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1. Introduction  

 

1.1 Background 

 

Europe and especially the German speaking countries (Austria and Germany) have to deal 

with a high rate of unemployment and a lack of high- valued employees in the last decade.1 

Companies have problems finding people with the right education and the necessary skills.  

Even though there are many unemployed people on the work market, but it is still very 

difficult to find the right people.  

 

“If you’re responsible for recruiting or managing tech workers, the problem of finding 

qualified- or even almost-qualified- employees probably keep you awake at night. In fact, it’s 

likely that you have made some serious hiring mistakes simply because you were afraid 

nobody better would come along2.” 

 

This statement shows how difficult it is to retain employees. A cause for this situation is often 

named as the globalisation of economy.3  On the one hand it represents for many people the 

opinion that this is the reason for a lack of high – valued employees, but on the other hand 

could globalisation be helpful to close this lack. Through globalization, it is possible that 

foreign companies headhunt employees. Furthermore domestic companies can satisfy 

demand for labour force. To compete and thrive in the globalize world with flexible jobs and 

markets, companies need a workforce which is highly skilled and productive. According to 

Lammy (2007) every company can achieve advantages through the global marketplace.4 

Companies have to be open to new ways of businesses and accept new processes of 

changes to be still productive and cost-effective. Therefore companies form alliances with 

related businesses, suppliers and competitors. Contingent on alliances manager have to 

cooperate with different culture to reach the common goals.5 These innovations implicate that 

the workforce have to be mobile and occupy a variety of cultivatable skills.6    

 

In Austria for example exits a scarcity of skilled labour and academic persons. According to 

Going Global (2004) “There is also a growing trend towards small new economy companies 

leading to an ever-increasing demand for software experts”7. Thus the Austrian government 

has decided that there will be a limited opening of the labour market in 2009. The destination 
                                                 
1 Kohnz, et al, 2000, p.4 
2 Brantley, M., 2000, p.14 
3 Bhagwati, 1995, p. 42 
4 Lammy, D., 2007, p.7  
5 Ellis, C., 2004, pp.17ff. 
6 Méhaut, P.; Delcourt, J., 1997, p.3 
7 Going Global, 2004, p 25. 
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of this measure is to settle the demand of specialised personnel with employees from east 

Europe.8 Austria is an important market for western firms in terms of product development. 

Therefore this country is often seen as a gateway to Eastern Europe.9 From this point of view 

is follows that many companies will settle down in Austria. Thus the demand of qualified 

employees will continue.   

 

In Sweden there is a lack of experts in different sectors such as the construction trade, 

timber industry, and maintenance area. Thus the Swedish companies try to get the needed 

personal by poaching from abroad or by training them by their own.10 

  

Traditionally companies concentrate on cost cutting, downsizing, and outsourcing as a 

solution to exist in a fast changing economy and environment. According to these facts which 

are common nowadays loyalty is decreasing and turnover rates increase steadily. A new 

understanding about human beings describes these as ´human capital` and do not declare 

them any longer as raw material and natural resource. Organizations realized that skills and 

knowledge are a valuable commodity and have to be developed.11  

 

Many companies underestimated the true turnover cost, it consist not only of cost of training 

and hiring but also of lost knowledge. This chain of causality results in less morale and 

productivity of the employees and the organization take a big hit. To accomplish this 

requirement for success the companies have to create solutions to retain their employees 

otherwise they will loose this ´talent war`.12 Therefore the knowledge of the people often 

referred to as ´human capital` is more valued by employers.13 Ericson (2002) defined human 

capital as “the worker`s ability as an asset, a human capital, obtained by education and work 

experience”.14It is one reason that makes training and development of skills such an issue 

and perceived as an essential resorce for a succesful company. 

 

In our work we focus the German speaking countries (Austria and Germany) and Sweden. 

We chosen Austria and Germany because of their economic sitiuation. Both countries have a 

similar gross domestic product (GDP) per head. In 2006 in GDP per head Index in Austria 

amounted 129 and in Germany it was 114. Both Indicies were above the European average 

of 100.15 Thus it is possible to include the German data with the data of Austria. We have the 

                                                 
8  Arbeit-Eu.de, 9.11.07 
9  Going Global, 2004, p 26. 
10 Unimagazin, 2002, pp. 16ff. (internet source)   
11 Gaylard, M., 2005, p. 87 ff. 
12 Capelli, P., 2000, pp.103ff. 
13 Sieben, I., 2007, pp. 397ff.  
14 Ericson, T., 2002, p.3 
15 Wirtschaftskammern Österreichs, 2007 (internet source) 
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aim to compare the gathered data of Austria& Germany and Sweden. We picked out Sweden 

because there is a lack of experts and besides we study in Sweden (Växjö) for two semester. 

Thus it is very interessent to collate the German speaking countries (Austria and Germany) 

and Sweden with each other. It will be exciting for us to find out similitaries and differents 

between the different countries and to compare our association with the gathered data. We 

focus our study on financial, bank and insurance companies. This branch is under a 

impression of a fast changing process caused by new form of doing business, e.g. internet-

banking. Furthermore this new requirements need new and high skilled employees and 

further the willingness of the employer to develop the potential of the employees continiously.  

 

 

1.2 Problem discussion 

 

According to the difficulties on the labour market companies try to poach the high – valued 

personnel from companies which command of the people with the treasured skills and know 

– how. Thus companies have to retain their employees. According to Hytter (2007) is 

“Retention measured as remuneration, career opportunities, training and development of 

skills, leadership style, physical working conditions and work–life balance”16. Nowadays 

companies must be able to educate, advance and motivate their employees and give them 

the chance to climb the social ladder. But there are no single approaches or concepts which 

purport the way how a leader can influence their employees so that they do not want to leave 

the company. There are common leadership theories which show different reason for 

effective leadership style. Yukl differentiates the major research approaches into the trait-, 

behaviour, power-influence, situational and the integrated approach in the book ´Leadership 

in Organization`. The integrated leadership approach includes some of the other approaches. 

Each approach has a varying focus on the characteristics of the leader, followers and 

situation.17  

By searching for relevant literature you can find a lot of leadership styles which engage the 

employees in every way. According to Hoffman (2007) employees retentions begins with 

effective leadership.18 The leader behaviour is an important factor for leadership. There are 

different studies about leadership behaviour like the Ohio State Leadership Studies and the 

Michigan Leadership Studies. The focus of the Michigan Study was to identify the 

relationship between leadership behaviour, group process, and the measures of group 

                                                 
16 Hytter, A. (A), 2007, p. 59 
17 Yukl, 2006, p. 12 
18 Hoffman, Michael, 2007, p. 58 
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performance.19 This research found three variant styles of leadership behaviour namely task- 

orientated, relation- orientated, and participative leadership. But according to Goncalves 

there is no general “European” style of management. In some parts of Europe employees are 

seen as ´a human being´, and in other parts people are seen as ´just a number´. But 

generally the European Leadership style is more human orientated.20  

In the past many craftsmen and operators were less skilled but nowadays the IT 

communication and machines have more complicated requirements. Technical and 

organisational skills and to be leader of a group are examples to be more effective.21 Today 

there is a need to retain employees for shorter and individual defined periods because the 

company needs special skills only for short period. In a time of tight labour markets, talent 

can be very hard and very expensive to replace otherwise the company takes a big hit. 

Lagace describes this assumption if an organization is “in the best position to recruit the best 

people. That will give them a competitive edge.”22 Therefore the people who have these skills 

are in a short and highly competitive demand and have significant influence on business 

performance. 

 

The companies have to create a better system of compensation and mechanism, for 

example by paying ´golden hellos` for people who have ´special skills`. ´Poaching` show a an 

other solution for this kind of ´talent war`, the company brings experienced people not just to 

fill open positions also to get the expertise they need to quickly expand into new markets or 

business units. Thus they buy new skills from the labour market without developing skills of 

their own employees. According to this strategy people with low skills or even skills which are 

not supplied are now just not in demand in the market and there is no need to retain these 

employees. Other approaches are managing the movement of the employees as a ´river`, 

the colleagues share their knowledge and the company will retain the important skills. A new 

approach is to hire executives from outside the company or acquiring entire companies 

(outsourcing).23 

 

"Business is only getting more complicated. Understanding the interactions of various 

aspects of business becomes very important."24  

 

                                                 
19 Yukl, 2006, p. 54 
20 Heskett, J., 2002 (internet source) 
21 Gagg, P., 2005, p.28f. 
22 Ellis, C., 2004, p 17ff. 
23 Capelli, P., 2000, pp.103 ff. 
24 Lagace, M., 2006, pp.1f.   
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Since the 1960s the interest in what determines the development and acquisition of skills at 

the scientific community has increased. These progress encouraged by growing participation 

in a team.25 Therefore skills are generating a key for competitive advantage and success of 

an organization. They have to identify and retain next-generation leaders who are nurturing 

to develop these necessary skills. Leadership skills are characterized by being flexible and to 

behold change as natural. Furthermore leadership skills include using the right approach as 

the situation demands. These skills are also called social (soft) skills and are permanently 

important to create a community (network) in organizations.  

 

 Blank (2001) implies that it is not important to think about what good executives are but 

more probably which skills are necessary for doing their jobs effectively, thus about what the 

managers do. Also he points out that skills are not naturally inborn they can be developed. 

All human beings have more or less the ability to train specific skills being an effective leader 

in any situation.26 

 

Hytter (2007) pointet out that required skills and the contemplated company is a small 

business starter or a global acting trust.27 Parker (2005) quotes a “way to train these is 

depending on the cultural background of the individual persons and if the as national 

economies, political systems, cultures, technologies, resources and industries increasingly 

converge – perhaps to meld, perhaps to take shape in new forms – global management skills 

and abilities become more important to all organizations. These skills will be diverse“.28 

Therefore our first Hypothesis reads:  

 

Leadership style will influence the career opportunities and furthermore encouraged by 

development of skills. 

 

Raabe (2007) states that a strong company culture trust on management performance and 

development of employees. Today many companies implement “career- related changes by 

helping the employees to develop career- related skills”29. According to Inkson (2007) career 

tactics, like developing skills are planned to aid employees to meet their career goals.30     

The importance of belongings of different skills became more and more important for the 

possibility to form a career. 

 

                                                 
25 Ericson, T., 2002, p.1 
26 Blank, W., 2001, pp. 6ff. 
27 Hytter, A. (A), 2007,  p. 70 
28 Parker, B., 2005, p.24 
29 Raabe, B., et al, 2007, p. 298 
30 Inkson, Kerr et al, 2007, p.13 
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Nowadays the factors of development of skills, leadership the career possibilities are 

examined separately and so there exists a lot of literature about these. But they are not 

associated with each other even though it will be necessary. 

 

1.3 The research question  

 

According to the increasing lack of skilled employees at the labour market, the purpose of 

our research is to elaborate the question:  

 

How can leadership style and development of skills help companies in the bank, finance and 

insurance industry to retain their well educated and experienced employees? Furthermore 

how these two facts also determine a positive effect for the management of careers for their 

employees? 

 

 

Figure 1: Research question 

 

 

 

 

1.4 Objective  

 

Our research will be based on statistical data collection at the bank-, finance- and insurance 

sector and also on the chosen theories. We want to demonstrate that Leadership style will 

influence the career opportunities offered by focus on development of skills. Furthermore we 

want to show specific factors which are most powerful by influencing career and 

development of skills. Thus the goal of this study is to explore the different kind of skills and 

how these are according to leadership styles and career management or influence each 

other. Furthermore we try to demonstrate a chain of causality and coherence between these 

three variables for retaining employees. We hope to get variant correlation in consequence of 

 
 
 
Development of skills 

 Oooo 
oooooooohfrr 

Opportunities of 
career management 

? 

Leadership style 
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different cultures. The measures have other effects in different cultures, so there are no 

general concepts which can be used by the companies and employers respectively. We 

focus our study at German speaking countries (Germany and Austria) and Sweden. 

Therefore our second Hypothesis reads:  

 

The results of our questionnaire will be different in German speaking countries (Germany 

and Austria) and in Sweden. 

 

We base our hypothesis on the use of a quantitative online survey. We hope this aim is 

realistic concerning limited time schedule and difficult access to relevant information which 

are afford by banking, finance- and insurance companies. 

 

 

1.5 Limitation 

 

We realize that our study needs certain restrictions which could influence the result of our 

work. So, our work has limitations which the reader should keep in mind. Our main limitation 

is the short period of time to develop our research.  

To understand the relations between the specific factors, leadership style, development of 

skills, and effect on career we only use a few theories. We hope that our choice of theories 

will be helpful to demonstrate our aim. We focus our study on the relation between the three 

factors which are mentioned before. Nevertheless this influence factors are essential for the 

basic goal on retention of employees. We will not specially consider this influence because 

different authors made several studies concerning this basic relation, e.g. Hofstede and 

House. 

Leadership approaches often include different influences like organisational culture, 

situational aspects, and characteristics of followers. In our thesis we take these factors for 

granted. Therefore we won’t consider these influences of the leader behaviour  

We do not look at the question how people learn skills (different kinds of learning methods), 

thus the process to acquire skills is not part of our research. We focus on the different results 

of the process (different kinds of skills). We link career management with developing skills 

and separate this factor as the most important influence for a ´successful` career.  

Furthermore our result will bear on the answers of the questionnaires which are impacted by 

subjective views.  

 

Practically we want to analyse and compare the gathered data from Austria and Sweden. 

Whereas it is difficult for us to get the needed data from Austria in such a short time, we have 
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to consider the German speaking countries (Austria and Germany). Because of that we 

analyse the data from Austria and in addition the German data to attain an expressive data 

collection. In our work we are just focusing on Austria and Sweden and we only imply the 

German data. However we do not want to attach special value on Germany because we 

proceed on the assumption that there are no significant cultural differences in comparison to 

Austria, otherwise we will mention deviances if it is necessary.     

 

 

1.6 Theoretical and practical Relevance 

 

Even though there is a lot of research about leadership styles and skills development, we 

think that the theoretical relevance of our research project is valuable because we compare 

two countries with each other We think that cross-cultural researches becomes more and 

more important in a globalises economy. With our research we want to find out if there are 

differences in leadership style between the two countries. Furthermore we want to examine if 

leadership style influences the employees’ development skills. We will find out if skills 

development has an influence on the possibility to develop a career.    
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2. Methodology  

 

„…there are many different ways to do research, and although different fields have their 

preferred research styles, all research does share certain features:  

 

• Research is empirical; it involves studying the world outside ourselves. 

• Research adopts systematic and explicit methods; it is essentially a public endeavour 

in which it is possible, in principle, for others to repeat investigations and check on 

their accuracy.”31 

 

In the chapter Methodology we present the methods which we chose and on which our thesis 

is based. We also present the approaches which we used. At first we expose our Pre-

Understanding and after that we differentiate between the scientific and research 

approaches. Then we discuss which approach we applied and how it influenced our thesis. 

Furthermore we present our methods how we collected the theoretical and empirical data 

and how the data will be analysed. At the end we examine the value of our study. 

 

The purpose of the methods section is to explain to the reader exactly what procedures were 

used to collect the data. “There should be sufficient detail to allow precise replication of the 

study (...). These details should explain the sampling procedures used, the sample size 

obtained, and a description of the important characteristics of the sample (age, sex, the 

condition or illness).”32 

 

 

2.1 Pre-Understanding 

 

We are two students from Germany and we are glad to share our knowledge and opinions 

with other exchange students. This bachelor thesis is the first theses we are writing thus 

dealing with this task and to compose different theories and data collections presents a 

challenge for both of us. 

 

The concept of Pre-Understanding is closely linked and even crucial by doing research. 

Human beings gain individual knowledge and experience and this can present a problem. It 

is important to have a certain level of knowledge before starting a research study otherwise it 

takes a lot of time and effort to fill the gap of missing information’s instead of doing primarily 

                                                 
31 Thomas, A. B., 2004, p. 3 
32 Eachus, P., 2007 (internet source) 
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research. As opposed to a lack of knowledge researchers who have this required experience 

and knowledge before starting a research study create their own picture. Therefore they 

have to be honest about their own Pre-Understanding and be open minded from the 

beginning to the end of the research process.33 Pre-Understanding can be separated into 

three variant types: general- and specific knowledge as well as personal attributes. 

 

Our general knowledge based on cognitions which are developed through concepts, models, 

and theories. The alternative term of ´basic` knowledge was mainly provided through 

education of former courses at our home university and the University of Växjö. Courses 

about leadership theories and organization theories helped us to write the theoretical part in 

our thesis. Special courses about writing, composing and scientific research helped us to 

write our theses in a legal form.  

 

Working experiences help to gain specific or also called practical knowledge. This knowledge 

of techniques creates an assistant background when dealing with social patterns and 

institutional circumstances. Both of us completed internships and wrote short minor papers at 

our home university and at the University of Växjö, these experiences help us to develop a 

practical Pre-Understanding.  

