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Abstract 
 
 
The aim of this study is to find out what keeps the foreign workers in Ericsson from achieving 
leading roles in the organization. The low presentation of the immigrants in Ericsson�s 
management team compared to the proportion of immigrants in lower positions, suggests that 
there might be a glass ceiling in the organization. By examining the existing obstacles that 
non-Swedish employees at Ericsson face in getting into the management team, we can come 
up with solutions that can make it easier to overcome these barriers. 
 
In order to find out these difficulties, fourteen interviews have been conducted with four 
groups of respondents: Immigrant managers, Immigrant employees, Swedish managers and 
Swedish employees. The results of these qualitative interviews are then analyzed to reach to a 
conclusion and the possible solutions to resolve these difficulties. 
These different groups have given different perspectives in looking at this complex 
phenomenon. We asked about the factors that were assumed to be the main problems such as: 
society�s culture, deficiency in recognition of competence, lack of contact network, lack of 
communication skills, internal factors and finally the organizational factors. 
The results proved that all these factors can affect the possibilities for career advancement for 
immigrant employees in Ericsson in some degree, but the most visible factors were the 
culture, lack of contact network, and internal factors. Therefore the organization can resolve 
these difficulties by focusing on increasing diversity awareness and training, helping the 
foreign employees form contacts using various strategies.   
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1. Introduction 

 This chapter will start by giving a broad background to the subject of the essay. It will then 
describe the purpose and objectives of the study to the readers. This is followed by a 
discussion of limitations to the studied area. Finally, an outline of thesis is presented. 

 

1.1. Background 
 
For the past few decades �globalization� has had a huge impact on the world and has resulted 
in rapid changes that have affected many political, economic and social developments. These 
developments can be seen in vast technological changes, media revolution, global economic 
integration and massive changes in production systems and labour markets.  
Human mobility or in another word, migration is one of the outcomes of globalizations. Over 
the past 15 years, the number of people crossing borders in search of a better life has been 
rising steadily. Now, in early years of the 21st Century, one in every 35 people is an 
international migrant. It�s estimated that in year 2050 about 230 million people would be 
living in places other than their home countries1. 
It has been mostly the Western industrial countries that have absorbed these waves of 
immigrants. Some of these Western countries like Great Britain and the United states have 
been adjusting to the changes that have been brought by migration for a much longer time 
than other countries like Sweden. For example diversity management is a well-known concept 
among the American managers than it is among the Swedish ones. However the awareness 
about diversity is fast becoming a watch work of the Swedish organisations as well. 
 
As a world-leading supplier of telecommunication equipment and services to mobile and 
fixed network that operates in 140 countries- Ericsson has been working with multicultural 
issues for a long time now and has taken a few steps forward in its diversity process compared 
to other Swedish Enterprises. The future goal in this area is to increase the number of female 
and non-Swedish managers across the organisation2. 
 
 

1.2. Problem discussion  
 
Sweden has been no exception when it comes to hosting people from all over the world.  
Sweden has received a substantial number of immigrants since the Second World War. A 
large inflow of refugees came to Sweden in the late 1980s and early 1990s; however 
migration has started to increase again in the past few years. In year 2005 the number of 
immigrant increased by 5% compared to the previous year and it was the highest rate since 
19943 and it is estimated that in year 2015 every one in four persons between the ages of 18 
and 64 would be a foreign born or a foreign citizen living in Sweden4.  
 
The increased number of people with different ethnic background in the Swedish society 
requires structural changes that need to be done in Swedish organisations in order for them to 
                                                
1 http://news.bbc.co.uk/   Factfile: �Global migration�  
2 http://www.ericsson.com/ericsson/corporate_responsibility/employees/index.shtml 
3 Statistiska Centralbyrån: Pressmeddelande 2006-02-14  nr2006:026 
4 �Mångfaldboken: Från teori till praktik� Ann-Katrin Roth  
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perform effectively and efficiently. The main reasons why it�s important to raise the 
awareness of cultural diversity can be summarized as followings:  
 

a) The advantages of diversity from a micro perspective � organizations  
It�s vital to take advantage of available work force to cure the upcoming labour force 
deficiency in Swedish job market 

 
b) The advantages of diversity from a macro perspective � countries 
A cultural diversity means broader skills and a great advantage internationally.  

 
Now let�s take a closer look at these reasons: 
 
Nowadays, we hear many debates and discussions surrounding the aging populations of 
Sweden. The media provides us with various reports about how a large population of the 
Swedish work force who were born in 40s is going in retirement and how Swedish job market 
is heading for a chaos with lack of labour force in different sections and at the same time, we 
also get information about the high rates of unemployment among immigrant groups who 
have a vast amount of qualifications.  
 
Numerous studies have observed this trend of unemployment rate in Sweden in the past few 
decades and not even during the business boom of the second part of the 1980s did the 
employment rate of immigrants increase. 
According to statistics that are taken from a diversity project even immigrants that have lived 
in Sweden for more than 20 years have 40% higher risk to be unemployed comparing to 
persons that were born in the country. Even youth with immigrant parents that were born and 
educated in Sweden have a higher risk to be unemployed compared with youth a Swedish 
ethnical background.  
Unfortunately, this situation is going to affect the labor market in a negative way if we don�t 
integrate all the different groups of the society in the job market � as it would create a 
situation where there are high unemployment levels while the actual working force is not 
sufficient to complete the work5. 
 
 
 
The second reason mentioned earlier was the macro perspective. Effective organizational 
operations in today�s global village require great knowledge in cultural differences and how 
they affect the process of doing business. Using people from different parts of the worlds 
brings many advantages to a company: 
 

1. Using the human resources that are available in all the parts of the society � many 
immigrants have good education level that could be used in different positions and 
different organizations. 

2. According to studies in Social Psychology, in many cases organizations that are built 
of persons with many different backgrounds appear to work more creatively, 
efficiently, productively and innovatively than organizations with homogeny groups. 

3. Organizations that are based on equality and respect to different groups of the society 
have in many cases more motivated employees, less sick leave and less staff turnover.  

                                                
5 Alla lika olika: mångfald i arbetslivet/Stockholm: Näringsdep., Regeringskansliet, 2000 
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4. Organizations that have diversity in their working-places get in many cases more 
legitimating from the society and this can help them with their business goals. 

5. Since the customers are coming from different backgrounds in the society it would be 
an advantage to have persons from many groups of the society in companies that sells 
to all the society � they would be more aware of the needs, the design and sale culture 
that is more common in their ethnical group and this could increase sales6.  

 
 
 
Having discussed the vitality of having diversity in organisations, we intend to raise the 
awareness surrounding this issue and hopefully avoid the potential loss of valuable resources 
of immigrants towards the enrichment of Sweden�s social and economic enrichment. 
 
 

1.3. Purpose  
 

With the help of this research we will take a closer look at cultural diversity in Ericsson and 
we will seek to get answers to the following question in the studied organization: 
 
Is there a glass ceiling7 for non-Swedish employees in Ericsson to achieve higher positions? 
If so, what steps should be taken in order to increase the number of managers with different 
ethnic backgrounds in the organisation? 
 
 
 
 
 

1.4. Limitations 
 
There have been numerous discussions about the issue of diversity in Sweden. Diversity is a 
complex phenomenon and is directly related with many factors such as politics, segregation of 
different social classes, job market, society�s culture and attitudes and many more factors. The 
embracement of diversity is not an easy goal and requires corrections and changes to all of 
these factors and there are no fast miracle solutions that guarantee success. It�s long process 
and needs a lot of efforts and will. Taking into consideration the time and resource limitations 
that we face for conducting this study, we have decided to limit our research only to what is 
presented in the following chapters. However, we are well aware of the extent and the 
complexity of this issue but we refrain from going into deep social and psychological debates 
in our study.   
 
 
 
 
 
 
 
 
                                                
6 Alla lika olika: mångfald i arbetslivet/Stockholm: Näringsdep., Regeringskansliet, 2 
7 A term used to explain the strong transparent barrier that prevent minority groups to move upward to the higher 
positions 
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2. Theory 
This chapter will present the studies relevant to the subject of the essay that was outlined in 
chapter 1. In order to increase cultural diversity among managers two different areas have 
been closely studied: Diversity and leadership. By combining the strategies used to 
achieve/maximize diversity and leadership we have created the foundation of our research. 
This chapter reflects information about both the diversity and the leadership achievement in 
organizations. 

2.1. Overview 
Achieving diversity among managers is an ambitious and challenging goal that requires major 
changes in the way an organization functions.  
In the following sections we will take a closer look at two main areas. The first one is career 
development in the organization and how the organizational ladder functions for employees to 
achieve higher positions and the second one is what obstacles minority groups face in the 
organization. In the following sections we will go deeper into these areas to get a better 
understanding of the process. 
 

2.2. What is diversity?   
Diversity is quite a complex concept that refers to variety of populations or groups. There are 
many different perspectives in interpretation of the term �diversity�. Many organizations look 
at aspects like ethnic and cultural backgrounds, gender, age, sexual preference and disabilities 
in their definition of diversity, and some organizations even include aspects as social 
background, religion and education level. In many cases diversity is defined as a variety of 
different ethnical backgrounds8.  
In this study, the aspect of diversity that we will be focusing on is ethnical diversity in work 
force. By ethnical diversity we mean having people that come from different countries from 
all around the world and by providing them equal possibilities in the work place.  
The following chart shows the different dimensions of diversity in a society. 

                               
Figure 2-1, different dimensions of diversity, source: authors� own graph 
 

                                                
8 Alla lika olika, Näringsdepartementet 
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2.3. Why do foreigners have a disadvantage in the labor market?  
 
There are many reasons why immigrants and their children have a weaker position in the job 
market; the main ones are as following: 

• Insufficient knowledge of the Swedish language, the cultural relations and the labor 
market conditions � this reason has to do with immigrants that came to Sweden in the 
last few years. 

• Ethnic discrimination and prejudices- there could be common stereotypes for different 
ethnical groups concerning their motivation to work, their commitment to work and if 
they could be trusted. 

• Lacks of a contact network � much recruitment are done through informal channels 
while immigrants and their children may have a weaker contact-infrastructure with 
Swedish ethnical groups9.   

