This holds especially for incentives on 
the rewards and growth level. Combined with the fact that they state that the 
discouraging factors to a quite high extent discourage their willingness to strive for a 
career, the figures show that the general conditions that are influencing the choice to 
strive for a career or not to strive for a career can be improved. Especially the high 
values for the incentives on all levels support the assumption that the respondents’ will 
to strive for a career could be increased by appropriate incentives.  

When looking at the group of respondents that stated to be striving for a career, it seems 
as they could be even more motivated to strive for a career. This group ranked 
incentives to have the highest motivating influence on their career motivation compared 
to the totality of all respondents and the motivators to have a significant positive 
influence on their career ambition. 

There are reasons why it makes sense to pay attention to the demands of this group of 
respondents, although they already state to be striving for a career. Firstly, being 
motivated to strive for a career does not say how hard these respondents are striving. It 
could be that they are only striving to some extent, meaning that they will not continue 
to make an effort in reaching a career if they do not advance into higher positions in 
their required rapidity. If this is the case it might be necessary to provide them with 
better conditions and offer higher rewards so that they are even striving harder for the 
highest hierarchical positions. 
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The respondents that answered to be to some extent striving for a career form with 
nearly half of all respondents is the biggest of our subgroups. Their data also suggests 
that they can be motivated to strive for a career. However, it seems that they are not 
interested in reaching the highest positions in companies, so that they presumably could 
be encouraged to strive for middle-management positions but not for top or senior 
management. This is another reason why it is important to consider the group of 
respondents that stated to be already striving for a career. It seems that they are the only 
group of our respondents that could be motivated to reach even for the highest positions. 

It seems impossible to change the opinion of those students that stated to be not striving 
for a career (3 percent of all respondents) and to motivate them to anyhow strive for a 
career. They state the motivators not to have a high positive influence on their career 
ambition and moreover, they ranked all incentives to have a very low motivating 
influence, compared to the totality of all respondents. 

Concluding, only 3 percent of the respondents seem not possible to be motivated by 
company incentives whereas it seems possible to encourage the vast majority of 97 
percent of the respondents in their career striving. Thus, it is presumably beneficial for 
companies to develop strategies to motivate women in their career striving.  

7.1.2 Which incentives would encourage women’s career motivation? 

The group of all respondents states that providing incentives would increase their career 
motivation, and this holds for all three levels with almost the same intensity (4.1, 4.1, 
3.7). So, if we only considered how motivating the respondents state the incentives of 
the different levels are, incentives on the rewards and growth level would be the most 
important ones. But a look at the importance of the motivators and discouraging factors 
of the different levels shows that work/life harmony has by far the strongest motivating 
influence and non-optimal discouraging factors on the growth level have a less 
discouraging effect than the discouraging factors on the other levels. This could mean 
that their discouraging influence is weaker than their motivating influence. Concerning 
the work/life harmony the figures could be interpreted in the way that incentives on this 
level could have a very strong career motivating influence, but that the incentives we 
“offered” in the question are not the strongest or most appropriate ones for the 
respondents. Thus, incentives on the work/life level seem to be necessary, but other 
incentives than those we proposed are needed, or at least needed additionally. 

As the motivating influence of the incentives is at all levels stated to be quite high, it is 
hard to say what the most important and promising incentives are. Therefore, we will 
now return to the results of the single factors and abstract away from the pyramid levels. 

The incentives with the highest motivating influence on the rewards level are “equal 
salary for both sexes” (4.5) and a “higher salary” in general (4.1). Therefore, companies 
should adjust the salaries of women to those of men in comparable positions. This might 
not only work as a financial reward, but also give women the feeling that their work is 
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as much valued as the work of men. Moreover, this issue is presumably seen by many 
of the respondents as a question of equality and fairness, and adjusting the salaries could 
therefore improve the general impression women have of companies and their treatment 
of women. Concerning a “higher salary” it should be examined in which ratio an 
increasment of the salary is increasing the motivation to strive for a career. We think 
that it has to be proven that increasing the salaries would cause a significantly strong 
increase of women’s career motivation to be able to recommend companies to raise 
women’s salaries. Thus, companies should adjust the salaries for women to those of 
their male colleagues. This should be possible for financially sound companies. 

Concerning the growth level, “offer professional training” (4.3), “good promotion 
possibilities” (4.2) and “career support from a mentor” (3.9), were ranked highest by the 
respondents.”Good promotion possibilities” is obviously a very vague demand, so that it 
is very hard to evaluate if the promotion possibilities in a company are good or not. 
Thus, it is difficult to say that companies should offer good promotion possibilities. But 
they can evaluate themselves concerning that issue. If they come to the result that their 
employees have good chances to be promoted, they should communicate that to 
potential employees. Offering professional training and support from a mentor is much 
easier to assess. Both incentives could help women to develop themselves and acquire 
the knowledge and the skills that are needed for a career. A personal mentor could also 
help women in their career advancment in establishing contacts to important people in 
the company that have influence on their promotion. “Professional training” could help 
women to enhance and improve their knowledge and skills, that are necessary to make it 
to the top positions and to assert themselves in those positions. Moreover, acquiring 
more knowledge and skills might also improve their self-confidence, which is 
presumably, especially for women, of outmost importance if you want to make it to the 
top. This investment in their employees would presumably pay off for the companies in 
the long run, as the personnel is more qualified and can better contribute to the 
companies success. Offering professional training and support from a mentor should be 
feasible for most companies, as the costs should be manageable. 

The most influential incentives on the work/life harmony level are “flexible work 
hours” and “offering child care”. It would be interesting to know why the respondents 
valued “flexible work hours” so high. One possibility is that they just like to be 
relatively free concerning their scheduling. Another possibility is that they are thinking 
about having children and appreciate flexible work hours, because it would facilitate the 
managing of the child care. If the latter is the case, a child care opportunity provided by 
the company that covers the whole working time would be an alternative for flexible 
working hours. Having child care facilities near to the workplace or even on the 
premises makes it easier for women to drop and pick up their children before, 
respectively after work. Replacing flexible working hours with good child care 
opportunities is a relevant consideration, as offering flexible working time may in many 
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professions and companies be hard to realize: Employees need to be available for 
customers, business partners or have to attend conferences and meetings. Thus, if the 
main reason why the respondents valued flexible working hours so high is that they are 
concerned about how to manage child care for their children, it might be a better 
decision for companies to establish good day care than to allow flexible working time. 

