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Abstract 
Background: Diversity as a topic is interesting as the world is becoming more globalized and 
the opportunities related to having a diverse workforce are compelling. Much research has been 
made on diversity management and its impact on companies, but in contrast there is limited 
research in the Swedish tech industry. 

Purpose: The purpose of this thesis is to study the understanding of diversity management 
within Swedish tech companies and if this could be related to innovation.  We apply this 
research of diversity by looking at it from the context of ethnicity, gender, age and culture. 

Method: For this thesis we use a qualitative research strategy as we wish to gain in-depth 
knowledge from managers within Swedish tech companies. Using an exploratory research 
design, this study sheds light to the current state of diversity within tech companies in Sweden. 
Through semi structured interviews with seven managers from five tech companies in Sweden, 
we gain insights from the organizational level of how diversity management is understood and 
if there is a link to innovation. Using a grounded analysis to interpret the collected primary 
data, we have identified emerging themes that we use to draw conclusions. 

Findings: We have identified four emerging themes surrounding the empirical data collected. 
These are; (1) The understanding of diversity and innovation, (2) Managers point of view on 
the importance of diversity (3) Diversity’s impact on innovation, and (4) Diversity’s impact on 
company performance. In conjunction with many authors mentioned in this thesis, we also 
conclude that diversity can have a positive impact on companies. We find that there is a great 
understanding of diversity within tech companies as well as a positive attitude from managers 
towards diversity management. We cannot however identify nor confirm that there are any 
links between diversity management and innovation. We do instead find that a diverse 
workforce is an important contribution to company performance, and we identify links related 
to increased innovation capabilities and processes. 

 

 

 



 
 

1.   Introduction  
_________________________________________________________________________________ 

In this chapter of the thesis the authors will present a background of diversity and what 
impact it can have on innovation. Further, this chapter also provides the problem and 
purpose of this thesis and further understanding of why it is interesting to explore this topic.  

 _________________________________________________________________________________ 

1.1 Background 
“I’ve learned that diversity in the workplace is an asset for both businesses and their 
employees, in its capacity to foster innovation, creativity and empathy in ways that 
homogeneous environments seldom do” 

-Vijay Eswaran (World Economic Forum, 2019) 

This quote pinpoints an interesting angle to the workforce of companies and whether it has an 
impact on how companies are making use of a diverse workforce. In a society that is largely 
becoming more globalized, companies investing in diversity among its employees and the 
corporate culture, seems to have a better chance of achieving success in the market. Eswaran 
(World Economic Forum, 2019) argues that research shows the advantages that diversity brings 
to companies, are related to increased profitability, creativity and better problem-solving 
abilities. According to Basset-Jones (2005), diversity should be treated as a recognizable source 
that can act as basis for improved creativity and innovation and lead towards a competitive 
advantage. In recent years, diversity as potentially relevant for companies' innovation 
capabilities has encouraged top management to hire people with different background and 
cultures (Baumgartner, 2010). A report by the European Commission (2005), shows that many 
companies have admitted that to understand and generate innovation, they should pay more 
attention to workplace diversity. 

The topic of diversity and its impact on company’s performance and innovation is not a new 
topic. It has been studied extensively in the past where scholars have examined diversity in 
relation to organizational tenure, age, gender, ethnicity, culture and functional and educational 
background (Williams and O'Reilly, 1998; Kossek and Lobel, 1996; van Knippenberg and 
Schippers, 2007). However, diversity management as a research topic has been propelled 
particularly in the digital era as previous borders have been eradicated and more companies 
embrace the possibilities of an inclusive workforce and the possibilities that comes with it. 
Furthermore, it has been implied that increased diversity has improved problem solving 
capabilities within companies and in providing better service to a diverse customer base 
(Gilbert, Stead and Ivancevich, 1999). The current state surrounding research about diversity 
within Swedish tech companies is however limited, which raises our interest to study this 
subject. 

Sweden is an interesting market for conducting research about tech companies. Given its 
comparatively small population size, but vast and diverse workforce, Sweden has many 
successful tech companies. According to the Swedish trade & invest council (Business Sweden, 
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nd), Sweden is at the forefront of research and development in Europe. With access to free 
education, social security and funding, the business climate for companies within the tech 
industry is proactive. Among the reasons for why Sweden has been able to produce successful 
tech companies in large numbers, Martin Mignot (in Dagens Industri, 2018) argues lies in that 
Swedish companies tend to embrace a global mindset and perspective. This includes paving 
the way for diversity and inclusion in companies' workforce and business plans (among other 
factors). This, together with the availability of a workforce with high competence in turn has 
created business advantages on a scalable note.  

There are however projections from the Swedish public employment agency 
(Arbetsförmedlingen) showcasing that the access to educated and skilled workforce will be 
harder to attract in the upcoming years. In the article by Cederblad (2018), the general director 
of the Swedish public employment agency, Mikael Sjöberg, indicated that up to a hundred 
thousand new jobs will be created until 2020 in Sweden. However, in contrast there are not 
enough people to fill this gap and this can harm the growth in Sweden (Cederblad, 2018). 
Further studies from the Swedish public employment agency (in Dagens Industri, 2018) shows 
that there is a labor shortage in 3 out 4 professions in Sweden today, especially for educated 
and competent workforce. This sparks a further interest for us to study whether and how tech 
companies in Sweden make use of diversity within their workforce.  

 

1.2 Research problem 
 

The topic of diversity and its impact on innovation has been extensively examined by 
researchers in broad terms, but in contrast there is lack of knowledge and research on the 
linkage between diversity management and innovation in tech companies offering software as 
s service (SaaS) solutions in Sweden. This sparks an interest for the authors to delve deeper 
into this subject. Whereas research tend to indicate positive effects of business performance 
due to a more diverse workforce, there is gap in research about how diversity management 
affects innovation within tech companies in Sweden.  

Diversity as a concept has a broad meaning, however with regards to Sweden, the authors focus 
about diversity will mainly cover gender, age ethnicity and culture. Sweden is considered a 
leader in providing equal opportunities for women, having been among the first countries in 
the world to implement laws that equalized the roll and opportunities of the women in the 
workforce. At the same time, the large influx of immigrants that Sweden begun to see after 
World War 2 has in large number changed the ethnical and cultural composition of the available 
workforce in Sweden. Sweden, once considered homogenous in terms of culture and, now 
stands with a workforce where as many as 20% are having some sort of immigrant background. 
With that in mind, the authors are interested in whether tech companies understand how the 
different genders, age groups and ethnicities have an impact on the business operations and 
whether it has an impact on innovation.  
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Given the limited time and resources to conduct a viable study concerning tech companies, we 
deem it important to narrow down the tech companies according to what type of product and 
service they are offering. We have found an interest in tech companies offering SaaS solutions 
and chosen to use these types of tech companies in this study. This will increase the validity of 
the research topic and give contributions to the field of research about Swedish tech companies 
that can be further built upon. 

Tech companies offering SaaS solutions, not unique to Sweden, are characterized with offering 
a unique software and trying to establish their product in the market. Many, or most of the 
companies begin as start-ups and then try to grow as their product and development is growing. 
According to a report from Svenskt Näringsliv (Nygren, 2018) 60% of start-up companies in 
Sweden are struggling to attract competence. For tech companies, the lack of competent 
workforce is a major barrier to growth. If you take those numbers into account with other such 
as that Sweden has a growing population of immigrants and a gender egalitarian business 
climate, companies should invest resources in making diversity a selling point in order to attract 
talents to the companies.  

1.3 Research purpose 
 

Diversity management is an interesting topic to study as Sweden, highly regarded and 
considered a pioneer in gender equality and equal opportunities, is also seeing an increase in a 
more diverse ethnic population. However, research also indicates that lack of competent 
workforce, is making it increasingly harder for tech companies to attract workforce (Nygren, 
2018). It would therefore be interesting to undertake a study where the purpose is to look at the 
level of understanding of diversity management and how this could be related to innovation 
within tech companies. Given the limited research on diversity management in tech companies, 
particularly on the Swedish market with companies offering SaaS solutions, it calls for research 
on this subject. Taking this approach, we have formulated the research question for this thesis 
as following: 

 

• What is the understanding of diversity management within Swedish tech companies and 
could this be related to innovation? 
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1.4 Thesis structure 
 

This thesis is outlined as followed: The frame of reference, where we conduct a literature 
review of the state of diversity, diversity management and innovation. It is conducted both in 
general but also in the context of Sweden. We also present models that will later be used in the 
analysis part of the thesis. In the subsequent methodology section, we present the research 
design as well as the research approach and the criteria for our data collection. We then present 
the collected data from the interviews in our empirical findings. With the findings from the 
empirical data we conduct an analysis based on the literature and the evolving themes that we 
have identified. The thesis ends with our conclusion and a discussion in which we elaborate on 
the contributions of this paper, implications for practitioners and future research within this 
subject. 
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2. Frame of Reference  
 _________________________________________________________________________________ 

In these chapters the authors will define diversity management, its origins and how it has 
developed from a general term to that of organizational importance. Furthermore, the authors 
will describe diversity Management and its impact in the organizational and Swedish context, 
as well as applying its relevance in tech companies. The frame of reference also contains 
literature on innovation and its applicability in this research. 

_________________________________________________________________________________ 

  

2.1 What is Diversity?  
  

The main purpose of this study is to examine diversity management and its potential relation 
to innovation. In those regards it is critical to understand what diversity is. According to Kossek 
and Lobel (1996), the term diversity covers multiple areas such as differences in ethnicity, 
nationality, gender, function, ability, language, religion, lifestyle or tenure. However, one can 
argue that diversity in workplace not only involves individuals with different diverse 
demographic backgrounds but also includes areas such as culture differences and intellectual 
capability (Bassett-Jones, 2005). Herring (2009) as well as Kossek & Lobel (1996; in Bassett–
Jones, 2005) state it in a similar way, highlighting the differences and that diversity goes 
beyond gender and race but also encompasses individuals with physical and mental ability, 
sexual orientation, family status that affect person’s treatment, opportunities and outcomes 
(Bell &Connerley, 2009).   

The definitions defined by scholars provides a clear overview of the extensiveness of diversity 
as a concept in the organizational context. How then, could diversity be applied in the 
organizational context? It could be argued that in today’s landscape, with globalization and 
digitalization, boundaries have started to eradicate, both in-between nations but also from a 
demographic point of view. The effects that we see are that previous boundaries between, for 
example, millennials and baby boomers, have now been erased as they coexist in the same 
working atmosphere. In the same context, we see movements across the globe calling for equal 
rights opportunities. Companies therefore should pay attention to the opportunities associated 
in adapting and integrating a diverse workforce and culture. Nishii & Rice (2014) state that 
with growing organizations and diverse workforce, the management team have a critical task 
in staying aware of the importance of cultivating inclusive environment in the organizations. 
Cox (2001) offer a similar point of view, stating that “diversity enriches the workplace by 
broadening employee perspectives, strengthening their teams, and offering greater resources 
for problem solutions”.     
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2.2 Diversity Management as a concept 
  

The growing presence of diversity calls for managers and companies to be aware of how to 
manage diversity within companies. As mentioned in the previous section, diversity is a term 
that has a broad spectrum, and the management of diversity can be interpreted in various ways. 
According to Betters-Reed & Moore (1992: in Bassett–Jones, 2005, p.170), the term diversity 
management refers to “(…) the systematic and planned commitment on the part of 
organizations to recruit and retain employees with diverse backgrounds and abilities”. Moore 
(1999) identified four stereotypes of strategic response to the challenges that comes with 
diversity management. These are; (1) The diversity hostile, (2) The diversity blind, (3) the 
diversity naïve, and (4) the diversity integrationist. The first three of these behavioral 
stereotypes are rather limited or fails in recognizing the need for different managerial skills to 
respond effectively to different diversity challenges. The fourth stereotype on the other hand is 
rather proactive and recognizes that neither functional nor cultural diversity will automatically 
lead to positive or negative outcomes. With the fourth stereotype however, the managerial 
challenges with diversity (to which some companies respond to and other do not), may have a 
significant impact on the way the company structure itself.  