 
2.4. Different models in attainment of diversity: 

 
According to George Henderson in his book Cultural diversity at work place, there are three 
different models in attainment of diversity: 
 
1) Affirmative Action 

Quantitative- emphasis is on achieving equally of opportunity in the work environment 
through the changing of organizational demographics. Progress is monitored by statistical 
reports and analyses. 
Legally driven- written plans and statistical goals for specific groups are utilized. Reports 
are mandated by laws. 
Remedial- specific target groups benefit as past wrongs are remedied. Previously excluded 
groups have an advantage. 
Assimilation Model- Model assumes that groups brought into the system will adapt to 
existing organizational norms. 
Open doors- efforts affect hiring and promotion decisions in the organizations. 
Resistance- resistance is due to perceived limits to autonomy in decision-making and 
perceived fears of reverse discrimination. 
 

2) Valuing Differences 
Qualitative- emphasis is on the appreciation of differences and the creation of and 
environment in which everyone feels valued and accepted. Progress is monitored by 
organizational surveys focused on attitudes and perceptions. 
Ethically driven- moral and ethical imperatives drive this culture change. 
Idealistic- everyone benefits. Everyone feels valued and accepted in an inclusive 
environment. 
Diversity model- model assumes that groups will retain their own characteristics and 
shape the organization as well as be shaped by it, creating a common set of values. 
Open attitudes, minds and the culture- efforts affect attitudes of employees. 
Resistance- resistance is due to a fear of change, discomfort with differences, and a desire 
to return to the �good old days�. 
 
 
 

                                                
9 Alla lika olika, Näringsdepartementet 
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3) Managing Diversity 
 

Behavioural- emphasis is on building specific skills and creating policies that get the best 
from every employee. Efforts are monitored by progress toward achieving gaols and 
objectives. This process takes a long-term leadership work that influences the whole 
organisation and its employees. 10 
Strategically driven- behaviours and policies are seen as contributing to organizational 
goals and objectives such as profit and productivity, and are tied to rewards and results. 
Pragmatic- the organization benefits: morale, profits and productivity increase. 
Synergy Model-model assumes that diverse groups will create new ways of working 
together effectively in a pluralistic environment. 
Opens the system- efforts affect managerial practices and policies. 
Resistance- resistance is due to denial of demographic realities, of the need for alternative 
approaches, and of the benefits of change. It also arises from the difficulty of learning new 
skills, altering existing systems and finding the time to work toward synergistic solutions. 

 
 
 

2.5. How to implement a diversity process in organizations:  
 
In order to achieve diversity in organizations a long-term change process in required. This 
process should be planned and implemented in a structural and strategic way as well as it 
should get the needed support and communication from the top leadership to the entire 
organization. 
 
According to Mlekov and Widell, there are 8 steps that should be followed in order to make 
the change process from a mono-cultural organization to a multi-cultural organization 
efficient: 
 

1. A clear vision 
In order to succeed in the diversity process, organizations must have clear visions 
that formulate what they want to achieve with this process and why diversity is 
important for the organization. This could be also formulated in the form of a policy.  
These visions and policies should be communicated to all the work places and all 
employees in the organization and should affect everyone in it. 

 
2. Support from the top management 

For the diversity process to be carried out it is very important that the organization�s 
management has true involvement and takes the outermost responsibility for the 
success of this process that should be implemented from the top down in the 
company.  
 
This engagement from the management group should be seen in the form of: 
allocation of resources such as employees, funds and technological tools. Taking the 
diversity questions and challenges into the leadership agenda and getting truly 
motivated to the change process that should take place. 

 
 

                                                
10 Hur möter vi mångfald på arbetsplatsen? Mlekov & Widell 
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3. Analysis of the current situation 
The first practice step after the diversity plan is concluded is to study the current 
situation in the organization in the form of staff demography, analysis of the 
company culture and the internal system and processes. This analysis work is 
normally being carried out with help of interviews and surveys.  

 
4. Formulation of clear goals 

With help of the analysis of the current situation in the company it is important to 
formulate clear goals that are connected to the character and needs of the 
organization. These clear goals could be long and short-term goals, qualitative or 
quantitative. Most of the organizations choose to formulate these goals in a strategic 
plan or a diversity plan. 
 

5. Clear responsibility allotment 
It is very important that the responsibilities are divided clearly and that all the 
persons that carry out the change process know what part of the plan they are 
responsible for. This process should be shared by the whole organization levels and 
functions but should be clearly divided. 
 

 
6. Effective communication 

It is very important with effective communication to all the levels of the organization 
during a change process. It is essential for all the employees to understand the 
importance of diversity, to be updated with everything that happens in the process 
and to get and give feedback throughout while the diversity work is being carried 
out.  

 
 

7. Coordinated activities 
The implementation of the diversity plan should be carried out by different 
individuals and groups at all the organization levels and that�s why there should 
cooperate in an efficient way and coordinate the steps they make in order to achieve 
their shared goal. It is preferred to have a coordinator that would make sure that they 
change process in being carried out in the best way by all the responsible members. 

 
8. Evaluation 

The diversity process should be evaluated continually as it�s a long-term process that 
should be developed throughout many years. The results should be communicated 
continually to all the involved employees, management, coordinators and other 
concerned parties. Everyone should receive feedback about his or her work during 
the process. 

 
 
 
 

2.6. Ethnic diversity�s obstacles: 
 
When we aim to identify the obstacles that there are for foreign workers in job market, there 
is a wide range of difficulties and complications mentioned in books and reports. In this essay 
we will just consider some of them that we find the most important factors. These factors have 
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been selected and summarized from three different sources11 and the following chart presents 
a list of the selected factors. 
 
 

 
Figure 2-2, Ethnic diversity obstacles, source: authors� own graph 
 
 
Society�s culture 

 
First, let�s define the meaning of culture. Culture is the means by which people communicate 
and develop their knowledge about attitudes towards life. It forms norms and values of an 
individual group. 
 
Every culture distinguishes itself from others by the specific solutions it chooses to certain 
problems. Groups of people organize themselves in such a way that they increase the 
effectiveness of their problem-solving process. Because different groups of people have 
developed in different geographic regions, they have also formed different sets of logical 
assumptions. What one culture may regard as essential may not be so vital to other cultures12. 
In places where people come from different parts of the world, cultural differences can lead to 
conflicts such as misunderstandings, bias, stereotypes, etc. in a work place. 

 

                                                
11  1)Equal project report, Kista Open Academy, downloaded from :  
        http://www.openacademy.com/dokument/uo1-8-idenfication-of-obstacles.pdf 
     2) George Henderson, Cultural diversity in the workplace 
     3) Riding the waves of culture, Fon Trompesaars 
 
12 Riding the waves of culture, Fon Trompesaars,1993 
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Immigrants living in Sweden are often faced with these cultural differences. There is a general 
sense of scepticism and a belief that they do not have capacity and the knowledge, which will 
be adequate for the demands in the Swedish society and in the labor market. It�s quite 
common that instead of brining use to their capabilities they fall outside the job market and 
their talents are not fully utilized. 
 
 
Lack of contact network 
 
One of the biggest obstacles for newcomers to a country is their lack of contact network. It is 
no secret that most employees tend to associate or to bond with people who are most them. 
This tendency makes it much more difficult for relative newcomers in the workplace to move 
up the organization ladder13. Lacking access to networking opportunities and seeing few roles 
models to follow, these people are often alienated in the workplace. 
 
 
Deficiency in Recognition of competence 
 
Recognition of competence is vital for foreigners to succeed in labor market. Many 
immigrants with high academic education and years of expertise in a certain area of 
profession are left unrecognized in the society. Unfortunately, they either have to start a 
whole new training or education that is more accepted and recognized in Sweden or they need 
years of completions before they can use their knowledge and experience efficiently in 
Sweden.  
So problems surrounding the acknowledgement and identifying the competence can be a great 
barrier for immigrants in an organization. 
 
Lack of communication skills 
 
Communication is a process by which a person sends a message-verbal or nonverbal or 
behavioural to someone with the conscious intent of getting a response. Most of what is 
communicated is not interpreted as it was intended. Therefore, effective communication is the 
process in which the receiver interprets the message in the same way intended by the sender. 
This is extremely difficult to do across cultures14. 
 
People of different cultures have different verbal communications (language sounds, etc), 
different nonverbal communications (eye contacts, facial expressions, etc) and different 
behavioural communications. Therefore, there are likely to be problems and conflicts that 
grow out of these differences which in turn can prevent those coming from a different culture 
to climb up the organisation ladder. 
 
 
Insufficient guidance 
 
Immigrants coming from other countries to Sweden need extra assistance and guidance in the 
organisations. They need advisers/managers who can provide them with sufficient 

                                                
13 Cultural diversity at work place, George Henderson, 1994 
14 Cultural diversity at work place, George Henderson, 1994 
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information about the requirements and competence that is in demand in Swedish job market. 
If they lack the proper guidance and directions in organisations, it is quite possible that they 
will not be able to find their path towards a successful career in an organisation in a new 
country. 
 
 

2.7. Career development in organizations: 
 
According to our pervious study on how more women can be represented in the management 
team, we reached to a conclusion that can partially be used in this research as well. There are 
many factors that contribute to the success of employees in becoming managers but we chose 
two of those factors that we felt were relevant in our study. 
Two sets of factors can play important roles in carrier developments of the employees: 
Internal factors such as willingness, education, self confidence, personality and etc and also 
organisational factors such as providing possible advancements, effective management by 
guidance and feedback, avoiding Favoritism and etc15.  
 
We will use this information as our starting point in the study but we will also try to find out 
if there are any other factors that are specifically remarkable in Ericsson that help or prevent 
employees to become managers in the organization. 
 

 
Figure 2-3, Career development chart, source: authors� own graph 
 
 
Internal factors: 
 
Internal factors are especially important in achieving managerial positions in carrier. Most 
companies look for special leadership characteristics when considering a person for senior 
level management. A good candidate for a managerial position is somebody who is self 
confident, goal oriented, willing, initiative, motivated, hard working, communicative and 

                                                
15 �The road to Success�, Bachelor thesis, Moran Winsteen Albin & Haleh Nezamabadi, autumn 2005 
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properly educated. Therefore, when investigating the obstacles that prevent the employees 
with non-Swedish background to move up the carrier ladder, these qualifications must be 
examined. Do these employees really have what is required for a senior level position? 
 