7.2 Implications for the Swedish Government 

The knowledge of what motivates young women to strive for a career could not only be 
used at a company level to support women in their career striving, it could also be used 
by the Swedish government to decrease the high under-representation of women in 
companies’ top level positions.  

The Swedish government showed an interest in enhancing the share of women in top 
positions in 2002, when they were officially considering establishing a quota for women 
in Swedish company boards, similar to a Norwegian approach.107 Instead of establishing 
quotas, the government should consider enacting laws or guidelines that encourage 
women in their career striving and make it easier for women to pursue a career. 

One of the incentives we found to be highly motivating women’s career striving is to 
offer professional training. It seems as if the respondents are willing to learn more and 
more to be able to reach higher positions and if companies do not solve this requirement 
properly the government might need to implement some sort of regulation. As we 
mentioned in the beginning of the thesis, if professional training is what female 
employees want and need to be motivated to strive for a career and they can have it, the 
companies could be compensated with having more efficient personnel, which is 
positive for the companies. 

Sweden already has sufficient day care opportunities, which is good since it is an 
important factor for those respondents striving for a career in some sense. There is also 
a law stating that men and women have to get the same salary for comparable work 
tasks, 108 but statistics show that this law is not obeyed, as the salaries in Sweden are 
very different for the sexes109. Therefore, the Swedish government could consider 
enforcing this law by better controlling for its abidance and by more severe punishments 
for companies that ignore it.  

 

 

                                                
107 Ripley, Amanda. “Equal Time.“ Time, 14th September 2003, retrieved 13th May 2007. 
< http://www.time.com/time/magazine/article/0,9171,485708-2,00.html>. 
108 Sveriges Rikes Lag 2007, Jämställdhetslag (1991:433) Lönefrågor, §§10-12. 
109 Ahlqvist (2007). 
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8. Conclusion  

Coming back to our research question and our research objective, we will in this chapter 
present the conclusions we have drawn through analyzing and interpreting the results of 
the survey. 

8.1 Answering the research question 

What is motivating Swedish female students to strive for a career and what is 
weakening their ambition to strive for a career? 

We found the strongest career motivators, as well as the strongest discouraging factors, 
to be on the work/life harmony level. The strongest career-motivating factor is 
“stimulating job”, and the factors with the strongest negative influence are “to have little 
time for family”, “feeling to have to choose between career and starting a family”, “to 
never be really free from work” and “to have little time for friends”. Other important 
motivators are “to be financially independent”, “the will to contribute and achieve 
something” and a “high salary”. 

8.2 Recurring to the Research Objective 

The objective of this study is to provide companies with information about women’s 
career motivation that enables them to adapt themselves according to women’s needs 

and requests.  

For companies that would like to benefit from the positive effects of women working in 
higher hierarchy levels, the good news is that the vast majority of the respondents can in 
principle be motivated to strive for a career. This means that for companies it would be 
worth considering strategies to encourage women in their career striving. These 
strategies should be concerned about providing adequate rewards and improving the 
conditions that are relevant for the decision to pursue a career or not. The respondents 
valued incentives on all motivational levels that we analyzed (rewards, growth and 
work/life harmony) to be high, but the most strong influencing incentives were found on 
the work/life harmony level. Thus, companies should offer incentives on all levels, but 
put a special focus on the work/life harmony.  

The most promising incentive on the rewards level is to provide “equal salary for both 
sexes”, as it functions as a reward and additionally will most probably improve the 
companies reputation among women.  

“Offering support from a mentor” and “offering professional training” are the favored 
incentives on the growth level. We think that especially a mentor program for women 
would not be very costly and considerably facilitate the women’s careers. Offering 
professional training like language courses, computer courses etc., negotiation tactics 
and more obviously pays off and are not to be offered exclusively to females. 
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As far as the work/life harmony level is concerned, a major aspect is to create an 
environment in which women do not have to decide between starting a family and their 
career. “Offering flexible work hours” was stated to have a high motivating influence. 
However, this might not be realizable in all companies, so that it would be interesting to 
know if there is an alternative offer companies could make. If the respondents valued 
“flexible work hours” so high because it facilitates the day care for their children, then 
good day care opportunities near to the women’s workplace could be an alternative. 

42 percent of our respondents stated to be striving for a career and it seems possible to 
even increase their motivation to strive for a career by providing adequate rewards. As 
their statement to be striving for a career does not indicate how high they are striving, 
motivating them might still be necessary to ensure that they reach the highest positions. 

3.4 percent of the respondents stated to be not striving for a career, and after analyzing 
their answers to the survey it seems that it is not possible to motivate them to strive for a 
career. Their data suggests that they are not valuing the positive consequences of a 
career and seem to put considerably more emphasis on their privat life than their work 
life. This conclusion is derived from the fact that the discussed company incentives 
would only encourage their career motivation to some extent and that they fear most not 
to have time for their family. 

Furthermore, we come to the conclusion that not only companies can contribute to 
women’s career motivation, but also the Swedish government. Some incentives, such as 
equal salary for both sexes in comparable positions or offer a certain annual amount of 
professional training could be controlled for by the government.  

To summarize it, companies and the government should consider establishing incentives 
as the career motivation of the vast majority of respondents can presumably be 
increased by appropriate strategies. 
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9. Credibility Criteria 

In this chapter we try to evaluate the consistency of our results and the appropriateness 

of the measures we used. We will therefore apply the criteria of reliability and validity.  

9.1 Reliability   

Reliability is concerned with the consistency of the research findings and can be split up 
by the following questions:110 

• Will the measures yield the same results on other occasions? 

• Will similar observations be reached by other observers? 

• Is there transparency in how sense was made from the raw data? 