 

Intuition, vitality, and inspiration considered as personal attributes and build up a subjective 

as well as individual interpretation of understanding and assessing the research problem.34  

 

We previously studied in Germany and therefore experienced and identified some basic 

cultural differences between our home country and Sweden. Writing a thesis and the 

structure of courses are totally different in these two countries but our teachers and our class 

members helped us to learn and to understand this kind of studying. 

 

Gummesson describes the process to gain new knowledge as a treat of output and the 

researcher is able to understand the relevant problem deeper and deeper. Thus Pre-

Understanding can be considered as a small part of the totally understanding.35 

 

Olson (1999) quotes that other types of knowledge can be identified. For example scientific 

knowledge has passed some rigorous statistical tests and become hereby scientific status. 

Cognitions without further testing are called prescientific. On the contrary personal or 

´everyday` knowledge consists of interactions and observations of people behaviour. It 

                                                 
33 Gummesson, E., 2000, p. 58 
34 Gummesson, E., 2000, p. 73f. 
35 Gummesson, E., 2000, p. 15 
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reflects their perspective of reality thus is valid and most ´useful` for the individual. There are 

many diverse definitions and features of knowledge.36 

 

 

2.2 Scientific Approach 

 

2.2.1 The hermeneutic approach 

 

The word ´hermeneutic´ has its roots in the Greek language. It could deduce from the word 

´hermeneuien´ which means to interpret.37 The hermeneutic approach can be understood 

more as interpretation. The focal point is on understanding the situation which is strongly 

linked to the researchers own view and empathy of the researcher.38 According to 

Gummesson the analysed data is qualitative in the hermeneutic approach. Furthermore the 

researcher is involved in the studying process and he is not forced to make an external 

observation. When the researcher is actively taking part it is possible for him to interpret from 

the inside and to bring in his own experience. Non- verbal phenomena, like body language, 

and physical environment which can occur during an interview are completely disregarded. 

However it is rather important for the understanding and interpretation of the responded 

answers.39   

      

 

2.2.2 The positivistic approach 

 

According to Gummesson the positivistic approach can be contemplated as the opposite to 

the hermeneutic approach. Positivistic researches focus on description and explanation. A 

positivistic researcher is a kind of beholder, because he maintains a distance between 

himself and the research object. In contradistinction to this one a hermeneutic researcher is a 

part of the activity.40 Saunders says that when the research philosophy reflects the 

fundamentals of positivism the researcher will accept the position of the natural scientist. The 

generally research strategy of positivism researcher is to create a hypothesis which refer to 

existing theory and collected data. The developed hypotheses will be proved and indorsed 

with leading theory. 41 The function of a positivistic researcher is to develop rules and criteria 

for the solution of a problem. On this account a positivistic research describes and shifts out 

                                                 
36 Olson, O., 1999, pp. 6ff. 
37 Gummensson, E., 2000, p. 19 
38 Alvesson, M. et al., 2000, p. 54 
39 Gummensson, E., 2000, pp.175ff.  
40 Gummensson, E., 2000, p. 179 
41 Saunders, M., et al, 2007, p. 103 
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the main facts of a problem. In the positivistic approach the researcher aspire to get precise 

distinction between facts and value evaluation, which is meant to be objective. Saunders 

cites that the positivistic research should be free from ´feelings´, values, and that the 

researcher should be independent.42  Thus the researchers endeavour to use a consequently 

rational, verbal, and logical approach to their purpose of research.43 The used data is 

normally quantitative and obtained by using statistical and mathematical techniques.  

 

In our thesis we use a positivistic approach to test the already existed theory with our results 

of our data analysis. With the aid of the questionnaire we get quantitative results. We will 

base this data on theories which we present in the third chapter of our thesis. It would not be 

possible for us to create new aspects of leadership styles, and skills. Therefore we can not 

use a hermeneutic approach.  

 

 

2.3 Research approach 

 

2.3.1 Deductive versus inductive Approach 

 

Before starting research it has to be decided what kind of research should be done.  

According to Gummesson there are three research approaches how a researcher can 

analyse the data. These are the deductive, inductive or abductive approaches.44  

 

 
 
Source: Adapted from Anders Hytter (C), lecture on Bachelor Thesis, 07.12.2007 
 
 

                                                 
42 Saunders, M., et al, 2007, p. 103 
43 Gummensson, E., 2000, p. 178 
44 Gummensson, E., 2000, pp. 63 f. 

Deductive Inductive Abductive

ee 

Theory 

Practice 

                  Figure 2: Methods of Research approaches 
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The figure `Methods of Research approaches´ shows that the deductive approach starts with 

already existing concepts and theories. First of all the researchers have to choose the 

theoretical and conceptual framework.45 Then they formulate hypotheses which have to be 

tested with the aid of empirical data.46  

 

Inductive means the opposite of deductive approach. A deductive research starts in the 

practice with “the real world data”47, because the empirical data already exists.48 The 

researchers are able to develop new theories, concepts, models as a result of the data 

analysed.49  

 

Whereas a deductive research particularly tests existing theories and an inductive research 

primarily develops new theories, an abductive research includes the two research styles. 

Gummensson cites that the abductive approach is not an absolute new type of research. 

Either the adductive research begins deductively and switches to an inductive approach or 

the starting point is the inductive approach and develops into a deductive point of view.50  

 

It is not our aim to develop new theoretical concepts. Therefore we decide to construct our 

research from a deductive point of view. We are starting our work with looking for important 

concepts of leadership styles, skill and career. Then we arrange a theoretical framework 

about these topics. Accordingly we will connect results of our data collection with the 

theories. In our work we will scrutinize the already existing theoretical rudiments.  

 

 

2.3.2 Emic versus Etic Perspective 

 

“Cross- cultural researchers seek out the patterns that exist in different cultures.51” By 

accomplishing a cross-culture study (e.g. GOLBE Study from House (1997)) normally the 

researcher refer to his ´cultural roots´ and the culture of the other region. When researchers 

collate different cultures with each other there are often differences in behaviour and views in 

the cultures.52 For that reason it is useful to differentiate between an emic and ethic 

                                                 
45 Saunders, M., et al, 2007, p. 103 
46 Gummesson, E., 2000, p. 63 
47 Gummesson, E., 2000, p. 63 
48 Saunders, M., et al, 2007, p. 57 
49 Saunders, M., et al, 2007, p. 117, Gummesson, E., 2000, p. 63 
50 Gummesson, E., 2000, p. 64 
51 Ember, C., et al, 2003, p. 303 
52 Lyons, E. et al, 2000, p. 139 
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perspective. Triandis and Berry cite that many researchers debate the etic versus emic point 

of view as a contrast between an outsider’s and an insider’s perspective.53 

 

The emic perspective shows that the researcher is participant in the contemplated culture. 

According to Tinsley an emic researcher “examines human behaviour within a particular 

cultural system, seeking meaning and causal explanations from within that cultural system, 

which are likely to be unique to that system”54. Generally emic research focuses on a 

particular culture, aspiring to a profound analysis of that culture’s specific meaning and social 

structure. 

 

An etic researcher analyse human behaviour from an external point of view. They also aim to 

study the same phenomena across multiple culture’s and discover a cultures structure or 

model, which explains the phenomenon. Researchers with an etic point of view normally 

develop theory, model or structure for a better understanding of the phenomenon. The 

construct and measures are considered universal and objective, because etic researchers 

generally espouse a more positivistic epistemology.55  

 

The aim of cross-cultural comparisons should be to prod to common and specific 

characteristics between cultures. Because there are similarities and differences between 

cultures it is important to do researches from an ethic point of view. With an emic perspective 

it is not possible to compare different cultures.56 It is important to know that a researcher 

never could be totally etic. This is contingent on the researchers own cultural background. 

In our thesis we will try to analyse leadership style, development of skills and career 

management in Austria and in Sweden in an etic way. But it is not simple to ignore our 

cultural background (German and European). Therefore our conclusions are based on an 

etic and emic point of view.     

 

 

2.4 Research Method 

 

There are two general methodical ways of doing research and both have different aims. The 

significant difference between quantitative and qualitative methods is characterised by using 

figures and statistics in diverse ways.57 

 

                                                 
53 Tinsley, C. H., 2005, p. 188 
54 Tinsley, C. H., 2005, p. 188 
55 Tinsley, C. H., 2005, p. 188 
56 Tinsley, C. H., 2005, p. 188 
57 Gumesson, E., 2000 p. 3 
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2.4.1 Quantitative (numerical) research 

 

At the beginning the researcher builds a model with assumed conditions and relations before 

studying the relevant field scientific theory. He creates a hypothesis to test earlier empirical 

findings and theoretical knowledge. Moreover he tests the relevant part of the theory which 

the researcher deduced according to the aim of his research. This process constitutes a link 

between deductive approaches and quantitative research.58 Therefore the researcher 

translates obtained material and information in figures. Quantitative research needs a 

standardising way of translating information into figures because their aim is to keep an 

objective view and distance to the outcome of this process.59  Therefore the representative 

ness of the collected data should be guaranteed. Besides a second aim is to break down 

complex relations into discrete variables and more advanced to isolate and test their effects. 

Hypothesis can be failed or confirmed.60 Furthermore Quantitative research methods are 

closely linked with the terms positivism and empiricism because using replicating 

(naturalism) or observations methods for explaining human behaviour.61 

 

Analysing quantitative data can be done in various practice, e.g. three parametric analysis: 

T-tests (difference in means between two groups), Correlation analysis (observing one 

variable at a time), Regression analysis (observing several variables at the same time). 

Contrary Non-parametric analysis consists admittedly of the same process but they are used 

with a smaller sample.62 

 

 

2.4.2 Qualitative research 

 

Yates (2004) states that “qualitative data analysis and discourse analysis were described as 

ways of researching the meanings embedded in the actions and products of individuals and 

societies. Qualitative data consists of things that we find in the world which hold meaning for 

ourselves or for others.”63  Thus Yates (2004) pointed out that qualitative researchers try to 

achieve a detailed picture and deeper understanding about individual and group experiences 

and more importantly how these observed people see themselves below the obvious surface 

including their experiences and point of view. Hereby one of the most important questions 

asks why these special activities happen. As a result the aim is to study and explain 

                                                 
58 Flick, U. , 1998, p. 41 
59 Yates, S., 2004, p. 18 
60 Flick, U., 1998, p. 41 
61 Yates, S., 2004, p.13f. 
62 Stafsudd, A., 2007 
63 Yates, S., 2004 p. 138 
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complexity according to situational and social context. Flick defined qualitative research as 

“the correct choice of appropriate methods and theories; the recognition and analysis of 

different perspectives; the researchers` reflections on their research as part of the process of 

knowledge production; and the variety of approaches and methods.”64  Therefore qualitative 

Research is based on meanings which is expressed through words and telling a story. Later 

on this information will be classified into categories. There are some possibilities to make a 

qualitative research, e.g. interviews or participant observation (ethnography).  

 

In the 60`s and 70`s qualitative research was often used to criticise the ´traditional` 

quantitative approach. Until today this process is not finally settled in the scientific 

community. But most researchers agree that it is not about which approach is ´good` or 

´bad`. Furthermore a strategy about combination of these two research methods is growing.65 

Silverman also highlighted the danger of a fixed preference of what is appropriate or 

inappropriate. But he determined an affected validity and reliability by quantitative 

researchers and affected respectability by qualitative researchers. Silverman mentioned that 

the choice of method should not be fixed and rather concerted to the aim of the research 

question (e.g. if you want to discover how people are going to vote a quantitative method is 

appropriate). Thus qualitative approaches are modern methods of doing research but they 

are not intrinsically worse or better than quantitative methods.66  

 

Stafsudd (2007) figures out some additional critic or awareness by doing qualitative 

research. However these assumptions are also important by doing quantitative research; e.g. 

origin, bias, and authority of the information, distortion of reality thus intentional information, 

source distance or dependence and less important if the researcher raise empathy.67 

 

We use a quantitative method in connection with a self completion questionnaire in our 

study.68 Due to the fact that quantitative data is more general applicable than qualitative data 

and our aim is to compare two different countries it is essential to be able to put information 

on a basic level. Thus we decided to make a quantitative research.  

 

 

 

 

 

                                                 
64 Flick, U., 1998, p. 4 
65 Flick, U., 1998, p.257f. 
66 Silverman, D., 2005, p. 6 
67 Stafsudd, A., 2007 
68 Robson, C., 2002, p. 237 
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2.5 Data Collection 

 

If a researcher tries to find out the central problem and statement of his research study he 

has to be able to obtain access to relevant data. Different opportunities of gathering empirical 

and theoretical data empower the researcher to have different perspectives about the 

discussion and analyse in depth the scientific problem. Thus this process affects the 

character of sources and data.69 

 

 

2.5.1 Theoretical data collection  

 

A critical review of the used literature is essential by developing a deep understanding of the 

research objectives and research question. Furthermore this review help to highlight key 

points in a logical way by setting your own research in context according to critical discussion 

about research that already has been done by others. The aim is to spanking new addenda 

and additional features to intrigue the reader. No correct way or even structure can be 

determined for a correct critical review but some authors provide a guideline to break down 

the general hypothesis. 70 

 

Thomas identifies three main categories of literature sources; primary, secondary, and 

tertiary literature. Primary literature exists for example of theses, company reports, and 

government publications. Books, journals, articles, scientific reports- and papers constitute 

secondary literature. Tertiary literature sources are labelled by abstracts, encyclopaedias, 

and catalogues.71  

 

We use in our research data collection basically secondary sources. First we researched at 

Växjö Library by using the university’s search engines ELIN (Electronic Library Information 

Navigator) and ebrary (eContent platform). We used following keywords for the search: 

leadership, leadership style, development of skills, career management, and human resource 

management. While studying the literature in more detail we started to search for more 

specific information of several sources and authors. We rarely used primary and tertiary 

literature for definitions or to get a general view of writing a bachelor thesis. However our 

research was influenced by the lectures of Anders Hytter about leadership theories and 

Yukl’s book about “Leadership in Organizations”72. 

                                                 
69 Gumesson, E., 2000, p.25 
70 Saunders, M., 2007, pp. 59 
71 Thomas, A. B., 2004, p. 75 
72 Yukl, G., 2006 
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2.5.2 Practical data collection 

 

Our empirical research is concentrated on companies which are located in Finance and 

Insurance. This study is carried out by 16 students in 10 countries simultaneously. These 

countries are composed of: Germany, Austria, Switzerland (German speaking part), France, 

Belgium (French speaking part), Canada (French speaking part), Taiwan, Kosovo, Finland, 

and Sweden. We aim to get 125 participants in each country. 

 

The empirical data collection was executed in four steps. First we created the questionnaire 

by discussing the research problem with the group members and afterwards collecting 

different questions contributed from each person. We made a retranslation of the final 

version to ensure the homogeneity of each question in every used language. 

Secondly we selected relevant companies by searching on internet and with the help of 

former exchange students. Afterwards we got in contact with these companies by mail and 

phone. At last we sent out the survey by using ´Query and Report Software`. 

 

The questionnaire consists of two main categories. At first we ask for some general 

information about the current respondent for example age and gender, these details will be 

useful for a deeper correlation analysis. The second part asks about different basic motives 

to remain in a company. This part is divided into six categories about following theories: 

Leadership style as a way to motivate, Remuneration, Management of career, Development 

of skills, physical working conditions, and work life balance.  

 

 

2.6 Data Analysis 

 

After we got the responses from the participants we received the data as Excel 

spreadsheets. Thus the empirical data could be entered into a statistical program. The used 

statistical program SPSS (Statistical Package for the Social Science) is a famous program 

for statistical data evaluation. First we began with a facile analysis of the data to get an 

overview about the validity of the data. Then we developed cross-tabulations and frequency 

tables. According to Robson cross-tabulations show whether or not there is a relationship 

between two variables.73 Frequency tables include values, which are ordered by quantity. 

These lists show the number of times each value appears.  

                                                 
73 Robson, C., 2004, p. 417 
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To deepen our analysis and to get more information about the connection between 

leadership style, career & training opportunities and the willingness of employees to remain 

in the company we focused on measures of correlation in our statistical evaluation.  

 

WE USE THESE FOLLOWING APROACHES, METHODS, AND PERS PECTIVES IN OUR 

RESEARCHSTUDY: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2.7 Value of the Study 

 

The adequacy of the measuring instruments (this may include paper based questionnaires) 

is very important (validity and reliability). Where standardised instruments are being used, 

this should be indicated. If new instruments are being used then their validity and reliability 

needs to be demonstrated. (…) Full details of any apparatus used should be stated - this 

might include, make, model, manufacturer, and supplier.74 

                                                 
74 Eachus, P., 2007, (internet source) 

• Positivistic approach:  In our thesis we use a positivistic approach to confirm 

the already existed theory with our results of our data analysis. 