Organizational factors: 
 
In trying to get minority groups into managerial positions, the organizational factors cannot be 
ignored. It is wrong to blame the low representation of the minority groups in management 
teams only on their competence. Even a person with all the right internal qualifications cannot 
succeed if the organizational factors are not on his/her side. An organization must provide 
possibilities of advancement for employees. The guidance of managers can open up doors of 
possibilities for those with motivation and enthusiasm. Regular performance evaluations and 
feedback, open communication, recruitment based on real competence and etc. can help 
employees reach their potentials. 
These factors will also be examined in this study to find out if they can be improved in some 
ways to encourage and develop internal recruitment of non-Swedish managers. 
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3. Conceptual framework 
In this chapter we have focused on the information that we think are most relevant to our 
main goal of this essay. We have chosen and organised the information from the literature 
that were presented in chapter 2 in order to fulfil the primary objective of our essay.  
 

3.1. Introduction to our Conceptual Framework 
 
The Conceptual Framework is something that explains, either graphically or in narrative form, 
the main things to be studied16. We will start by presenting a version of the map of those parts 
from the reviewed literature that is being investigated. This way we specifically point out 
what will be studied.  
In order to be able to analyze the problems that cause the low proportion of non-Swedish in 
senior positions, we have chosen to take a closer look at how managers are recruited. The 
recruitment of managers is more defined in the following section. 

 

3.2. The focus of the research 

 
Figure 3-1, Focus of the research, source: authors� own graph 
 

In general managers are either recruited internally or externally. In our case, the majority of 
managers are recruited internally, meaning that Ericsson encourages internal growth and 
development. Therefore our focus will be on observing the process of internal growth within 
the organisation. We concentrate on the process of advancement for those who are already 
employed by Ericsson. However we will have a quick review of the process of external 
recruitment by looking at the recruitment guidelines and policies to see if they support the 
implementation of diversity. 

The following section provides the actual means of our study. 
 

                                                
16 Miles, M.B. & Huberman, M.A 1994, Qualitative Data Analysis:  An expanded source book. 
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3.3. The layout of the study: 
 
As it was mentioned earlier, when you look at the internal recruitment in an organization there 
are a number of factors that play vital roles in how much the foreigner employees can advance 
in their careers. All the factors that we think can affect both the diversity process and the 
career advancement process will be examined in our research. The qualitative interviews 
include questions that are based on both of these factors, so that they can be observed and 
analysed in later stages of the essay. 
 
 
As it can be seen in figure (a) the results of the interviews with the four intended groups of 
respondents would be put together to find out if the issues that are assumed to be part of the 
problem are true. These factors  
 

 
Figure 3-2, study layout, source: authors� own graph 
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4. Methodology 
This chapter will describe how we have collected data in order to find the answers to the 
research questions and to fulfil the goal of the essay. It starts by describing the research 
strategy chosen for this study. It is then followed by explaining the design that was assumed 
most appropriate for this kind of research. 

 
 
4.1. Research strategy: 

 
Deductive vs. inductive reasoning- In conducting different studies it is important to think 
about the link between the theory and practice in terms of deductive and inductive reasoning: 
Deductive reasoning represents the most common understanding of the relationship between 
the theory and practice in social science studies. The researcher develops a hypothesis based 
on what he/she already knows about a certain subject. The hypothesis is then tested by 
empirical screening that will then result in either confirmation or decline of the hypothesis. 
Depending on the results of the screening, the researcher aims to reformulate the hypothesis. 
Therefore it can be said that it�s the theory that centers the research. 17 
 
  

 
 
Inductive reasoning, however, describes the relationship between the theory and the results 
with a different approach. A researcher develops theory after the conduction of the research 
based on the results of the study, in other words, theory is generated afterwards18. 
  

 
 
           
 
However, drawing a clear distinction between these two approaches are not as simple as it 
looks. It is recommended that to understand these approaches as tendencies not a clear-cut 
distinction that can always be applied19. In this study, for instance, having a clear distinction 
is rather difficult. A strive after more managers with diverse cultures in organizations has not 
been a subject of many previous studies; however, numerous studies have been carried out on 
both how to increase the cultural diversity in general, as well as how to develop into managers 
in organizations. �Cultural diversity� and  �developing into managers� are two components of 
our main purpose in this study. Therefore, we aim to combine the existing knowledge on these 
two different areas to come up with some kind of start in our research. The results of earlier 

                                                
17 Alan Bryman, Samhällsvetenskapliga metoder 
18 Ibid 
19 Ibid 

Theory

Theory Observations/results 

Observations/results  
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research provide valuable information and the combination of these results can help us 
understand this phenomenon in a deeper way. This combination might then lead to new 
theories and different results. Having said that, it can be argued that this study has a tendency 
to have more of an inductive approach. With the help of existing knowledge in this area we 
try to produce additional factors that would help Ericsson get better diversity among their 
management team. 
 
         

4.2. Qualitative vs. quantitative approach 
 
Studies can be divided into two different scientific approaches: qualitative and quantitative 
approach.  
In qualitative research, the results are based on non-quantifiable data, such as attitudes, 
values, or perceptions. It could however be possible to quantify these data. The qualitative 
research is also characterised by closeness to the studied object. The researcher wants to get 
massive information from a limited number of research items. The researchers are therefore 
not aiming to generalise. They tend to get a deeper understanding of the studied area. Similar 
to all other methods, qualitative approach has benefits and constrains and it has been subject 
to many critics compared to quantitative approach. Researchers who use the qualitative 
approach often have to legitimate their choice of method; and this can disturb and overshadow 
the discussion of the result from the research.20 
 
Questions that start with: who, how, why and in what way, assume the use of qualitative 
approach. Answers to these questions are expressed in words and sentences and not in 
numbers. Gender, marital status, education and type of work are examples of different 
variables of this approach. The data collection that should be used to find out answers to these 
types of questions can be: interviews, questionnaires with optional answer possibilities and 
also active observation.21 
In quantitative research, the conclusions are based on data that can be quantified. This type of 
research is characterised by distance and selection. It means that a limited amount of 
information is gathered from many research units using systematic and structured 
observations. (Holm & Solvang 1997). 
Quantitative questions often start with: how much, how many, how often.  The answers to 
these questions are then analyzed with the help of systematic tools and statistics. 
Our study is a qualitative research according to the above argument on the qualitative research 
approach.  
          
 
  

4.3. Research design: 
 
There are five different research designs in social sciences: experiment, survey, archival 
analysis, history, and case study. The choice of a specific research design should be 
determined on the basis of the formulation of the research questions, whether control over 
behavioral events is required or not, and whether the research focuses on the contemporary 

                                                
20 Holm, I., & Solvang, B., Forskningsmetodik, om kvantitativa och kvalitativa metoder 
21 Nyberg, R. Skriv vetenskapliga uppsatser och avhandlingar 
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events or not22. An outline of the different designs according to these considerations is 
presented below: 
 
 
Research 
design 

Form of research 
questions 

Requires control over 
behavioral events 

Focuses on 
contemporary events 

Experiment How, why Yes Yes 
Survey How, what, where, how 

many, how much 
No Yes 

Archival 
analysis 

Who, what, where, how 
many, how much 

No Yes/No 

History How, why No No 
Case study How, why No Yes 
Table 4-1, Outline of different designs, Source: Yin(1994, page 6) 

 
 

In our research most of the questions are �how� and �why� questions.  
 
Since our study deals with contemporary events, and we do not need to have control over 
behavioral events, our alternatives would be conducting a case study or a survey. Since our 
study has a qualitative approach, our choice will be conducting a case study because a survey 
is not an appropriate approach for studies with qualitative characters.  
 
 
 

4.4. Reliability, Replication and validity: 
 
Considering these criteria (reliability, replication and validity) to judge how good a research 
really is depend on the researchers� way of thinking. Many writers who write about case study 
research such as Yin adjust these terms or constitute proper measures in a way that the case 
study research can fulfill these criteria. There are also others such as Stake, who generally 
ignores the discussion of such criteria23. 
With case study research there is always a question of external validity and generalization. 
How can one case be representative of a population and provide results that can be applied to 
other similar situations? The answer simply is that it�s not likely that it can but it is important 
to be aware of the fact that there is no such a thing as �one ideal case� that can be considered 
a representative of a specific category no matter what the circumstances are24. 
 
 
 
 
 

                                                
22 Yin, R. K. Case study research: Design and method 
23 Alan Bryman, Samhällsvetenskapliga metoder 
24 Ibid 
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4.5. Collection of Data: 

 
According to Yin (1994), in a case study research, the information can be collected using six 
different sources: documentation, archival records, interviews, direct observations, participant 
observations, and physical artifacts. The strength and weaknesses of the six sources of 
evidence are presented below: 
 
Six sources of evidence: Strength and Weaknesses 

Sources of 
evidence 

Strengths Weaknesses 

Documentation • Stable: can be reviewed 
repeatedly 

• Unobtrusive: not created 
as a result of the case 

• Exact: contains exact 
names, references, and 
details of an event 

• Broad coverage: long 
span of time, many 
events, and many 
settings. 

• Retrievablity: can be low. 
• Biased selectivity: if 

collection is incomplete. 
• Reporting bias: 

reflects(un-known) bias 
of author. 

• Access: may be 
deliberately blocked 

Archival records • (Same as above for 
documentations) 

• Precise and quantitative.

• (Same as above for 
documentations) 

• Accessibility due to 
privacy reasons. 

Interviews 
 

• Targeted: focuses 
directly on case study 
topic. 

• Insightful: provides 
perceived causal 
interferences. 

• Bias due to poorly 
constructed 
questionnaires. 

• Response bias. 
• Inaccuracies due to poor 

recall. 
• Reflexivity: interviewee 

says what interviewer 
wants to hear. 

Direct 
observations 

• Reality: covers events in 
real time, 

• Contextual: covers 
context of events. 

• Time consuming. 
• Selectivity: unless broad 

coverage. 
• Reflexivity: event may 

proceed differently 
because it is being 
observed. 

• Cost: hours needed by 
human observers. 

Participant 
observations 

• (Same as direct 
observations) 

• Insightful into 
interpersonal behavior 
and motives. 