We assume that a replication of our study would come to similar findings, as we did not 
conduct the survey at a time that could have influenced our respondents to answer the 
questions in a certain manner. As the society and its values, as well as the circumstances 
on the labor market are changing continuously, a replication studies in some years time 
could reveal different results. But we are sure that a similar study conducted in a rather 
short time from now would come to similar results 

When designing the questions we avoided leading questions, which could have 
influenced the respondents to answer the questions in a certain way and to not state their 
true opinion. However, the fact that we provided fixed answers to most of the questions 
could have influenced the survey results. We asked the respondents for example to state 
which company incentives could motivate them to strive for a career and provided them 
with fix answers that they were supposed to rank according to their discouraging 
influence on the respondents. Here the fixed answers could have had the influence that 
the respondents stated more factors to have a negative influence on their career ambition 
than if we had asked them to list those factors themselves. But we decided to have the 
fixed answers, as they make it easier to compare the answers of the different 
respondents. The analysis and interpretation of the data was done without special 
interests in mind that could have lead us to interpret the data in a certain way to come to 
desired results.  

We tried to provide the reader with as much insight in how we worked with the raw data 
from collecting, presenting, analyzing and interpreting it as possible. This should on the 
one hand allow the reader to make his own opinion about the soundness of our results 
and on the other hand facilitates replication studies that other researchers may want to 
conduct. 

                                                
110 Easterby-Smith et al. (2002), cited by Saunders et al. (2007), p. 149. 
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9.2 Validity 

Testing the validity of a measurement concept means testing if the measures are actually 
measuring what they seem to be measuring.111 As we tested the survey questions on 
some friends and they confirmed that they believe that the questions reflect the intention 
we have with those questions, we assume that face validity is given for our 
measurements. 

Allowing the reader to make up his own mind if our measurement concepts are 
appropriate, we provide all information about how we conducted the study, how we 
chose our sample and attach a copy of the questionnaire.112 This information should 
enable the reader to make his own assessment of the validity of our study and also 
provide useful information for researchers who eventually want to conduct a replication 
study.   

9.3 Generalization and transferability 

Generalization 

As we want to be able to make generalizations of the results from our study of Swedish 
female business students studying at USBE to the other Swedish female business 
students in other business schools or Swedish female business students studying 
business administration as their major subject, we need to have a representative 
sample113. Is our sample biased in some way, when it comes to answering our research 
question? For example, assuming that the sample here in Umeå integrate to a very large 
extent with successful business men and women and they have, as a result, a broad 
network on the labor market already during their education. If they were to perceive 
their possibilities of succeeding in the future high, and are therefore motivated to strive 
for a career, the sample is biased, assuming that other Swedish female business students 
do not to the same extent integrate with people on the labor market. However, we do not 
see that the sample of Swedish female business students studying at USBE would be 
biased in this way, this in spite of the fact that many respondents were engaged in 
activities as Uniaden, where they meet company representatives.  

Transferability  

What also tempts researchers is to be able to apply the results in other contexts. In our 
case, that could be to, for instance, apply the results we got from our sample, on all 
students at universities in Sweden. As we argued earlier, we do not believe the results to 
be transferable to that extent. The differences in the jobs and job conditions are too 
remarkable to compare students from different fields of study. Furthermore, we do not 

                                                
111 Saunders et al. (2007), p. 150. 
112 Saunders (2007), p. 267. 
113 Bryman & Bell (2003), pp. 81-83. 
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either believe the results to be appropriate on male students, neither from Umeå nor 
another business school. 

Therefore, our aim is not to be able to transfer the results to every student. Research is 
in that case required to be able to make more advanced comparisons. Our chance to be 
able to generalize is, according to us good. Yet, we need to be careful how much we 
generalize our results. Even though one thoroughly chooses the sample, there may still 
be factors influencing the respondents that we cannot know or notice.  

9.4 Criticism of secondary data 

The base of our secondary sources consists of scientific articles and books with the 
basic motivation theories, written by well-known authors within this specific subject. 
The risk when including secondary sources is whether the source is trustworthy or not. 
We have considered two critical aspects when estimating the credibility.  

We have high faith in the scientific articles from EBSCO since the articles there have 
been published in scientifically reliable journals. When it comes to statistics, SCB 
(Statistiska Centralbyrån) is a well-known Swedish institution. On SCB’s webpage they 
state themselves to be impartial, providing statistics on scientific grounds114. They also 
state possible weaknesses with their studies, to make the users of their data aware and to 
take that into consideration when analyzing115.  

Searching for articles from the database EBSCO (Business Source Premier) often 
results in articles describing studies made in America or other European countries. 
When searching for information on the Internet about under-representation of women in 
the higher hierarchical positions on the Swedish labor market, we often ended up on 
women’s organizations’ webpages. However, when it comes to our issue we found the 
risk of women’s organizations being too subjective very high and therefore chose to 
avoid using their arguments, for example when arguing why women should be 
employed in higher positions.   

Being aware of the risks, we have used information from webpages provided by 
institutions that we assume to be trustworthy enough to rely on. The reason is that we 
did not always find scientific data concerning our topic, which also hints about the 
relevance of the study. 

Secondly, we tried to focus on how current the data or facts, our secondary data 
provides us with, are. This was a problem for us in the sense that we could not find too 
many articles or books from the 21st century, where we had drawn the time-line for 
which sources we preferred. The management books about women were all lent when 

                                                
114 Statistiska Centralbyrån, SCB, retrieved 19th May 2007. 
<http://www.scb.se/templates/Listning1____44031.asp> 
115 Statistiska Centralbyrån, SCB, retrieved 21th May 2007. 
<http://www.scb.se/templates/Publikation____198398.asp> 
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we found them on Umeå University Library’s database. We also had problems with 
finding recent articles and literature regarding Sweden. We therefore used a Norwegian 
book for the questionnaire, since we thought the countries similar enough to use the 
same theory, although it was from 1995. For example, the matter about equal salaries 
for the same job is still a problem today116 and can be used. 

The theories we use are, as mentioned earlier, quite old but when it comes to well-
known basic theories of a common subject, we believe the theories can be old but still 
be applicable on a problem of today, which we believe is the case for us.  