Basset-Jones (2005) covers the effects of diversity management from the perspective of human 
resource sub-systems. Those subsystems include, recruitment, reward, employee development, 
performance appraisal, employee development and individual managerial behaviors (in how 
leadership and teamwork measures can contribute to competitive advantage). Cox & Blake 
(1991) notes that a contributing factor to the increasing presence of diversity management, is 
that effectively managed organizations are crucial to organizational survival. By bringing along 
cost and resource management, creative workplace, teamwork (for problem solving etc.), 
marketing strategies and flexible organizational structures, the organizations improve their 
chance of a competitive edge. Gilbert & Ivancevich (2000) argues that multicultural 
organizations with a focused and planned approach to manage diversity and equality, help 
increase company’s competitiveness, in comparison to pluralist organizations that rather 
regards diversity as a public relations tool (i.e. not a major impact factor that created the 
competitive advantage).  

 

2.3 Opportunities with Diversity Management in organizations   
  

When speaking in the terms of the benefits associated with diversity, most researchers describe 
it from various perspectives rather than diversity as a broad term, i.e., some only focus on 
gender and or/race whereas other authors focus more on other factors such as culture etc. We 
try to encapsulate diversity management from a broader perspective in this chapter.  

Basset-Jones (2005) argues that diversity management is especially evident in companies with 
an organization that is highly committed to fostering and supporting the creation of an internal 
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labor market and a high-level skills base. Thomas (1990) argues that managing diversity will 
bring people together from different cultures and that benefits are that it can create a creative 
and productive work environment. Moreover, they argue that in understanding diversity and 
diversity management, the organization emphasizes the cultural differences, opinion and 
beliefs among workers. Nemeth & Wachtler (1983) also contributes to the discussion by 
highlighting that diversity management can lead to increased capacities and capabilities about 
problem solving among groups and teamwork. Due to shortening product life cycles and an 
increase in customer demand, the need for successful new products forces companies to 
emphasize innovation in order to gain competitive advantage in the market (Kok & Biemans, 
2009). 

From an economic point of view, Cox & Smolinski (1994) and Cox & Blake (1991) argues 
that diversity management can play a role for the productivity within the organization. 
Effectively managed diversity may also be a contributing factor to a decrease in employee 
frustration and lower employee turnover rates, which in turn contributes to the economic results 
of the organization (Cox & Smolinski, 1994; Cox & Blake, 1991). A report from the Centre 
for Strategy & Evaluation services (2003) suggests two main economic benefits associated with 
diversity management. The first one is strengthening long-term “value-drivers”. This is related 
to the organizational and human capital of the organization. Whereas it can be hard to measure 
the effects of these assets (both intangible and tangible), it is common belief among leading 
companies that it has a positive long-term impact on the competitiveness of the organization. 
This is because it allows for the organization to build a differentiated reputation with key 
stakeholders and customers, but also because it improves the human capital within the 
company. The second economic factor is the short- and medium-term improvements in 
business performance. It will reduce labor costs and resolve labor shortages. With access to a 
diverse workforce you are more likely to access new markets as well as improve performance 
in existing markets. It is however important to highlight that there is no “one solution fits all” 
and that not all companies will benefit in the same way with regards to diversity management. 
Several factors contribute to the operational result of an organization, but diversity 
management offers the possibility to improve the operational performance and strategic assets 
of the organization (Centre for Strategy & Evaluation services, 2003). Herring (2009) argues 
that the positive impact of diversity can be seen in the increase of customers, sales and market 
shares, as well as a strengthened market position.  

Looking at the benefits of diversity management from a heterogenous perspective, Herring 
(2009) clearly state indications of enhancement in the outcomes of the company. This is related 
to the fact that with a diverse environment you rely less on the individual, but rather that diverse 
working groups will collectively exploit their individualities. This viewpoint is aligned with 
the report from Centre for Strategy & Evaluation services (2003) that speaks about the benefits 
of increased human capital. With access to a diverse workforce, companies are better prepared 
to manage challenges and opportunities.  

According to Cox & Blake (1991), demographical changes in the workforce made companies 
aware of the associated opportunities with managing diversity and one of the effects was an 
increase in organizational agendas on how to manage diversity. Further, Gilbert et al., (1999) 
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and Shen et al., (2009), suggests that it should be a prerequisite for organizations to establish 
and implement certain organizational cultures that appreciate inclusion and diversity. For that 
matter, companies need to clarify to their workforce that advantages of diversity could lead to 
less conflicts, increased competitiveness and productivity at the workplace (Ivancevich & 
Gilbert, 2000). The same view is shared by Rahman Ummeh Habiba Faria Benteh (2019), 
arguing that leaders and managers also have the responsibility for creating a diverse and 
inclusive working environment by addressing its benefit to employees. Further, they argue that 
leaders and managers should close individual gaps, create self-awareness, similarities and 
avoiding stereotyping among individuals in order to properly manage diversity. For that matter, 
managers should possess multi-cultural leadership skills in order to manage diversity and 
creative collaboration (Rahman Ummeh Habiba Faria Benteh, 2019). 

According to a report from Swedish Chamber of Commerce (Glans, 2010), there are many 
benefits associated with integrating diversity management as a part of companies’ business 
strategies. Companies create a strong and clear link to the business goals and company vision. 
It allows for progress to be made according to organizational priorities. Moreover, it creates 
commitment and support and from the top management as well as it makes the whole 
organization involved and sets a common responsibility for the implementation of 
organizational priorities. Tsusaka, Reeves, Hurder and Harnoss (2017), strongly argues there 
is clear evidence linking diversity with improved performance for organizations and it is 
specifically relevant for companies relying on creativity and innovation. This is because the 
diverse composition is often accompanied by diverse perspectives which can be crucial in a 
business environment that is becoming increasingly competitive.  

 

2.4 Pitfalls of diversity  
 

Although research about diversity management tend to show positive connotations to the 
workplace, it is also important to look at the potential pitfalls of diversity. According to 
Aghazadeh (2004), employees, regardless of their position, should go through some sort of 
training, programs and lectures in order to understand diversity. However, one of the 
disadvantages are that companies tend to hesitate to invest in such programs due to increase in 
the cost of training. These programs and training are particularly important since it teaches 
employees how to cope with different personalities, ideas and thoughts and it further teaches 
the employees how to deal with conflict and prejudice in the workplace (Aghazadeh, 2004).  

Moreover, another disadvantage that companies might face are reverse discrimination, which 
is associated with affirmative action policies. Reverse discrimination implies that a person with 
a historically dominant skin color, ethnicity or gender has been unfairly discriminated. For 
example, they believe that they are equally or more qualified for the position, but think they 
were denied due to the fact the that job was passed on in favor of a “minority” group. In some 
cases, this kind of action can lead to a lawsuit against the company and even negative attitude 
by employees toward the minority who occupied that position (Aghazadeh, 2004). 
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The potential increase in conflicts has also been mentioned as disadvantageous factor regarding 
diversity in the workplace. Conflict could be the result of two or more people or groups who 
do not share a common view in a situation. This could create superior feelings towards a group 
of people, which Aghazadeh (2004) mentions is one of the more common sources of conflict. 
Taking diversity into consideration, conflict could arise to factors such as ignorance, prejudices 
or offensive comments. As such, there is a potential risk associated with diversity in the 
workplace. In relation to the four dimensions that are covered in this thesis, culture, ethnicity 
age and gender, they all fall within the scope to be the cause of conflicts. Further, Aghazadeh 
(2004) indicate that this kind of conflict might generate negative dynamic such as 
ethnocentrism, stereotyping and culture clashes. 

That heterogeneous groups are ‘better’ than homogeneous groups have been countered by 
researchers. According to Basset-Jones (2005) studies have shown that heterogeneous groups 
are more likely to experience conflicts, higher turnover, less social integration and problems 
with communication. Bassett-Jones (2005) continues to mention that a general objection 
against diversity is that it can damage the cohesiveness of an organization. This however, 
Bassett-Jones argue, make groups vulnerable to group think and that is why diversity acts as 
an impediment. 

 

2.5   Diversity Management in Sweden  
  

The beginnings of diversity management can be traced back to the United States during 1950’s 
-1970’s with the social protests, civil rights and liberation movements as well as the judicial 
rulings and the up rise for legislation related to equal opportunities. It is also rooted in the 
demographic and economic changes in the 1980-1990’s (Brazzel, 2003; Plummer, 2003).  

According to Stringfellow (2018) diversity management was introduced to Sweden in the mid 
1990’s, comparatively early to the rest of Europe but also at a point in time Sweden had to 
manage an integration model generally considered to be in crisis. An economic recession in 
Sweden, at the same time as Sweden accepted a high number of immigrants bolstered higher 
unemployment rates among immigrants and saw an increased popularity for nationalist 
political parties (Stringfellow, 2018). As a response, the Swedish government (fore fronted by 
the Social Democratic Party) approached diversity management as a pathway to manage the 
perceived crisis of Swedish multiculturalism by “(…) offering a non-assimilationist type of 
integration with a positive rather than negative emphasis on differences” (Stringfellow, 2019). 
By 1999, a law on measures against ethnic discrimination in working life, was introduced to 
ensure active measures to promote ethnic diversity in the workplace. Laws and regulations such 
as these, relying on unions and employee representatives for implementation and enforcement, 
promoted diversity management in Sweden. Parallel to this, reports published in Sweden 
during the 1990’s showed that companies in the USA that managed, understood and made use 
of the differences and diversity among its employees, were more successful than its competitors 
(Glans, 2010). These companies would gain better perspectives on its operation and they would 
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get better in predicting the market. More so, they would get better in acquiring the right 
competence to their organization.  

Although the concept of diversity management got propelled in the mid-1990’s in Sweden, 
Sweden already in 1960’s and 1970’s begun implementing welfare policies that bolstered the 
path for gender equality in Sweden (Ahl & Nelson, 2015; Johnson & Tunheim, 2016). With 
options like parental leave and paid sick leave days for childcare, it fostered a family culture 
where both parents (and not only the man in the household) could be a part of the workforce 
of the organization. Lamson (2013) speaks about the work and life balanced largely in thanks 
to the existing regulation whereby the government offers equal opportunities (e.g. parental 
leave options), equal pay and equal access to education.  

In a report about Sweden’s business climate by the World Bank (2015), it is stated that Sweden 
is among the most gender-egalitarian countries in the world, continuously ranking among the 
best in providing equal opportunities for woman. In fact, the employment rate among women 
in Sweden is notably higher than the rest of European Union and female companies are as 
productive as male companies and they produce the same rate of growth, which indicates 
Sweden's progress in embracing diversity. Johnson & Tunheim (2016), notices that as a result 
of the separation of taxes and access to quality day care, the female labor participation has risen 
from 50% in the mid-1960s to 80% in 2013. 

Another important aspect of diversity management in Sweden is the tendency that it seems to 
have focused largely on ethnicity (Glans, 2010). As stated previously that diversity 
management is much broader than just a few topics, in the context of Sweden it is interesting 
to draw some important conclusions with regards to ethnicity. Romani, Holck, Holgersson and 
Muhr (2017) highlights the fact that Sweden only begun to see large changes in the 
demographic population after World War 2. The concept of managing diversity in the 
workforce is therefore rather new (in comparison to a country such as United States). Up until 
50-60 years ago Sweden could largely be regarded as homogenous population, both ethnically 
and culturally (Romani et al., 2017). Today, roughly 20% of the population in Sweden have a 
migrant background, either as immigrant themselves or at least one parent born abroad. The 
influx of immigrants to Sweden the last several decades has had a large impact on the workforce 
available and diversity management is needed in order to make use of the capabilities of this 
population. Moreover, the Swedish chamber of Commerce reports that Sweden is dependent 
on an influx of immigrant workforce in the future in order to stay competitive with the rest of 
the world (Glans, 2010).  