• Deductive approach: We decide to construct our research from a deductive 

point of view. We are starting our work with looking for important concepts of 

leadership styles, skill and career. Than we arrange a theoretical framework 

about these topics. Accordingly we will connect results of our data collection with 

the theories 

• Ethic and emic perspective: In our research we will try to analyse the data in an 

etic way. But it is not simple to take of our cultural background (German and 

European). Therefore our outcomes are based on an ethic and emic point of 

view . 

• Research Method: At the beginning we built a model with assumed conditions 

and relations before studying the relevant field scientific theory. Afterwards we 

created a hypothesis to test earlier empirical findings and theoretical knowledge 

by using a statistic survey. Therefore we use quantitative data and method . 

• Data Collection: We collect theoretical and practical data by different kind of 

literature (company reports, government publications, books, journals, articles, 

scientific reports- and papers) and a questionnaire (Query and Report Software) 

• Data Analysis: We used SPSS (Statistical Package for the Social Science) for 

the statistical analyse of our empirical results. 
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Yin separates the judgement about the process of generalizing from survey to theory in four 

categories. A researcher has to judge the quality of his research design because it should 

present a useful and logical set of statements. Yin figure out following categories: 

 

• Construct validity (use correct and multiple operational measures to establish a chain 

of evidence)  

• Internal validity (create a chain of causality by using logical models and different ways 

of explanations) 

• External validity (use theory or replication logic to justify the domain to which study’s 

outcome can be generalized) 

• Reliability (by using protocols researchers are able to show that the study can be 

repeated with same results)75 

 

Furthermore a study with high reliability fulfils following assumptions:  

 

• Police function (to guard that researchers are stay honest) 

• Intelligence test (verifying that their reasoning are logical) 

• At least a researcher are able to create validity by establishing reliability76 

 

 Yates (2004) pointed out some questions which are relevant for these four areas of a survey 

and could be seen for a successful research study: 

 

• “Design/Approach: what types of question measure were used? How was the 

questionnaire administrated? 

• Data selection: How good was the sample? How well designed were the questions 

and measures? 

• Analysis: Have the right/ best statistical methods been used and apllied correctly? 

• Results: Are all the important results clearly presented? How well have the results 

been linked to the hypothesis? How well and clearly have the results been 

interpreted? Are other interpretations possible?”77 

 

Researchers have to deal with the circumstance that client (e.g. companies) and scientific 

community have different interest of validity. Business client mainly are interested in validity 

of a specific case. Contrary scientific community are rather interested in general validity of 
                                                 
75 Yin, R., 2003, p. 33f. 
76 Gumesson, E., 2000, p. 91 
77 Yates, S. J., 2004, p. 285 
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the research study. Thus the outcome of scientific researcher should be of interest of a wider 

spread of people than only of one group or company.78 

 

We ensure reliability of our research by using the same set of questionnaire for every 

participant. We trying to achieve 125 respondents from each country and ensure a 

representative result of these leaders and their behaviour, skills, and career management. A 

problem arises by discussing the questions with all members of the research group and 

translating into several languages. Therefore we commission a retranslating of the 

questionnaire in each language to ensure same and clear construction and formulation of our 

survey. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
78 Gumesson, E., 2000, p. 214 
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3. Theory  

 

3.1 Leadership 

 

3.1.1 Development of leadership approaches 

 

“There are many definition of leadership as there are person who have attempted to define 

the concept.”79  

Researchers define leadership by their individual perspectives and by the emergences which 

are very interesting for them. Therefore many definitions of leadership are offered over the 

years. Leadership style is normally defined by traits, qualities and behaviour of a leader. The 

study of leadership includes also cultures, decades and theoretical beliefs.80 

There are different approaches like the trait, behaviour, power-influence, situational and 

integrative approach which follow in the next part of this work to give a brief overview about 

the development of leadership researches.   

 

The first approach deals with the characteristics of great leaders. This approach places 

special emphasis on leader traits as for instance personality, motives, values and skills. The 

assumption of this approach is that there are born or natural leaders which have certain 

traits. This research was based on the idea that leaders are born and are not made. 

According to the trait approach Leadership is defined as “the behaviour of an individual… 

directing the activities of a group toward to shared goal”81.  

 

Another major approach is based on the leader behaviour. The aim of this approach is to find 

out the reasons for a successful leader.82 The behaviour approach could be divided into two 

general subcategories. On the one hand the research inspects how leaders/ managers 

spend their time and what their activities, responsibilities and functions for leading tasks are. 

A lot of research develops the aspects how leaders deal with the “demands, constraints, and 

role conflicts” 83 in their employees.  

According to the descriptive data analysis effective leadership depends on how well a leader 

manages role conflicts, masters demands, identifies opportunities and overpowers 

constraints.84 

 

                                                 
79 Yukl, G., 2006, p. 2 
80 Horner, M., 1997, p. 270 
81 Yukl, G., 2006, p. 3 
82 Horner, M., 1997 p. 271 
83 Yukl, G., 2006, p. 13 
84 Yukl, G., 2006, p. 13 
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On the other hand there is a kind of behaviour approach which concentrates on to figuring 

out effective leadership behaviour. Especially in this research field studies are often used 

which includes a behaviour description questionnaire. Within half a century many field 

studies have been made. This research spots the correlation between the behaviour of 

leaders and different influences of leadership effectiveness.85 The Michigan and the Ohio 

State Studies are well-known for this kind of approach. The impact of these studies was the 

thought that a leader does not necessarily have to have an inborn trait, but that ´every 

person´ could be a leader with effective leadership methods. This research identified 

differences between leaders and followers behaviour.86 The behaviour approach was 

adjusted by including people- and task- orientated activities. In 1964 Black and Mouton 

developed such a model which aggregates the factors of people and output. Later on they 

added a third factor namely flexibility. These studies exposed that leader behaviour can be 

split into task or people orientated behaviour. The result of this research was descriptive and 

helpful to categorize leader behaviour.87 

 

The third approach, the power- influence research deals with the process between leaders 

and other people. The researchers of that approach were looking for explanation of 

leadership effectiveness relating to endowment, exercise and kind of leader power. 

According to Yukl power is a very important factor not only for influencing subordinates but 

also to influence colleagues and people outside the organisation. One frequent research 

works with survey questionnaires which should discover the relation between leader power 

and effectiveness by the leadership. Another power-relation influence research ascertains 

how (or on which way) leader influence followers` behaviour and attitudes. The Study about 

how to influence tactics could be seen as a link between the power-influence and the 

behaviour approach.88 

 

There are different possibilities how a leader can use his power in a participative or an 

authoritarian way. These different styles of leader behaviour will be presented later in this 

work.  

 

Furthermore there is the situational approach. This approach focuses on the contextual 

variables which affect the process of leading. The main influences are the follower 

characteristics, the kind of organisation, nature of work and the external environment. Two 

main subcategories of the situational approach are used. One category of research is trying 

                                                 
85 Yukl, G., 2006, pp. 13f.  
86 Horner, M., 1997,  p. 270 
87 Horner, M., 1997, pp.270 f. 
88 Yukl, G., 2006, p.14 
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to see the degree of differences and similarities of leadership processes in types of culture, 

levels of management and organisation. The other subcategory of the situational approach 

wants to identify aspects of the situation that moderate the relationship of leader attributes 

(skills, traits, behaviour) to leadership effectiveness. The assumption is that the one variable 

of leadership is contingent on other variables. So the hypothesis/ assumption are that 

different attributes are effective in different situations. But there is no guarantee that several 

attribute will be effective in any situation.89 According to Saal and Knight the concept of the 

contingency theory was a major insight, because it gave the explanation that leadership 

could be different in each situation.90  

 

The last main approach of leadership is the integrative approach which includes several 

types of leadership variables, like traits, behaviour, and influences. In the last years it is 

becoming more common that researchers involve two variables at least in one study. The 

self concept theory of charismatic leadership could be an example for an integrative 

approach.91  

After the brief glimpse of the development of leadership approaches, the next part of this 

work will deal with leadership behaviour. In this work the focus will be on the task-orientated, 

relation-orientated and participative leadership style. Later on in the data analysis we will 

compare if there are coherences between the different leader behaviour and skills 

development.  

 

 

3.1.2 Leadership behaviour 

 

The following three leadership behaviour namely task-orientated, relation-orientated and 

participative leader behaviour was treated in the Michigan Leadership Studies. This research 

puts the focus on “the identification of relationships among leader behaviour, group 

processes, and measures of group performance”92. The Michigan Leadership Studies 

subdivided the leaders into effective or ineffective groups. The study found out that the 

differences in the behaviour of leaders were the cause for them being effective or ineffective 

leaders.  

 

                                                 
89 Horner, M., 1997, p.271;  Yukl, G., 2006, p. 14 
90 Saal, F.E.; Knight, P.A., 1998 
91 Yukl, G., 2006, p. 15 
92 Yukl, G., 2006, p. 54 
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In this work we will consider the three types of leadership behaviour. However this is not to 

show how a leader should be to be effective but to describe that there are different kinds of 

leader behaviour which influence the employees. This is necessary for the planned research.  

 

 

3.1.2.1 Task-orientated Leadership style 

 

The request of a task-orientated leader is to accomplish his assignment. Therefore the leader 

defines his role of work, the subordinates work roles in terms of the fulfilling task and the task 

goals. Furthermore this kind of leader focusses on working to time schedules and making 

deadlines and determining the tasks of subordinates and coordinating these activities.93 

Furthermore a task-orientated leader prescribes how the subordinates have to work, he also 

define performance standards.  

 

According to the Michigan leadership studies an effective task-orientated leader does not 

spend his time to do the same kind of work as their subordinates. Instead they concentrate 

on the previuosly mentioned points. A task-orientated leader is not interested in the needs 

and problems of the employees.  

 

 

3.1.2.2 Relation-orientated Leadership style 

 

A relation-orientated leader is more focused on the well-being of subordinates as a task-

orientated leader. According to the Michigan leadership Studies an effective manager is 

more supportive and helpful with subordinates. Moreover a relation-orientated leader put 

emphasis on trust, confidence, and acting friendly. He also attempt to show interests on 

subordinates problems, needs, and feelings and to help them find solutions. Another 

characteristic of a relation- orientated manager is that he helps development the 

subordinates’ skills and their careers, too. They also inform their subordinates and show 

interests and appreciation for subordinates’ ideas. It is also important that the managers 

approve of the subordinates’ independence, so the subordinates can decide how they want 

to work. According to Yukl (2006) they “provide recognition for subordinates contributions 

and accomplishments”94   

 

 

 
                                                 
93 Yukl, G., 2006, p. 54 
94 Yukl, G., 2006, p. 54 
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3.1.2.3 The Participative Leadership style 

 

“Participative Leadership can be defined broadly as including all forms of shared decision 

making with subordinates and delegation of authority to individual subordinates or group of 

subordinates95.” 

 

The Participative Leadership style is marked by the follower involvement in decision making. 

There are different varieties of participation, like autocratic decision, consultation, joint 

decision, and delegation. One of the decision procedures is the autocratic decision, where 

the manager makes the decision alone; they do not involve other people in the process of 

decision making. Thus it could be said that there is no participation. This leadership style 

acts along the lines of ´the person who leads alone has the overview and makes the right 

decisions`.96 

 

Consultation means that the leader asks other people for example followers for their ideas 

and meanings and makes his decision after considering their news. Another way of 

participation is a joint decision. The manager discusses the problem and makes the decision 

together with other involved people.  

 

Delegation is the assignment of responsibility or authority to another person or to groups of 

individuals.97 Normally it gives a framework and limits in which the decision has to be done.98 

According to Gill (2006) delegation carries two main benefits. On the one hand it empowers 

and develops people and on the other hand it creates more time for other tasks, which are 

more important.99 

 

According to the literature participative leadership gives a richness of potential benefits. But 

the benefits are dependant on different factors, like the decision situation and the power 

which the participants gets. There are four potential benefits. These are high decision quality, 

high decision acceptance, high satisfaction with the decision process and more development 

of skills, which are useful for decision making. It could be concluded that the participative 

leadership style exacts other and more skills than the autocratic leadership. But it also has to 

be differentiated how much a participant is involved in the process of diagnosing the cause of 

the problem, designing solution, assessing the different solution and finding the best one. 

And finally how much involvement the participant was in planning and implementation. 

                                                 
95 Druckman, D., et al, 1997, p. 100f.  
96 Karriere.de , 2007 
97 Gill, R., 2006, p. 224   
98 Yukl, G., 2006, p. 83 
99 Gill, R., 2006,  p. 224 
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Participants, which are involved in the whole process of decision making, have to learn or 

have to develop more skills than people with lower involvement. Thus participative leadership 

style enhances the knowledge and skills of subordinates and it also provides opportunities 

for growth and advancement. Furthermore it revises the motivations of employees and the 

job satisfaction. Last but not least it enhances the value of the organization.100   

Because “workers are considerably different to what they were in the past as regards to their 

demands for challenging, meaningful work and expectations for more responsibility and 

autonomy”101 the leadership style has to be changed from authority to more participative 

behaviour. The subordinates want to be advanced, so the companies can do this by giving 

more responsibility to the employees or by developing their skills.    

 

 

3.2 Development of skills 

 

3.2.1 Three skill approach 

 

Yukl (2006) pointed out that the term skill” refers to the ability to do something in effective 

manner”.102 He highlighted that skills and traits are marked by learning and heredity. Already  

Katz (1955) classified the widely accepted (until today) three skill approach. He defined the 

general abilities of technical (primarily concerned with things), conceptual (primarily 

concerned with people), and human skills (primarily concerned with ideas and concepts). 

These categories are still used by most scientific authors to describe the most important 

leader skills or completes with some specific abilities. He criticized the skill approaches as to 

what good executives are and their characteristics; he wanted to research what they do. He 

describe skills which can be developed and are not inborn, thus the goal of a manager is to 

be effective under different situations and conditions.103 Nowadays some authors implement 

a fourth category of skills, being the accomplishment of managerial function or behaviour 

(e.g. coaching). Most studies research the questions: why a person is effective in his current 

position or why he is promoted? Trait and skills are closely linked as a requirement for an 

effective performance of a manager.104 

 

Lyons (2003) differentiates between competence and skills and defined both terms. 

“Competence is some performance (doing) that results in valuable accomplishment. 

Achieving valuable accomplishment while reducing the costs (e.g. money, time, effort) 

                                                 
100 Gill, R., 2006, p. 224 
101 Horner, M., 1997, p.277 
102 Yukl, G., 2006, p.181 
103 Katz ,R., 1955, p. 33 
104 Yukl, G., 2006, p.182 
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performance represents an increase in competence.” Thus you gain a competitive 

advantage. Accomplishment is the main reason for deriving competence but there are still 

other points like motivation and interest. “Skill is the application of behaviour that has some 

discriminations of mastery, for example, quality and/ or quantity.”105  

 

The answer of the question why developing skills and competence are important becomes 

clearly visible by looking at the ways describing the ´new` economy. The OECD has an 

understanding of the knowledge based economy, where high skills, performance, and value 

added scenario are indispensable to be successful in a globalised economy. The common 

scientific authors determine branches as the knowledge intensive economy where 

knowledge itself is the core assumption. Cairney defined the knowledge based economy to 

obtain complex spectrum of cognitive and intellectual resources in the industry, public as well 

as in the private sector. Some different reasons can be seen in structural changes in the 

economy, necessity to work more autonomously, building communities and networks for 

solving the increasing complexity tasks, and using knowledge as a competitive advance.106 

 

The goal of technical skills  is to obtain an effectiveness and advancement, thus these skills 

are the most famous in our age of specialization and trainings largely promote these 

concrete needs.107 To occupy technical skills include three main bases of knowledge. The 

factual knowledge about the organization (rules, structure, employee characteristics) is one 

of these parts. The other parts contain knowledge about the organization’s products and 

services (technical specifications, strengths, limitations) and knowledge about methods, 

processes, and equipment for delegating the specialized activities of the manager’s unit. The 

manager has to know techniques and equipment used by the subordinates and furthermore 

used by the competitors to plan and organize work operations. Therefore he is being capable 

to deal with equipment breakdowns, accidents, and product quality- and coordination 

problems.108 McCall & Lombardo (1983) pointed out in their research that this kind of 

knowledge is more important for first line managers and it is less important at higher levels of 

management.109 Technical skills are indispensable for effective strategic planning. This was 

confirmed by looking at successful entrepreneurs or established companies who introduce 

new products; they see their technical knowledge as the base or yield for the seeds of 

profitable innovations. 