• (Same as for direct 
observations) 

• Bias due to investigator�s 
manipulation of events. 

Physical 
artefacts 

• Insightful into cultural 
features. 

• Insightful into technical 
operations. 

• Selectivity 
• Availability 

 
Table 4-2, Source: Six sources of evidence: Strength and Weaknesses, Yin (1994, page 80) 
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Based on the characteristics of our research we have chosen to use interviews and 
documentation to collect data.  
Interviews are the primary method of our study because it focuses directly on the topic of the 
study. However, performing interviews are not as simple as they might seem. They require 
proper preparation and planning. Examples of the preparations are: creating questions, 
choosing the right source and arranging the place to conduct the interview. The notes should 
be written down during the course of the interview or right after. Voice recording is a standard 
method for capturing the data and it provides a permanent and complete documentation of 
what was said during the interview25.  
 
The purpose with the qualitative interviews should be to increase the value of the information 
and also to create a deeper and a more comprehensive understanding of the phenomenon that 
is being studied26. So the personal interviews are the appropriate choice of data collection 
when you need to get detailed information from a limited number of people. We wanted to 
attempt to look at the topic of our study from the viewpoints of the interviewed individuals. 
We were interested in attaining a picture of the situation based on real experiences. 
There are other advantages to use personal interviews as well. You can ask detailed questions 
and follow up on that. It is also possible to take advantage of the body language for a much 
clearer answer. You can get spontaneous answers to your questions. These spontaneous 
answers are valuable for questions that concern attitudes and personalities.  
There are disadvantages as well. It can sometimes be difficult to ask questions about sensitive 
issues if the interviewee will not be anonymous. It is important for an interviewer to be aware 
that his/her presence can have a diverse affect on the interviewee. It means that some kind of 
cooperation happens between the interviewer and the interviewee and this can influence the 
results of the interview in an unwanted way27. The interviewee often gives the answer that the 
interviewer wants to hear. Another problem that should be considered when creating the 
questions is that the results of the interview can be biased if the questions are poorly 
constructed. 
 

4.6. Selection of the organization 
 
Since our interest was in the area of diversity, we wanted to study an organization that has 
come a longer way than other organizations as long as diversity is concerned. Based on our 
previous experience and general knowledge about Ericsson, we knew that there are many 
employees in Ericsson that come from all over the world. Many of these employees come to 
Sweden to work in Ericsson or they are immigrants who have come to Sweden for other 
reasons. We contacted the human resource department in Ericsson and they were also 
interested in taking a closer look at the ethnic diversity issues. After mutual agreement on the 
subject of the essay we began the process of the study. 
Theoretically Ericsson was an ideal case for this essay as well. In general there are three types 
of case: Critical case, unique case, and revealing case.  
A critical case provides a deeper understanding of a phenomenon for the researcher. A unique 
case is an extreme case, which according to Yin is useful for clinical studies. A unique case is 

                                                
25 Denscombe, M., 2000, Forskningshandboken  
26 Holm, I., & Solvang, B., Forskningsmetodik, om kvantitativa och kvalitativa metoder 
27 Eriksson, L-T, & Wiederheim, P., 1999, Att utreda, forska och rapportera 
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not representative but it�s of a special kind. A revealing case gives researchers the possibilities 
to observe and to analyze subjects that have not been accessible in earlier research28. 
  
Ericsson in this essay has the characteristics of critical case. We need to gain a deeper 
understanding of our subject because the information with regards to this matter is not 
complete and convincing. Therefore with the help of our study we are hoping to have a more 
clear understanding of the reasons behind the low proportion of the foreign managers in 
Ericsson. 

 
 

4.7. Selection of the interviews 
 
Ericsson is a large international company with a large number of employees working in a 
variety of divisions and locations. In this research it was decided to narrow down the study to 
a limited number of divisions. Ericsson offered three different divisions to be examined. The 
choice of interviewees was then a random selection of employees who work in these three 
divisions. In addition, we contacted a manager in a division called Global Services that one of 
us knew from before and he sent an e-mail asking many managers across Ericsson to 
participate in our study and we got many responses from those who were interested. In most 
cases the interviews were scheduled after a short telephone or e-mail contact with those who 
were interested in participation in this project. We decided to keep all the names anonymous 
in this essay.  
 
 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                
28 Ibid 
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5. Empirics 
 
In this chapter the collected empirical data will be presented. This information will then be 
used to answer our essay questions in the next chapter. First, a general introduction of our 
case, Ericsson would be presented. Then it�s followed by some of Ericsson�s written plans and 
policies on management recruitment. The results of our interviews are provided after that.  
 
 

5.1. Ericsson�s presentation 
 
Ericsson was founded by Lars Magnus Ericsson in 1876. In the beginning he opened a 
mechanical workshop there together with two employees he did mostly repair work, but then 
he began to improve upon and develop telephones and switches and business took off. His 
vision was that communication is a basic human need not only for a few, but also for 
everyone. 
 
Ericsson is a large company in telecommunication market and it has more than 50,000 
employees in 140 countries. It is a supplier to 18 of the world�s 20 largest mobile operators. 

Carl-Henrik Svanberg is the board director and the CEO of the company. 
 
Ericsson offers systems for all major mobile communication standards, promotes 
standardization and open systems. In addition, it�s helping operators to bring intriguing new 
services to their customers by evolving and improving the networks that make them possible.  
 

5.2. Ericsson�s goals and values: 
 
Ericsson describes the following three goals as their main pillars of the organisation29: 
 

• To provide Market adapted and Competitive solutions based on our strengths in global 
carrier-class networks both for fixed and mobile networks. 

• To focus on Service Providers / Network Operators and their business towards 
enterprise and consumer segments. With this focus, we shall strengthen our Customer 
and Market Centric orientation. 

• To further increase efficiency in Resource Management. 
 
The company has three core values that form the belief system for how to treat people and do 
business; professionalism, mutual respect and perseverance- �these values are the foundation 
of the Ericsson culture, which guide us in our daily work�.  
 
The followings are the definitions of these core values according to Ericsson: 
Professionalism  
�We are committed to our customers' success.  
�We create value-adding teams in which individuals are empowered and accountable.  
�We have world-class competence available, when and where needed.  
�We stimulate and reward individual initiative and results.  
�We deliver our promises with speed and a sense of urgency.  
�We continually strive to be at the center of the world's most innovative set of companies.  

                                                
29 Information is obtained from a PowerPoint presentation of the company 
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Respect  
�We care about what is important to our customers and employees.  
�We speak freely and give constructive feedback on performance.  
�We promote diversity.  
�We are committed to being a good corporate citizen.  
�We encourage and value openness and trustworthiness.  
�We believe that our products and services contribute to the quality of life.  
 
Perseverance  
�We build long-term relationships with our customers.  
�We relentlessly pursue innovation.  
�We invest persistently in competence development.  
�We are constantly learning and exploring new things.  
�We get the job done.  
�We believe that value creation for shareholders, customers and employees are inseparable.  
 
 

5.3. Ericsson�s written policy plans for internal career advancement 
 
According to the information that was obtained from HR department, Ericsson uses a 
Management planning (MP) process in order to identify high performing candidates early in 
their career, assess their leadership potential and competence and systematically develops 
them. 
This process contains 4 steps: 
 

1. Identification 
 

Market Units and Ericsson companies identify management candidates at an early stage in 
their careers. 
Identification and assessment of candidates is based on five individual capacities, which are 
indicators of overall capability and management potential. The individual capacities are of a 
stable nature and based on individual personality: 

 
For this part a personal evaluation is being made with the review of the following elements: 

 
• Intellectual ability: Ability for logic, intellectual effectiveness and speed, creativity, verbal 

skills  
• Self-esteem: Self-confidence, self-knowledge, personal stability and independence  
• People orientation: Ability to cooperate, social flexibility and sensitivity, interest in others  
• Perspective: Flexibility, overview, sense of focus, sense of balance  
• Result orientation: Responsibility, drive, initiative, perseverance, and sense of urgency  

 
2. Development 

 
The development of candidates is the responsibility of the line organization.  In the yearly PD 
talks the evaluation from the MP process connects into the individual development plan. In 
terms of leadership development a variety of actions can be considered such as broadening the 
persons experience through job rotation, leading larger projects, becoming a mentor for 
younger managers, various management development programs etc. 
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Group Function HR & Organization provides basic leadership training through the Ericsson 
Leadership Core Curriculum. This helps foster uniform leadership competencies based on 
Ericsson Company Ways of Working.  
The program focuses on People and Performance management. It is a blended learning 
solution and participants use several learning methods.  
The content is divided into three parts: Managing Yourself, Managing Others, and Managing 
Business. 

 
To further develop executives, the following programs are run: 

 
• Ericsson Assessment Centre (EAC) for selected, young, potential, next-generation 

executives.  
• Ericsson Executive Assessment (EEA), an individual assessment 
• Global Perspective for tomorrow's senior executives.  
• Ericsson Executive for a cross-section of top executives  
• Leading within the New Realities for Management Team members in Business Units, 

Market Unit, Group Functions, Development Units and Other Business Operations.  
 

Other that formal training, there are important indicators such as being truly competent in the 
job, acquiring experience and knowledge in related fields through job rotation and sharing 
best practices with colleagues.  

 
Knowledge about other countries and cultures is particularly valued, together with experience 
in various functional areas and organizational units, along with staff, line and project 
positions.  

 
Ericsson expects all its managers to communicate effectively in English. Managers whose 
native language is English can benefit from speaking a second language.  

 
 

3. Appointment: 
 

Management positions are normally filled internally within the Ericsson group.  
 

The manager who is two organizational levels above the position to be filled (the grandfather 
principle) must approve the appointments.  

 
Each and every managerial appointment is of limited duration. After four to six years in the 
same position, managers should be prepared to accept a new position in the organization. 