Lamson (2013) uses Hofstedes intercultural theory to show the cultural implications of 
diversity management in Sweden. First, it is mentioned that there is low power distance in 
Sweden, leading to decentralization and easy access for employees to their managers or bosses. 
Hofstede (2019), also emphasizes equal rights and that due to the decentralized approach, 
managers count on the experience of their team members. This makes it more likely that 
companies will listen to and implement the contributions of their workforce. The next thing 
that Lamson (2013) mentions is that femininity is strong in Sweden. This means that matters 
such as work and life balance is important. This view is aligned with the previously mentioned 
report from the World Bank (2015) that speaks of Sweden as a gender egalitarian country. In a 
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feminine culture, managers strive for consensus in decision making processes, which once 
again mean they are more likely to include its workforce. Since Sweden has a growing number 
of diverse population and offers equal opportunities for women, this implies that companies 
can make use of diversity to a greater extent. Lastly, Lamson (2013) highlights that uncertainty 
avoidance is low in Sweden. This emphasizes that in Sweden there is a more relaxed and 
flexible attitude about life and work. Bureaucracy is not highly desired but risk taking is. 
Therefore, In Sweden there is a culture where change does not scare employees or 
organizations but could rather propel the creativity and innovation within the company.  

  

2.6 Characteristics of a tech company 
 

Describing and defining what characterizes as a ‘tech company’ or not is not as straightforward 
as it sounds. Existing literature is not clear in this topic and does not offer clear definitions. 
However, looking at sources that are niched toward IT and Tech, we can get insight on the 
perceptions of tech companies among practitioners. In an article by Tech Nation (Heath, 2017), 
a tech company is described as “(…) a business that provides a digital technical 
service/product/platform/hardware”. However, depending on the size of the company and 
their primary business offering, various types of companies could call themselves a ‘tech 
company’. Guzzetta (2016) wrote an article named “Why even a salad chain wants to call itself 
a tech company”. The underlying argument in the article is that the definition of a ‘tech 
company’ is unclear as businesses across every sector are claiming the label of a ‘tech 
company’. Asking for the definition in interviews with high level employees from the top 
management of large companies in the USA, the answers show various perceptions of what a 
tech company is (Guzzetta, 2016). Alex Payne, Co- Founder of Simple, claims that you are a 
tech company if “(…) you are in the business of selling technology if you make money by 
selling applied scientific knowledge that solves a concrete problem” (Guzzetta, 2016). Greg 
Betinelli, a partner at the venture capitalist company Upfront partner, claims a harder 
description of tech company and says that you should ask the question if the company in 
questions could exist without technology. Should the answer to that be ‘no’, then the company 
must be a tech company (Guzzetta, 2016). Guzzetta therefore highlights the need to understand 
that describing the characteristics of a tech company is complicated.  

Looking at the Swedish context, we have the largest retail chains in Sweden, such as ICA and 
Coop. They are most well known in public as a retailer for fast moving consumer goods. 
However, given the mere size of its workforce, hundreds if not thousands of employees work 
with tasks related to IT and technology within these chains. Those are significant numbers. 
Could you then argue that ICA and Coop are tech companies? In order to avoid these potential 
pitfalls given the broad variety of tech companies, we have decided to choose a specific type 
of tech company to focus on in this thesis. Whereas there is no formal definition to the different 
types of tech companies, Blomerley (2017) divides it into four distinct types. These four types 
are tech companies offering; (1) Tech hardware or licensed software, (2) Software as a Service 
(SaaS), (3) Extension of online business, and (3) Online marketplace.   
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2.6.1 Software as a Service (SaaS) 
 

For the purpose of this thesis, the authors have chosen to use tech companies in Sweden 
offering SaaS solutions. The nature of SaaS solutions is that its practical use occurs online. For 
that matter, the customers of the companies offering SaaS solutions can be based all around the 
world. Hoch, Kerr & Griffith (2001) defines the SaaS model as “(…) an application or service 
that is deployed from a centralized data center across a network, providing access and use on 
a recurring fee basis, where users normally rent the applications/services from a central 
provider”. SaaS products are a type of cloud computing programs. The program or service is 
usually hosted by a third-party provider and is then accessed by the Internet (web browser) by 
the end users. Examples of SaaS products are for example application tracking systems 
(recruitment systems) and enterprise resource programs (ERP). According to Seethamraju 
(2015) the evidence that the SaaS market is expanding into a multi-billion-dollar segment, 
shows that SaaS solutions can have an important impact on individual organizations (regardless 
of size). 

 

2.7 Impact of a diverse workforce on tech companies’ performance 
 

A study from Boston Consulting Group in 2018 found that companies with a more diverse 
workforce have 19% higher revenues due to innovation (Lorenzo, Voigt, Tsusaka, Krentz and 
Abouzahr, 2018). In competitive industries, such as for tech companies and start-ups, where 
innovation is a key to growth, this number is of significant value. It shows that diversity 
management is more than just metrics to be strived for – it is a key factor and integral part of 
successfully increasing the revenues in the company. This is further emphasized in the report 
from the Swedish chamber of commerce that in the longer term, diversity management will 
lead to increased innovation capabilities (Glans, 2010). 

Ford (in Entrepreneur.com, 2018) continues in the same direction but argues that it is wrong 
by tech companies to treat diversity as a performance metric. Companies should rather seek 
ways to make diversity and inclusion essential elements of the corporate culture. She continues 
by stating that “When diversity and inclusion are reduced to data points, it strips the human 
element from the business”. This is especially relevant if you consider the fact that tech 
companies (and IT companies in general) are struggling to find the right competence in a 
market with hard competition. The diverse workforce is not only a necessity because of the 
lack of competent workforce, diversity also propels the creativity and innovation within the 
company (Tsusaka et al., 2017) 
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2.8 Defining innovation 
2.8.1 What is innovation? 
 

As was stated in the introduction of this paper, a report from European Commision (2005) 
shows that many companies have come to realize that they should pay more attention to 
workplace diversity as it helps the companies to better understand and generate innovation. 
Among the first definitions of innovation was coined by Schumpeter in the late 1920s, where 
he argued that “(…) innovation is reflected in novel outputs: a new good or a new quality of a 
good; a new method of production; a new market; a new source of supply; or a new 
organizational structure, which can be summarized as doing things differently” (in Crossan 
and Apaydin, 2010). Further Hansén and Wakonen, (1997, p.350) indicate that it is almost 
impossible to do things identically which makes any change an innovation.  

Moreover, you can also distinguish the differences between innovation and invention where 
the term innovation should not be associated to invention due to the fact the invention may not 
necessarily lead to innovation (Suroso, E., & Azis, 2015). According to Freeman (1974, p.22) 
“an invention is an idea, a sketch or model for a new or improved device, product, process or 
system”, whereas “an innovation in the economic sense is accomplished only with the first 
commercial transaction involving the new product, process, system or device”. Considering 
the importance of innovation, one can argue that many companies acknowledge that innovation 
has a significant impact on generating business since it leads to profitable growth and improves 
the organizations performance and competitiveness (Potters, 2009). Therefore, Gufta (2007) 
argues that sustainable innovation activities are crucial for organizations in order to have a 
sustainable and profitable growth. 

Because ‘innovation’ as a concept is broad and there can be many types of innovations, the 
Organization for economic co-operation and development (OECD) & Eurostat (2005) presents 
four main types of innovation categories; (1) Product, (2) Process, (3) Marketing, and (4) 
Organizational. Each of these categories represent a certain type of innovation with its distinct 
definition. They have been summarized in the adapted figure 1 below.  
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Figure 1: Adapted figure of the four innovation categories by OECD. Source: The authors 

Ozgen, Nijkamp and Poot (2011) states that even though people can fit to a similar occupational 
group, in contrast cultural background may have an impact on their productivity in regard to 
carrying out their work or doing business. They further argue there are more than 200 million 
immigrants in the world which implies that there is an intense flow of knowledge, cultures, and 
languages which provides the company with opportunities in increasing its innovative 
capabilities. Moreover, Ozgen et al., (2011) argues that large companies in general are being 
considered as more innovative, specifically regarding product innovation and process 
innovation. However, in contrast, these companies also face difficulties related to factors such 
as business expansion and profitability due to lack of workforce or lack of technical know-
how. On the other hand, companies that clearly develop a knowledge strategy are those that 
has seen a positive result in term of implementing new product and process innovation. Ozgen 
et al., (2011) also argue that migration is highly age-selective where most of the adult migrants 
are between 25-45 which indicates that companies employing migrants between these ages can 
contribute to better outcomes with respect to innovation. 

 

2.8.2 Open vs Closed Innovation  
 

Open innovation is defined as a “(…) conscious input and output of knowledge to accelerate 
internal innovation and expand the market for external use of internal innovations” 
(Chesbrough, Vanhaverbreke & West, 2006). Remneland (2012) explains open innovation as 
“the inflow and outflow of knowledge to increase internal knowledge, as well as increase the 
external market for innovation”. This means that companies can and should use external 
knowledge as well as internal knowledge to develop their innovation capabilities. When a 
company works with innovation, they usually work internally with innovation, which is called 
closed innovation. Recently, the open innovation process has taken more space, says 
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Remneland (2012). Gassmann and Enkels (2004), focus on the strategic changes a company 
needs to implement in order to coordinate the external and internal resources required to 
become more susceptible to open innovation. This is for the market and company's needs and 
interests to create more space for innovations. Since open innovation is only about tech and 
industries, it has become an increasingly general and broad process over time. However, 
Considering the importance of open innovation, Bogers, Foss & Lyngsie (2018), argues that 
employees’ human capital characteristics affect their ability to incorporate internal and external 
knowledge for innovation. For that matter, a diverse workforce might obtain knowledge that 
allows them to recognize and integrate distant external knowledge that could be valuable for a 
company’s internal innovation processes (Bogers et al., 2018). 

According to Herzog (2008), closed innovation uses only internal knowledge to innovate. The 
core idea behind closed innovation is that successful “innovation requires control”. Further, a 
closed innovation model indicates that companies need to do everything by them self. The 
process of closed innovation begins by; (1) generating an idea which further will be, (2) put 
into development and production only using internal resources, and lastly (3), will be 
distributed into the market through the company's own distribution channels. Companies who 
engage in this approach invest large amount of money in research and development department, 
which in turn has led to unique ideas and competitive advantage (Herzog, 2008). Almirall & 
Casadesu-Masanell 2010 are arguing that, qualified and competent employees are required in 
order to effectively apply a closed innovation process.  

 
2.8.3 Incremental vs Radical innovation 
 

The 4Ps of innovation space model developed by Tidd & Bessant (2018) is used to simplify 
the concept of innovation. This model focus on four different categories; (1) product, (2), 
process, (3), position, and (4) paradigm (see figure 2). Product (service), concerns what the 
organization is offering to the customer. Process means the way the company create and deliver 
the product or service. The position concerns how to position the product (service) in the 
market. Finally, the Paradigm concern the changes the organization undertakes in the way they 
conduct something. With the “innovation” part centered in the middle, there is an axis ranging 
from incremental to radical depending on how innovation is approached. Incremental 
innovation means, “(…) do what we do, but better” (Tidd et al., 2018). This implies that 
incremental innovations involve adjustments or replacements to existing products or service. 
Through adjustments or improvement, companies are aiming to increase customers 
satisfaction. Moreover, the aim of these minor adjustments is to improve existing products, 
services and processes in order to make the operations more effective and further to improve 
the quality and decrease costs. However, radical implies doing something differently, which 
embodies new and different offering through which companies aim to create new markets. 
Further, Radical innovation have been considered as a risky approach since companies need to 
invest in time, financial resources and extensive knowledge (Suroso & Azis, 2015). 
Mohammadi, Broström and Franzoni (2015) shows that diversity as a source of knowledge and 
information input have a significant impact on radical innovation since internal diversity in part 
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can be substituted by external knowledge search. Further, they argue that ethnic diversity seems 
to be a unique source of innovation advantage that cannot be replaced by external links 
(Mohammadi, Broström and Franzoni, 2015).  

 
Figure 2: The 4P’s of innovation space. Source: Tidd et al., 2018 

 

2.9 The Equity Continuum  
  

Equity Continuum (See figure 2) was originally introduced in 1996 by Trevor Wilson in the 
book Diversity at Work: The business Case for Equity and further developed in Wilsons 2013 
book The Human Equity Advantage (2013). The underlying idea behind the Equity Continuum 
is to capture the various organizational efforts in the areas of diversity, inclusion and human 
equity. It serves as way to visually map the pathway for how companies can achieve equitable 
and inclusive work environment. 