 

                                                 
105 Lyons, P., 2003, p.398 
106 Hager, P., 2004, p. 524 
107 Katz, R., 1955, p. 34 
108 Yukl, G., 2006, p. 198 
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Chester I. Barnard: ". . . the essential aspect of the [executive] process is the sensing of the 

organization as a whole and the total situation relevant to it."110 

Conceptual (cognitive) skills  describe the ability to see the enterprise as a whole and 

being able to recognize the different interdependencies between various functions of 

organizations. It is in pursuit to increase the over-all welfare of the total organization. Leaders 

who possess many conceptual skills are aware of the relations inside and outside the 

enterprise. They are able to ensure effective coordination with the environment and find 

meanings and orders in uncertain events.111 Therefore these managers connect good 

judgement, foresight, creativity, and intuition in the daily work. Conceptual skills are 

characterised by logical thinking, concept formation, inductive and deductive reasoning, and 

an analytical ability.112 Cognitive skills are involving a combination of these predefined skills 

and developing categories for classifying things, thus creating a solution for the complexity 

between relationships. They are able to see things in many shades of grey and not only in 

black and white. Even these managers are competent to predict future trends from the 

current point of view. The challenge to organize, plan effective, and solve problems for 

separate units of the organization demand conceptual and cognitive skills. Therefore the 

manager has to know how the specialized parts of the company relate to each other and how 

each reacts to feedback. In addition to that he has to know how changes in the environment 

will have influence on the organization. To gain a successful strategic planning they have to 

work with ideas and abstracts; they anticipate changes and problems, and develop 

opportunities to create a guide for the organization. These faculties show the difference 

between effective managers and those with weak conceptual skills. In many situations they 

use a mix of intuition and conscious reasoning. Intuition presets a result of abundant with 

similar problems (alternative tacit knowledge).113 Most of the leadership skills can be attained 

by learning from experience rather than from training programs. Leaders can coach their 

subordinates as a mentor and help them to gain new skills during the performance of daily 

work. The success of learning ´by doing` depends on the field of experience afforded by 

these assignments but usually it is affected by the amount of challenge, variety of tasks, and 

quality of feedback.114 The manager has to be able to reflect upon his own experiences and 

behaviour on the past. He has to adopt these skills (like all three kinds of skills) as a natural 

part of his own personality.  To measure conceptual skills you have various methods, for 

example traditional aptitude tests, situational tests, and interviews. Ordinary cognitive skills 

will be measured in an assessment center and is used in higher levels of management. 

However the measurement of complexity and therefore conceptual skills can be seen by the 
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managers who have a brake down.  “The charming but not brilliant find that the job gets too 

big and the problems too complex to get by on interpersonal skills”115 

 

Katz (1955) defined human skills  (interpersonal/ social/ soft) as“ the executive’s ability to 

work effectively as a group member and to build cooperative effort within the team he 

leads.”116 Therefore the accomplishment to perceive the perceptions of all employees in the 

organization and the way he behaves in the sequel. Furthermore he sees attitudes and 

beliefs about others and the limitations of these feelings.117 Gewertz (2007) defined soft or 

applied skills based on the current situation of many teenagers “they are leaving high school 

without the set of skills they need to thrive in college and the workplace”.118 Therefore these 

skills are the stipulated 21st-century skills. A Robert Half International study (RHI) in 2007 

about the importance of quantitative, analytical, and soft skills in the finance branch 

describes that 75% of the respondents said that written- and verbal- thus interpersonal skills 

are more important than five years ago.119 

 

Carney (2006) claims that a common naïve belief sees soft skills as atomic or genuine 

entities and therefore they can be transferred to any kind of assignment and circumstances. 

But rather these skills also called social-, interpersonal-, human- and generic-skills are about 

attitudes, values and motivation. Thus they describe and include a wider range of 

complexities and are deeply context-sensitive.120 Hager (2004) argues that the requirements 

of the ´new` economy not naturally implements only soft skills but also a need for multi-

skilling. This approach is vague between task extensive and task intensive senses but it held 

on that there is a technical change and you need for example computer skills to challenge 

this dare.121 
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3.2.2 Alternative way to define skills 

 

Figure 3: Experience and deliberate practice 

 

Source: Ericsson, K. A., 2006, p. 685 
 

 

An alternative way to distinguish skills is defined by the European Commission (2002). They 

distinguish between general- and specific skills, technical and scientific knowledge. General 

skills are based on quantitative literacies and the ability to retrieve information to generate 

useful hypotheses and solving practical problems. Specific skills provide human beings with 

the mastery to operate particular technologies or production processes. Technical and 

scientific knowledge contain the ability of specific bodies of organized knowledge and 

analytical techniques. These techniques are often relevant by developing or generating new 

technology, for example in physics or architecture.122 According to the skills definition of the 

European Commission (2002), Erickson’s figure out that the segmented labour market theory 

includes an essential market structure, internal and external labour markets. Contrary to the 

human capital theory, internal labour markets are characterized by institutional rules and 

value of marginal products which determine the wages of the workers. The external labour 

market is separated into two sectors, one sector with capital intensive production with a high 
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need of qualification and skills (training programs are offered) and the second sector with 

high need of unqualified work and less skills (no trainings are provided).123 

 

 

3.2.3 Other (administrative) skills / Competencies  

 

Figure 4: Different influences on making decisions 

 

Source: Owen, J., 2006, p. 10 
 

Some new approaches identify other relevant competencies that are marked by a mix of 

specific skills and supplemental traits (MQ) but these approaches are still closely linked to 

the soft-skill rudiment. For example emotional intelligence (the ability to identify and affect 

cognitive processes and behaviours), social intelligence (ability to perceive requirements for 

leading and behaviour in a particular context),124 willingness and the skill to learn by 

experience in a changing environment. To subsist in a changing environment you have to be 

able to think about organizational processes and different systems. Thereby creative thinking 

to create new paradigms, novelties and innovations as against traditional thinking are 

indispensable. Nevertheless they have to feel confident by making decisions. Other 

approaches concentrate on motivation and thereby behaviour modification (this theory relies 

on cognitive assumptions like judgement and desires and thus it is based on economical and 
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rational view as well as behaviour of people). Coaching is a skill and simultaneously 

describes a kind of leadership style. The leader wants to achieve enthusiasm and a good 

performance at his subordinates by promoting feedback and provide praise for the 

organizational members, therefore a face-to-face contact and trust is essential. While 

coaching and boosting a team, leaders have to build up a strategic plan to reach their goals 

and create a vision for the organization.125 Communication constitutes a basic need to be 

effective in doing business. Thus the performance of a company increases by being 

competent in verbal and non-verbal communication. Powerful and motivating communication 

is characterized by a clear, direct, tailored, and self-confidence message. This promotes 

building trust and a strong relationship between subordinates as well as customers. People 

from different cultures have several judgments and attributes. Therefore the managers have 

to understand these different points of view and cross these barriers with communication 

skills. Furthermore communication skills are relevant for conflict resolution competence and 

help to lead effectively a group or even an organization.126 

 

 

3.2.4 Importance of different skills 

 

A ranking from HR online community (HR) about the importance of different kind of soft-skills 

are showed that organizational skills are nowadays in great demand. Verbal communication, 

teamwork and collaboration occupy the second and third place. When the respondents have 

to answer the question whether technical or soft-skills less are more or less important, 93% 

of Human Resource managers said that technical skills are easier to teach than analytical, 

verbal communication, negotiation and problem solving skills. Thus these skills are not as 

much supplied and therefore in high demand. In the past it was primarily significant to hold 

technical skills. A study of the Centre for Creative Leadership (CCR) gave almost the same 

results as the HR study. This research’s states proactive communication, to articulate clearly 

the necessity for change, and listen sensitive to employees as the basic skills of today.127 

Gewertz (2007) sum up these findings as “In an increasingly global, technological economy, 

they say, it isn't enough to be academically strong. Young people must also be able to work 

comfortably with people from other cultures, solve problems creatively, write and speak well, 

think in a multidisciplinary way, and evaluate information critically. And they need to be 

punctual, dependable, and industrious.”128 She further called this combination of skills 

´Survival Skills`.  
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In contradiction to her approach, Ericsson (2006) differentiates between two kind of skilled 

persons; the Expert with Expertise and novices without much experience. He defines an 

Expert ” as one who is very skillful and well-informed in some special field”.129 But he also 

mentiones that already Socrates and Plato had a combination of skills and not only in one 

special field, thus you can not observe and study skills separated. Evermore a manager 

needs Expertise in a wide range of knowledge if he wants to be able to lead a group or 

organization successfully. 

 

 

3.2.5 Relative Importance of skills at different le vels of management 

 

Figure 5: Importance of the three skills according to management level 

 

Source: Yukl, G., 2006, p. 205 
 

 

The three skill approach differs between technical, conceptual, and human skills but in 

practice they are closely linked and a manager needs many different kinds of skills to fulfil all 

situations and his role requirements. The requirements of a role depend on the management 

level and the position of the manager in hierarchy of the organization. However you can get 

some value by looking at each skill separately. Katz (1955) noticed that at the lower 
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management level technical skills are most important because the front-line managers have 

to have special functions (e.g. to score the risk of a credit agreement).130 At the top 

management level are a variety of activities and they all have to be solved unique and ill-

defined. Therefore the complexity of the task rise increasingly. These managers need to be 

able think in long terms and making strategic decisions and to lead the members of the 

organization into change. Therefore they have to be able to anticipate the future events and 

create a plan for a successful way of doing business. These competences depend on 

individual conceptual skills and thus build the primary skill for the top management and the 

base for high performance. Some technical and interpersonal are useful but a manager can 

delegate these functions to his subordinates who show strong abilities in these areas.131 

Some different studies figured out that human skills are a basic requirement at every 

management level and only differs on their intensity. However it seemed causally determined 

that human skills have a greater importance if a manager has many direct contacts (e.g. 

customers or subordinates), thus the middle management  rely increasingly on these skills. 

Katz (1955) recapitulates that at lower and middle levels dominates a principal need for 

technical and human skills. At the top management level the need for conceptual skills is 

rising rapidly.132 Next to this these assumptions it is interesting if skills have transferability 

across organizations? Yukl detects a scientific agreement about less transferability of lower 

level manager’s skills because the requirements are depending on their special function. He 

noticed less agreement about transferability of top management skills. Yukl (2006) argues 

similarly to Katz (1955) and pointed out that it is possible to change the branch but there are 

still unique challenges and only general components of technical and conceptual skills can 

be used in different markets and even national economies.133  

 

However which kind of skills is important for a specific function or level of management; to 

develop your own career management includes a high need of basic and more specific skills. 

Thus to develop individual competences or skills of your subordinates both will increase your 

advantage in comparison to your ´competitors` in your current company and towards 

opponents in the general labour market. 
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3.3 Development of career management 

 

„Historically, workers and organisations expected stable and long term employment 

relationships, reflecting a ´cradle-to-grave´ attitude toward organizational careers”134. 

According to Arthur, Hall and Lawrence careers could be described as the unfolding 

succession of the work experiences of an individual over time.135 

 

When we look back we determine that the career management or the possibilities to form a 

career have changed. For a few decades career possibilities depended on the job tenure. It 

was conclusive how long employees have worked for the company. Dessler (2003) writes 

that careers were assumed “as an upward, linear progression in one or two firms or as stable 

employment within profession”136. Especially it was the custom in small organisation that 

people have the possibility to build a career, when they work for a long time for this company 

and when they do a good job. The employees “exchanged loyalty for job security”137.  

 

Nowadays the career possibility is a high factor for employees’ job satisfaction and 

motivation and therefore an instrument to keep people in the company. According to Ball 

career prospects are an instrument to retain and to motivate personnel.138 Companies hope 

that when they create and design long-term career paths and also invest in human 

development the employees will give them their loyalty back.139 According to Mack and 

Sockel the employees’ perception of career development is an important factor for their 

motivation to stay in the company. From this is follows that companies should develop career 

politics with respect to the employees needs.140 Therefore companies can not just create 

Human Resource activities, such as selection and training to satisfy the companies’ needs. It 

is also necessary that the employees’ long-run interests have been served so that the 

employees can realize their potential.141 The productivity of careers depends on how well 

employees and their companies are informed about the other’s needs,  intentions and on the 

agreement between the two parties.142 According to Fischer employees are more satisfied 

and committed when they are happy with their expectations.143  
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There are different practices which the employer can choose to assist careers of employees 

like formal education, career-orientated performance appraisals, counselling by managers, 

counselling by Human Resource, retirement preparation and succession planning.144 But in 

this work we will not elaborate on Human Resource Management.  

 

The Following illustration should only show how human resource activities can provide a 

higher focus on career planning and development. 

 

Figure 6: Human Resource Activity 

Human Resource Activity Traditional Focus Career De velopment Focus  

Human resource planning Analyzes jobs, skills, tasks- 

present and future. 

Project needs. 

Uses statistical data 

Adds information about 

individual interests, 

preferences, and the like 

data. 

Training and development Provides opportunities for 

learning skills, information, 

and attitudes related to job. 

Provides career path 

information. 

Adds individual growth 

orientation. 

Performance appraisal Rating and/ or rewards Adds development plans and 

individual goal setting. 

Recruiting and placement Matching organizations 

needs with qualified 

individuals 

Matches individual and job 

based on a number of 

variables including 

employees interests. 

Compensation and benefits Rewards for time, 

productivity, talent, 

and so on. 

Adds non-job-related 

activities to be rewarded, 

such as United Way 

leadership positions. 

          Source: Dessler, Garry: Humna Resource Management, ninth edition, 2003, p. 274 

 

 “Introducing more systematic procedures for identifying potential such as assessment or 

development centres”145, to give the possibility for promotion and provide “advice and 

guidance on career paths”146.  Hall adduces that new age concepts of flexible career can not 

be measured by chronological age and life stage, but rather by adaptability and constant 

learning. Adaptability requests consistent learning, “employing learning tactics and 
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reflecting”147. Thus many companies have the defiance to create learning events into their 

dynamic business environment for employees and to give their employees the possibility to 

extent their career. Organizational career management relate positively to employees career 

satisfaction. According to Verbruggen a prior research has found out positive associations 

“as regards experience with separate career management activities”148, like mentoring. 

Companies can facilitate employees’ careers for example through mentoring or coaching. 

Both these methods will be described later on in this work. 

 

Career counselling is another possibility to help personnel to clarify their career options and 

aspiration, like career plan development and ´solve career- related problems´. According to 

Verbruggen and others dissatisfied people see career counselling particularly as more 

advantageous.149 According to Dessler (2003) the employees careers are more driven by 

themselves, “not the organization reinvented by the person from time to time, as the person 

and the environment change”150. Various employees independently create their career. There 

are different processes as to how an employee can plan his career. For example one 

process is called the Zeroing-In Process which includes five steps, like preparation 

(understand yourself), research your market, focus in on specific jobs, interview and 

negotiate to close and finally manage your career. 151 So employees have to determine what 

kind of work is in demand, what skills do they have and what kinds of skills are necessary.152 

They also have to define what their goals are and how they want to reach them. Using a 

career concept is helpful for employees by developing and refining a profile of their job and 

by devising the strategies to purpose it.153 According to Dessler (2003) ultimately each 

person has to accept responsibility for his or her own career.154 But the real process of career 

depends on different factors, like family and other influences.   

 

The following part presents two methods which companies use to facilitate employees career 

advancement.  
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3.3.1 Mentoring  

 

According to Giber, Carter and Goldsmith formal mentoring programs are helpful for 

management development.155 Mentoring implies that higher manager with experience and 

knowledge support people with less experience namely mentee.156 Normally the mentor 

occupies a higher managerial level and is not the immediate boss of the mentee. Rogers 

(2004) writes that “mentoring has sometimes been described as `being a career friend`”157.  

Mentors have two functions for the ´lower´ employees. On the one hand a psychosocial 

function, and on the other hand a career-facilitation function. The psychosocial function 

include “acceptance, encouragement, coaching and counselling” and the career-facilitation 

includes “sponsorship, protection, challenging assignment, exposure, and visibility”158. 

According to Kram and Hall mentors can simplify adjustment, learning and stress reduction 

at difficult job transitions. Some studies pointed out that mentoring facilitate career 

advancement and success for the ´lower´ employees. Furthermorel mentors have 

advantages by mentoring people because it helps them to evolve their own leadership skills 

and increase  their job satisfaction. Nevertheless the furtherance by mentoring is not a 

guarantee for success. Surveys identified that informal mentoring programs are more 

successful than formal ones. According to Yukl “the difference between formal and informal 

mentoring may be due primarily to the way a formal program is conducted, including the 

selection and training of the mentors159”. A positive achievement of a formal mentoring 

program can be reached by participation, providing mentors, explaining the benefits and by 

defining the expected roles and processes for mentor and mentee. According to Turban and 

Dougherty mentees have a higher willingness to initiate mentoring relationships if they have 

an emotional stability, self-monitoring and an internal focus of control orientation. Also 

mentoring is influenced by several demographic factors, like age and gender. 

Finally it could be conclude that mentoring programs can be helpful for facilitating career 

advancement, adjustment to change and the mentees job satisfaction. Furthermore coaching 

aids employees to development their skills. Coaching could be seen as useful for companies 

to retain their employees.      
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3.3.2 Coaching 

  

According to Hall, Otazo and Hollenbeck individual coaching is essential for development. 