 

                                                
116 Ahlqvist (2007), pp. 10-11. 
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10. Further Research  

In this thesis we have only begun to research what companies can do to make women 

more motivated to strive for a career. We will in this chapter make suggestions for 

further research relevant to be able to change the situation of the under-representation 

of women in higher hierachical positions or in company boards.  

In this thesis we learned about factors that motivate Swedish female business students to 
strive for a career, the factors that do not encourage them and what the students think 
companies could do to make them more motivated to strive for a career. The purpose 
with our thesis was to inform companies what women want from their job and if they 
find striving for a career worth the effort. Having more women in company boards or in 
leading positions would not only be positive for the women striving for those positions 
but the companies could also benefit from this.  

We believe that there are things companies could do to be able to make women more 
motivated. One interesting study that could be made would be to research the present 
situation in companies: How much do the companies consider women’s requests? A 
comparison between what companies offer and what women want would therefore be of 
interest.  

This study was only searching for the factors that motivate, discourage and that could 
make the respondents more motivated to strive for a career. We try to draw links 
between certain answers and reasons for believing in that way, using our theories. 
Although, investigating the reasons why most of the respondents found “to have a 
stimulating job” so important and why they would want to be offered a mentor further 
would be interesting. Moreover, do they want flexible working hours to be able to spend 
more time with their families or could it be that they are more motivated to go to work 
if they are responsible for their working hours themselves? 

If the companies improved the working conditions our respondents found important, it 
would be interesting to know to which extent women can be motivated to strive for a 
career. The companies could research this matter further to be able to develop more 
exact strategies how to motivate women. To limit the research groups to the suitable 
women, auditing firms could, for example, focus their research on accounting students 
if these are the students most frequently employed, and so on. This can lead to more 
precise information for the companies to work with since there is no use spending 
money and time in forming strategies if these will not have the expected effect.  

Continuing with the possible difference between men and women, our thesis is not 
dealing with this fact at all. However, studies made earlier about men’s and women’s 
needs and demands might not reveal the same results since society has changed 
regarding women’s work life. The present situation may differ from studies made 
during the last decade. We therefore suggest a study having the same research question 
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but this time add men’s opinions about career striving as well. It would be interesting to 
find out if men and women have very diverging needs and demands concerning their 
jobs and job conditions. This could then also falsify or verify speculations about 
(unconsciously) addressing one sex more than the other concerning job conditions. 

In contrast to our earlier suggestions for further research, when we argue why studies 
need to be made on women striving for a career, we cannot ignore the fact that there are 
females responding not to be interested in a career at all. We interpreted their lack of 
interest as valuing their private lives higher, than for example having a higher salary as 
a reward. A study that explores if the reason of their disinterest really is the fact that 
they prioritize their private and family life over their work life and rather looking for 
challenges in their private life than their work life would be an interesting continuation 
of our study. 
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Appendix 1: Survey Swedish (original) 
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Appendix 2: Survey English (translation) 
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Appendix 3: Survey Results 
 
 
 
 

Ålder  

19 20 21 22 23 24 25 26 27 annat 

1. Hur gammal är du? 
 
 
 
 
in % (absolute) 

2.2 
(4) 

7.3 
(13) 

15.6 
(28) 

16.2 
(29) 

17.3 
(31) 

15.1 
(27) 

9.5 
(17) 

3.9 
(7) 

2.8 
(5) 

10.1 
(18) 

 
 
 

Termin 2. Vilken termin är du inne 
på inom USBE:s program? 
 
in % (absolute) 

1 2 3 4 5 6 7 8 9 10 

all respondents (AR)  
5.6 
(10) 

20.7 
(37) 

8.9 
(16) 

18.4 
(33) 

6.1 
(11) 

20.1 
(36) 

3.9 
(7) 

11.7 
(21) 

3.4 
(6) 

1.1 
(2) 

career-striving 
respondents  only (CS) 

4.1 
(3) 

24.7 
(18) 

11.0 
(8) 

20.5 
(15) 

5.5 
(4) 

15.1 
(11) 

4.1 
(3) 

9.6 
(7) 

2.7 
(2) 

2.7 
(2) 

to some extend career-
striving respondents only 

(SCS) 

3.5 
(3) 

22.1 
(19) 

9.3 
(8) 

15.1 
(13) 

8.1 
(7) 

23.3 
(20) 

2.3 
(2) 

12.8 
(11) 

3.5 
(3) 

 

not career-striving 
respondents only (NCS) 

33.3 
(2) 

  
50.0 
(3) 

   
16.7 
(1) 

  

 
 
 

3. Har du haft något 
sommarjobb? 
 
in % (absolute) 

1 sommar 2 somrar 3 somrar mer än 3 
somrar 

Har aldrig 
haft något 

sommarjobb 

all respondents (AR) 
3.4  
(6) 

5.6  
(10) 

10.6  
(19) 

74.9  
(134) 

5.6  
(10) 

career-striving 
respondents  only (CS) 

4.1  
(3) 

6.8  
(5) 

8.2  
(6) 

71.2  
(52) 

9.6  
(7) 

to some extend career-
striving respondents only 

(SCS) 

2.3  
(2) 

3.5 
(3) 

12.8 
(11) 

80.2 
(69) 

1.2 
(1) 

not career-striving 
respondents only (NCS) 

16.7  
(1) 

16.7  
(1) 

16.7  
(1) 

16.7  
(1) 

33.3  
(2) 

 
 
 
 



 H

4. Har du någon 
arbetslivserfarenhet?  
 
in % (abs.) 