 
4. Review: 
 

Management planning is an on-going process and is being reviewed by Group Function HR & 
Organization on a yearly basis. 
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5.4. Ethnic diversity in Ericsson 
 
In order to find out the exact proportion of employees with non-Swedish background30, 
Ericsson�s Human Resource department requested some current statistics from SCB 
(Statistics Sweden).  
According to this information, non-Swedish employees make up for 17.1% of the total 
number of employees and non-Swedish managers make up for 9.6% of the total number of 
managers. 
These numbers are relatively good figures compared to other organisations but there is still 
room for improvement since the proportion of the managers with other ethnic background 
than Swedish is half of the proportion of non-Swedish employees. It is also important to know 
that 9.6 % includes the managers that are recruited from other countries and they are not those 
who live in Sweden. Therefore the actual number of mangers who have been recruited locally 
can be much lower than this figure. 
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Chart 5-1, Structure of employees and managers in Ericsson 2006 
 
 

5.5. Conduction of the interviews: 
 
As it was mentioned earlier, interviews were conducted with four different categories of 
respondents: Swedish managers, Swedish employees, non-Swedish managers, and non-
Swedish employees. 
We think that each category has its unique characteristics and can provide valuable points of 
views and can light up diverse views regarding the issues. The reasons for interviewing 
managers have been to try to gain a deeper understanding of the process of becoming a 
manager in Ericsson. Managers can share experience and information that can be used as 
guidelines for those who want to advance in their work. Of course, having one through the 
same path, the non-Swedish managers can give more specific advice to those from a different 
culture. Their key success factors can be of a great value to those at the beginning of this road. 
 
The motive behind the interviews of both Swedish and non Swedish employees, however, was 
to obtain a more clear picture of cultural diversity at work place. We wanted to get a sense of 
what problems seem important for both groups and what they think can prevent them from 
moving up the career ladder. In other words, we wanted to look at the same thing but from 
two different angles. It�s quite possible that the obstacles that employees face are not 

                                                
30 Non Swedish is defined as those: who were born outside Sweden /or their both parents were born outside 
Sweden. 
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specifically related to immigrants, so it would be unfair to look only at one group and not the 
other in recognition of the existing difficulties. Common problems can then be removed and 
the remaining are those related to non-Swedish group.  
 
In the following sections, the results of the interviews are presented for every individual 
group. For the first two groups the results are combined and presented for each topic being 
examined but the results of the last two groups are presented individually. 
 
 
Interviews of group 1 - immigrant employees 
 
We interviewed six employees from different countries through out the world. The interviews 
took place in either Kista or Älvsjö locations. 
 
Interviewees� characteristics: five of the respondents were software designers and one was 
an electrical engineer, all of them had worked in Ericsson for more than two years. Four of the 
respondents had moved to Sweden in their adult age, and two of them had moved to Sweden 
in their early childhood. The respondents have worked in Ericsson for anywhere between 2-20 
years. 
 
Society�s culture: Two respondents who had moved to Sweden as adults mentioned that they 
do not feel that they are foreigners on a day-to-day basis in Ericsson, the third one felt isolated 
in one of his positions in Sweden. He explained that his colleagues were Swedish and they 
spoke Swedish in their meetings and it was hard for him to communicate with them back then. 
One respondent mentioned that working in diversified groups is very efficient and the 
differences in working styles that individuals bring into the team can be complementary. 
Another respondent thought that a mixed cultural group has a lot of advantages. It provides 
variety of problem-solving skills and it also brings more motivation to the group resulting in 
good mental strengths and self-confidence for the team members.  
Another person felt that it could be easier to work with people with the same culture, for 
instance, Swedish colleagues because you know what to expect. You are familiar with their 
culture and consequently their behaviours. People from different cultures are harder to predict 
and therefore it�s hard to work with them efficiently.  
One of the respondents felt also that it�s difficult to work with some foreign workers since 
they have a different style of working that is different from the working cultures in Sweden. 
 
None of the respondents had heard about any discussion concerning cultural diversity. 
 
Lack of contact network:  
Two respondents said that they don�t have any formal or informal contact network in 
Ericsson. Two others have grown up in Sweden with many friends and old colleagues in 
different sections. One respondent said that he has a network of contacts inside Ericsson and 
that he can use them as his references when he applies to new jobs.  
 
Deficiency in Recognition of competence: when the respondents were asked about how well 
they think their job is suited according to their qualifications, different responses were given. 
All of the interviewees showed a general sense of satisfaction on what they are responsible 
for. However, they all agreed that they have the potential to be responsible for more 
challenging duties and mentioned great interest in doing a variety of tasks. They were 
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interested in trying new and more motivating duties. None of the respondent felt they are over 
qualified for their current positions. 
 
Lack of communication skills: Almost none of the respondents felt that the Swedish 
language has been a great barrier for them in Ericsson because it�s quite common to use 
English in work related matters in the organization. Most of the respondents can speak fluent 
Swedish because they have either grown up in Sweden or they have lived in Sweden for a 
long time. One respondent said that he had problems once when everybody spoke Swedish at 
work and his language skills were not sufficient at the time; however he studies Swedish For 
Foreigner.  
All of the respondents have Swedish friends and do not limit their social life to friends from 
their home countries. 
One respondent clearly expressed frustration with communicating with people who have 
certain accents.  
All of the interviewees stated that they feel comfortable talking about different issues. 
 
 
Insufficient guidance: Two respondents said that the communication between them and their 
managers are ok but could be better. They sometimes feel that they don�t get proper response. 
One of them mentioned that he does not see the same kind of urge in the manager when trying 
to communicate issues although they both feel comfortable discussing problems or ideas with 
their managers. 
One respondent said that the feedbacks are given only when it�s time for salary review. One 
respondent said that normally he gets good feedback from his managers but when it comes to 
his future development in his current job he felt that he didn�t get enough response and that 
they didn�t always consider him for new courses that were offered.  
Three respondents said that they are happy with their managers and they give them proper 
feedback and guidance. 
 
Internal factors in career advancement: all of respondents are highly educated with a 
university degree. Three have studied in Sweden and three have their education from their 
home countries. 
One respondent described himself as welcoming, cooperative and fast, another sees himself as 
ambitious, team-worker, easy-going and cooperative. Another person said that she is social 
and communicative. Some of the other mentioned that they are service provider and 
hardworking. One respondent said he is not interested in working in groups and performs 
better if working alone on a task. 
Three of the respondents said that they have interests in becoming managers in Ericsson. 
The other three said they are not interested in becoming managers. 
They would rather be working with technically challenging tasks. 
 
 
Organizational factors in career advancement:  
 
One of the important factors that come up during the interviews with a few respondents was 
the question of trust. Some of the respondents felt that those in charge of recruitment do not 
have enough trust in those coming from a different country. One explained that due to the 
differences that we have in the way we live, think, work and function, it�s assumed that we 
are not competent enough to handle a managerial position.  
Only one of the respondents had mentors in Ericsson. 
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All of the respondents said that they are aware of the job site on the intranet. And one was 
offered an interview for a management job but he needed to decline as he had just got a new 
position. 
 
Interviewee�s suggestions: 
One respondent suggested an extra input on helping foreign employees by their managers. He 
said that foreign employees have lots of potentials but they need extra training on the working 
culture. It�s the responsibility of their managers to provide them with additional help and 
support. 
One other respondent felt that a first step is recruitment by quotas. She said that since 
immigrant lack the contact network in the organization, they should be given a chance to be 
recruited for managerial positions at the beginning. 
Another suggestion was to remove the prejudice from the Ericsson and everyone should be 
equally treated. He added that diversity initiatives should not result in recruiting those with no 
competence just because they have different ethnic backgrounds. Another respondent 
suggested better communication about other cultures and personal skills training (language 
and culture courses). 
One other solution that was brought up by one of the interviewees was that managers should 
inform the potential candidates about the new positions available in Ericsson. 
 
 
 
 
 
 

5.6. Interviews of group 2 � Swedish employees 
Two interviews were conducted in this group.  
 
Interviewees� characteristics:  One has worked in Ericsson for 5 years and the other one has 
been employed by Ericsson for 10 years. 
 
Society�s culture: Both of our respondents stated that it�s better to have a mixture of people 
with different ethnic background in a group. However both felt that it does not have any effect 
on the job. The knowledge is the key to an effective achievement and having a culturally 
diverse work place is just more interesting and gives variety to the work in some degrees. 
Different cultures can bring different styles in the way the job is done and it is more exciting 
to work that way. 
One respondent was more used to working and studying with foreigners and did not show any 
kind of negative attitudes towards working with them.  
The other respondent was not used to working with people from different countries and 
expressed slight frustration in working with non Swedish. She thought that cultural 
differences can result in behaviours that can be misinterpreted by both parts. She also said that 
it help to try to put yourself in the position of others. Although, it might be difficult not 
understand when some colleagues speak in different languages, but you would have wanted to 
speak Swedish with friends if you were abroad. 
Both of the interviewees said that there has never been any kind of diversity awareness in the 
organisation, as far as they know. 
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Lack of contact network: one respondent described his department like isolated islands 
where you only meet the same people you work with all the time with no connection or 
contact with the outside employees. He said that it�s important to have these kinds of contacts 
in order to get better positions in Ericsson. However, he mentioned that he has a good 
informal contact network as a result of his previous position in a different department in 
Ericsson where he has formed many friendships and contacts. He pointed out that the old 
managers that have been laid off due to downsizing have strong contacts (old friends) who 
can help them in getting the available positions. 
Our other respondent said that she also knows several people working in different positions in 
Ericsson but most of them holds job in the technical sections. 
 
Deficiency in Recognition of competence: This group gave similar response as group 1. 
They felt that variation in their job routine gives them greater motivation and better sense of 
achievement but they did not express any kind of dissatisfaction with the level of the work 
they are currently performing.  
 
Lack of communication skills: In some interview questions it was intended to ask how easy 
it is for Swedish employees to talk about the cultural differences. According to one of the 
interviewees, it�s not easy to talk to other people about their cultures. She feels these are 
sensitive issues and talking about cultures and personal beliefs and asking about them can 
create hard feelings. She expressed a more conservative approach in this matter.  
When it was asked if Swedish language can be a set back for foreigners, the response was that 
English has been a good substitute for lack of Swedish so there has been no complications 
based on that.  
They also mentioned that the technical knowledge and the job related expertise that non-
Swedish have in their work team play the role of a common language of communication 
among them.  
 
 
Internal factors in career advancement: One respondent described herself as a focused 
person with problem solving abilities. She holds a bachelor degree in the related fields and 
she has no interest in becoming a manager in future. She mentioned that managerial duties are 
outside of her interests and she would rather works with technical elements.  
Another respondent holds a master degree and said that he has a philosophical character. He 
said that he has recently considered becoming a leader in future. 
 