The person who offers coaching could be an external or internal advisor.  To enlist external 

advisor service has several advantages like wider experience, objectivity and discretion. 

However an internal coach offers other advantages such as easy availableness and 

awareness of the culture and politics of the organisation. Furthermore he has a better 

understanding of strategic challenges and core features. One aim of coaching is to develop 

relevant employees’ skills. A coach is not a continual mentor; normally he operates for a 

limited time. Coaching can be provided at weekly or fortnightly intervals. In some cases the 

coaches will be on call to help with their advice whenever required.160  

According to Dubrin (1998) there are a number of suggestions for coaching by leaders and 

managers.  Thus the leader has to communicate clear expectations to employees, provide 

specific feedback, listen actively, help remove obstacles, give emotional support, reflect 

feelings and meanings, give some constructive advice, allow for modelling of desired 

performance and behaviour, and gain a commitment to change.161    

 

 

3.4 Culture 
 
In this part of our work we give a brief ´overview´ of the meaning of culture and that culture 

has influences on humans, leaders and organizations. The reason for this is that we compare 

different countries in our research and that the different cultures have a bearing on the 

results. 

 

There are many opinions about the content of culture. The understanding is related to human 

values.162 According to Bjerke leader behaviour is influenced by their cultural background 

(values).  Cultural differences are often a product of anecdotes and beliefs. The scientific 

theory sees culture as an essential aspect of life. Thus all people have their own cultural 

background. According to Ferraro the only assumption for being cultured is to be a human.163 

A weakness of multinational cooperation is when the concerned parties have not the same 

values.  

 

The fact that every country and respectively its culture have its own beliefs, views and values 

necessitates attention by comparison. According to Tinsley it is necessary to prepare a 
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balance between competing interests and try to find ´the middle road´ by accomplishing a 

cross- culture study.164  There are many researches which consider and compare different 

countries with each other (cross-culture studies).  

 

A well known cross-culture study is `The GLOBE Study` (Global Leadership and 

Organizational Behaviour Effectiveness) from House (1997). This cross-culture study of 

leadership takes place in 62 different countries and 180 researchers were working together 

in different countries. The research wanted to determine cultural practices and values in the 

participating countries. Further they wanted to analyse the effects of cultural values on 

organizational practices and leadership characteristics. The GLOBE study’s aim was to 

figure out if social and organizational culture influence the leadership style.165   

 

In our study we will consider that there are cultural differences between German speaking 

countries (Germany and Austria) and Sweden. Furthermore we try to find out the basic 

differences of several behaviours and attitudes between both countries. However we will not 

imply theory about different cultures of organizations in our research.   

 

 

3.5 Summary 

 

The popular five approaches: the trait-, behavoir-, power- influence-, situational approach, 

and the integrative approach which outlines diverse characteristics of the leader and the 

follower and the situation.166 Furthermore there are besides are other approaches; these five 

show the cardinal important leadership dimensions. The style of the leadership is an 

important factor to influence subordinates behaviour.  

Nowadays the employees get more responsibility, because there is an increasingly global, 

technological economy and occupations and are undergoing fast change. Traditional 

specialised tasks and boundaries are blurred. Therefore leadership style has to involve the 

development of skills for the employees. The participative leadership style encourages the 

independence of the employees.  

 

In the past traits studies usually concentrate on physical characteristics, personality traits as 

natural inborn competence. Newly created approaches include situational coherence by 

developing skills and traits. To this day the three skill approach designed by Katz (1955) is 

the base for research about effective leaders and administration. Technical skills help to 
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achieve better performance on daily work. Human skills privilege successful leaders with the 

ability to motivate and lead subordinates. In contrast conceptual skills describe the ability to 

see the enterprise as a whole and being able to recognize the different interdependencies 

between various functions of organizations. 

 

Skills are an important variable for career development. Nowadays career prospects become 

more and more essential for employees satisfaction. Organizational career management has 

the aim to aid individuals to improve them selves. Hereby the employee’s satisfaction will be 

increased. Companies can help to develop employees careers through coaching and 

mentoring. Many employees are not satisfied with organizational career benefits. Due to 

these findings employees plan and develop their career without help from their current 

companies. Career counselling is often used by unsatisfied personnel to enhance the 

possibility to extend their career.  
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4. Empirical data and analysis  

 

In this chapter we describe the preparation of the collected data and the analysis of the 

empirical data. We explain the different steps of our statistical analysis. Furthermore we 

analyse the meanings behind the correlations among the questions which are expressive for 

us.  

 

 

4.1 Preparing the data  

 

The questionnaire was responds by 193 Swedish and German speaking peoples of the 

finance, banking and insurance branch. In Sweden 129 persons responded so that the data 

collection is expressive. In Austria 28 people answered, but this is not enough for a statistical 

evaluation. For that reason the data of the German speaking part embraces the data 

collection of Austria and Germany (36 responds). Thus we have 64 responds from the 

German speaking countries (Austria and Germany). To consolidate the data from Austria 

with the data from Germany it is necessary to know if the data are significant. Therefore a t-

test is used. The result of the t-test was that the differences between the responses from 

Germany and Austria are not significant. Only the answers of the questions about career 

development plan are significant. Hence this part of the questionnaire has to analyse 

separately for Austria and Germany. 

 

 

4.2 Composition of the data 

 

To get an impression about the composition of the gathered data we consider the basic 

background information from each country. Therefore we made several Cross tabulations. 

These Tabulations compare the background information about the respondents for each 

country respectively for Sweden and the German speaking countries (Austria and Germany) 

(Appendix II, Tables 1.1 and 1.2). 

 
Regarding the age of the respondents it will be noticed that there is good mixture between 

the countries. But in the German speaking part the respondents are younger than in Sweden. 

Over 84 % of the German interviewed persons are in the age- group of 1 and 2 (till 39 years). 

Only 43% of the Swedish people are in these age- groups. The most Swedish respondents 

(above 51%) are located in the age- group of 3 and 4. Thus the most Swedish persons in our 

survey are between 40 and 59 years old. In Germany & Austria only about 15% of the 

interviewed people have this age. No one of the German speaking respondent is 60 years or 
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older (age- group 5). However 5% of the Swedish samples are arranged in the last age-

group 5 (60 years and older). Summarising could be said that the most of respondents (57%) 

are younger than 40 years (age-group 1 and 2). Rounded 39% of the persons are in the age- 

group 3 and 4 (40- 59 years). In the age- group 5 are only 4% of the interviewed and only 

Swedish. 

 

In Sweden and in the German speaking countries (Austria and Germany) the respondent 

gender are converse distributed. 58% of the German speaking respondents are man and 

42% are woman. Whereas in Sweden there are more women (60%) who take part on the 

survey. 40% of the Swedish interviewed persons are man. Hence is the gender allocation for 

Sweden and the German speaking part is a good mixture. 46% of the total interviewed 

persons are man and 54% are women.  

 

 

4.3 Analysis of descriptive statistics 

 

To test if there are specials or failures in the empirical data we made basic descriptive 

statistics (like Mean, Minimum, Maximum, and Variance) for the questions which are relevant 

for our study.  

ANOVA is not necessary because we only have two variables (German speaking part and 

Sweden) which we want to test. ANOVA is used when there are more than two categories 

which have to be tested. 

 
 
4.4 data analysing 

 

In this chapter we discuss our empirical data by focus on selected theory. During preparing 

and analysing the empirical data we noticed that there is a weakness in the computer 

program which we used for the electronically questionnaire. When it comes to ranking 

questions the computer program allowed users to give different answer options the same 

ranking number. Thus the results of the ranking questions are falsified.   

To analyse the ranking questions in our data analysis we only consider the ranking number 

one and two of each answer alternative. 
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4.4.1 Leadership style 

 

We use the question 43 to find out which kind of leadership style dominate and influence the 

willingness of employees to stay in their current company. The answers could be assigned to 

different leadership style. The first option to answer could be accessed the task oriented 

leadership style. A task oriented leader only focus on reaching the goals. As already 

mentioned in the theory chapter this kind of leadership style includes autocratic decision 

making by the leader. The following four options to answer could be allocated the 

participative and the relation oriented leadership style which are specified in the theory 

chapter 3.1.2. Regarding the ranking of the question 43 `What will you influence to stay in the 

current company` rounded 35% of the German speaking people answered that it is important 

for them that their manager is task oriented. Circa 60% of the respondents said that their 

choice to stay in the company depends on the fact if their closest manager puts focus on 

relations and striving to support the employees in their efforts to reach the goals.  For 67% of 

the German speaking people is important that their manager is interested in the development 

of employees. Less important is for the respondents that their closest manager creates a 

good working atmosphere (55%). As well important for the German speaking (57%) is that 

the employees have a good working relation to their closest manager. Finally could be 

noticed that it is important for employees in Austria and Germany that their manager is more 

participative and relation oriented than autocratic. For the Swedish interviewed persons it is 

least important that their closest manager is task oriented. 22% of the Swedish persons 

voted this answer alternative on rank one and two. Participative and relation oriented 

leadership style is important for Swedish employees for the willingness to retain in the 

current company. You can see this fact at the ranking of the answer options two till five. 

Therefore circa 51% chose the answer two` That my closest manager puts focus on 

relations, striving to support the employees in their efforts to reach the goals” as the most 

important factor to remain in the company. Rounded 38% conceive that their closest 

manager puts focus on development and encouraging the employees to see new 

opportunities as the most important factor to stay in the company. Rounded 59% of the 

Swedish persons answered it is most important for them that their closest manager puts 

focus on creating a good working atmosphere. For above 54% of the Swedish employees it 

is most important that they have a good working relation with their closest manager. 

Concluding it could be said that for Swedish people the participative and relation oriented 

leadership style is an important influence factor for their willingness to remain in their current 

company.  
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Furthermore it could be noticed that it is more important for the German speaking than for the 

Swedish that their manager is task oriented. 

 

 

4.4.2 Development of Skills 

 

We use the question 44 to search for the most important assumptions which increase the 

willingness of employees to remain in their current company. The answers could be 

separated into two main directions. The first direction to answer could be associated with the 

aim to answer the expectations and to increase satisfaction (alternative three and five). This 

kind of possibility to develop skills increases the motivation of the employees. Now the 

employees get a greater willingness to develop their skills by their own and they rather notice 

the personal advantage of developing their skills, e.g. raise in their salary and promotion. The 

second direction demonstrates rather a basic requirement and a practical use for the 

employees, e.g. initially they have to have the possibility to develop their personal skills and 

besides they have a simple access to relevant training programs. Furthermore these 

trainings should be relevant for their daily work. Often employees take part in a development 

program and thus continuous follow-up and feedback-sessions and knowledge sharing 

activities after the training are essential to motivate them. These aims and practical features 

to develop effectively useful skills of employees are already mentioned in the theory chapter 

3.2 about development of skills. Regarding the ranking of the question 44 `What will you 

influence to stay in the current company` about 70% of the German speaking people 

answered that it is important for them ´to have access to relevant training programmes and 

skill development activities`. Circa 59% of the respondents said that they want ´to feel 

satisfied with the way how completed training activities are being rewarded (raise in salary, 

promotion, etc.)` For 56% of the employees it is significant that the ´training and development 

which offered by their company is aligned with their expectations and their personal 

development needs`. Almost the same number of respondents (55%) said that ´training and 

development which are offered by their company have to be relevant for their daily work`. 

Less important for the German speaking people is the point that ´their employer organizes 

continous follow-up and feedback-sessions and knowledge sharing activities after the 

training` (34%). 

 

The Swedish interviewed persons voted the factor ´to have access to relevant training 

programmes and skill development activities` as the most relevant expedient to retain 

employees (60%). The second position predicates that ´training and development which are 

offered by their company have to be relevant for the daily work of the employees` (57%). For 

circa 50% of the employees it is significant that ´the training and development which offered 
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by their company is aligned with their expectations and their personal development needs 

are related to their work`. About 59% of the respondents said that they want ´to feel satisfied 

with the way how completed training activities are being rewarded`. Swedish people esteem 

the point that ´their employer organizes continous follow-up and feedback-sessions and 

knowledge sharing activities after the training` less important (34%).  

 

Summarizing the results it could be seen that Swedish and German speaking people vote 

the same as the most important (Question 44_1) and least important (Question 44_4) facts 

which influence the willingness of employees to retain in their current company. By direct 

comparison can be constituted one significant difference at the ranks of Question 44_5 in 

contempt of the same result measured in percent; German speaking employees consider the 

point ´to feel satisfied with the way how completed training activities are being rewarded` as 

important as opposed to the Swedish colleagues who are appreciate this point as not 

important. The other two answers differ between their voted ranks but do not show a high 

significant difference between the results (measured in %). 

 

 

4.4.3 Career development 

 

We have chose the questions 30 till 33 about career in present and future to find out if 

employees are satisfied with their career development. Furthermore these questions show if 

companies have developed career plans and if there differences or similarities between 

´career development opportunities´ in German speaking and Swedish companies.  

 

14% of the respondents in Germany and Austria answered that they are satisfied with their 

career development in the current company and circa 22% of the interviewed person are 

neither satisfied nor dissatisfied. Over 60% of the German speaking interviewed persons are 

not satisfied with their career development in the current company. In Sweden is distribution 

of the answers almost similar to the responses of the German speaking people. Only 6% are 

satisfied, about 32% are neither satisfied nor dissatisfied. And over 60% of the Swedish 

employees are dissatisfied with their career development in the current company. When it 

comes to the question if the employees are satisfied with their potential career development 

in the current company the responses are nearly conform. Just over 10% of the German 

speaking and fewer than 10% of the Swedish are satisfied with their future career in the 

current company. 50% in Austria and Germany and 54% are dissatisfied with their future 

career development. 
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The answers of the question if their employer has provided career development plans are 

different between Sweden and the German speaking countries (Austria and Germany). 

Barely half of the Swedish have a career development plan offered by their company. 

Whereas in Austria and Germany around 80% of the employer provided their employees a 

career development plan. 

 

The question 32 ´If yes, how do you and your employer work with the career development 

plan?` is only answered by a few respondents. Nobody of the German speaking and circa 

3% of the Swedish persons answered that the career development plan is not taken 

seriously by their employer. Rounded 3% of the Austrians & German and 1, 6% of Swedish 

said they are not satisfied with its content.   The answer ´The content and development of the 

plan is followed up regularly` gave 12, 5% of the German speaking and circa 40% of the 

Swedish interviewed persons. Rounded 5% in Austria and Germany said that their employer 

ensures that they can follow the plan. 15% of the Swedish respondents gave this answer. No 

German person and only circa 5% of the Swedish respondents gave another answer.  

 

The question 33.1 give us an overview how the future career depend on the possibility to go 

through training and skill development programmes related to their profession. About 27% of 

German speaking and 14% of the Swedish respondents answered that training and 

development programmes influence their future career. The German speaking people of our 

survey answered the question 33.2 (´To what extent does your career depend on the 

possibility to go through leadership development programmes?`) nearly similar to question 

33.1. Rounded 33% of the German said that this possibility is an ´important influence for their 

career development`. And circa 31% of the Swedish employees responded that their career 

depends on possibilities to take part on leadership development programmes. Concluding 

could be said that for the German speaking employees think that their career development 

could influence through the possibilities to go through trainings, skills and leadership 

development. Swedish employees have the point of view that their career development could 

be influenced more through leadership development programmes, than through skill and 

training development.  

 

The options to answer number six and seven of question 38 are both useful for the analysis if 

better career opportunities or better training opportunities influence employees to retain in 

their current company. The Austrians and Germans (above 45%) answered that better career 

opportunities are most interesting for them to leave their current company. From this one can 

infer that career opportunities in employees’ current companies are very important for the 

willingness to stay in that company. Whereas better training opportunities are not so 
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interesting than career opportunities for the German speaking. Circa 33% German speaking 

said that better trainings opportunities are interesting for them. For the Swedish respondents 

these both opportunities are relative less interesting. Circa 22% of the Swedish persons find 

the career opportunities most interesting for them. Still less interesting are trainings 

opportunities. Only rounded 12% of the interviewed persons in Sweden chose trainings 

opportunities as the most interesting point to leave the current company. It could be 

summarised that career and training opportunities for employees in Austria and in Germany 

are more significant than for Swedish employees. 