3 till 6 
månader 

 
 

mer än 6 
månader 
upp till 1 

år  

mer än 1 
år upp till 

2 år 
 

mer än 2 
år upp till 

3 år  
 

mer än 3 
år  
 

 

har aldrig 
haft en 
sådan 

anställning 

AR  11 (20) 18 (32) 17 (30) 10 (18) 13 (23) 31 (56) 

CS 11 (8) 18 (13) 15 (11) 10 (7) 14 (10) 33 (24) 

SCS 10 (9) 16 (14) 19 (16) 12 (1)0 12 (10) 31 (27) 
heltidsarbete  

NCS 17 (1)    33 (2) 50 (3) 

AR 17 (31) 12 (21) 7 (13) 5 (9) 13 (24) 45 (81) 

CS 15 (11) 16 (12) 8 (6) 4 (3) 15 (11) 41 (30) 

SCS 21 (18) 9 (8) 6 (5) 5 (4) 10 (9) 49 (42) 
deltidsarbete  

NCS    17 (1) 33 (2) 50 (3) 

AR 15 (27) 16 (28) 12 (21) 7 (13) 18 (33) 32 (57) 

CS 15 (11) 18 (13) 14 (10) 8 (6) 18 (13) 27 (20) 

SCS 16 (14) 13 (11) 10 (9) 6 (5) 19 (16) 36 (31) 
extrajobb  

NCS    33 (2) 33 (2) 33 (2) 

 
 

5. Eftersträvar du efter en 
karriär i enlighet med vår 
definition? 
 
 
in % (absolute) 

Ja, 
instämmer 

helt 

Till viss del Nej, jag 
eftersträvar 
inte någon 

karriär 
överhuvud-

taget 

Nej, men jag har en 
annan definition av 

karriär, och vill 
göra karriär utifrån 

den (*) 

AR 41.7 (73) 48.6 (85) 3.4 (6) 6.3 (11) 

CS 100 (73)    

SCS  100 (85)   

NCS   100 (6)  

 
(*) 

1. „Att klättra uppåt och tillslut få ett jobb som betyder mkt för en själv“ 

2. „Att erhålla en tillfredsställande lön inom ett arbete som jag trivs med och där det finns 
utvecklingsmöjligheter“ 

3. „Att uppnå mina mål och framför allt trivas med det jag gör“ 

4. „Att eftersträva att utvecklas och bli expert på det område jag väljer“ 

5. „Ha ett utmanande och betydelsefullt arbete och till viss del ansvarsfull position men behöver 
inte vara hög beslutsfattande för det“ 

6. „ Ett jobb jag trivs med och med bra lön“ 

7. „Att hela tiden jobba sig uppåt på karriärsstegen“ 

8. „Göra det jag tycker om och brinner för“ 

9. „Att utveckla i sitt arbete och göra flera jobb än att vara kvar på samma plats hela livet“ 

10. „Min definition av karriär är att utvecklas i arbetslivet genom utmanande, välbetalda 
arbetsuppgifter och byten av jobb och positioner med jämna mellanrum“ 

 



 I

6. Vad är det som 
motiverar dig att vilja 
göra karriär? 
 
 
in % (abs.) 

inte 
moti-

verande 
alls 

 

 

inte 
särskilt 
moti-

verande 
 

 

moti-
verande 
till en 

viss del 
 

 

motiver
ande 

 
 
 

 

väldigt 
moti-

verande 
 
 

 

ingen 
åsikt 

 
 
 

 

 
 
 
 
 

∅ 
AR   1 (1) 15 (24) 37 (58) 46 (72)  4.30 

CS   9 (6) 28 (19) 63 (42)  4.54 hög lön 

CSC  1 (1) 20 (16) 43 (34) 35 (28)  4.13 

AR 1 (1) 1 (1) 7 (11) 27 (42) 65 (100)  4.54 

CS  1 (1) 6 (4) 28 (19) 64 (43)  4.55 
att kunna vara 
självförsörjande 

SCS 1 (1)  9 (7) 24 (19) 66 (52)  4.53 

AR 1 (1)  3 (5) 14 (22) 81 (126) 1 (1) 4.77 

CS 1 (1)  6 (4) 10 (7) 82 (55)  4.72 
att ha ett stimu-
lerande jobb 

SCS   1 (1) 16 (13) 81 (64) 1 (1) 4.81 

AR  1 (1)  9 (14) 28 (43) 62 (96) 1 (1) 4.51 

CS 1 (1)  10 (7) 24 (16) 63 (42) 1 (1) 4.48 
viljan att pres-
tera och bidra 
med något SCS   6 (5) 33 (26) 61 (48)  4.54 

AR  1 (2) 12 (19) 36 (56) 28 (43) 22 (34) 1 (1) 3.57 

CS  13 (9) 30 (20) 25 (17) 30 (20) 1 (1) 3.73 
erkännande från 
omgivningen 

SCS 3 (2) 11 (9) 39 (31) 32 (25) 15 (12)  3.46 

AR  2 (3) 21 (32) 37 (58) 25 (38) 15 (24)  3.31 

CS  10 (7) 36 (24) 27 (18) 27 (18)  3.70 
status, dvs. 
prestigefyllt 
arbeite SCS 4 (3) 27 (21) 38 (30) 24 (19) 8 (6)  3.05 

AR  1 (1) 5 (7) 21 (33) 44 (68) 30 (46)  3.97 

CS 1 (1)  12 (8) 39 (26) 48 (32)  4.31 
möjlighet att bli 
befordrad 

SCS  8 (6) 29 (23) 47 (37) 16 (13)  3.72 

AR  3 (5) 6 (10) 28 (44) 29 (45) 33 (51)  3.82 

CS 1 (1)  30 (20) 25 (17) 43 (29)  4.09 
möjlighet att få 
resa 

SCS 5 (4) 10 (8) 24 (19) 33 (26) 28 (22)  3.68 

AR  1 (1) 8 (13) 26 (41) 33 (51) 32 (49)  3.86 

CS  3 (2) 16 (11) 36 (24) 45 (30)  4.22 att få fatta beslut 

SCS 1 (1) 13 (10) 35 (28) 29 (23) 22 (17)  3.57 

AR  3 (5) 20 (31) 36 (56) 22 (34) 17 (27) 1 (2) 3.31 

CS 1 (1) 9 (6) 31 (21) 25 (17) 31 (21) 1 (1) 3.77 
att få delegera 
arbetsuppgifter 

SCS 5 (4) 28 (22) 42 (33) 16 (13) 8 (6) 1 (1) 2.94 
 
 
 
 
 
 
 
 
 



 J 

7. Finns andra moti-verande 
faktorer än de alternativ i 
föregående fråga? 

 