Insufficient guidance and organizational factors in career advancement: The relations 
with managers were described as relatively ok in both cases. The respondents get regular 
feedback and feel that they can communicate openly with his immediate manager. 
 
However, one interviewee expressed the lack of sufficient help from the organization when it 
comes to career advancement. He said that it�s not preferable that employees switch jobs 
because nobody is there to do the job with the same kind of expertise. Therefore, managers 
don�t help you enough to get new positions. As a result no recognition of the interest and no 
trainings are available in his section for those who want to take new roles. 
 
None of the employees had mentors. 
In response to the accessibility of internal job postings, both respondents were aware of the 
intra job site that posts the available positions but also mentioned that they seldom go and 
look for new positions. 
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Interviewees� suggestion: One respondent suggested Swedish courses for those who are 
lacking the language skills. She also mentioned that some Swedish cultural awareness is also 
helpful in trying to teach the foreigners the Swedish culture and how it functions in work 
place. 
 
Another respondent thought that the right mentorship is the key to success for those who want 
to advance in their careers. He also said that you have to have broader contacts with those 
who can help you get promotions. If you don�t get a chance to show your abilities to those 
who matter, you cannot find your way up.  
 

5.7. Interviews of group 3 � immigrant managers 
Three interviews were conducted with managers with a non-Swedish background. 
 
Interview 1) We had an interview with one of Ericsson�s top managers using a conference 
telephone in one of Ericsson�s conference rooms in Kista.  
Our respondent was born in Mexico. She had studied Electronic Engineering and had worked 
in her home country as an engineer in a computer centre before she met her husband and 
moved to Sweden with him. 
 
When she came to Sweden she started working in packing deliveries from a factory and after 
that she started working in Ericsson with production and repairs in one of its factories (from 
the floor of the organisation). 
 
In 1988 she stated at Ericsson�s Manager Program after her managers recommended her to 
this 1-year rotation program that involves many educational programs for various parts of the 
organisation. After that, she started working as a project manager and in 1990 she got her first 
line-manager position and stated a fast career development inside Ericsson. 
 
According to the respondent, her key factor for success was that she never gave up. She thinks 
that the first step that you need to take if you would like to get to higher positions is your own 
drive � you need to be ambitious, to look for new positions yourself and to be very aggressive 
in this process. 
 
When we asked about diversity and what does it mean for her as a manager she said that at a 
company like Ericsson that has 20-25% women you need to know who your customers are 
and to be able to use the whole competence in your company. Our different ways of 
expressions and communications both between the sexes and between people with different 
backgrounds should help us learn from each other, we need to use this mixture in order to get 
a better outcome. 
According to our respondent, it�s wrong to assume that we need an Asian manager or a 
Mexican manager because those people understand the related markets in a better sense. We 
should mix and work in divers groups so that everybody understands the different cultures 
and can function effectively in the global market. 
 
The biggest problem for career advancement of persons with different ethnic backgrounds is, 
according to our respondent, when the system is going through a big re-organisation process. 
Then many people don�t work according to the rules � they keep their contacts inside the 
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organisation and that�s why people from different ethnic groups have disadvantages in this 
situation. 
 
The solution in order to get more managers with different ethnic backgrounds at Ericsson is to 
see those differences as an advantage. We should promote diversity as a benefit for the 
company and to work actively towards it in order to survive in the global environment. She 
mentioned that we don�t promote diversity just to be nice to the minority groups. It�s key to 
any company�s success. She also suggested the practice of rotation of managers between 
different countries in the organisation. 
 
Interview 2) we had an interview with a female manager in her office located in Kista.  
Our respondent was born in Greece and had moved to Sweden as a child. She had gone back 
to her home country and had returned to Sweden at the age of 19. She holds an engineering 
degree from KTH and has worked in Ericsson from year 1992. 
She described the key factors to her success have been her strong communication skills. Our 
respondent felt that the ability to understand those you work with is an important factor. 
She also said that she is a goal oriented and focused person. 
 
Our respondent feels that as a manager you are expected to manage everything yourself and 
therefore do not get an individual coaching or guidance. However, she mentioned that there 
are excellent training programs for managers in Ericsson. These programs not only help you 
develop your competence but also help you form a contact network and a circle of friends 
who help and guide each other. Her expression of Ericsson was a nice and friendly 
atmosphere with helpful employees. A place where there is no borders or discriminations.  
She also shared with us the result of an annual survey that showed that employees in her 
department had motivation level of 82%. Her department consist people from different 
nationalities and these good results were a poof to her that they are a healthy group in spite of 
the stress and the pressure of their workloads. 
 When we asked about the importance of feedback the respondent said that you need to ask 
for feedback from your managers and make sure that your goals and responsibilities are 
clearly defined and acknowledged by your managers. Especially as a person belonging to a 
minority group, it is important to show your skills and abilities to your managers in order to 
be seen and therefore, she thought that it could be more difficult for foreigners to move up in 
career. 
In response to the diversity related questions, the respondent said that when she had started to 
work in 1992, there were only few people in Ericsson who were not Swedish. She said that 
this has changed noticeably in years following that year and now there are people from all 
different countries around the globe. The respondent had a very positive approach to cultural 
diversity and managers need to be familiar and comfortable with other cultures. A manager�s 
attitude towards diversity, according to her, is more their abilities to manage the unknown and 
it is in manager�s hands to plan for activities and setting goals for having more cultural 
diversity. She suggested that there should be some kind of diversity training included in the 
training programs that are intended for mangers. This way there will be more information and 
awareness about this issue. There should also be measurable goals to embrace diversity. 
 
 
Interview 3) We had an interview with a male project manager that was appointed for his 
first management position 2 months ago. He was working in Ericsson for the past 7 years. He 
moved from Iran to Sweden 19 years ago when he was 14 years old and he studied Electrical 
engineering at KTH at a Master level (MSc). He described himself as a very positive and 
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happy person, very social and impulsive. The key factors to his success, according to him 
were his positive energy and having the same vision as his manager. According to our 
respondent, he got good support and guidance from his managers that motivated him to 
advance. His own ambition was also very important in his success. 
 
Our respondent didn�t have a mentor or a coach early in his career, but now he has an 
informal mentor that he meets frequently. He said that he did not have an internal network of 
contacts that helped him find new positions in the organisation.  
 
When we asked him about diversity he said that diversity diversity benefits Ericsson in a great 
way. Diversity results in good interaction between different cultures and since Ericsson�s 
customers are located all over the world, diversity helps in covering more markets.  
 
When the respondent was asked about the possibilities for non-Swedish employees to advance 
in the company, he said that this problem has its roots in the society and the system in Sweden 
makes it harder for foreigners to succeed in their careers. Even if it�s much easier for non-
Swedes to become managers in Ericsson compared to other companies, he still thinks that 
foreigners need to work much harder and have much better qualifications than the Swedish 
employees in order to advance and to get the same positions. 
 
According to our interviewee, managers should handle the conflicts in their groups and get to 
the roots of the problems and never blame it on the different cultures. He also thought that 
they need use English more frequently in the meetings to give more advantages to employees 
that moved to Sweden recently.  
 
He suggested that Ericsson�s top management should think more positively about diversity 
and on aspects like education, nationality, experience, faith and even being a parent. They 
should see these factors as advantages in careers. In addition he thinks that English should be 
used as the main language in the company in order to give all the employees the same chances 
for success. 
 
Our respondent�s suggestions for non-Swedish employees are to learn the good aspects of the 
Swedish culture and try to adapt to the society. They should be positive, and not to be 
ashamed of their backgrounds and to avoid unnecessary conflicts.  
  
 

5.8. Interviews of group 4 � Swedish managers 
 
Interview 1) we had an interview with one of the recruitment managers in Ericsson in Kista 
location. She explained about the Management planning system (see earlier section on MP). 
She also confirmed the fact that most managers are recruited internally.  
According to the respondent, when there is an available job vacancy, internal applications 
have first priorities in obtaining the job and if the job is not filled internally, then it will be 
posted on Ericsson�s website available for everybody too apply from all over the world.  
She said that managers usually identify candidates and those who are interested in becoming 
managers early in their careers and help them through their work advancement.  
Our respondent said that even though they focus on recruitment of the proper knowledge and 
the right competence, they often try to have groups that include all different minority groups 
such as women, and variety of ethnic backgrounds. 
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However, there are no written guidelines on implementation of specific strategies for 
recruitment of managers with different ethnic backgrounds according to our respondent. 
 
Our interviewee added that the Swedish language is not a big factor in Ericsson as long as a 
person can communicate effectively using English language. She also added that Swedish 
could be nice to know when you work in a Swedish organisation. You can have a little talk 
with your colleagues during your coffee breaks and so on, but it is not a mandatory 
requirement for a managerial position. 
 
When she was asked to give suggestions to the non Swedish employees wishing to have a 
leading role in Ericsson, she replied that an individual with the right competence and 
qualification should communicate her/his desire in career advancement with the managers. 
They should then try to evaluate and direct the person in the right direction according to the 
management-planning guide. Hopefully the person will be nominated for the right position.  
 
 
Interview 2) we had an interview with an operational production manager in his office 
located in Kista. Our respondent has been a manager for 8 years and got his first management 
position through a contact. He in an High school engineer and feels satisfied with his current 
position and does not consider further advancement at the moment. 
He described himself as social, stubborn and as he expressed �digital�. Our respondent feels 
that it has been his experience, ambitions and good results that have been playing roles in his 
success as a manager. He said that he had no mentor and his informal coach was his manager 
in his early years of employment. He also said that he has formed a contact network in 
Ericsson during these years. 
When asked about diversity, our respondent described diversity as a combination of all 
different personalities and attitudes and also a combination of different cultures. He felt that it 
could be more difficult for foreigners to get career advancement in some departments but not 
in all departments of Ericsson.  
He strongly felt that non- Swedish employees need help to form better contacts. Managers are 
key roles in making the opportunities for this to happen. Job announcement could, according 
to him, be more attractive for non-Swedish to encourage them to apply. Managers can also 
benefit from proper training on this issue. His advice for non-Swedish employees was to 
increase their knowledge about Swedish mentality, to learn about culture differences and 
things they should do or should not do. 
 