The Equity Continuum is a framework for assessing an organizations equity and diversity 
initiatives. Wilson describes the Equity continuum as particularly useful for organizations 
striving to achieve their diversity aspirations. Today, the equity continuum has become a 
recognized assessment tool when measuring initiatives related to human equity, diversity and 
inclusion.  
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Figure 3: The Equity continuum model. Source Centre for Strategy & Evaluation service, 2003) 

 

Figure 3 depicts equity continuum as a continuing process in which the more an inclusive and 
equitable a company is, the higher number it will achieve on the model. Below is a description 
of each level based on Wilson (2013). 

• Level 0: In level 0 of the equity continuum, the “Denial” stage, organizations are 
characterized by biased leaders who deny that there is any form of problem in their 
work environment that is not manageable by itself. One could argue that these types of 
leaders believe they are at level 5 and already achieved an inclusive and equitable 
organization. 

• Level 1 & 2: These two stages are related to organizations capability to comply with 
legislated and litigated equity. This involves questions such as how they ensure and 
comply with regulations concerning human rights, civil rights, equal opportunity etc. 
At this stage, the organizations are more concerned with treating their employees with 
equality (in the same way), rather than treating them in a diverse perspective (looking 
at their differences). From a corporate social responsibility perspective, these 
companies are undertaking the measurements to ensure that they are complying with 
what is required by them. 

• Level 3: In order to reach this level, in which Wilson (2013) characterizes the company 
as a “business case”, the organization understands and make use of its workforce from 
a diverse perspective. These are organizations that understand that diversity initiatives 
can have a significant impact on the performance of the organization and engagement 
of their employees. These companies invest time and resources into incorporating 
diversity in the organization. 

• Level 4: Wilson (2013) pinpoints that organizations that moved to stage 4, “integrated”, 
have fully embedded inclusion in their business operations. These organizations focus 
as the individuals and that they have a working environment in which they can thrive 
and make use of its potential. These employees are valued because of, not in spite of 
their differences. 

• Level 5: This is the last stage, the ultimate stage in the equity continuum, in which 
organization have fully incorporated their human equity into creating an “inclusive and 
equitable organization”. It is noteworthy that, according to Wilson (2013), it is still 
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today practically impossible to reach level 5 on the continuum. This level rather serves 
as a utopian dream. In order to reach this level, you must create an environment where 
people are judged solely based on their character, ability and talent. This is a reality 
according to Wilson (2013), which organizations have not achieved still today. 

Moreover, The Centre for Strategy & Evaluation services (2003) presented an assessment tool 
(See table 1) based on Wilsons model, in which they further elaborated on the significance of 
each level in the equity continuum. 

(…) the model relies on internally generated data and a proprietary assessment tool. 
This makes it difficult for academics to gain access to the data and to use it to make 
empirical analyses of correlative links between different “degrees of diversity” and 
differences in corporate performance. (Centre for Strategy & Evaluation Services, 
2003). 

 

Table 1: Diversity Assessment tool – Equity Continuum. Source: Centre for Strategy & Evaluation 
services, 2003 
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2.10 Summary of the literature review and existing gaps  
To summarize the frame of references, diversity as a term is generally a broad concept and can 
encapsulate many different groups. For the purpose of this thesis, we apply a focus on gender, 
age, ethnicity and cultural diversity. Research on the state of understanding diversity 
management in Swedish tech companies and its impact is limited, thus there is a lack of in-
depth knowledge about this subject. 

Existing research and literature show that the concept of diversity management has been 
highlighted as an important factor regarding companies' innovation and performance. Diversity 
management can contribute to more a creative and productive work environment as well as 
increase capacities and capabilities about problem solving among team members. Further, it 
has also been suggested that diversity management has economic benefit for the company since 
it creates a positive long-term impact on the competitiveness and performance of the company. 
Moreover, access to new markets, improved performance in existing market as well as 
improvement of the operational performance and strategic asset of the organization has been 
also mentioned as some of the advantages of having a diverse work force. Theory also suggest 
that there are potential pitfalls regarding diversity, mainly related to cultural clashes, 
miscommunication and misunderstanding as well as reverse discrimination. To assess how 
diversity is applied within tech companies, models like the Equity continuum will be used to 
find indications on how tech companies are using diversity. We will in our empirical findings 
look for emerging themes surrounding the understanding of diversity management and its 
relation to innovation.  

Literature shows Sweden as a pioneer in facilitating equal opportunities and fair working 
conditions for their workforce, especially within the categories of ethnicity and gender 
diversity. This is rooted in deliberate politics that saw the implementation of laws and 
regulations to ensure the same opportunities for everyone. The combination of Sweden 
enabling gender equality and in the same historical period seeing Sweden go from a 
homogeneous to heterogenous population due to a large influx of immigrant, has had a large 
impact on the available workforce. Today, 80% of females in Sweden are labor participating 
and at the same time, around 20% of the population have some sort of immigrant background. 
With this in mind, we will try to identify how the composition of diversity looks within tech 
companies and how big of an impact the diverse workforce has on the working environment 
and business operations. 

Innovation within companies are typically characterized as either open or closed depending on 
how companies innovate within their companies. OECD (2005) categorizes innovation into 
four distinct types; Product innovation, (2) Process innovation, (3) Marketing innovation, and 
(4) organizational innovation. Another approach to depicting innovation is that related to the 
4P’s innovation space, which aims at looking at whether companies are incremental or radical 
in their innovation approaches. It consists of the 4P’s; (1) Product innovation, (2) process 
innovation, (3) paradigm innovation, and (4) position innovation. The abovementioned 
categorization of innovation by OECD as well as the 4P’s innovation space model will be used 
when analyzing how tech companies' innovation capabilities are affected by a diverse 
workforce.  
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3.    Methodology  
_________________________________________________________________________________ 

In this chapter of thesis, the authors will present the research philosophy, research design, 
data collection method, data analyze as well as trustworthiness and ethical consideration. 

_________________________________________________________________________________ 

3.1 Research philosophy   
 

The purpose of this thesis is to contribute to research field about the understanding of diversity 
management within Swedish tech companies and its potential links to innovation. In order to 
examine this in a structured manner, we need to carefully undertake and discuss the different 
methodological approaches, beginning with the research philosophy. Saunders, Lewis & 
Thornhill (2009) refers the research philosophy of a study as “(…) a system of beliefs and 
assumptions about the development of knowledge. Although this sounds rather profound, it is 
precisely what you are doing when embarking on research: developing knowledge in a 
particular field”. The same view is presented by Easterby-Smith, Jackson & Thorpe (2015) 
that also claim that the more aware researchers are about the philosophical assumptions of the 
study, the better chances they have in increasing the quality of the study. There are two main 
philosophies to be considered: Ontologies and epistemologies, which will both be explained 
below. 

Ontologies concerns the nature of the reality observed. Albeit abstract, the ontological 
assumptions shape the way in which the study and research objects are perceived. There are 
four main directions of ontologies: (1) realism, (2) internal realism, (3) relativism and (4) 
nominalist. Realism is concerned with that only one reality exists, and the researcher has direct 
access to it. Internal realism states that the truth exists but is obscure and we only have indirect 
access to it. Relativism on the other hand is rooted in the “reality” of the perspective that the 
author chooses. The facts depend on the viewpoint of the reader. Whereas as realism, internal 
realism and relativism are rooted in natural science, the fourth ontology, nominalism, is rooted 
in social sciences and claims that there is no truth and that facts are merely human creations 
(Easterby-Smith et al., 2015). 

Epistemologies on the other hand concerns how we know what we know. It is the study of the 
nature of knowledge and ways of enquiring into the physical and social worlds (Easterby-Smith 
et al., 2015). The two main directions of epistemology are (1) positivism and (2) social 
constructionism. Positivism covers an observable social reality to generate generalizations 
through highly structured methodology (Saunders et al., 2015; Easterby-Smith et al., 2015). 
Social constructionism on the other hand stems from that the “construction” of reality is 
dependent on being given socially by the meaning and language in the daily interactions 
between people. Rather than explaining causality, social construction gives meaning and build 
understanding to the “reality”. 

This thesis is rooted in an interpretivist philosophy as the authors approach this subject from a 
subjective and socially constructed perspective. The reasoning behind this is that the thesis 
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observes how well diversity management is understood and is used within tech companies. As 
we gained access to the population sample through our business network and interest in the 
topic, you could argue we are taking part of the observational part of the research. Dudoviskiy 
(2018) states that involvement in what is being observed is a part of interpretivism. This would 
be true as one of the authors have worked extensively with Swedish tech companies offering 
SaaS solution during 2019. Hence the observations and interest from the authors part in this 
topic. The interpretation of facts depends on the observers' angle of the truth (Easterby-Smith 
et al., 2015). As many truths exists and the reality is constructed (socially) by the participants 
of the study, the authors argue that this corresponds to a relativistic ontology and socially 
constructed epistemology.  

 

3.2 Research design  
3.2.1 Research purpose  
 

Saunders et al., (2009) explains that research can be categorized into having either an; (1) 
exploratory, (2) descriptive, (3) explanatory or (4) evaluative purpose. Generally speaking, the 
choice of design should be aligned with the purpose of the research itself. In order to make a 
qualified decision about the applicable dimension, it is important that the authors make a clear 
statement of the purpose of the thesis. 

As the authors have developed a specific interest in how diversity management is understood 
within tech companies and what the outcomes on innovation could be because of it, the authors 
deem an exploratory approach as the appropriate purpose for this thesis. Saunders et al., (2009) 
highlights that exploratory research is often associated with research questions starting with 
“how” and “what”. This is a suitable approach as, together with the qualitative research design 
and inductive approach, we will be able to have a flexible approach to the study and changes 
(if needed). As we have developed a specific interest and there is lack of in-depth knowledge 
on this research subject within the context of Swedish tech companies, an exploratory research 
purpose is deemed appropriate.  

 

3.2.2 Research strategy 
 

The authors have chosen a qualitative approach for this thesis as it allows them to make close 
observations of how diversity management is understood within tech companies. Based on this 
the authors will be able to conceptualize the observations. A quantitative study on the other 
hand, rather makes use of statistical measurements stemming from numerical and statistical 
data (Saunders et al., 2009; Easterby-Smith et al., 2015). Using a qualitative study, the authors 
will be able to understand more in depth what understanding the participants have about 
diversity management, and whether this could be linked to innovation. 
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Throughout this thesis, the authors have applied a grounded theory which is aligned with both 
the inductive approach and interpretivist philosophy underlying the study. Moreover, grounded 
theory provides “a systematic approach to collect and analyze qualitative data. Its use is often 
well suited to the nature of qualitative research” (Saunders et al., 2009). The grounded theory 
is also rooted in that the authors make use of relevant models for creating interview questions 
and further when analyzing the collected empirical data. In order to ensure credibility and 
consistency in the interviews, an interview guide was created and used during the interviews 
(see appendix 2). The interview guide with its associated interview questions was structured 
according to the theoretical literature review. The intent with our interview questions were that 
the participants would provide data especially relevant to the nature of diversity management 
in Sweden, something that is useful when analyzing the findings with the applicable models in 
this thesis. Moreover, the interview guide also served as a method in creating a framework to 
ensure that the interviews were performed in an orderly and structured way.  

 
3.2.3 Research approach 
 

There are three common approaches for the authors to consider regarding the appropriate 
approach for the research. They are; (1) inductive, (2) deductive or (3) abductive point of view 
(Saunders et al., 2015). 

In an inductive approach the researchers generate new theory based on empirical data. By 
looking at identifying patterns and emerging themes within the chosen field of research and 
including the participants’ views (for example through interviews), the generated empirical 
data is used to form new theory. In a deductive approach however, the researchers make use of 
already available theory or experiences as basis for the theory. This is then empirically tested 
and rejected or confirmed (2015; Saunders et al., 2009; Easterby-Smith et al., 2015). Abductive 
approach on the other hand considers both theory and data in its interpretation (Seale, Gobo, 
Gubrium, Silverman, 2004). Generally, the inductive approach is associated with a qualitative 
study and deductive approach with a quantitative study. A benefit associated with the abductive 
approach is that it may start from either end of theories or data depending of the specifications 
of the research.  