 
1. “Att känna att man presterar och utvecklas som person. Att man känner att man växer som 

person“ 

2. “Vet inte om stimulerade jobb menas m,ed att man har chansen att vidareutveckalas och 
inte behöva göra samma saker hela tiden.“ 

3. “Självständighet är väldigt motiverande“ 

4. “Jobba med det man vill – väldigt motiverande“ 

5. “Självförverkligande – att uppfylla sin dröm och känna sig nöjd över sina egna prestationer 
anser jag vara väldigt motiverande.“ (2x) 

6. “Personlig utveckling – väldigt motiverande“ 

7. “Att känna sig uppskattad av arbetsgivaren och att man fyller en funktion i organisationen.“ 

8. “Nära till hemstad/bostad“ 

9. “Att bosätta sig utomlands, inte bara resa.“ 

10. “Utvecklas som person och se resultat av ens handlingar och beslut som ger positiva 
effekter på sin omvärld.“ 

11. “Att känna mig ‘lyckad’“ 

12. “Trivas med att åka till jobbet på mornarna – väldigt motiverande“ 

13. “Förmånliga avtal, t.ex. försäkring: motiverande flexibla arbetstider – motiverande t. v. del“ 
 

 
 

8. Till hur stor del har 
följande beslut varit i linje 
med din karriärplan? 
 
 
 
 
in % (abs.) 

inte alls 
i linje 
med 

karriär-
plan 

 
 

 

inte 
särskilt 
mycket 
i linje 
med 

karriär-
plan 

 

till viss 
del i 
linje 
med 

karriär-
plan 

 
 

i linje 
med 

karriär-
plan 

 
 
 

 

helt i 
linje 
med 

karriär-
plan 

 
 

 

har inte 
gjort 
detta 
val 

 
 
 

 

 
 
 
 
 
 

∅ 

AR  17 (27( 14 (22) 23 (35) 21 (33) 25 (38)  3.21 

CS 12 (8) 13 (9) 19 (13) 22 (25) 33 (22)  3.51 
Val av 
gymnasieprogram 

SCS 23 (18) 16 (13) 27 (21) 19 (15) 15 (12)  2.87 

AR  1 (1) 12 (18) 37 (57) 50 (78) 1 (1) 4.38 

CS  1 (1) 4 (3) 36 (24) 57 (38) 1 (1) 4.50 
Val av 
universitetsstudier 

SCS   18 (14) 38 (30) 44 (35)  4.27 

AR 12 (19) 26 (41) 24 (37) 25 (39) 10 (15) 3 (4) 2.93 

CS 9 (6) 30 (20) 25 (17) 24 (16) 9 (6) 3 (2) 2.94 Val av universitet  

SCS 13 (10) 25 (20) 24 (19) 27 (21) 10 (8) 1 (1) 2.96 

AR  5 (8) 3 (5) 6 (9) 8 (13) 6 (9) 72 (111) 3.23 

CS 7 (5) 7 (5) 9 (6) 10 (7) 10 (7) 55 (37) 3.20 Val av praktik  

SCS 3 (2)  4 (3) 6 (5) 1 (1) 86 (68) 3.27 



 K 

AR  23 (36) 21 (32) 21 (33) 21 (32) 10 (15) 5 (7) 2.72 

CS 21 (14) 21 (14) 18 (12) 22 (15) 13 (9) 4 (3) 2.86 
Val av 
sommarjobb 

SCS 24 (19) 23 (18) 20 (16) 20 (16) 8 (6) 5 (4) 2.63 

AR  36 (56) 19 (29) 9 (14) 6 (9) 3 (4) 28 (43) 1.89 

CS 33 (22) 19 (13) 9 (6) 6 (4) 3 (2) 30 (20) 1.96 
Val av heltids-
arbete, före 
universitetsstudier SCS 37 (29) 18 (14) 8 (6) 6 (5) 1 (1) 30 (24) 1.82 

AR  26 (40) 18 (28) 10 (16) 7 (11) 8 (12) 31 (48) 2.32 

CS 27 (18) 21 (14) 12 (8) 7 (5) 10 (7) 22 (15) 2.40 

Val av deltids-
arbete, före eller 
samtidigt som 
universitetsstudier SCS 24 (19) 19 (15) 8 (6) 8 (6) 6 (5) 35 (28) 2.27 

 
 

9. Har du varit 
aktiv i någon 
organisation eller 
gör du något annat 
för att, eventuellt, 
förbättra dina 
chanser till en 
karriär? 
 
in % (absolute) 

praktik tagit kur-
ser utöver 

de som 
ingår i din 

examen 

student-
organisa-
tioner / 
student-
kåren 

karriärs-
seminarier 

besöka 
Uniaden  

eller andra 
liknande 

evenemang 

annat 
(**) 

AR 6.8 (9) 50.8 (67) 22.0 (29) 50.8 (67) 50.8 (67) 15.9 (21) 

CS 31.1 (27) 44.3 (27) 60.7 (37) 23.0 (14) 50.8 (31) 13.1 (8) 

SCS 1.6 (1) 44.4 (28) 42.9 (27) 19.0 (12) 54.0 (34) 14.3 (9) 

 
(**) 

1. “Tränare för en grupp“ 

2. “Aktiv i föreningsarbete“ 

3. “Jobbat på e-puben“ 

4. “Valt sommarjobb helt i linje med min karriärsplan“ 

5. “Aktiv i föreningsliv“ 

6. “Extraarbete, framgångsrik idrottskvinna“ 

7. “Föreningsverksamhet“ 

8. “Medlem i flera karriärnätverk etc. Nova100“ 

9. “Arbetat på sidan av studierna“ 

10. “Studentambassadör“ 

11. “Ungdomsorganisation“ 

12. “Jobb på bank“ 

13. “Utlandsstudier” (3x) 

14. “Aktiv inom HHUS“ 

15. “Deltidsarbete med ’rätt’ anknytning“ 

16. “Sommarjobb“ 

17. “Har kontakter“ 



 L 

10. Vilka faktorer 
påverkar din strävan 
efter en karriär negativt? 
 
in % (abs.) 