Interview 3) we had an interview with director who has 16 years of experience in 
management in Ericsson. He got his first manager job after he was recommended for this 
position. His education level is 4 years technical college (high school engineer) and a diploma 
from IHM business school. 
Our respondent said that he would consider further advancement in career if it provides him 
new challenges. He said that he is social and goal oriented. According to him the key factors 
for his success are � willingness to take charge and to take responsibilities.  
He said that he had a few supportive managers but it was mainly his own drive and the help 
from his colleagues that helped him early in his career. He also had a formal mentor that 
guided him in his day-to-day job issues and problems (but not someone that helped him to 
find new jobs or to advance in his career). 
 
Our respondent�s view on diversity was very positive. According to him, many people in his 
department come from different nationalities and it helps them think in many different and 
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creative ways. It also makes them more aware and open-minded. In addition, it provides them 
human/cultural knowledge in an international environment. This is a very important factor in 
an organisation with sales and marketing all over the world. 
He also mentioned that they use rotation between different market-units across the world and 
that�s because those employees that are coming here have a big experience and good 
knowledge of their product and their local market. He also said that mostly in Ericsson they 
look at the competence and personality of the persons that are applying for jobs and not on 
their nationality. 
 
He thinks that it might be more difficult for employees with other nationalities to advance in 
the organisation but that nowadays when so many experienced persons are working as 
managers it is tough for everybody to advance in the company.  
 
When we asked him about how Ericsson should make it easier for foreigners to advance in the 
organisation, he replied that there should be more communication about diversity and its 
advantages and on �how to promote people� in general. Since the direct managers are the 
ones who choose the candidates they should be informed about these issues more frequently. 
He also said that personal contacts are very important in Ericsson and this combined with 
being a suitable candidate with a strong drive could help you advance in the company.  
 
For the non-Swedish employees he suggested to maintain a high personal integrity, give your 
own opinions and ideas at the same time as you learn to understand the Ericsson way. 
 
When asking about the responsibility of the managers for diversity he said that they are the 
ones that need to embrace cultural diversity and to make sure that they have good dynamics in 
their groups. 
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6. Analysis 
 

In this chapter the collected empirical data will be compared to the theory that was 
previously outlined in chapter 2 and summarized in our conceptual framework in chapter 3. 
Analyze of the interview results are separately presented for each factor affecting the problem 
of barriers for foreign employees in getting higher positions in Ericsson. It is then followed by 
the suggestions that can resolve the problems and improve the possibilities of a better career 
for non-Swedish employees in Ericsson. 
 

6.1. The initial impressions 
 
It was clear that all the employees showed great interest in engaging in studies concerning 
cultural diversity. There were only a few employees who preferred not to discuss issues about 
the problems and solutions in their work place. The majority of those who were contacted 
agreed to the interviews. This high rate of engagement by employees can be interpreted in a 
sense that Ericsson provides a work atmosphere where everyone is entitled to express their 
opinions without hassle. It can also mean that employees believe in their organization and 
hope that their perspectives on issues can be reflected by these kinds of studies and therefore 
there can be positive changes in the process of cultural diversity.  
 
 

6.2. Non Swedish group�s surprising characteristics 
 
One of the interesting factors that draw our attention was the different point of views that 
were obtained from the non-Swedish group. This group had clear differences in the way the 
think and they answered the interview questions. The responses that we got from this group 
varied based on a few facts. 

• Those who had come to Sweden in childhood had different perspectives than those 
who had come to Sweden in adulthood. 

• Those who had come from western countries had different response and experiences 
than those who had come from Asia. 

 
These differences would be further observed in the rest of the interviews! 
 

6.3. Society�s culture 
 
Ericsson has a great work atmosphere where employees feel valuable and important no matter 
what country they come from. The working groups were mixed and Swedish and non-
Swedish employees seemed to be integrated and most of them said that they socialize with 
people from different parts of the world. There was not a sense of being discriminated in any 
of the respondent.  
We got different opinions and approaches concerning diversity and working in groups with 
persons with different ethnic backgrounds.  
Although the general approach was positive and diversity was presented as an advantage and 
they said that it makes work more interesting and efficient � many said that in practice it 
contains many challenges and even frustrating moments. 
In addition, many said that they never heard any discussion about this issue in the 
organization and employees seemed to be lacking the awareness and information about the 
importance of cultural diversity.  
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From the interviews that we conducted with Swedish and non-Swedish employees it seems as 
the organization should communicate and educate more extensively about diversity, different 
cultures, the obstacles that employees face in multicultural groups and how could they 
overcome them in order to make the employees more satisfied at work and to get better 
outcome for the organization � using the advantages of diversity. 
 
 
 

6.4. Lack of contact network  
Lack of contact network seemed to be the biggest barrier for employees to get promoted. 
However, Swedish group and those who had come to Sweden in their childhood had more 
contacts in different areas than the others. When asking about their internal contact network � 
2 non-Swedish employees said that they didn�t have any good contacts in the organization. 
All the other respondents (both Swedish and Non-Swedish) had many friends and old 
colleagues in different units in Ericsson. We got the impression that having a good network of 
contacts inside the organization is essential if you would like to advance in your career inside 
Ericsson � especially when the organization if facing challenges and changes. Since non-
Swedish employees that were immigrated to Sweden in their adult years could have a 
disadvantage in getting enough contacts than those that grew up and studied in Sweden � they 
could face a longer road and more challenges if they wish to advance in the organization.  
 
 

6.5. Deficiency in Recognition of competence 
All of our despondences felt that they are satisfied with their work tasks and that they are not 
over-qualified for their job. However, everyone wanted to get more challenging tasks and 
variation in their jobs and thought that they have the potential to handle more advanced work. 
Only the non-Swedish manager that we interviewed said that when she moved to Sweden she 
needed to start her career from the floor of the organization as her foreign qualifications were 
not recognized at the beginning.   
 

6.6. Lack of communication skills 
All of the interviewed persons stated that in general Swedish language skills is not an 
essential factor for the employees career in Ericsson as English is the formal language of the 
company and many work-related communication is being made in English. However, good 
Swedish language could be an advantage for the social life of the employees. 
However, there was a general sense that people from other cultures can lack the skills that are 
demanded in a Swedish work atmosphere. Swedish respondents expressed in a few occasions 
that people from other cultures should familiarize themselves with Swedish way of 
communication to avoid misunderstandings.  
 
 

6.7. Insufficient guidance 
All of our correspondences thought that the communication between them and their managers 
are o.k. and that they get some feedback and guidance. However, many wish that feedback 
and guidance should be given more often especially concerning advancement and getting new 
positions.  
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6.8. Internal factors in career advancement 
One of the limitations of this study was the fact that it was limited to the divisions where most 
employees work with technical duties. They are highly trained people who love to work with 
codes and all the technical works in their jobs. They do not have any interest in becoming 
managers or leaders in their career. According to many of them they hate planning meetings 
and talking in groups and they would just rather to work with the technically challenging 
responsibilities. A sense of willing and interest is the foundation of having people in the 
leading roles, if the desire does not exist, further struggle is useless. 
 
However, among those who were interested in becoming managers, it was clearly obvious 
that they have the will and urge to take leading roles. They were very social and showed self 
confidence and they expressed in their personality descriptions the qualities that are necessary 
for being a leader. They all had good educations and had worked in Ericsson for more than a 
few years. According to the managers � employees that are interested to become managers 
should be ambitious and self-driven in looking for new positions; they should also 
communicate with their superiors about their goals and motivations. 
 
 

6.9. Organizational factors in career advancement 
 
All of the employees that we interviewed were aware of the internal job site and knew where 
to look for new jobs. However they said that they do not check the site regularly, assuming 
that there are not many positions available. Only 4 of the respondent had a mentor or a coach 
that guided them with their work tasks� two of them were Swedish managers, one was a non-
Swedish manager and one was a non-Swedish employee.  
 
Some of the non-Swedish employees stated that there are some trust issues from the 
recruitment staff concerning employees that came from different countries and their abilities 
in becoming good managers. All together, we got the feeling that foreigners need to work 
harder and prove themselves more often in order to get to managerial positions. 
 
 
 
 

6.10. Suggested solutions 
 
The results of the interviews and the suggestions that we collected from our interviewees have 
helped us create a list of actions that can help Ericsson to maximize its cultural diversity 
among managers. 
 
We suggest that Ericsson should clearly set up goals for achieving a more diversified 
leadership. These goals can be qualitative or quantitative goals: 
 
Our suggested qualitative goals are: 
 
- Cultural diversity training should be part of the management training programs and clear 
guidelines and goals should be defined to help managers in working with diversity. 
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- Better communication from the managers about new positions for potential candidates with 
foreign backgrounds should be attempted. 
 
- More resources must be available for employees to learn about cultural diversity (seminars, 
pamphlets, etc.) 
 
- Special mentorship programs should be offered to provide extra guidance for non-Swedish 
employees. 

 
- There should be an active attempt to increase the proportion of people from other cultures in 
group activities to help them form a circle of contacts.  
 
- Rotation of managers between different countries in the organization should be considered 
to train them for managing diversity. 
 
- There should also be continuous efforts to examine the organization�s process to identify 
problems and areas in need of improvement. 
 
- There should also be an active attempt to attract foreign employees to apply for management 
positions. For example, the job postings can include: �we prefer a diversified team, so foreign 
applicants are also welcomed to apply� 
 
 
In addition to the qualitative goals there should also be some quantitative goals in order to get 
more ethnic diversity in managers. Some of our suggested quantitative goals are: 
 
- Ericsson should aim to have a specific number of managers at a specific point in time. For 
example, 20% of managers should have a non-Swedish background by the year 2010. 
 
-Ericsson should try to set up a measurable goal for involving the non-Swedish employees in 
management training programs. For example, there should be 15% participation by employees 
with different ethnic background in the management trainings program by year 2010. 
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7. Conclusions 
 

In this chapter we summarize our research. A general overview of the whole process of this 
study is presented including the findings. We will also give suggestions to the future research 
that can be done in order to improve cultural diversity. 
 