An inductive approach has been deemed as the most appropriate approach for this thesis. As 
the aim of this thesis is to generate new theory regarding the subject of diversity management 
and its potential impact on innovation, the inductive approach will allow the authors to gain in 
depth knowledge of the subject through interviews and existing literature. 
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3.3 Data collection 
 

3.3.1 Sampling strategy  
 

Choosing a sampling strategy is critical when conducting a research, especially when the study 
is limited to one or some companies within an industry and when the study are applied to some 
members of companies and not all of them. It is especially important when the researchers seek 
to obtain a subsample of the entire population (Easterby-Smith et al., 2015). However, 
according to Easterby-Smith et al., (2015) researchers have the option to choose between 
probability sampling or non-probability sampling designs. Probability sampling refers to 
strategies where everyone from a population has equal chance to be part of the selected sample, 
which means they have been selected randomly. On the other hand, non-probability sampling 
refers to the strategies where all members of a population do not have equal chance to be part 
of the selected sample (Easterby-Smith et al., 2015). 

For this reason, we chose a non-probability sampling, more specifically a purposive sampling 
design. The strategy of purposive sampling for this thesis is aligned with the grounded theory 
and our interest in diversity management in Swedish tech companies. Purposive sampling is 
common when the researcher has a clear idea of what sample units are relevant and accessible 
according to the preset criteria of the study (Easterby-Smith et al., 2015). Another benefit of 
purposive sampling is that it may be used for theoretical sampling, and that it allows for 
flexibility should the basis of the sampling population change as the study is carried out.  

3.3.2 Sample selection  
 

As has been mentioned, the focus of this thesis is towards Swedish tech companies. The criteria 
for the companies are that they must be founded and based in Sweden and they offer SaaS 
solutions in the tech industry. In terms of size they must be classified as a Small and Medium 
Enterprise (SME), i.e. no more than 250 employees, according to European commission's 
classification of small and medium enterprises (2003). Regarding the participants of the 
interviews, they must currently be employed in a Swedish tech company offering SaaS 
solutions and need to be based in a Swedish office. They must be well understood with the 
organizational culture and the company's business goals. They must have at least a managerial 
position in which they either have a few employees working under them, alternatively a larger 
unit. 

15 managers from 7 different companies were contacted and asked to participate in the study. 
Contact was made both directly with the managers or was referred to after contacting the 
companies. 3 managers never replied, and 3 managers declined to participate citing lack of 
time. 2 managers initially said yes to participation but later declined participation. This gave 
us a total of 7 managers from 5 different tech companies that participated in the study. Table 2 
showcases the practical details of the 7 interviews for this thesis. Note that the company name 
and name of participant are not revealed with regards to the need for anonymity because of the 
high competitiveness in the industry.  
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Due to the limited time horizon of this around study (approximately 3 months) and the 
qualitative research design, we are aware that our sample population cannot represent the entire 
population. Nevertheless, we do not aim to theorize our findings, but rather we want to provide 
an understanding and description of the current state of diversity management within Swedish 
tech companies offering SaaS solutions. Since we have applied a relativistic ontology and 
socially constructed epistemology, we see each company and participant as contributing within 
the scope of our research question. 

 

3.3.3 Primary data 
 

The primary data of this thesis was collected through interviews. This thesis uses a qualitative 
approach where semi-structured interviews are conducted with managers working in Swedish 
tech-companies offering SaaS solution. According to (Easterby-Smith et al. 2018) semi-
structure interviews enables the researcher to ask questions relevant to the researcher purpose 
since it leads the interview to go in-depth and further provides the opportunity for the 
interviewees to develop their own thoughts, therefore semi-structured interviews are 
appropriate for this study. 

The interview table (see Table 2) lists the composition of the interviews, the position and 
experience of the managers within the company as well as relevant information about the 
settings surrounding the interviews. Time and place were coordinated with the participants with 
respect to matters such as schedule and convenience. The participants were provided the 
opportunity to do the interviews face to face or via telephone or computer. 

In the end, 6 out of 7 interviews were conducted by telephone, this was mainly an effect of the 
limited time horizon of this thesis, making it hard to for both the authors and participant to 
schedule a physical appointment that would fit everybody's tight schedule. By conducting the 
interviews by telephone and not face to face, we realize the disadvantage of missing out on 
facial expressions and feelings that could be of use in the thesis. However, to overcome this to 
the best extent possible, we made sure that the participants chose a place and setting that they 
were comfortable with and could express their feelings safely.  

Moreover, the participants were offered an advance copy of the interview guide (see appendix 
2). The participants were also informed that the interview was audio recorded and would be 
deleted afterwards. They were also given the opportunity to decline audio recording. 
Beforehand, the authors informed the participant of the subject of the study as well as the 
anticipated duration of the interview of approximately 30-60 minutes. Full anonymity was 
explained to the participants, both for them in person as well as their employee. The participants 
were also notified that the reason for the anonymous approach was because competitors were 
also being interviewed in this study, and the anonymity was a deliberate strategy to ensure the 
integrity and validity of the study. The abovementioned strategies were compiled in a consent 
form (see appendix 3) that the authors distributed to the participants. 
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Compan
y 

Participan
t 

Position Years in 
the 
compan
y 

Gende
r 

Length of 
intervie
w 

Setting 

Company 
A 

A1 Business 
development 
Manager 

2,5 Male 55 
Minutes 

Face to 
face 

 A2 Business 
development/Countr
y Manager 

6 Male 60 
Minutes 

Telephon
e 

Company 
B 

B Key Account 
Executive 

4 Male 60 
Minutes 

Telephon
e 

Company 
C 

C Head of Sales 2 Male 50 
Minutes 

Telephon
e 

Company 
D 

D Account  
manager 

2 Female 47 
Minutes 

Telephon
e 

Company 
E 

E1 Head of Growth/ 
Marketing 

3,5 Female 55 
Minutes 

Telephon
e 

 E2 Product development 
Manager 

2 Male 45 
Minutes 

Telephon
e 

Table 2: Overview of conducted interviews. Source: The authors 

 

3.3.4 Secondary data 
 

In addition to collecting primary data in the form of interviews, peer-reviewed articles and 
literature as well as other relevant reports were used in this thesis to support the primary data. 
A subject librarian at the Jönköping University library was consulted in order to find the most 
suitable approach to secondary data (See appendix 1). The secondary data was primarily 
obtained through the usage of the online library at Jönköping University from which we also 
had access to the databases such as Scopus and Web of Science. The database Business 
retriever was used to collect additional data about the participating companies. Additionally, 
relevant secondary data was collected from sources such as company websites, magazines and 
governmental reports.  

 

3.3.5 Company description 
 

Below is a summarized description of each case company that participated in this study. Some 
of the data have been collected from the interviews, however most of the gathered data have 
been collected supplementary through sources such as respective website and financial reports 
through the Business retriever database. Note that in order to protect the anonymity of the case 
companies and participant, some numbers (e.g. turnover) have been anonymized or rounded. 
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Company A:  

Company A provides application tracking systems (ATS) that are used by companies to recruit 
people. They have multiple offices in Sweden and are planning to open several more in both 
Sweden and globally in the upcoming year. They have customers in more than 15 countries. 
They have seen a large increase of their customer base in the last 12 months and as a result 
they have a need to employ a large number of new employees across multiple departments. In 
terms of size they employ roughly 150 people with around 30-40 nationalities represented. The 
gender mix is around 50/50. 

Company B: 

Company B services their ATS primarily in the Swedish market but also have a growing 
customer base in North America. The company is headquartered in one city with all the 
different departments centered in one office. Company B employs roughly 30 people from 7 
nationalities and in terms of gender there is 50/50 mix between men and women. 

Company C: 

Company C offers an enterprise resource planning (ERP) system that are used by companies 
to manage their business activities. They have 3 offices in Sweden. Their customer base is 
mainly in Sweden and the rest of the Scandinavia, however their product is used by many larger 
companies with global offices. Company C employs 50 people from 10 different nationalities. 
The gender balance is around 60% men and 40% women. 

Company D: 

Company D offers ERP systems to customers primarily based and operating in Sweden, there 
is however an increase of global customers mostly from European countries. The company is 
centered around one office with around 50 employees from 10 different nationalities. The 
gender balance is 50/50 between men and women.  

Company E: 

Company E’s main service is their ATS. They have one office in Sweden but are planning to 
open more offices in other cities as well as beyond Sweden and Europe. They are increasing in 
size internally as a result of increased market share and have a large need to attract new 
employees to join them. They employ 50 people from 10 different nationalities and have a 
gender mix of around 50% men and 50% women.  

 

3.3.6 Data Analysis  
 

When analyzing the data collected through the interviews there were several steps involved. 
First, all interviews were transcribed in order to be able to better process and interpret the 
results. Regardless of whether the interviews were conducted by one or both authors, the 
interviews were transcribed by both authors together to ensure the same quality of transcription. 
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The next step was to analyze the transcription using a certain method relevant for the 
methodology of the thesis. According to Easterby-Smith et al., (2015) there are seven different 
analysis methods. These are: (1) grounded, (2) narrative, (3) visual, (4) argument analysis, (5) 
discourse, (6) content and (7) conversation. As this thesis is based on a relativistic and social 
constructionism philosophy, the authors considered both content and grounded analysis as 
relevant analysis methods. However, as a content analysis can be related to a positivism 
framework, i.e., a quantifiable pathway, the authors deemed grounded analysis more 
appropriate for this thesis. With a grounded analysis the authors may stay more “open” and 
intuitive when analyzing the data which should enhance the outcome of the study (Easterby-
Smith et al., 2015).  

As the data was analyzed, the authors were able to “ground” theory as it emerged from the 
process of analyzing and interpreting the content. It consists of seven steps that ultimately leads 
to linking the result to somewhat of a theory or model. As the authors are interested in looking 
at the understanding of diversity management and how it could be related to innovation, the 
purpose with this method is to both identify perceived understanding of diversity management 
but also look for potential linkages between diversity management and innovation. Together 
with the literature and relevant models used in the thesis, such as the four innovation categories 
and equity continuum model, we hoped to identify codes and themes that could be further 
theorized in the empirical and analysis of the report. 

 

3.4 Trustworthiness and ethical consideration  
 

To ensure the quality of the research, Guba (1981) suggest that researchers need to consider 
four different criterias that consist of (1) Credibility, (2) transferability, (3) dependability and 
(4) confirmability. 

The first criteria that Guba (1981) mentions concerns credibility. In this thesis, in order to 
ensure credibility, we have used a triangulation approach whereby the collected empirical data 
have been cross-checked across all the interviews and further verified from the peer-reviewed 
articles used within this study. This is an approach whereby we validate the credibility of the 
data and strengthen it further by the usage of preset interview guides and questions. In addition 
to this, this thesis has been peer reviewed by fellow students also undertaking a master's thesis 
within our faculty, as well as that this thesis have been supervised by a thesis supervisor. The 
critique and feedback have been an essentially important element for us obtain thoughtful 
insights which we have taken under great consideration when aiming to increase the credibility 
of the report. 

As it was mentioned before, we have used purposive sampling approach which allows us to 
gain emergent insights about what is relevant to the study, ensuring transferability which is the 
second criteria according to Guba (1981). Transferability mainly concerns to which extent the 
findings of the study can be applied to future studies within the same or similar contexts as we 
have used in this study. As we conduct in-depth interviews with managers from Swedish tech 
companies regarding the subject of diversity management and innovation, which has only seen 
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limited attention from researchers thus far, our hope is to the very least establish an 
understanding of the current state of diversity management and innovation. This, we hope, can 
be used in the future by fellow researchers to increase the awareness of diversity within tech 
companies in the Swedish context. 