 påverkar 
inte alls 

 
 

 

 påverkar 
inte sär. 
mycket 

 
 

 påverkar 
till viss del 

 
 

 

 påverkar 
 
 
 

 

påverkar 
till värld. 
stor del 

 
 

ingen
åsikt 

 
 

 

 
 
 

 

∅ 

AR  5 (7) 17 (26) 28 (43) 32 (49) 16 (24) 1 (2) 3.38 

CS 8 (5) 22 (14) 30 (19) 24 (15) 16 (10)  3.17 

SCS 1 (1) 15 (11) 31 (23) 36 (27) 16 (12) 1 (1) 3.51 
långa arbets-
dagar övertid  

NCS 25 (1) 25 (1)  25 (1) 25 (1)  3.00 

AR 6 (9) 14 (21) 18 (27) 35 (53) 26 (39) 1 (2) 3.62 

CS 8 (5) 17 (11) 24 (15) 33 (21) 17 (11)  3.35 

SCS 5 (4) 13 (10) 15 (11) 39 (29) 27 (20) 1 (1) 3.60 

att aldrig 
kunna vara 
riktigt ledig  

NCS   25 (1) 25 (1) 50 (2)  4.25 

AR 18 (27) 33 (50) 28 (42) 15 (22) 4 (6) 3 (4) 2.52 

CS 19 (12) 43 (27) 24 (15) 11 (7) 2 (1) 2 (1) 2.32 

SCS 16 (12) 28 (21) 31 (23) 17 (13) 5 (4) 3 (2) 2.67 
för mycket 
ansvar  

NCS 25 (1) 25 (1)  50 (2)   2.75 

AR  3 (4) 5 (7) 19 (28) 32 (48) 40 (60) 3 (4) 4.04 

CS 6 (4) 6 (4) 24 (15) 30 (19) 32 (20) 2 (1) 3.76 

SCS  4 (3) 16 (12) 36 (27) 40 (30) 4 (3) 4.17 
att ha lite tid för 
familjen  

NCS     100 (4)  5.00 

AR  5 (8) 10 (15) 29 (44) 33 (50) 21 (32) 1 (2) 3.56 

CS 3 (2) 17 (11) 32 (20) 25 (16) 22 (14)  3.46 

SCS 8 (6) 5 (4) 29 (22) 36 (27) 19 (14) 3 (2) 3 53 
att ha lite tid för 
vänner  

NCS    75 (3) 25 (1)  4.25 

AR  7 (10) 16 (24) 25 (38) 36 (55) 13 (19) 3 (5) 3.34 

CS 10 (6) 17 (11) 29 (18) 35 (22) 8 (5) 2 (1) 3.15 

SCS 3 (2) 17 (13) 25 (19) 36 (27) 16 (12) 3 (2) 3.47 
att ha lite tid för 
hobbys 

NCS 50 (2)   25 (1) 25 (1)  2.75 

AR  24 (36) 31 (47) 21 (31) 17 (25) 6 (9) 2 (3) 2.49 

CS 33 (21) 32 (20) 16 (10) 13 (8) 6 (4)  2.27 

SCS 15 (11) 33 (25) 23 (17) 19 (14) 7 (5) 4 (3) 2.68 

om jobbet 
innebär många 
affärsresor 

NCS 50 (2)   50 (2)   2.50 

AR  8 (12) 19 (28) 27 (41) 25 (37) 17 (26) 5 (7) 3.26 

CS 8 (5) 14 (9) 13 (8) 30 (19) 32 (20) 3 (2) 3.66 

SCS 8 (6) 21 (16) 36 (26) 24 (18) 7 (5) 5 (4) 3.00 

dåliga 
möjligheter att 
bli befordrad 

NCS   50 (2) 25 (1)  25 (1) 3.33 

AR  12 (18) 24 (36) 14 (21) 24 (36) 17 (26) 9 (14) 3.12 

CS 13 (8) 17 (11) 16 (10) 24 (15) 27 (17) 3 (2) 3.36 

SCS 12 (9) 29 (22) 13 (10) 25 (19) 9 (7) 11 (8) 2.90 

en känsla av att 
det är omöjligt 
att göra karriär   

NCS   25 (1) 25 (1)  50 (2) 3.50 

AR  30 (46) 34 (52) 21 (32) 7 (11) 2 (3) 5 (7) 2.12 

CS 38 (24) 35 (22) 16 (10) 6 (4) 5 (3)  2.05 

SCS 25 (19) 35 (26) 25 (19) 8 (6)  7 (5) 2.17 

att behöva 
delegera 
arbetsuppgifter 

NCS 25 (1)  25 (1) 25 (1) 0 25 (1) 2.67 



 M

AR  1 (2) 14 (21) 19 (28) 34 (51) 29 (44) 3 (5) 3.78 

CS 3 (2) 10 (6) 8 (5) 33 (21) 43 (27) 3 (2) 4.07 

SCS  19 (14) 21 (16) 39 (29) 17 (13) 4 (3) 3 57 

låg lön i 
förhållande till 
arbetsinsats 

NCS  25 (1) 50 (2)  25 (1)  3.25 

AR  9 (14) 13 (20) 14 (21) 25 (38) 34 (51) 5 (7) 3.64 

CS 11 (7) 17 (11) 13 (8) 27 (17) 29 (18) 3 (2) 3.46 

SCS 8 (6) 11 (8) 15 (11) 24 (18) 37 (28) 5 (4) 3.76 

att behöva välja 
mellan en 
karriär och 
skaffa en familj  NCS  25 (1)  25 (1) 25 (1) 25 (1) 3.67 
 
 
 
 

11. Finns andra faktorer 
som negativt påverkar din 
strävan efter en karriär än 
de alternativ i föregående 
fråga? 

 
 
 

 
1. “Att inte vidareutvecklas” 

2. “Behöva flytta till en ort som inte känns riktigt tilltalande.” 

3. “Inga utomlands möjligheter.” 