 

To analyse the employees satisfaction a question part about career development (question 

42) are created.  The answers of this question part have to analyse separately for Austria 

and Germany based on the result of the t-test. For the willingness to stay in the company is it 

for rounded 70% of the German respondents important that they are satisfied with their 

current career development. 75% of the Austrians answered that their satisfaction with the 

current career an important influence factor to retain in the current company.  Above 55% of 

the German and rounded 60% of the Austrians decided that the future career development in 

the current company is an important influence factor to stay in the company. Rounded 45% 

of the German and 50% of the Austrians employees answered that it is important for them 

that their personal career development is aligned with the company’s goals.  For 45% of the 

German and 39% Austrians is it important that they can expect to be promoted with regular 

intervals as part of their personal career development. ´That my company takes its 

employees career development seriously` considered 64% German persons and 50% 

Austrians as an important influence factor to stay in the current company. Above 60% of the 

Swedish respondents answered that the satisfaction with their career development in the 

current company is an important influence factor to retain in the company. The most 

important influence factor for the Swedish people (rounded 60%) to remain in the company is 

that they satisfied with their future career development. A quarter of the Swedish 

respondents chose this following alternative that their personal career development is 

aligned with the company’s goals as an important influence.  Only 20% considered as an 

important influence that they can expect to be promoted with regular intervals as part of their 

personal career development.  43% Swedish answered that it is an important influence factor 

for them that their company takes its employee’s career development seriously. 

 

Summarised could be said that for the German speaking and the Swedish employees career 

opportunities are an important factor to influence their willingness to stay in the company.  

These empirical data shows that employees need career opportunities to be satisfied with 

their job and the company as already mentioned in the theory chapter. Furthermore it could 
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be noticed that only a few of the respondents in the German speaking countries (Austria and 

Germany) and the Sweden are satisfied with their present and future career development.  

 

 

4.5 Correlations  

 

One of the most common and most useful statistics is the correlation.167 To measure the 

correlation between two variables we are using the SPSS program. With aid of this program 

we find out the Pearson product-moment correlation coefficient.  

 

The Pearson’s correlation (corr. coef.) reflects the degree of linear relationship between two 

variables. The correlation could be between +1 and -1. When the correlation is +1 it means 

that there is positive linear relationship between the two variables. A correlation of value -1 

means that the relationship between two variables is perfect negative linear. A strong 

correlation is between the value 0,600 – 0,999 or (-) 0,600 – (-)0,999. Between the value 

0,400 and 0,600 or (-) 0,400 and (-) 0,600 is a medium strong correlation. Below the value 

0,400 and (-) 0,400 the correlation starts to get weak. A correlation of value 0 amounts that 

there is no relationship between the variables. The level of significance (Sig. (2-tailed)) is 

called henceforth p and signalled with * or ** in the appendix. Two stars mean the strongest 

possible level, e.g. below 1 % (< 0,010). One star means a weaker significance level 

between 1% and 5% (i.e. 0,010-0,050). 

 

We only use a short numeric data notation to describe the results of the (internal-) 

correlation-tests between the relevant questions, e.g. the term 30_1 signifies that we discuss 

the option to answer one at question 30 in the questionnaire. The associated information 

about the used questions is appended in Appendix I 

 

4.5.1 Internal- and external- correlation 

 

In our work the correlation between the question 30, 31, 32, 38, 41, 42 and 43 are 

considered. The basic focus will be on the correlation about the question 38 ´What would 

make you seriously interested in leaving this company in order to start working for a 

competitor?`. Particularly the answer alternatives 38.6 (better career opportunities) and 38.7 

(better training opportunities) are considerable for the analysis of our study. 

 

                                                 
167 http://www.socialresearchmethods.net/kb/statcorr.php 
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Before we analyse if there is a correlation between the three different parts of the theory; 

career development, development of skills and leadership style, we check if the questions 

from each topic are correlated intra itself. Further on we call this form of correlation internal 

correlations. Therefore we made internal correlations-tests for questions 30- 33 (career), 38 

(skills), and 43 (leadership style). Afterwards we observe correlations between these different 

topics of theory against each other. Further on this correlations are named external 

correlations. Therefore we consider questions about leadership style against questions about 

management of career and also against development of skills. Furthermore we consider 

questions about development of skills against management of career, too. All correlations 

are appended at Appendix II, chapter 5 Correlations. 

 

4.5.1.1 Sweden: internal correlation 

 

Management of careers: 

The question ´Are you satisfied with your career development in this company up to now?` 

(Q 30_1) shows strong significance and positive correlation with the questions concerning 

career development (Q 30_2: corr. coef. = 0,557, p = 0,000; Q 31_: corr. coef. = 0,325, p = 

0,000; Q 32_3: corr.coef. = 0,275, p = 0,002; Q 32_4: corr.coef. = 0,311, p = 0,000) and a 

negative correlation and a weaker significance with (Q 42_1: corr. coef. = -0,219, p = 0,013) 

and moreover a strong significance with (Q 32_1: corr. coef. = -0,272, p = 0,002). Question 

´Are you satisfied with your potential career development in this company in the future?` (Q 

30_2) shows a strong significance and a positive correlation with (Q 30_1: corr. coef. = 

0,557, p = 0,000) and a negative correlation with (Q 42_1: corr. coef. = -0,320, p = 0,000). 

Also this Alternative shows similar strong significance and positive correlations as same as 

Question (Q 30_1) with (Q 31_: corr. coef. = 0,380, p = 0,000; Q 32_3: corr. coef. = 0,310, p 

= 0,000; Q 32_4: corr. coef. = 0,275, p = 0,002) 

  

The question ´Have your employer provided you with a career development plan?` (Q 31_) 

shows strong significance and positive correlations with (Q 30_1: corr. coef. = 0,325, p = 

0,000; Q 30_2: corr.coef. = 0,380, p = 0,000; Q 32_3: corr. coef. = 0,791, p = 0,000; Q 32_4: 

corr. coef. = 0,400, p = 0,000; Q 33_1: corr. coef. = 0,245, p = 0,005; Q 33_2: corr. coef. = 

0,229, p = 0,009). This alternative shows besides a weaker significance and a positive 

correlation with (Q 32_5: corr. coef. = 0,193, p = 0,028).  

 

Next we observe the correlations and significance about the question ´How do you and your 

employer work with the career development plan?` (Q 32_1 – Q 32_5). (Q 32_1) shows a 

strong significance and a positive correlation with (Q 32_2: corr. coef. = 0,340, p = 0,000) 
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and further a negative correlation with (Q 30_1: corr. coef. = -0,272, p = 0,002). Furthermore 

this alternative shows a weaker significance and a positive correlation with (Q 33_2: corr. 

coef. = 0,208, p = 0,018). Question (Q 32_2) shows solely a strong significance and a 

positive correlation with (Q 32_1: corr. coef. = 0,340, p = 0,000). Question (Q 32_3) shows 

strong significance and positive correlations with (Q 30_1: corr. coef. = 0,275,p = 0,002; Q 

30_2: corr. coef. = 0,310, p = 0,000; Q 31_: corr. coef. = 0,791, p = 0,000; Q 33_1: corr. coef. 

= 0,236, p = 0,007). This option further shows a weaker significance and a positive 

correlation with (Q 33_2: corr. coef. = 0,179, p = 0,042). Question (Q 32_4) shows strong 

significance and positive correlations with (Q 30_1: corr. coef. = 0,311, p = 0,000; Q 30_2: 

corr. coef. = 0,275, p = 0,002; Q 31_: corr. coef. = 0,400, p = 0,000).  Alternative (Q 32_5) 

shows weak significance and correlates positive with (Q 31_: 0,193, p = 0,028 and Q 42_2: 

corr. coef. = 0,189, p = 0,032).  

 

The question ´To what extent does your future career depend on the possibility to go through 

training and skill development programmes related to your profession?` (Q 33_1) and 

question ´To what extent does your career depend on the possibility to go through leadership 

development programmes?` (Q 33_2) show both strong significance and positive correlations 

with (Q 31_: corr. coef. = 0,245, p = 0,005 and corr. coef. = 0,229, p = 0,009) and 

furthermore against each other (corr coef. = 0,448, p = 0,000). Besides question (Q 33_1) 

shows strong significance and positive correlations with (Q 32_3: corr. coef. = 0,236, p = 

0,007) and question (Q 33_2) shows a weaker significance and positive correlation with (Q 

32_1: corr. coef. = 0,208, p = 0,018; Q 32_3: corr. coef. = 0,179, p = 0,042). 

 

Development of skills: 

Merely the question ´Please rank the alternatives in the order you think they are important for 

your willingness to remain in the company` (Q 41_3) and (Q 41_4) show a strong 

significance and a positive correlation against each other (corr. coef. = 0.256, p = 0,003) 

 

Leadership style: 

The question ´Please rank the alternatives in the order you think they are important for your 

willingness to remain in the company` (Q 43_2) and (Q 43_3) have a weak significance and 

correlate positive against each other (corr. coef. = 0,203, p = 0,021) and in addition to that 

option (Q 43_4) and (Q 43_5) also show weak significance and correlate positive each other 

(corr. coef. = 0,174, p = 0,049). 

 

 

 



 - 56 - 

4.5.1.2 German speaking part: internal correlation 

 

Management of careers:  

Question ´Are you satisfied with your career development in this company up to now?` (Q 

30_1) and question ´Are you satisfied with your potential career development in this 

company in the future?` (Q 30_2) shows a strong significance and a positive correlation 

against each other (corr. coef. = 0,758, p= 0,000). Both mutually show a strong significance 

and correlate positive with (Q 31_: corr. coef. = 0,460, p = 0,000 and corr. coef. = 0,373, p = 

0,002) and besides show weaker significance with (Q 32_3: corr. coef. = 0,299, p = 0,016 

and corr. coef. = 0,256, p = 0,041) (Q 33_1: corr. coef. = 0,302, p = 0,015 and corr. coef. = 

0,269, p =0,032). Furthermore option (Q 30_2) has a weaker significance and correlates 

negative with (Q 42_1: corr. coef. = .-0,275, p = 0,028). 

 

Question ´Have your employer provided you with a career development plan?` (Q 31_) 

shows several strong significance and positive correlations with (Q 30_1: corr. coef. = 0,460, 

p = 0,000; Q 30_2: corr. coef. = 0,373, p = 0,002; Q 32_2: corr. coef. = 0,326, p = 0,009; Q 

32_3: corr. coef. = 0,685, p = 0,000; Q 32_4: corr. coef. = 0,402, p = 0,001) and one weaker 

significance and positive correlation with (Q 33_1: corr. coef. = 0,312, P = 0,012). 

 

Question ´How do you and your employer work with the career development plan?` is 

observed next. (Q 32_1) can not be measured because no German speaking respondent 

voted this alternative. Thus this possibility to answer will not be regard in the complete 

consideration about correlation between the alternatives to answer. Question (Q 32_2) 

shows a strong significance and a positive correlation with (Q 31_: corr. coef. = 0,326, p = 

0,009) and a weaker significance with (Q 42_1: corr. coef. = 0,248, p = 0,048). Question (Q 

32_3) shows a strong significance and a positive correlation with (Q 31_: corr. coef. = 0,685, 

p = 0,000), too. Furthermore this option shows weaker significance and positive correlations 

with (Q 30_1: corr. coef. 0,299, p = 0,016; Q 30_2: corr. coef. = 0,256, p = 0,041; Q 42_5: 

corr. coef. = 0,254, p = 0,043). Alternative (Q 32_4) show a strong significance and a positive 

correlation with (Q 31_: corr. coef. = 0,402, p = 0,001) and has weaker significance with (Q 

33_1: corr. coef. = 0,254, p = 0,043; Q 33_2: corr. coef. = 0,259, p = 0,039). Question (Q 

32_5) can not be regarded due to the fact that the respondents have to fulfil this option with 

their own words and SPSS can not be measure these answers. 

 

The question ´To what extent does your future career depend on the possibility to go through 

training and skill development programmes related to your profession?` (Q 33_1) and 

question ´To what extent does your career depend on the possibility to go through leadership 
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development programmes?`. Question 33_1 and 33_2 both show a strong significance and a 

positive correlation against each other (corr. coef. = 0,631, p = 0,000) and show a weaker 

significance with (Q 32_4: corr. coef. = 0,254, p = 0,043 and corr. coef. 0,259, p = 0,039). 

Besides question (Q 33_1) shows weaker significance with (Q 30_1: corr. coef. = 0,302, p = 

0,015; Q 30_2: corr. coef. 0,269, p = 0,032; Q 31_: 0,312, p = 0,012). 

 

Development of skills: 

Question (Q 41_1 – Q 41_5) composed of ´Please rank the alternatives in the order you think 

they are important for your willingness to remain in the company`. (Q 41_1) and (Q 41_2) 

show strong significance and positive correlation against each other (corr. coef. = 0,430, p = 

0,000; corr. coef. = 0,320, p = 0,010). Also question (Q 41_2) and (Q 41_3) show strong 

significance and positive correlation against each other (corr. coef. = 0,611, p = 0,000). 

Moreover alternative (Q 41_2) and (Q 41_3) show strong significance and positive 

correlations with (Q 41_4: corr. coef. = 0,424, p = 0,000 and corr. coef. = 0,415, p= 0,001). 

Furthermore option (Q 41_2) shows solitary a weaker significance with (Q 41_5: corr. coef. = 

0,530, p = 0,000). Question (Q 41_4) shows strong significance and positive correlations with 

(Q 41_ 2: corr. coef. = 0,424, p = 0,000; Q 41_3: corr. coef. = 0,415, p = 0,001; Q 41_5: corr. 

coef. = 0,530, p = 0,000). At last option (Q 41_5) has a weak significance and correlates 

positive with (Q 41_2: corr. coef. = 0,269, p = 0,032) and shows a strong significance with (Q 

41_4: corr. coef. = 0,530, p = 0,000). 

 

Leadership style: 

This question ´Please rank the alternatives in the order you think they are important for your 

willingness to remain in the company` shows several internal correlations. At first question (Q 

43_1) has a strong significance and positive correlation with all options of question (Q 43_: 

corr. coef. = 0,525, p = 0,000; corr. coef. = 0,346, p = 0,005; corr. coef. = 0,321, p = 0,010; 

corr. coef. = 0,337, p = 0,006). Furthermore the question (Q 43_2) shows strong significance 

and correlates positive with the options (Q 43_3: corr. coef. = 0,607, p = 0,000) and (Q 43_4: 

corr. coef. = 0,493, p = 0,000). Moreover question (Q 43_3) shows a strong significance and 

positive correlation with (Q 43_5) against each other (corr. coef. = 0,347, p = 0,005). 

 

4.5.1.3 External correlation: Leadership style vs. Development of skills  

 

In this chapter we contemplate the correlation between questions about Leadership style and 

development of skills each other. 

 

Sweden: 
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At first we look at the influence from used leadership style against the development of skills 

in Sweden. Question (Q 43_1 – Q 43_5) composed of ´Please rank the alternatives in the 

order you think they are important for your willingness to remain in the company`. (Q 43_1) 

shows a strong significance and positive correlations with (Q 41_4: corr. coef. = 0,382, p = 

0,000) and weaker significance with (Q 41_5: corr. coef. = 0,196, p = 0,026). The question (Q 

43_2) shows two strong significances and positive correlations with the options (Q 41_3: 

corr. coef. = 0,365, p = 0,000) and (Q 41_4: corr. coef. = 0,306, p = 0,000). The alternatives 

(Q 41_1: corr. coef. = 0,214, p = 0,015) and (Q 41_5: corr. coef. = 0,190, p = 0,031) show 

weak significance and correlates positive with question (Q 43_3). Question (Q 43_4) shows 

several strong significances in this chapter. It correlates positive with (Q 41_2: corr. coef. = 

0,236, p = 0,007; Q 41_5: corr. coef. = 0,253, p = 0,004) and shows weaker significance with 

(Q 41_4: corr. coef. = 0,185, p = 0,036). At last question (Q 43_5) shows merely one strong 

significance and positive correlation with (Q 41_5: corr. coef. = 0,386, p = 0,000). 

 

Germany: 

We look at the influence from used leadership style against the development of skills; we use 

the same process as obeyed in the Swedish chapter before. Question (Q 43_1 – Q 43_5) 

composed of ´Please rank the alternatives in the order you think they are important for your 

willingness to remain in the company`. (Q 43_1) shows several strong significances and 

positive correlations with (Q 41_2: corr. coef. = 0,328, p = 0,008; Q 41_3: corr. coef. = 0,399, 

p = 0,001; Q 41_4: corr. coef. = 0,506, p = 0,000; Q 41_5: corr. coef. = 0,359, p = 0,004). 

The question (Q 43_2) shows three strong significances and positive correlations with the 

options (Q 41_3: corr. coef. = 0,400, p = 0,001; Q 41_4: corr. coef. = 0,339, p = 0,006; Q 

41_5: corr. coef. = 0,452, p = 0,000). The alternatives (Q 41_2: corr. coef. = 0,459, p = 0,000; 

Q 41_3: corr. coef. = 0,329, p = 0,008) have strong significance and positive correlations with 

question (Q 43_3). Besides this question shows weaker significance with option (Q 41_4: 

corr. coef. = 0,269, p = 0,032; Q 41_5: corr. coef. = 0,284, p = 0,023). Question (Q 43_4) has 

one strong significance and positive correlation with (Q 41_4: corr. coef. = 0,332, p = 0,007) 

and one time a weaker significance with (Q 41_2 corr. coef. = 0,269, p = 0,031). At the last 

question (Q 43_5) shows two strong significances and positive correlations thus one with (Q 

41_2: corr. coef. = 0,320, p = 0,010) and one other with (Q 41_3: corr. coef. = 0,373, p = 

0,002). 