The third criteria according to Guba (1981) concerns the dependability of the research, namely 
looking at the sheer consistency of the research conducted. Guba (1981) argues that in order to 
ensure dependability, the researcher need to provide a thoroughly described process of data 
collection as well as analyzed and interpreted. We have undertaken these measures in order to 
be secure the consistency of the research. Moreover, the seminars that we participated in with 
our thesis supervisor was also important in order to receive feedback and inputs during the 
process of writing this thesis as well as we obey all the guidelines of the university.  

Finally, confirmability which is the fourth criteria by Guba (1981), refers to the degree of 
objectivity in the research undertaken. We used interview guides and a semi structured 
approach in which we were careful in not steering the participants in a certain way regarding 
the questions asked. Moreover, as previously mentioned, we made sure that the participants 
had the options to choose the time and place for the interviews according to what they felt 
comfortable and safe with. Further, the triangulation process of our data collection allowed 
further confirmability to the study (Guba, 1981). 

 

3.5 Ethical Standards  
 

As it was mentioned before, the authors of this study have taken a qualitative research approach 
which includes human interaction, and therefore it is critical to consider ethical issues in this 
study. Further, Saunders et al. (2009, p. 239) have defined ethics in the business research 
context as “the standards of behavior that guide your conduct in relation to the rights of those 
who become the subject of your work or are affected by it”. Moreover, Easterby-Smith, et al., 
(2015) argues that ethical issues in the past was commonly related to medical science due to 
the fact that it might bring harm to participants through experiments and also drug companies 
could manipulate the price of their product to their advantage. However, in recent years, 
research ethics has been considered an important aspect in business and management context. 
This has put pressure on academics to adapt ethical codes in social sciences studies as well 
since it could lead to economic harm through plant closures or change in work patterns or 
payment systems. For that matter the right of confidentiality and informed consent are critical 
aspect to consider in management and business research as it is in medical research (Easterby-
Smith, et al., 2015). Nevertheless, Bell & Bryman (2007) have identified and summarized ten 
fundamental set of ethical principles that researchers need to consider where the first six of 
these principles is concerned on protecting the interest of the research substances or informants 
and the last four are about protecting the integrity of the research community. The ten ethical 
principles by Bell & Bryman are discussed below. 

Throughout out this research study, the authors have considered and have included these ten 
key principles to guarantee the ethical standard of this thesis.  As for the first step, the authors 



 29 

will ensure that no harm comes to the participants such as physical, mental or emotional, by 
creating an environment throughout the interview that participant feel comfortable and asking 
appropriate question in order to prevent any discomfort and stress. Further, the aim of the 
authors in this study throughout the interview is to develop a relationship with the purpose of 
protecting and respecting the participants dignity and integrity. Moreover, the participants have 
also been provided with a fully informed consent form in order to ensure that research is 
ethically conducted (see appendix 3). The aim of the informed consent form is to provide the 
participants with the authors purpose of the study as well as objective of the interview and 
further the consequences of their participation and also their contribution for this research will 
be confidential. Further, providing a consent form allows the authors to protect the participants 
privacy, confidentiality and anonymity. Further, it is important to acknowledge that the 
participants were provided with the option of withdrawing their participation during the 
research process at any time they wished too.  

Privacy is another important aspect that needs to be considered and therefore the data collected 
from the participants were carefully reviewed by the authors in order to protect their privacy 
and to prevent any harm to the participants. Additionally, it is essential to share the empirical 
findings to the participant for their approval in order to be published. Moreover, as it is 
mentioned in the consent form (see appendix 3), the authors respect the confidentiality 
agreement with the participant by assuring that the transcripts will not be shared with anyone 
else beside the authors. Further, the participants and their companies were also assured full 
anonymity since the purpose of this research was to gain knowledge about the topic of diversity 
management and not the individuals themselves or the companies they work for.   Having said 
that, all the participant in this research requested to be anonymous where they argued that the 
subject of this study is sensitive, which could compromise the product and innovation process 
in their company.  

Regarding protecting the integrity of the research community, we assure that the study 
conducted is based on the explanation of the research philosophy, research approach, data 
collection and data analysis in order to avoid deception about the nature or aim of the study. 
Furthermore, to prevent any conflict of interest it is of importance to declare that the researchers 
are not affiliated with the participants and have not received any funding whilst conducting this 
study. To conclude, we have remained transparent and honest in the process and purpose of 
this study and to the best of our best knowledge, we have not been misleading in our ethical 
considerations and have not presented false reporting or findings. 
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 4 Empirical Findings  
__________________________________________________________________________ 

This section of the thesis includes our empirical findings of the data collections. First, it will 
be presented in the form of a context description, further on it will be presented in the form of 
the four overarching themes that have been identified throughout the process of coding the 
data through a grounded analysis. 

__________________________________________________________________________ 

4.1 context description 
 

As has been mentioned continuously throughout this thesis, we have undertaken a study about 
the understanding of diversity management and how this could be related to innovation. We 
have conducted interviews with managers working in various roles in Swedish tech companies 
offering SaaS solutions as this is a field, we find an interest in and where limited research has 
been conducted thus far. The approach to structuring the interview questions were two folded. 
On one hand we wanted to obtain enough information about the nature of how diversity 
management is used in Swedish tech companies according to the different levels of the equity 
continuum model. On the other hand, we also wanted to explore the potential linkage and 
impact of diversity in the companies' ability to innovate. 

Furthermore, the companies in which the managers work have been chosen as they fit the 
presented characterization of a Swedish tech company offering SaaS solutions, both in terms 
of size (being an SME), but also because of their performance. They are well established on 
the market and offer a product that is unique in its form and the company is seeing an increase 
in revenues and size. Thus, they have an increased need for more employees to join the 
company as they grow, which therefore makes it valid to include managers from these 
companies in the study. The companies also shared the characteristics in that they have many 
different people working in the company, this accounts in terms of ethnicity, gender and age. 
The managers used in this study all have managerial roles and have either a few people or 
larger teams working under them that they manage. Due to their position in the company, they 
have access to the top management of the company and have companywide knowledge about 
business goals and company culture. 

Whilst analysing the collected data, four distinct themes reoccurred, and they serve as the main 
factors considering the research topic about what the understanding diversity management is 
by managers in tech companies. While coding the interviews and identifying reoccurring 
categories that were discussed throughout the interviews, we were able to identify four themes 
that are relevant for this study. These are; (1) The understanding diversity and innovation, (2) 
Managers point of view on the importance of diversity (3) Diversity’s impact on innovation, 
and (4) Diversity’s impact on company performance. To be able to present the empirical data 
in a structured way, the upcoming sections have been organized according to these four themes 
with subsequent subcategories listed from the themes. 
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4.2 The understanding of Diversity and Innovation  
 

Throughout this section, the researchers were interested to on the see what managers 
understanding of diversity and what it means for them and why they believe diversity is 
important. This section is divided into four different subsections where topic such as diversity 
definition from managerial perspective were discussed.  Further, questions were asked on why 
they believe that diversity is important for their companies and what would the advantage and 
disadvantage of diversity. Participant were also asked on whether diversity was a factor while 
they applied for their current position and further if they believe they have the possibility and 
responsibility to create a diverse working environment 

 
4.2.1 Managers definition of diversity and its meaning for them 
 

Since the main topic of this study is diversity, it was important for us to understand the 
participants point of view on what diversity means to them. When the interviewees discussed 
their perspective on what diversity means to them, the answers were relatively the same among 
all of them where the concept of culture differences, gender, ethnicity were the main answer. 
However, Manager C highlighted that diversity for him is about a good mix of gender, ethnicity 
and culture but also stated that the major impact of diversity is to create a good foundation and 
creating a good team for the company.  

If I would describe it, I would say having several people in the company and not 
having the same types, and with types I mean when it comes to gender, ethnicity 
and culture an age. I would say diversity is to have good mix of people in the 
company. And what it means to me I would say, I think it could create a good 
foundation and creating a good team or a company. (Manager C) 

Manager B describes diversity as a multicultural environment and emphasized age difference 
among employees. Further, he argues that diversity is critical since it creates and stimulates a 
good working environment.    

My initial thoughts about diversity goes to that having people from different 
environments, different kinds of culture and not just focusing on one target segment of 
people when you recruit. That’s what diversity means, a multi-cultural environment, 
but also not targeting only one gender but also trying to obviously have both young 
females and old females and the same with men too. It's a mix of different cultures. 
Personally, I think diversity in workplace is critical since it creates and stimulates a 
good working environment for the company. So basically, when there is differences, I 
would say and for example not just have male employees between 32-35 years old's in 
a company then we are not talking about diversity, for me it means mix of different 
culture, gender, demographics and ethnicity. (Manager B)  
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Having grown up in many countries, Manager A2 indicates that diversity for him is also about 
meeting other people from different culture since it not only helps you to be successful at work 
but also creates friendship that continues outside of work.   

For me diversity is inclusion and different cultures and different types of people both 
in terms of personalities but also cultures. Diversity means a lot to me because you 
need different people and friendships in order to be successful at work and in personal 
life, and that's something I can relate to that so much having grown up in many different 
countries. (Manager A2) 

Manager D also had a similar view as Manager A2 where she mentions that the people from 
the different cultures, she meets at her workplace have an impact on her and that they hangout 
after work. She specifically mentions a recruitment of a colleague with a different ethnicity 
that has made a large impact on their team. 

(…) this guy has really contributed to the general feeling amongst the team and all of 
us hangout after work as well. I think that gives a great example of how we use diversity 
in our company. (Manager D) 

 
4.2.2 Managers definition of Innovation and its meaning for them 
 

When Manager C was asked what innovation meant to him, the participant stated that 
innovation is to create a product that can result in increased revenues. “For me in general, 
innovation is coming up with new ideas that are also are valuable. Basically, creating product 
that makes sense so we can make money out of selling them”.  

Manager B implied that innovation is coming up with new ideas that does not exist in the 
market and are unique. “Innovation for me is to come up with new ideas that are unique and 
are not out there in the market specially in our industry, since the competition is really intense”. 
Manager A2 provided a similar point of view about innovation where he argued that innovation 
is creating something new, something unique and something that is not existing in the market.  

However, when asking Manager E1 about innovation and its meaning, she had different 
perception and argued that it is about two people trying to solve a problem for customers.  

It means two people get together in the room and try to solve a problem, and I think a 
lot of times, innovation comes from two parts. The first part is solving the problem from 
the client and yourself, and the other part is finding a cool feature, you would like to 
be developed. Sometimes it works and sometimes it does not. (Manager E1) 

 
4.2.2 On whether diversity and inclusion played a role in working in respective company 
 

Although all the participants had a clear understanding of what diversity is and what it meant 
to them, but in contrast some of them had not considered diversity an important factor while 
applying for a new job and some considered it as an important factor. Manager B stated that he 
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would not have changed his mind if the company was not diverse and it was not the key 
decision while applying for the position.  

It definitely adds value to my decision to be in a stimulating environment with different 
people, especially young people. We have a lot of young people in our company and 
we have lots older people which you can learn from. But as I said, it adds value if the 
company is diverse but for me it was not the key for my decision. (Manager B) 

The same belief was apparent during the interview with Manager C where he indicated that 
diversity was not something he considered while applying for this job but having worked for 
several years, he realized the importance of diversity while hiring people for his team.  

When I started here, I don’t think I thought about it but now when I'm actually like, 
looking to hire people for my team, it is getting very important from a management 
perspective. But that is not the reason I applied for this job in the first place. For me 
there were other reasons to apply for this job, but I would say our company was already 
diverse when I started working here but it is definitely more diverse today than before. 
(Manager D) 

Manager E1 indicated that having grown up in a small town and working in an office in a big 
city itself meant “diversity” to her but in general diversity was not the case while applying for 
job.  

I am from a smaller town outside the big city, so even just considering working in an 
office in the big city itself meant ’diversity’ to me. But no, in terms of your question no 
I did not think of it in that way. During my interview here I was being told that here at 
this company they have a lot of people with different backgrounds, cultures and 
ethnicities. I do not believe they used it as a selling point, but it was kind of cool when 
they mentioned that with them being a startup in tech, they had around 50% female 
employees. Once again, I will not say it was a selling point for me, but I was informed 
about it and I liked the idea of it. (Manager E1) 

While asking Manager A2 on whether diversity was an important factor when he applied for 
job, he basically stated that; “No it was not since I did not have any job and needed to work 
somewhere. My focus was only to just get a job”. Manager A1 on the other hand stated that 
diversity was in fact one of the factors he applied in this company and while working for the 
company, he believes that he made right decision.  