4. “Känns svårt att överhuvud taget få ett jobb som har något med utbildningen att göra” 

5. “Stress – Påverkar till väldigt stor del” 

6. “Oetiskt arbete eller arbete som skadar människor och miljö – påverkar till väldigt stor 
del” 

7. “ Att förmodligen tvingas flytta till annan stad för högre befattning – påverkar” 

8. “Otrygghet: påverkar för rutinmässigt: påverkar ingen möjlighet att påverka – påverkar” 

 
 
 
 

12. Vad kan företag göra 
för att motivera dig att 
eftersträva en karriär? 
 
in % (abs.) 

instäm-
mer inte 

alls 
 

 

instäm-
mer inte 
särskilt 
mycket 

 

instäm-
mer till 
viss del 

 
 

instäm-
mer 

 
 

 

instäm-
mer helt 

 
 

 

ingen 
åsikt 

 
 

 

 
 
 

 

∅ 

AR  1 (1) 5 (8) 21 (32) 42 (63) 29 (44) 2 (3) 3.95 

CS  11 (7) 27 (17) 37 (23) 24 (15) 2 (1) 3.74 

SCS  1 (1) 20 (15) 47 (35) 29 (22) 3 (2) 4 07 

erbjuda 
flexiblare 
arbetstider 

NCS 25 (1)   25 (1) 50 (2)  3.75 

AR 4 (6) 11 (17) 24 (36) 37 (56) 21 (32) 3 (4) 3.62 

CS 3 (2) 11 (7) 30 (19) 32 (20) 19 (12) 5 (3) 3.55 

SCS 4 (3) 12 (9) 20 (15) 43 (32) 20 (15) 1 (1) 3.64 

erbjuda 
möjlighet att 
arbeta 
hemifrån 

NCS 25 (1)   25 (1) 50 (2)  3.75 



 N

AR 1 (2) 3 (4) 9 (13) 21 (31) 65 (98) 2 (3) 4.48 

CS 2 (1) 3 (2) 8 (5) 16 (10) 68 (43) 3 (2) 4.51 

SCS  1 (1) 5 (4) 24 (18) 68 (51) 1 (1) 4.61 

ha lika lön, 
oavsett kön, för 
lika arbeite 

NCS 25 (1)   50 (2) 25 (1)  3.50 

AR  1 (1) 4 (6) 23 (34) 28 (42) 44 (67) 1 (1) 4.12 

CS 2 (1)  14 (9) 25 (16) 57 (36) 2 (1) 4.39 

SCS  7 (5) 29 (22) 25 (19) 39 (29)  3.96 
erbjuda högre 
löner 

NCS  25 (1) 25 (1) 50 (2)   3.25 

AR  3 (4) 9 (14) 15 (22) 37 (56) 29 (44) 7 (11) 3.87 

CS 3 (2) 16 (10) 13 (8) 24 (15) 40 (25) 5 (3) 3.85 

SCS  4 (3) 16 (12) 48 (36) 23 (17) 9 (7) 3.99 

erbjuda 
barnomsorg 
under arbetstid 

NCS 25 (1)  50 (2) 25 (1)   2.75 

AR  2 (3) 8 (12) 21 (31) 35 (53) 31 (47) 3 (5) 3.88 

CS 5 (3) 14 (9) 21 (13) 27 (17) 27 (17) 6 (4) 3.61 

SCS  1 (1) 23 (17) 40 (30) 35 (26) 1 (1) 4.09 

erbjuda tillgång 
till en personlig 
mentor  

NCS   25 (1) 50 (2) 25 (1)  4.00 

AR  3 (4) 1 (2) 12 (18) 31 (47) 51 (77) 2 (3) 4.29 

CS 2 (1) 2 (1) 14 (9) 32 (20) 46 (29) 5 (3) 4.28 

SCS 3 (2)  8 (6) 32 (24) 57 (43)  4.41 

erbjuda 
internutbild-
ning 

NCS 25 (1) 25 (1) 25 (1)  25 (1)  2.75 

AR  3 (5) 17 (25) 23 (43) 36 (54) 19 (29) 3 (4) 3.52 

CS 3 (2) 21 (13) 24 (15) 25 (16) 24 (15) 3 (2) 3.48 

SCS  13 (10) 23 (17) 47 (35) 15 (11) 3 (2) 3.64 

att inte behöva 
arbeta mycket 
övertid 

NCS 50 (2)   25 (1) 25 (1)  2.75 

AR   5 (7) 17 (25) 35 (53) 42 (64) 1 (2) 4.17 

CS  2 (1) 8 (5) 27 (17) 62 (39) 2 (1) 4.52 

SCS  5 (4) 24 (18) 41 (31) 29 (22)  3.95 

goda 
möjligheter att 
bli befordrad  

NCS  25 (1)  50 (2)  25 (1) 3.33 

AR  7 (11) 14 (21) 21 (31) 23 (35) 32 (49) 3 (4) 3.61 

CS 2 (1) 11 (7) 16 (10) 27 (17) 40 (25) 5 (3) 3.97 
SCS 11 (8) 15 (11) 25 (19) 20 (15) 29 (22)  3.43 

erbjuda 
möjlighet att 
arbeta 
utomlands NCS 25 (1)  25 (1) 25 (1)  25 (1) 2.67 
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13. Finns det något annat 
företag kan göra för att 
motivera dig an de 
alternativ i föregående 
fråga? 

 
 
 

 
1. “Anpassa företagets mål och arbetssätt mot att skapa meningsfulla arbeten. Som att 

sträva efter en samhällsnytta, vara socialt engagerade och ha en hög affärsetik! 
Skulle vara motiverande att vara stolt och kunna stå för sin arbetsgivares 
verksamhet.” 

2. “När det gäller oss kvinnor så kommer vi nästan alla att få barn nån gång. Då är det 
jätte viktigt att arbetsgivaren mottager detta besked på ett bra sätt och inte besvarar 
detta besked som om att det bara är besvärligt och jobbigt.” 

3. “Health benefits (privat skjukvård i svergie då) om jobb utomlands för ett 
svensktföretag, att de betalar för bostad i utlandet, eftersom man antagligen behöver 
behålla bostaden i sverige.” 

4. “Friskvårdspengar” 

5. “Erbjuda möjlighet till träning – instämmer helt” 

  