 

4.5.1.4 External correlation: Leadership style vs. Management of career 

 

In this chapter we contemplate the correlation between questions about Leadership style and 

career management. 
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Sweden: 

Question (Q 43_1 – Q 43_5) composed of ´Please rank the alternatives in the order you think 

they are important for your willingness to remain in the company`. (Q 43_1) shows several 

significances and positive correlations with options to answer which are relevant for the 

career management. This question shows strong significance and correlates negative with 

(Q 31_: corr. coef. = -0,236, p = 0,007) and positive with (Q 42_3: corr. coef. = 0,404, p = 

0,000; Q 42_4: corr. coef. = 0,272, p = 0,002) and shows weaker significance and negative 

correlation with (Q 30_1: corr. coef. = -0,178, p = 0,044; Q 30_2: corr. coef. = -212, p = 

0,016; Q 32_3: corr. coef. = -0,217, p = 0,013; Q 32_4: corr. coef. = -0,195, p = 0,27). The 

question (Q 43_2) shows three strong significances and negative correlations with the 

options (31_: corr. coef. = -0,230, p = 0,009) and positive correlation with (Q 42_3: corr. coef. 

= 0,243, p = 0,006; Q 42_5: corr. coef. = 0,292, p = 0,001) and has weaker significance and 

correlates negative with (Q 32_1: corr. coef. = -0,209, p = 0,017) and positive with (Q 42_1: 

corr. coef. = 0,225, p = 0,010M; Q 42_2: corr. coef. = 0,210, p = 0,017). Question (Q 43_3) 

shows only one strong significance and a positive correlation with alternative (Q 42_2: corr. 

coef. = 0,382, p = 0,000) and a weaker significance with (Q 42_4: corr coef. = 0,214, p = 

0,015) and besides a weak significance and a negative correlation with (Q 33_2: corr. coef. = 

-0,193, p = 0,028). Three strong significance and positive correlations at question (Q 43_4) 

can be noticed at with (Q 42_3: corr. coef. = 0,269, p = 0,002; Q 42_4: corr. coef. = 0,292, p 

= 0,001; Q 42_5: corr. coef. = 0,408, p = 0,000). The last question (Q 43_5) shows also three 

strong significances and positive correlations with (Q 42_3: corr. coef. = 0,310, p = 0,000; Q 

42_4: corr. coef. = 0,322, p = 0,000; Q 42_5: corr. coef. = 0,239, p = 0,006) and furthermore 

one weaker significance with (Q 33_2: corr. coef. = 0,179, p = 0,043). 

 

Germany:  

Question (Q 43_1 – Q 43_5) composed of ´Please rank the alternatives in the order you think 

they are important for your willingness to remain in the company`. Just as established before 

in the chapter about the German speaking part question (Q 43_1) shows several strong 

significances and positive correlations with options to answer which are relevant for the 

management of career. This question shows strong significance and positive correlations 

with (Q 42_1: corr. coef. = 0,476, p = 0,000; Q 42_2: corr. coef. 0,378, p = 0,002; Q 42_3: 

corr. coef. = 0,390, p = 0,001; Q 42_4: corr. coef. = 0,470, p = 0,000; Q 42_5: corr. coef. = 

0,382, p = 0,002).  

The question (Q 43_2) shows three strong significances and positive correlations with (Q 

42_2: corr. coef. = 0,432, p = 0,000; Q 42_4: corr. coef. = 0,529, p = 0,000; Q 42_5: corr. 

coef. 0,381, p = 0,002) and two weaker significances with (Q 42_1: corr. coef. 0,315, p = 
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0,010) and (Q 42_3: corr. coef. = 0,306, p = 0,014). Question (Q 43_3) shows strong 

significance with the alternatives (Q 42_2: 0,413, p = 0,001; Q 42_4: 0,322, p = 0,009) and 

weaker significance with (Q 42_1: corr. coef. = 0,280, p = 0,025; Q 42_3: corr. coef. = 0,301, 

p = 0,016; Q 42_5: corr. coef. = 0,309, p = 0,013). Three strong significances and positive 

correlations with question (Q 43_4) can be noticed at (Q 42_1: corr. coef. = 0,327, p = 0,008; 

Q 42_2: corr. coef. = 0,328, p = 0,008; Q 42_4: corr. coef. = 0,439, p = 0,000; Q 42_5: corr. 

coef. = 0,443, p = 0,000) and one weaker significance with (Q 42_3: corr. coef. = 0,283, p = 

0,024). Question (Q 41_5) has several strong significances and positive correlations, thus 

with the options (Q 32_3: corr. coef. = 0,340, p = 0,006; Q 42_1: corr. coef. = 0,483, p = 

0,000; Q 42_3: corr. coef. = 0,354, p = 0,004; Q 42_5: corr. coef. = 0,434, p = 0,000). Also 

this question shows weaker significance with the alternative (Q 31_: corr. coef. = 0,288, p = 

0,021).  

 

4.5.1.5 External correlation: Development of skills  vs. Management of career 

 

In this chapter we contemplate the correlation between questions about development of skills 

and management of career. 

 

Sweden:  

Question (Q 41_1 – Q 41_5) composed of ´Please rank the alternatives in the order you think 

they are important for your willingness to remain in the company`. Question (Q 41_1) shows 

no strong significance for a positive or a negative correlation with any option to answer which 

are relevant for the career management. However this question shows one weak significance 

and positive correlation with the option (Q 42_1: corr. coef. = 0,191, p = 0,030). Also the 

question (Q 41_2) shows merely one weak significance and negative correlation with 

alternative (Q 32_3: corr. coef. = -0,188, p = 0,033). Furthermore question (Q 41_3) shows 

one weak significance and correlates negative with option (Q 31_: corr. coef. = -0,215, p = 

0,015), too. The question (Q 41_ 4) shows opposed to the existing results several 

significances and correlations with questions about career management. This question has 

strong significance and negative correlation with alternative (Q 31_: corr. coef. = -0,256, p = 

0,003) and positive correlation with (Q 42_3: corr. coef. = 0,356, p = 0,000; Q 42_5: corr. 

coef. = 0,251, p = 0,004) and weaker significance and negative correlation with (Q 32_4: 

corr. coef. = -0,196, p = 0,026) and positive with (Q 42_2: corr. coef. = 0,219, p= 0,013; Q 

42_4: corr. coef. = 0,212, p = 0,016). Question (Q 41_5) shows strong significance and 

correlates positive with (Q 42_3: corr. coef. = 0,301, p = 0,001; Q 42_4: corr. coef. = 0,301, p 

= 0,001) and has a weaker significance with (Q 42_5: corr. coef. = 0,210, p = 0,017).  
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Germany:  

Question (Q 41_1 – Q 41_5) composed of ´Please rank the alternatives in the order you think 

they are important for your willingness to remain in the company`. Just as established before 

in the chapter about the German speaking part question (Q 41_1) shows no strong 

significance with any option to answer which are relevant for the career management. 

Nevertheless this question shows one weak significance with the option (Q 32_3: corr. coef. 

= 0,277, p = 0,027) about career management. The option shows a weak significance and a 

negative correlation (Q 33_2: corr. coef. = -0,254, p = 0,043) and (Q 42_4: cor. coef. = 0,310, 

p= 0,013; Q 42_5: corr. coef. = 0,254, p = 0,043) show also weak significance but a positive 

correlation with the question (Q 41_2). A strong significance and a positive correlation with 

question (Q 41_3) can be noticed at the alternatives (Q 42_1: corr. coef. = 0,333, p = 0,007; 

Q 42_4: corr. coef. = 0.363, p = 0,003) and a weaker significance with (Q 42_2: corr. coef. 

0,317, p = 0,11). The question (Q 41_4) shows two strong significances and positive 

correlations with (Q 42_4: corr. coef. = 0,517, p = 0,000; Q 42_5: corr. coef. 0,335, p = 0,007) 

and one weaker significance with (Q 42_2: corr. coef. = 0,289, p = 0,020). Question (Q 41_5) 

shows merely one weak significance and correlates with the option (Q 42_4: corr. coef. = 

0,319, p = 0,010). 

 

4.5.1.6 External correlation: Reason to leave the c urrent company vs. all relevant areas 

of theory 

 

Now we consider the in- and ex-ternal correlations with question (Q 38_) ´What would make 

you seriously interested in leaving this company in order to start working for a competitor?`. 

Furthermore we focus this correlation on the options to answer (Q 38_6) ´Better career 

opportunities` and (Q 38_7) ´Better training opportunities`. 

 

The question ´To what extent does your future career depend on the possibility to go through 

training and skill development programmes related to your profession?` (Q 33_1) and 

question ´To what extent does your career depend on the possibility to go through leadership 

development programmes?` (Q 33_2) show both strong significance and positive correlations 

with (Q 31_: corr. coef. = 0,245, p = 0,005 and corr. coef. = 0,229, p = 0,009) and 

furthermore against each other (corr coef. = 0,448, p = 0,000). Besides question (Q 33_1) 

shows strong significance and positive correlations with (Q 32_3: corr. coef. = 0,236, p = 

0,007) and question (Q 33_2) shows a weaker significance and positive correlation with (Q 

32_1: corr. coef. = 0,208, p = 0,018; Q 32_3: corr. coef. = 0,179, p = 0,042). 
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German speaking countries: 

The question (Q 38_6) shows weak significance and positive correlations with (Q 30_1: corr. 

coef. = 0,278, p = 0,026; Q 30_2: corr. coef. = 0,259, p = 0,038) and strong significance with 

(Q 38_7: corr. coef. = 0,486, p = 0,000). 

 

Question (Q 38_7) shows a strong significance and positive correlations with (Q 38_6: corr. 

coef. = 0,486, p = 0,000) and weak significance with (Q 41_5: corr. coef. = 0,254, p = 0,043; 

Q 32_3: corr. coef. = 0,301, p = 0,016). 

 

Sweden:  

The question (Q 38_6) has two strong and two weak significances.  Positive correlations and 

strong significance can be noticed with (Q 38_7: Corr. coef. = 0,428, p = 0,000) and with a 

weak significance at (Q 42_2: corr. coef. = 0,201, p = 0,022). Contrary negative correlations 

and a strong significance can be noticed with (Q 42_5: corr. coef. = -0,236, p = 0,007) and a 

weak significance with (Q 43_4: corr. coef. = -0,189, p = 0,032). 

 

Question (Q 38_7) shows several strong significances and positive correlations with (Q 38_6: 

0,428 p 0,000; Q 41_1: 0,349 p 0,000; Q 43_3: 0,262 p 0,003) and a weak significance with 

(Q 42_2: 0,214 p 0,015). 

 

 

4.5.2 Summary  

 

The importance of the used leadership style can be seen regarding the question ´Please 

rank the alternatives in the order you think they are important for your willingness to remain 

in the company`. We found out that the employees in the German speaking countries 

(Austria and Germany) and Sweden prefer more a participative and relation-oriented 

leadership style than autocratic but however the German speaking employees are not loath 

to be lead by a task oriented leader in comparison to Swedish employees.  

 

By observing the importance of management of career we found out that the most of the 

German speaking and Swedish people are not satisfied with their with their career 

development in the current company up to now or potentially in the future. In Austria and 

Germany and also in Sweden it is common that `The content and development of the plan is 

followed up regularly´. Circa one third of the German speaking employees think that their 

career development could influence through the possibilities to go through trainings, skills 
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and leadership development. Nearly the same amounts of Swedish people think that their 

career development can influence more through leadership development programmes than 

through trainings and skill development.    

 

Swedish and German speaking people vote the same most important option when they have 

to score the importance of development of skills. Thus they vote ´to have access to relevant 

training programmes and skill development activities` as the most important fact and least 

important that ´their employer organizes continous follow-up and feedback-sessions and 

knowledge sharing activities after the training`. When comparing both countries each other 

can be constituted one significant difference. Swedish employees have a more significant 

intrinsic motivation to develop their skills contrary German speaking people need rather a 

financial incentive. It could be summarised that career and training opportunities for 

employees in Austria and in Germany are more important than for Swedish employees. 

 

Now we consider the internal correlation results and summarize it in the following part. 

When employees in Sweden are satisfied with their career development in the current 

company they are also satisfied with their potential career opportunities in the future. In 

addition when Swedish employees are satisfied about these assumptions they are provided 

with a career development plan and this plan is followed up regularly and moreover the 

employer ensures this fact. Furthermore the career development process depends on the 

possibility to take part on skills and leadership development programs and constitute an 

advantage. 

 

German speaking employees evaluate the same coherence as the Swedish employees. 

Moreover when skill development programs are important for career opportunities then 

employees want to have access to these trainings and further on they consider this 

possibility should be relevant for their daily work and besides personalized with their needs 

and expectations. When feedback sessions are personalized with employee’s expectations 

and needs they feel satisfied how the trainings are rewarded. German speaking employees 

behold that a leader who is task oriented nevertheless could focus on relations and support 

the employees. Besides a relation oriented leader puts focus on encouraging employees and 

creating a good working atmosphere.  

 

Next we summarize the results of the external correlations. When put focus on the relation 

between leadership style and management of career we found out one substantial difference 

between Sweden and German speaking countries. A Swedish leader who is task oriented 

and pushes the employees also attempts to create a good working atmosphere and further 
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on combines company goals with the career management of the employees. Therefore he 

takes these career developments of the employees seriously.  Contrary German speaking 

managers adapt two different ways of leading. One way is to push the employees and to be 

task oriented. Therefore the leader takes care to manage the career development of the 

employees seriously. The other way to lead is put focus on relations, support and 

encouraging employees and also to create a good working atmosphere. Then the leader 

promotes the career of employees serious in regular intervals. Thereby the employees feel 

satisfied how the trainings programs are rewarded. Furthermore they feel satisfied as well 

with their current career as the potential career development.  

 

Now we consider the results of the external correlations between the used leadership style 

and development of skills. In Sweden we did not observe any relation regarding these two 

assumptions. Once again in the German speaking countries we found two difference 

possibilities to lead employees. A task oriented leader who pushes the employee’s attempts 

to align personal expectations of employees and requirements for daily work when using 

trainings. For that reason he uses feedback sessions. A relation oriented leader who puts 

focus on encouraging employees aligns personal expectations and requirements of daily 

work when realizing skills programs, too. Thereby the employees are satisfied how the 

trainings are rewarded. 

 

At last result of external correlations relations between development of skills and 

management of career are observed. We only found out an important coherence, this 

relation exists in the German speaking countries. In Sweden important coherences are 

missed. A German manager promotes the career development of employees by using 

feedback sessions. 

 

 

4.5.3 Interpretation  

 

In this chapter we want to figure out if the main statements of our theory chapter are affirmed 

or confirmed by comparison with the empirical results.  

 

We mentioned as one main statement in the leadership theory part that the style of leading 

employees is an important influence factor for subordinate’s behaviour. This statement can 

be confirmed. In German speaking countries leaders have two possibilities to pursue the 

objectives of the organization, ensure that the same results will be achieved and also 

guarantee that every employee gets the same possibility to develop his skills and career. 
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Nevertheless a relation oriented manager who uses a participative leadership style and 

thereby he supplemental accomplishes satisfaction of the employees. In Sweden only one 

way of leading employees shows relations to other important facts. A manager who uses a 

task oriented leadership style ensures that the company goals will be achieved and only 

guarantee that every employee gets the same possibility to develop his skills.  

 

Concluding a Swedish employee has more responsibility for his work and his way of doing 

this work. He could be seen as an own subunit inside the organization. The leader only 

ensures ´neutral` environmental circumstances and controls at the end the final results of the 

work. He does not focus how the work will be done thus the process of working is not 

relevant. The employee gets independence and therefore he needs a strong intrinsic 

motivation to achieve the company and his personal goals. German speaking managers also 

adapt this form of leading but most managers use rather a relation oriented style. Therefore 

the employer support and encourage direct and active development of skills and career of 

employees. He sets the ´right environmental circumstances just as he beliefs that it will help 

the employees to achieve the company and personal goals. The employees do not 

necessarily needs an intrinsic motivation rather he will be motivated by the leader and 

financial incentives.  

 

The importance to achieve technical, human, and conceptual skills differs between these 

three form of skills and moreover between the two countries. To develop new technical skills 

is rather important for German speaking employees then for Swedish employees because in 

German speaking organizations it is important to develop skills which are needed for the 

daily work and generate immediately a conspicuous and implementable result. A Swedish 

employee rather develops skills to learn staff which he seems as interesting new knowledge 

and thereby grow up his personal competencies. Also the development of human skills 

depends on the two different cultural backgrounds and requirements. Nevertheless both 

groups of leaders have to know and develop their human skills. However Swedish managers 

mostly use one possibility to lead employees as mentioned before. Contrary German 

speaking leaders use two ways of leadership style. We do not arrogate ourselves to value 

these two different ways of leading nevertheless we determine a more flexible way of leading 

and a fast adaptability on new environmental circumstances when considering German 

speaking leaders. Conceptual skills do not measured because the empirical results did not 

claim any relevant information about this kind of skill.  