Definitely, and I also believe it was one of the reasons I applied for this job. I could see 
so many different faces and backgrounds in the company, and I could soon easily see 
that I made the right decision to come here since I learned much from my co-workers 
that are from different countries or have different backgrounds. (Manager A1) 
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4.3 Managers point of view on the importance of diversity 

 

When investigating the perspective of managers within tech companies on why they believe 
diversity is an important factor and what would be the advantage and disadvantage of a diverse 
company, the answers varied between the participants. However, throughout this investigation 
most of the participant answers are aligned with each other on why diversity is important. What 
seems to be in common among managers perspective regarding diversity is that culture, 
ethnicity and gender diversity will bring different mindset and new ways of thinking. New 
ideas and creativity which at end will be beneficial for the company’s performance. On the 
other hand, the participants also argued that diversity could have some negative aspects such 
as cultural clashes, miscommunication and misunderstanding. 

As pointed out by Manager B, one of the advantages of having diverse company was that you 
learn from each other since you have different mindsets. 

The way a 19-year-old female thinks, and the way 60-year-old male thinks is very 
different, clashing along is different ways of thinking. For instant on how to phrase and 
how you can learn from each other, that’s one of the bigger advantages. (Manager B) 

Manager A1 believes that diversity is important since you learn from each other's cultures 
which in end has a positive impact on the entire team. 

There are many positive things about diversity, for example you can take advantage of 
each other's cultures and personalities. You become more like a winning team. I like to 
compare it with as when you mix different breeds of dogs. when you mix them together, 
you always get the better performance from the mixed breeds of dogs rather than the 
purebred dogs.  (Manager A1) 

It was further highlighted by manager A2 that the importance of diversity and its benefits, 
where he argued that the culturally diverse company had a significant impact on the 
performance. In his opinion, they were seeing new approaches to engage with their customers 
and this play an important role in their day to day operations.   

I think the benefits are definitely many. For example, if you are culturally diverse it 
helps you to adapt new business methods to your company. If you have new ideas, a 
diverse team can even help you further to come up with better ideas, you help each 
other and take out the best of each other. For example, I have four employees from four 
different countries. All of them have brought new ideas on how we approach our clients 
and these new ideas and creativity have been significant on our company’s 
performance.  (Manager A2) 

Manager D provided a similar understanding on why diversity is important, where she argued 
that diversity brings the best out of a company.  

(…) having a lot of people from different cultures and working area brings a lot of 
ideas and people together[...] I just really think diversity is what brings the best out of 
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a company. You can just filter out all the options in another way and choose the ones 
that fits your company the best given the challenges we face as a tech company. 
(Manager D) 

Manager E2 indicates that new ideas and people are important du to intense competition among 
tech companies. “In order to stay competitive, we constantly need to come up with new 
solutions and development in our offering, so we need more and more ideas and people, and 
that is where I can also see diversity being helpful”. 

 

4.3.1 Pitfalls with diversity management 
 

As it was mentioned above, some participants argued that diversity can have some negative 
impact. However, Manager A1 simply indicated that: “the only disadvantage that I have 
experienced with diversity is cultural clashes among some of co-workers”. 

The same belief was highly apparent during the interview with Managers A2 and D. They 
argued that cultural clashes can have a negative impact on the dynamics of the company due 
to it presenting too many ideas and perspectives for them to manage.  

From a negative perspective, where I believe it can come out bad, is if you have cultural 
clashes since it can badly impact the dynamics of the company and how you perform 
as I have experienced in my previous work. Fortunately, we have managed to avoid it 
so far here, but then again, we are not that big yet. (Manager A2) 

On a negative side it can bring cultural clashes and disagreement on the table. Having 
a lot of people with different ways of working and presenting too many ideas, will often 
cause conflict in some ways. (Manager D) 

Manager B implies that implementation process of a new culture would be hard for someone 
that is not Swedish and might bring some challenges to the work environment.  

Disadvantage is quite hard to explain, but I would say that as you are in environment 
where is different segmentation, for example Sweden has its own culture and if you take 
in someone outside Sweden then the implementation of cultural process would be hard. 
It goes back to what I said before that people have different mindset and different 
cultural and sometime different kind thoughts might bring some challenges and 
therefore it might be a challenge to implement a good working environment. (Manager 
B) 

Manager E1 further implies that diversity can have a negative consequence such as 
miscommunication and language barriers. 

I actually have experienced diversity going wrong. In terms of people, people tend to 
lose their way of expression in diverse groups, it can be simple things like language 
barrier and similar. Everyone doesn’t know English very well or being okay with 
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despite what people might think of Swedes. So, it can be negative in terms of language 
and communication. (Manager E1) 

 

4.3.2 Managers responsibility in creating a diverse environment 
 

When discussing with participant if they have the possibility and responsibility in creating a 
diverse working environment, the answers varied between the participant. Although, all of 
them felt responsible of creating a diverse workforce, some of them believed that they do not 
think about it as much as they should. However, some of them believed that inclusion of diverse 
workforce should come naturally and should be the company’s responsibility in general to 
create a diverse working environment.  

When asking manager C about his responsibility on why it is important to create a diverse 
team, he stated that it is his responsibility because a diverse team creates a better culture in the 
team, and they can be more innovative through different mindsets.  

Just talking about my department, it is my responsibility to do that because I know I do 
not want to have team only like male employees in my team.  I want to have a team who 
is diverse because I think it creates better culture. And obviously we are working a lot 
to get a diverse workforce since it is good for us when it comes to brainstorming or 
coming up with a new idea or do thing like different sale idea or being innovative. In 
terms of working I really think it is important having people from different genders and 
different ages and we are trying to hire different mix of people as long as they fit the 
profile and can get the job done. (Manager C) 

Manager E1 implied a similar point of view where she believes that it is her responsibility but 
maybe she is not doing enough on having a more diverse working environment.  

I think I have the responsibility for sure. I am in a management position and I like to 
think that I am a good guy here. So of course, I want to do my best and contribute to 
create a better atmosphere here through diversity. But I am also a bit (…) how to say 
it (…) maybe I do not really do it as much as I should. (Manager E1) 

Manager D on the other hand indicates that it should be company’s responsibility to create a 
diverse working environment rather than hers and it should be embedded in the company’s 
culture in natural manner. 

I do not think it is something that has been direct, that you have to do something in a 
specific way, but rather that it has to be in a natural way when we think of diversity 
and inclusion. I think it should not be my responsibility but rather the company’s 
responsibility in general to think about diversity. I usually tell my boss that I need two 
more employees for my team and that’s it. It’s basically the HR department who hire 
people based on their skills and I go along with it. but I think it is something that has 
to come naturally because you cannot force it. It should be embedded in the company 
culture in a natural manner. (Manager D) 
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Manager E2 provided a similar perspective, arguing that he does not directly think about 
diversity when they hire someone but rather it needs to be happening naturally.  

I think that it is an underlying understanding if you work here. All of us are trying to 
create an inclusive environment, maybe that is not directly involved with thinking 
straight about diversity, I do not think so actually. In terms of inclusiveness yes, we all 
have the possibility and responsibility to make it a better workplace because it is a flat 
organization. But I have never heard anyone say that I have to manage in a certain 
way because it makes it more welcoming for woman or people from other countries. 
That is just weird, it needs to be happening naturally. (Manager E2) 

 

4.4 Diversity’s impact on innovation 
 

As this thesis have a focus on researching potential linkages between diversity management 
and innovation, it was important to see what opinions and experience the participants had 
regarding the impact of diversity on innovation. Our theoretical framework showcased many 
examples of that there is a positive correlation between innovation due to diversity. We wanted 
to see if the participating managers from the tech companies would agree with this view, and 
formulated questions whereby we asked them to develop their views on diversity management 
in contrast to the company's innovation abilities. Moreover, we were also particularly interested 
to see in how and what types of innovations diversity management could contribute to the 
company.  

Overwhelmingly, all participants gave a positive answer to the questions about the impact of 
diversity on innovation, stating that it was an important impact factor in terms of innovation 
capabilities and understanding innovation and improving the innovation process. For example, 
manager A2 particularly highlighted that diversity was useful for them given their small size 
in comparison to competitors. 

(…) even though we are relatively small, just the mere fact that we utilize our diversity 
has been a key factor in that we have evidently been able to come up with a great 
number of solutions with our software that our competitors have not. (Manager A2) 

Manager B speaks about diversity in the workforce in the same way in terms of market 
innovation.  

I think that is important because as I said before, if you only have local managers or 
employees and want to expand, then it would be challenging since you only know your 
own local market(…) you need a diverse work force since they might bring in new ideas 
that could be beneficial for the company. (Manager B) 
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4.4.1 innovation capabilities 
 

Regarding the innovation capabilities of the company, manager B pushes on the importance of 
adding and exploiting the knowledge of a diverse workforce. He argues that it is also important 
in identifying innovation needs catered for different markets. 

If our company only have one type of employee, then we would be locked in a box and 
we cannot go outside the box in term of thinking about new ideas. There are many 
countries who are ahead of Sweden when it comes to technology and hiring people 
from those countries would be beneficial for our company. (Manager B) 

The underlying point that the empirical data shows is that the participants feel a positive attitude 
about the contribution of diversity to the innovative capabilities of the company. Manager D 
thinks it is a key that the company have managed to bring together many different people from 
around the world and that the outcome of that has been that they have been able to produce a 
product that is seeing a huge market success. Albeit mentioning that more factors have 
contributed to the success, she stresses that the way they managed to identify the opportunities 
with diversity, is a major impact factor for the strong market position of the company. Manager 
E2 mentions the inclusive environment as a contributing factor for the way the product 
development works of the company. Moreover, he stresses that being surrounded by the 
competence that the diverse workforce brings to his team, it helps him manage the growth of 
the company as his team of developer have a big pressure to always produce new solutions. “It 
is a natural development as it is aligned of our business goals with being the best in the tech 
industry with our software program. We have a need for all talents and resources available”. 

A similar view was presented by manager F. 

I think if you think are a competitor that is not as diverse as we are, that is maybe more 
focused on swedes and Swedish market, then you have to actively work in how to 
manage your workforce in order to stay up to a company like us, where we work 
actively with diversity and performing better than our competitors. (Manager E1) 

 

4.4.2 Understanding and improving the innovation process 
 

All managers were asked to share their point of view how diversity played a role in the 
innovation process. When it comes to the ‘innovation process’ itself, we received mixed 
answers from the participants. Whereas they had all agreed up until this point about the positive 
aspects of diversity to their innovation capabilities, in this area they shifted focus in their 
answers towards the general structure of the process. The participants used terms as flat 
hierarchy, open communication, empowerment and feedback loops to describe the most 
imperative factors contributing to the innovation process at the company. A reoccurring word 
that came up in the interviews were inclusiveness, which leaned toward giving a general 
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description of the corporate culture they experienced. Manager E2 said that “(…) by being 
inclusive to everyone here and continuing to make sure it stays that way, I certainly think 
diversity management contributes to our company's development stages”. 

Manager B argued about certain factors that from his experience was important to propel the 
innovation process. Those factors were related into understanding the different mindsets of the 
workforce. As a manager, he felt the responsibility in ensuring that his employees could always 
speak their minds freely and that this was a key in generating new ideas. In his experience this 
was best done in an open atmosphere, i.e., with a flat organization and where it is encouraged 
to brainstorm new ideas across all departments. The company culture was structured in such a 
way that it would ensure free information flow, both in terms of feedback from customers, but 
also ideas from all the employees. According to manager E1, in their company where they also 
had expansion plans beyond Scandinavia and Europe, it was important to gather all the ideas 
from their employees with a different ethnic background. The reasoning behind this was that if 
they for example were to expand their services to a new country, they needed the mindset and 
ideas from the employee on how to approach and communicate with that market.  