 
 

7.1.Concluding discussion  
 
With today�s fast changing global market, Sweden�s workplace will also undergo a dramatic 
change in structure within the next few decades. Swedish organizations will be reshaped with 
respect to race, ethnicity, gender, national origin and age. The current situation and where in 
this process companies function today, generally depends on their services and productions 
and their flexibility to adapt to this new international market. 
Ericsson is among one of the few companies in Sweden that has come a long way with respect 
to implementing diversity in its structure. However, since Ericsson still is in the early process 
of going through these changes, there needs to be a lot of works and efforts on this process to 
make it a smooth journey. 
Ericsson�s increasing international business and its wide range market in different places all 
over the world makes it more vital than ever to work and embrace cultural diversity in all 
different levels of the organizations.  
This essay has been an attempt to increase the cultural diversity among the management team 
in Ericsson. The ratio of immigrants in the leading roles in Ericsson is much lower than the 
ratio of immigrants being employed in Ericsson. That means that somewhere in the 
organization ladder there might be a glass ceiling on the way to the top. That gives rise to the 
need for identifying these problems that this group of employees might face in order to 
become leaders in Ericsson.    
In order to gain a clearer image of the situation, a number of interviews with different people 
working in Ericsson ranging form managers to software designers have been conducted. The 
results are then analyzed to find out if there are some reasons behind the issue. The preventing 
factors that were initially screened on these interviews were: Society�s culture, deficiency in 
recognition of competence, lack of contact network, lack of communication skills, internal 
factors and finally the organizational factors. These factors were gathered from previous 
studies, books and reports and were among the most important factors that could contribute to 
the existing barriers for immigrant employees to obtain senior positions.  
After reviewing the interview results, we came to the conclusion that there seems to be glass 
ceiling in Ericsson for the foreign employees, it was both supported by statistics and the 
interviews. A summary of the conclusions is as follows:   

• Employees need more awareness and more understanding about the cultural 
differences in order to avoid misinterpretations and misjudgments about those with a 
different culture.  

• Lack of a contact network is a clear barrier for immigrants to get to the top of the 
organizations. 

• Communicational skills need to be improved both among Swedish and non-Swedish 
employees, since effective communication results in better understanding. A more 
effective relation between immigrant employees and their managers results in better 
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identifications of employees desire and needs (for example: the desire to get a leading 
role) 

• Since Ericsson is a telecommunication company, there is a chance that immigrant 
workers are more interested in the technical responsibilities and not interested in the 
area of management and other alternatives should be implemented with the goal to 
have a divers management team (for example: recruitment of immigrant managers 
externally) 

• The organizational information flow needs to be more effective, because it seems that 
information and guidelines about different plans (for example: Management Planning) 
get lost somewhere in the process and employees do not get adequate information. 

 
 
 
We hope this study brings the initiatives for continuous work on the diversity in Ericsson. As 
it was said earlier, diversity embracement is long and slow process but only if it is not 
ignored. 
 
 

7.2. Suggestions to futures research 
Diversity is a broad area and has rooms for many future studies. Being only in the first stages 
of this changing process gives demand for continuous work and research on this area. There is 
no doubt that diversity embracement can bring advantages but it also brings conflicts and 
difficulties to the organizations. We recommend future research with a focus on how to 
manage these conflicts and difficulties that organizations go through when implementing 
diversity (ethnic, age, gender, religion�). This would be especially valuable for managers 
who try to make this process as smooth as possible. 
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Appendix A: Interview guide for non-Swedish managers 
 

1. How long have you been a manger in Ericsson? Did you start your management 
career here?  

 
2. Can you tell us a little bit about yourself? When did you come to Sweden?  

 
3. What is your education? Have you studied in Sweden or in your home country? Did 

you study the same subject that you had studied in your country? 
 

4. Did you come to Sweden for personal reasons or because you had worked in 
Ericsson in another country? 

 
5. What were the key-factors in your success in becoming a manager in Ericsson? Did 

you have the support from your managers in terms of guidance, feedbacks, etc? Or 
was it your own ambition and hard work? 

 
6. Did you have a couch or a mentor (either formal or informal) that helped you during 

your career? 
 

7. Have you had an internal contact network inside Ericsson (either formal or informal) 
that helped you be informed about new vacant positions inside the organisation, 
recommend you as a suitable candidate or help you in some other ways to promote 
yourself? 

 
8. What does diversity mean from a managers point of view? What advantages and 

disadvantages can cultural diversity have in an organisation? 
 
 

9. Do you think that it is more difficult for employees with other ethnical backgrounds 
to advance in the organisation? What do you think should be done in an organisation 
to make it easier for the non-Swedish employees to overcome their career obstacles? 

 
 

10. What is the role of a manager in the process of having a more culturally divers work 
force?  

 
11. Do you think employees get adequate information and awareness about diversity? 

 
 

12. Do you actively work on having a cultural diversity in the organisation? 
 

13. What is your advice for employees with a different background than Swedish to 
become successful in an organisation like Ericsson? 
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Appendix B: Interview guide for Swedish managers 
 

1. What is your position? How long have you been a manager in Ericsson? How did 
you get your first management job? 

 
2. What is your education?  

 
3. What are your ultimate goals in Ericsson? Would you consider advancing even 

further in your career?  
 

4. How do you describe your personality? 
 

5. What were the key-factors in your success in becoming a manager in Ericsson? Did 
you have the support from your managers in terms of guidance, feedbacks, etc? Or 
was it your own ambition and hard work? 

 
6. Did you have a coach or a mentor (either formal or informal) that helped you during 

your career? 
 

7. Have you had an internal contact network inside Ericsson (either formal or informal) 
that helped you be informed about new vacant positions inside the organisation, 
recommend you as a suitable candidate or help you in some other ways to promote 
yourself? 

 
8. What does diversity mean from a managers point of view? What advantages and 

disadvantages can cultural diversity have in an organisation? 
 
 

9. Do you think that it is more difficult for employees with other ethnical backgrounds 
to advance in the organisation?  

 
10. What do you think should be done in the organisation to make it easier for the non-

Swedish employees to advance to management positions? 
 

11. What do you think the non Swedish employees should do in order to make it easier 
to advance in Ericsson? 

 
 

12. What is the role of a manager in the process of having a more culturally divers work 
force?  

 
13. Do you think employees get adequate information and awareness about diversity? 

 
 

14. Do you actively work on having a cultural diversity in the organisation? 
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Appendix C: Interview guide for non-Swedish employees 
 
• What is your position? How long have you been working in this position? How did you 

get your current job? Had you worked in Ericsson before you moved here? 
• When did you come to Sweden?  
• What is your education? Have you studied in Sweden or in your home country? Did you 

study the same subject that you had studied in your country? 
• What are your ultimate goals in Ericsson? Would you consider becoming a manager in 

your carrier?  
• How do you describe your personality? 
• Do you feel that your job is suitable based on your skills and abilities? Do you feel that 

your competence is fully recognized in this organization? 
• How do you know if there is a job vacancy for a higher position in Ericsson? 
• What do you do in response to the job vacancy that you think can match your 

qualifications? Do you usually apply or you don�t, simply because you feel that you won�t 
be selected anyways? 

 
      If answer is I do apply:  have you ever been selected to a higher position? 

      If No:  do you know what the reasons have been for the rejection? 
      If answer is I don�t apply: Why do you think that you will not be selected? 

• Have you ever worked in group with people with different backgrounds, Swedish and non 
Swedish? How has it been? Has it been difficult? 

 
• Do you have a mentor or a coach that was assigned for you by the organisation? 
 
• Do you have a formal or informal internal contact network inside the organisation? Do 

you have non-Swedish colleagues that you help and get help from to get new positions 
inside Ericsson? 

• Do you feel that the Swedish language has been a barrier in your carrier? 
• How is the relationship between you and your managers? Do your managers help you in 

your carrier development with good guidance or feedbacks that can help you achieve your 
goals? Do you have performance evaluation sessions with your managers on a regular 
basis? 

• Do you feel preserved? It means that in your work atmosphere, can you easily 
communicate ideas, problems or deficiencies with others like higher managers or you feel 
that it�s better to keep it to yourself? 

      If you do communicate, what kind of response do you usually get?  
• Are you a social person? Do you have contact with your Swedish colleagues in form of 

little chats or having lunch together? Or do you usually hang out with those from other 
countries?  

• What is your knowledge of diversity? Does anybody talk or give information about 
diversity in the organisation? Do you think that there needs to be more awareness and 
education about diversity in the organisation? 

• As a person with a foreign culture what can you offer to the organization?  
 
• What changes do you think can increase the possibilities of carrier advancement for non-

Swedish employees?  
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Appendix D :Interview guide for Swedish employees: 
 
 
• What is your position? How long have you been working in this position? How did you 

get your current job? 
 
• What is your education?  
 
• What are your ultimate goals in Ericsson? Would you consider becoming a manager in 

your career?  
 
• How do you describe your personality? 
• Do you feel that your job is suitable based on your skills and abilities? Do you feel that 

your competence is fully recognized in this organization? 
 

• How do you know if there is a job vacancy for a higher position in Ericsson? 
 
• What do you do in response to the job vacancy that you think can match your 

qualifications? Do you usually apply or you don�t? 
 
• How is the relationship between you and your managers? Do your managers help you in 

your career development with good guidance or feedbacks that can help you achieve your 
goals? Do you have performance evaluation sessions with your managers on a regular 
basis? 

 
• Do you have a mentor or a coach that was assigned for you by the organisation? 
 
• Do you have a formal or informal internal contact network inside the organisation? Do 

you have non-Swedish colleagues that you help and get help from to get new positions 
inside Ericsson? 

 
• Have you ever worked in group with people with different backgrounds, Swedish and non 

Swedish? How has it been? Has it been difficult? 
 
• Do you feel comfortable talking or asking about different cultures? Is it interesting to 

know about other cultures? Why? 
• Do you feel that non-Swedish colleagues are preserved? It means that they prefer to be 

with other non-Swedish?  
 

• Do you think that there is bias (prejudice) about people with other ethnic background in 
the work place? It means that they are not given same chances and possibilities in the 
work place? 

 
• What is your knowledge of diversity? Does anybody talk or give information about 

diversity in the organisation? Do you think that there needs to be more awareness and 
education about diversity in the organisation? 

• What do you think people with foreign cultures can offer to the organization?  
 
• What changes do you think can increase the possibilities of career advancement for non-

Swedish employees?  