 

In contempt of the dissatisfaction of the employees with their current and potential career 

development most of them constitute a regularly and serious career management as a basic 
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requirement for their satisfaction. Furthermore they claim that it is important how the efforts 

to develop their career are rewarded. Most of the employees in both countries are not 

satisfied about this assumption. In German speaking countries it is common to help 

employees to develop their career, e.g. mentoring programs. As already seen by interpreting 

the results about skill development in Sweden the employees also have to improve their 

career management by themselves (intrinsic motivation). Concluding programs to support 

development of employees like mentoring assure that all employees fulfil basic requirements 

and no one fall behind.  

 

We think that employees have to extend their personal skills and thereby their career 

opportunities by individual initiative and intrinsic motivation. All employees are in competition 

with employees all over the world cause of the faster globalization process nowadays. 

Geographical boundaries are blurring and skills are a more important fact for success. 

Nevertheless special tasks and industries demand a ´old` process of development of skills. 

For example the retail sector in German speaking countries requires rather traditional 

technical skills to lead successful employees (conclude of our own work experiences). 

Probably the environmental circumstances will also change in this industry but there is a 

resistance until now. We think that ´modern` skills are increasingly essential for success of 

an organization and also for the personal success of an employee. Furthermore the influence 

and development of these skills facilitate different possibilities to lead successful. Further 

studies have to research if these influences are measurable. 
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5. Final conclusion  

 

As a last resort we test if our hypothesis will be affirmed or disproved by the empirical results 

of our research.  

 

Our first hypothesis, which claims the chain of causality that leadership style will influence 

the career opportunities and furthermore encouraged by development of skills, can not be 

affirmed. In the German speaking countries the used leadership style shows several strong 

significances and medium strong correlations on the development of skills. Contrary in 

Sweden can not be identified a medium or strong correlation with a strong significance 

concerning the influence of the used leadership style on development of skills. Also the used 

leadership style shows several strong significances with medium strong correlations 

concerning the management of career in the German speaking countries. In Sweden can be 

noticed the statistically result concerning the influence of the used leadership style on the 

management of career that it can be seen two strong significance with a medium strong 

correlation. The influence of development of skills on management of career shows merely 

one strong significance and hereby a medium strong correlation in the German speaking 

countries. Once more In Sweden can be observed no strong significance with a medium or 

even a strong correlation according this influence.  

 

Our second hypothesis regarding the fact, that the results of our questionnaire will be 

different in German speaking countries and in Sweden, can be confirmed. The empirical 

results of the correlations differ significant several times in relevant questions about the three 

fields of the considered theory. Furthermore the statistically results of these two countries 

differentiate eminently concerning the influence of the used leadership style on the 

development of skills and in addition on management of career.  
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6. Reflection  

 

Considering our research we can conclude that it was instructive for us. During our study in 

Germany we never prepare an empirical study. We learned studying in another kind of 

academic research. Furthermore we gained experiences about the difficulties of doing an 

empirical study.  At first we noticed that it is very difficult to find willing employees to take part 

on our survey at the insurance, finance and banking branch. It was not easy for us to 

convince Austrian companies into our research project. We think that it would be easier for 

us to find enough willing employees in Germany. A reason for that could be that we are 

German students and we know what kind of communication German banks, insurance and 

finance companies prefer. Besides we do not know how Austrian companies place their 

values.  

 

Defiance the help of Anders Hytter and his friends we did not get sufficient responses from 

Austrian persons. Maybe this reaction based on the short time schedule.  

Furthermore we had no Pre- understanding in using SPSS to prepare the gathered data. At 

universities in Germany it is not common to work with statistical programmes like SPSS. We 

only learn a few theoretical statistic basics at the beginning of our study. Thus it was a 

difficult and a new challenge for us to work with SPSS. Already the acquisition of the SPSS 

data was difficult. During the festive season it was not possible to work with computer and to 

get help at our home university. As already mentioned we had only a short time for the 

research and especially for collecting responses and preparing and gathering data and for 

analysing the data.  

 

While reflecting the whole study we are satisfied working in multicultural research project. We 

have gained a lot of new experience and knowledge. Especially we do not want miss the 

experience to work in an international research group including people from five nationalities. 

Furthermore working with an electronically questionnaire (which has been translated into six 

languages and has been sent out to Sweden, Taiwan, Kosovo, France and German 

speaking countries) was a new and an interesting experience for both of us.     
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The questionnaire English Generic version 
 

No.  Type 
 
Symbol  Question  Reply 

1 
Radio 
Buttons Q1 Are you a Man 

    Woman 
     
     

2 
Numeric 
Field Q2 Which year were you born?  

     
3 Text Field Q3 In which country were you born?  
     

4 
Radio 
Buttons Q4_1 Did you also go to school (until age 14-16) in this country? Missing value 

    Yes 
    No 

    
If no, please specify in which country you did the 
major part of your education

     

  Q4_2 
If no, please specify in which country you did the major part of 
your education (Text)  

     

5 
Radio 
Buttons Q5 What is your level of education? None diploma (primary school)

    A level (secondary school)
    University studies, Bachelor level
    University studies, Master studies or higher
     
     

6 
Radio 
Buttons Q6_1 In what kind of company are you working? Bank 

    Financial company (other than bank)
    Insurance company
    Other, please specify
     
  Q6_2 Other, please specify (Text)  
     

7 
Radio 
Buttons Q7_1 Where do you work? Local branch office 

    Local head office 
    Regional head office
    National head office
    Other, please specify
     
  Q7_2 Other, please specify (Text)  
     

8 
Radio 
Buttons Q8 What is your position? Top management 

    Middle management
    First line management
    No management position
     
     

9 
Radio 
Buttons Q9_1 Do you work as a Specialist 
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    Generalist 
    Other, please specify
     
  Q9_2 Other, please specify (Text)  
     

10 
Radio 
Buttons Q10 Do you regularly meet and interact with clients of the company? Almost never 

    1 day per month 
    2-5 days per month
    6-10 days per month
    11-20 days per month
    Every day 
     
     

11 
Radio 
Buttons Q11 What is the size of the city where you work? Small city 

    Medium sized city 
    Large city 
     
     

12 
Radio 
Buttons Q12_1 Do you work in an open space office

    sharing a single room office
    in a single room office of your own
    Other, please specify
     
  Q12_2 Other, please specify (Text)  
     

13 
Radio 
Buttons Q13 

How much do you earn in one year from your company 
(including salary but excluding bonuses and benefits)? Missing value 

    Less than 20.000 Euro
    21.000 - 30.000 Euro
    31.000 - 40.000 Euro
    41.000 - 50.000 Euro
    51.000 - 60.000 Euro
    61.000 - 70.000 Euro
    71.000 - 80.000 Euro
    81.000 - 90.000 Euro
    More than 90.000 Euro
     
     

14 
Radio 
Buttons Q14_1 

Are you entitled to an extra month's salary during the year of in 
the end of the year? Missing value 

    No 
    Yes, we get a 13:th salary
    Yes, we get a 13:th and a 14:th salare
    Other, please specify
     
  Q14_2 Other, please specify (Text)  
     

15 
Radio 
Buttons Q15 

Are you entitled to bonus payments (do not take the extra 
months' salary into account) Missing value 

    No 
    Yes 
     
     

16 Radio Q16 Do you receive benefits from your company (for example free Missing value 
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Buttons cell phone, free or subsidized lunch, free car, etc.) 
    No 
    Yes 
     
     

17 Text area Q17 If you have benefits, please specify what they are:  
     

18 
Radio 
Buttons Q18 

Are you satisfied with what you earn in total (salary + bonus + 
benefits) from your employer? Completely dissatisfied

    Dissatisfied 
    Not dissatisfied, not satisfied
    Satisfied 
    Completely satisfied
     
     

19 
Radio 
Buttons Q19_1 I prefer that a bonus system is based on Missing value 

    The whole companys' performance
    My whole teams' performance
    My own performance
    Other, please specify
     
  Q19_2 Other, please specify (Text)  
     

20 
Numeric 
Field Q20 How many years have you worked in total?  

     

21 
Numeric 
Field Q21 How many years have you worked in this company?  

     
22 Text Field Q22 How much of your work life has been within banking, finance and/or insurance companies? Please answer in % of your total work life
     

23 
Radio 
Buttons Q23 Are you satisfied with working in this kind of company? Missing value 

    Completely dissatisfied
    Dissatisfied to some extent
    Not dissatisfied, nor satisfied
    Satisfied to some extent
    Completely satisfied
     
     

24 Matrix    

  Q24_1 
How easy would it be for you to find a SIMILAR job without 
moving or having to start commuting outside the city? Missing value 

    Impossible or Almost impossible
    Difficult 
    Neither difficult or easy
    Easy 
    Very easy 
    I am alread commuting long distance
     

  Q24_2 
How easy would it be for you to find a BETTER job without 
moving or having to start commuting outside the city? Missing value 

    Impossible or Almost impossible
    Difficult 
    Neither difficult or easy
    Easy 
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    Very easy 
    I am alread commuting long distance
     

25 
Radio 
Buttons Q25 

If you have a family, how easy would it be for you to find a 
similar job if your spouse got a new job that required the whole 
family to move to another city? Missing value 

    Impossible or Almost impossible
    Difficult 
    Neither difficult or easy
    Easy 
    Very easy 
    I don't have a family
     
     

26 Matrix    

  Q26_1 
If you decide to quit working for this company, how long will it 
take before you can start working for your new employer? Missing value 

    One month or less 
    Up to Two months 
    Up to Three months
    More than three months
     
  Q26_2 What would it be if you would start working for a competitor? Missing value 
    One month or less 
    Up to Two months 
    Up to Three months
    More than three months
     

27 Yes / No Q27 Is it possible for you to work from home? Missing value 
    No 
    Yes 
     
     

28 
Radio 
Buttons Q28_1 How often do you work from home? Missing value 

    On rare occasions 
    I do it regularly but not so often
    I do it as often as I find it necessary
    If other, please specify
     
  Q28_2 If other, please specify (Text)  
     

29 
Radio 
Buttons Q29 

In your current work, do you manage to successfully balance 
family and work demands? Missing value 

    No, not good at all 
    Not good 
    Neither good or bad
    Yes, well 
    Yes, very well 
     
     

30 Matrix  Career, present and future  

  Q30_1 
Are you satisfied with your career development in this company 
up to now? Missing value 

    Completely dissatisfied
    Dissatisfied 
    Neither dissatisfied or satisfied
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    Satisfied 
    Completely satisfied
     

  Q30_2 
Are you satisfied with your potential career development in this 
company in the future? Missing value 

    Completely dissatisfied
    Dissatisfied 
    Neither dissatisfied or satisfied
    Satisfied 
    Completely satisfied
     

31 Yes / No Q31 
Have your employer provided you with a career development 
plan? Missing value 

    No 
    Yes 
     
     

32 Check Boxes If yes, how do you and your employer work with the career development plan? (Several answers can be chosen)
  Q32_1  It is not taken seriously by my employer
  Q32_2  I am not satisfied with it's content

  Q32_3  
The content and development of the plan is 
followed up regularly

  Q32_4  My employer ensures that I can follow the plan
  Q32_5  Other, please specify
  Q32_6 Other, please specify (Text)  
     

33 Matrix  Career, continued  

  Q33_1 

To what extent does your future career depend on the 
possibility to go through training and skill development 
programmes related to your profession? Missing value 

    Not at all 
    Not to much 
    Neither or 
    Some 
    Very much 
     

  Q33_2 
To what extent does your career depend on the possibility to go 
through leadership development programmes? Missing value 

    Not at all 
    Not to much 
    Neither or 
    Some 
    Very much 
     

34 Matrix  Feeling appreciated  
  Q34_1 I feel appreciated by my closest manager Missing value 
    Disagree completely
    Disagree to some extent
    Do not disagree or agree
    Agree to some extent
    Agree completely 
     

  Q34_2 

I feel appreciated by the company management (i.e. on the 
level of my managers' manager hand higher up in the 
organization) Missing value 

    Disagree completely
    Disagree to some extent



 - 81 - 

    Do not disagree or agree
    Agree to some extent
    Agree completely 
     

35 
Radio 
Buttons Q35 In general I would describe my work situation as stressful Missing value 

    Disagree completely
    Disagree to some extent
    Do not disagree or agree
    Agree to some extent
    Agree completely 
     
     

36 
Radio 
Buttons Q36 I would describe my work as stressful from time to time Missing value 

    Almost never 
    1 day per month 
    2-5 days per month
    6-10 days per month
    11-20 days per month
    Every day 
     
     

37 
Radio 
Buttons Q37 Do you intend to stay with this employer? Missing value 

    No, I am about to quit
    Yes, but for less than one year
    Yes, but for less than three years
    Yes, but for less than five years
    Yes, for five years or more
     
     

38 Numeric (multiple) 
What would make you seriously interested in leaving this company in order to start working for a competitor? Please rank the 
alternatives; 1 = the most interesting for you, 9 = the least interesting for you 

  Q38_1  More challenging tasks
  Q38_2  Better pay 
  Q38_3  Better benefits 
  Q38_4  Better work environment
  Q38_5  Better leadership 
  Q38_6  Better career opportunities
  Q38_7  Better training opportunities
  Q38_8  Better working conditions
  Q38_9  More healthy work-
     
     
     

39 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 5 = least important 

  Q39_1  That I have a regular raise in pay
  Q39_2  That the criteria for having 
  Q39_3  That the procedures for deciding on a pay raise are fair

  Q39_4  
That the procedures for deciding on a pay raise are known by the 
employees 

  Q39_5  
That I can have the pay raise I deserve, even if this means that I will 
have a higher/much higher raise than my colleagues
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40 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 4 = least important 

  Q40_1  That my company uses a bonus system
  Q40_2  That I, complementary to my salary, will receive various benefits

  Q40_3  
That I have the possibility to chose from a range of benefits, i.e. that I 
can compose my own benefit package

  Q40_4  
That I can have the opportunity to become share holder of the 
company 

     
     

41 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 5 = least important 

  Q41_1  
That I have access to relevant training programmes and skill 
development activities

  Q41_2  
That the training and development offered by my company is 
relevant for my daily work

  Q41_3  

That the training and development offered by my company 
with my expectations and my personal development needs related to 
work 

  Q41_4  
That my employer organizes continous follow
knowledge sharing activities after the training

  Q41_5  
That I feel satisfied with the way comp
being rewarded (raise in salary, promotion, etc.)

     
     

42 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 5 = least important 

  Q42_1  
That I am satisfied with my current career development in this 
company 

  Q42_2  
That I am satisfied with my possible future career development in this 
company 

  Q42_3  
That my personal career development is aligned with th
goals 

  Q42_4  
That i, as part of my personal career development can expect to be 
promoted with regular intervalls

  Q42_5  That my company takes it's employees career development seriuosly
     
     

43 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 5 = least important 

  Q43_1  
That my closest manager puts focus on the task, pushing the 
employees to meet the set goals on time

  Q43_2  
That my closest manager puts focus on relations, striving to support 
the employees in their efforts to reach the goals

  Q43_3  
That my closest manager puts focus on development, encouraging 
the employees to see new opportunities and also to act

  Q43_4  
That my closest manager puts focus on creating a good working 
atmosphere 

  Q43_5  That I have a good working relation with my closest manager
     
     

44 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company;  1 = most 
important to 6 = least important 

  Q44_1  That I have the freedom to personalize my work place
  Q44_2  That I have an ergonomically sound work place

  Q44_3  
That my company will 
become long term ill or handicapped

  Q44_4  
That the size of my office signals my position and my status in the 
company 

  Q44_5  That the company's security equipment and security measures make 
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me feel safe 

  Q44_6  
That I receive the necessary training to be able to handle extreme or 
dangerous situations

     
     

45 Numeric (multiple) 
Please rank the alternatives in the order you think they are important for your willingness to remain in the company
important to 8 = least important 

  Q45_1  
That there is a company policy for handling situations arising from 
issues of balancing work and family demands

  Q45_2  
That my company, as part of it's benefits, offers financial resources 
for child and elderly care, on

  Q45_3  
That my company offers access to sports facilities (such as gyms, 
swimming, etc.) 

  Q45_4  That my company arranges social events for the employees

  Q45_5  
That I, if necessary, will h
balance family and work demands

  Q45_6  
That I, if necessary, will have the support of my closest manager to 
balance family and work demands

  Q45_7  That my company offers a flexible work schedule

  Q45_8  
That my company leaves it up to me to decide on matters regarding 
my own work 

     
46 Text Field Q46 In which country do you work?  

 
 
 