All SaaS companies are online these days. We have this in our mind on day to basis as we 
expand everywhere now to new markets. We need the language skills and competence. We need 
the native speakers and from what I have seen these people seem to come with other types of 
ideas that are beneficial for us. (Manager E1) 

Another factor identified in the interviews is that several managers spoke about the nature of 
the industry they are working in requires the companies to innovate at a faster rate. Manager 
A1 that is working with business development, pinpointed the angle that everything is moving 
in high speed in the industry right now. The competitiveness among the tech companies is 
immense and because of this SaaS companies must constantly introduce new products and 
solutions to the market. “(…) yes, I think everything also goes much faster. We must innovate 
at a faster rate and this is confirmed by the performance of our company where everybody's 
different skills and background plays a part”. 

 

4.5 Diversity’s impact on company performance  
When discussing about culture, gender, age and ethnicity and whether it is beneficial for the 
participant’s company, Manager A2 argued that, there might be some culture clashes 
sometimes. However, from a broader perspective, he believed that cultural differences are 
positive since different mindsets leads us to perform better. 

I think it is super great that companies are culturally diverse, for sure there are chances 
for cultural clashes, but for a vast majority of the time the positive ousts all the negative. 
I would also say that it has an impact on our ability to innovate, because people from 
different cultures and places have different ways of thinking and doing things, perhaps 
to the way they have been raised or the culture they have grown accustomed to. This 
makes them see things in different ways and that is beneficial for our innovation 
capabilities which at the end lead our company to perform better. (Manager A2) 
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Manager B provided the same perception and stated that culture differences are beneficial 
because an employee with a different culture understands the social values of that culture that 
the company is targeting better compared to someone who is not familiar with that culture. 

It is super beneficial. If you look at my job for instance, my team is covering different 
kinds of markets. For example, an employee who speaks Arabic can cover an Arabic 
market because that person knows the social values compared to me who is not familiar 
with that kind of culture. For example, I cover the Nordic market and we are not formal 
in certain situations compare to the other countries. That is why it is important and 
beneficial to have different cultures in the company to cater different market needs. 
Once you understand the culture then you are be able to help the company to come up 
with new innovative ideas to target that market. (Manager B) 

On the other hand, Manager C highlighted the importance of age differences among employees 
by implying that age and experience in life creates new ideas. He further stated that culture, 
mix age and gender is beneficial on companies' performance.  

If I speak about culture, a mix of age and gender can be beneficial on companies’ 
performance and coming up with new ideas. We also look at the skills wise, experience 
wise and even cultural wise on what this person can bring to our company. We want as 
many perspectives as possible. (Manager C) 

Manager E1 implied that she felt that there might be some problems of having different cultures 
or ethnicity on personal level, but not on a professional level. However, she believed that in 
corporate level, culture difference can make a big difference on their company’s performance.   

To be honest I think so. And as to why – if you take a guy a from Sweden, Russia, 
Germany, Poland or Middle east or whatever – I think there is going to be cultural 
differences on a personal level, but not professional level. On a corporate level I see 
an increase in our company’s performance by having people from other cultures, and 
that is where I particularly see positive differences. Because that is the definition of 
putting a lot of different people together and to think outside of the box in order to see 
things differently. (Manager E1) 

Manager E2 provides the same perception, in which he implied that culture and ethnicity might 
cause clashes, but he argues that there are always some kind of disagreements while trying to 
solve a problem. 

Most certainly. It enhances the richness of our values both personally and 
professionally. We learn from each other, trigger each other and develop each other. 
Bringing “diversity” to the table guarantees that we tackle our problems and 
opportunities from many angles. It does not have to be only good, of course we can 
also clash because we do not agree, but in general there is no development if you do 
not have any disagreements or even failures. (Manager E2) 

Most of the participant answers were positive where all of them believed and argued that 
culture, ethnicity or gender differences is one of the keys regarding the company’s growth and 
performance. However, while asking if their company has any activities or strategy to promote 
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diversity, only one manager answered yes. All other participant where either not aware if they 
had any activity or they did not have any such activities or strategy, Manager B implied that 
they have activity to promote female leadership through certain events. 

We have different events going on, for example our company have Female leadership 
event that is happing occasionally (…) that is one way to attract and encourage female 
employees. We also have pro-bono cases for female empowerment to attract female 
employees to the tech sector since there is lack of female interest in this sector. So, 
basically, we do this to encourage more females to work in this sector. (Manager B) 

When asking in what regard they believe using a diverse workforce could help their company 
grow, Manager C argued that different perspectives can bring new ideas about their product or 
how to approach a target market or even changing the company’s strategy.  

And If we look at internal perspectives then maybe like coming up with new ideas and 
how we can do things differently, for example new ideas about our product, which 
strategy is best for our company and even how to tackle new market. So, as I have 
mentioned before, the more you have people from different culture, age or ethnicity 
then they can bring new perspective which at the end help our company to grow and 
perform better. (Manager C) 

Manager D further argued that using a diverse workforce can help the company to expand 
abroad, since they would have more knowledge about that culture and region. 

When we have people from different backgrounds in our company then it helps us to 
grow as a company. If we expand to new country, then I think it is critical to have 
people who have knowledge about that culture and that region. Example if we were to 
expand our software to the Spanish market, having someone who knows on how the 
culture works and how to talk with people in that region would really be beneficial for 
our company. (Manager C) 

Manager A2 and manager B provided a similar statement where they argued that having a 
diverse workforce in their office was critical since they could help them to expand 
internationally.  

(…) I think it is super crucial that in those cases to have people from different 
backgrounds at our home offices here in Sweden who knows and understands those 
countries and markets. They certainly have the most prominent ideas and solutions in 
how to best expand and establish our market position there. (Manager A2) 

Having a workforce and somebody to understand local values is really important 
especially now when we are trying to expand in Europe and approach new markets. 
Our department is in Stockholm. By only having Swedish employees might work to some 
extent, but the greater benefits come when you have a diverse team. So, absolutely it is 
important to consider people who have different culture or ethnicity because they know 
the market and can come up with new ideas and at the end helps our company to 
perform better. It is a key factor and that is how we utilize a diverse workforce. 
(Manager B) 
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 5 Analysis 
__________________________________________________________________________________
In this chapter of the thesis, the empirical findings are analyzed and discussed together with 
the underlying theoretical framework of the study. We analyze the findings based on the four 
underlying themes of empirical findings. Finally, in this analysis we look at the interrelation 
between diversity management and innovation based on the theoretical framework and 
empirical data collected.  

__________________________________________________________________________________ 

5.1 The understanding of diversity and innovation  
 

From the empirical data, the managers perspectives on diversity and innovation provided 
interesting insights to the state and contributions of diversity in the business operation of 
Swedish tech companies, especially concerning the impact of a diverse workforce. As was 
discussed in the methodological framework of this thesis, the managers were chosen as their 
expertise and specific position in the tech companies places them in the middle of the daily 
operations of the tech companies. They have access both to the top management, thus having 
a clear understanding of business goals, as well as that they work directly with a diverse 
workforce and have firsthand experience of how diversity affects the company. In the 
subsequent categories below, the state of diversity is analyzed with the equity continuum model 
as a base, then diversity and innovation are analyzed from a managerial perspective. 

 
5.1.1 The state of diversity in Swedish tech companies 
 

One of the pillars of this thesis was to study how tech companies understand diversity 
management. As such, we wanted to identify to what extent it played a role in the companies 
and managers day to day operations and identify generalizations of its potential equitability for 
tech companies in Sweden. Using the equity continuum model by Wilson (2013) as a base, the 
managers were asked questions related to how diversity management was approached in their 
company and what impact it had on their management. As it was mentioned in the theoretical 
framework, the equity continuum works as assessment model in capturing the company's 
equity and diversity initiatives and this could be useful for companies that wishes to implement 
diversity into their business operations. Note that the equity continuum is merely used to give 
indications on where the companies could be placed according to their diversity efforts and 
state of diversity management within the companies. Given the limited time horizon, a 
longitudinal and quantifiable approach to assess each of the case companies was not possible 
in order to validate a specific level where respective case company could be placed. 

On the question of how diversity was being used, Manager A2 argued that in their company 
diversity played an integral part of making everybody’s opinion heard. Manager A2 further 
argued that they wanted to develop a positive mindset among their employees and that the 
diverse workforce and inclusive atmosphere plays an important role in that. We interpret this 
as that the company uses diversity to create a better working environment. Manager A2 further 
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confirmed this by saying that the result of this deliberate approach creates trust and inclusion 
among the workforce “(…) and we create trust and inclusion, and no one is afraid to speak 
their mind”. 

Levels 1 and 2 in the equity continuum model concerns the level of compliance the companies 
have to legislated regulations surrounding diversity. As mentioned in the theoretical 
framework, in levels 1 and 2 the companies aim to support groups that have been historically 
discriminated or underrepresented in the company. Whereas level 1 is looking more towards 
treating everybody in the company the same (i.e. equality) level 2 looks more towards 
respecting everybody's difference (i.e. diversity). Looking at all the answers, all managers 
mentioned that diversity was encouraged and that it contributed to the dynamics in the 
company. Moreover, it seemed to be occurring rather naturally in the company, meaning that 
it was encouraged since it was important for the development of the dynamics and performance 
of the teams. As an example, manager D said that: 

We made the decision to hire a person with the needed language skills, and he has 
really contributed to our team as a whole, because we improved our results in that area 
and customers from that area now can give us better feedback and they are more 
satisfied with our product. On the other hand, this guy has really contributed to the 
general feeling amongst the team and all of us hangout after work as well. (Manager 
D) 

Stringfellow (2018) argued that implications of the Swedish model towards diversity has 
encouraged employers to promote individualization in the workplace. Stringfellow (2018, p.6) 
further argued that with the legislation towards ethnic diversity “all employers have a duty to 
undertake, in cooperation with employee representatives, active measures to bring about equal 
rights and opportunities in the workplace regardless of ethnic background”. The answers from 
the managers would suggest that in terms of recognizing the opportunities associated with using 
a diverse workforce, the tech companies in this study are moving beyond compliance in 
incorporating a diverse workforce in their business operations. From the empirical data it is 
evident that managers appreciate the contributions of the knowledge and general feeling the 
diverse workforce brings to the company. One could argue, from an ethnic and cultural point 
of view, that diversity in the workforce is highly encouraged and plays an integral role in 
driving the company forward. As the managers emphasized the positive benefits on this 
approach, we argue that this is aligned with the benefits that Thomas (1990) highlights about 
diversity management. By bringing people together from different cultures, you cultivate 
creativity and a more productive work environment. It is also confirmed by Herring (2009) that 
a more heterogeneous work group will enhance the outcome of the company. However, Herring 
(2009) also emphasized that with a more diverse environment you rely more on that the diverse 
work group will collectively exploit the individualities, rather than relying solely on the 
individual performance.   

Whereas the managers gave clear positive attitudes towards that they used diversity to increase 
the dynamics and performance of the teams, no clear answers were given as to how this was 
implemented. As only one manager confirmed that they had a program or initiative (and that 
was to promote female leadership), it gives us indications that as whereas the tech companies 
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in this study are compliant with incorporating diversity as an equitable part of their company, 
they seem not to have incorporated it practically in their business operations. 

This was evident in the empirical findings as several of the participants mentioned the usage 
of diversity as something occurring “naturally” rather than in a planned way. We would argue 
then that the usage of diversity occurs rather unstructured and unplanned. This would indicate 
that these tech companies are somewhere in between level 1 and 2 of the equity continuum 
model. Arguably, the managers speak of diversity as present in the company and used naturally. 
This is aligned with level 1 of the model and it is also aligned with the theoretical framework 
whereby it was presented that Sweden is a pioneer in making use of diversity management in 
their operations. It would further be argued that the fact that around 20% of the Swedish 
workforce has an immigrant background (Glans, 2010) together with the increased lack of 
competent workforce, the companies used in this study actively employ and incorporate a 
diverse workforce. All managers mentioned that larger proportions of their workforce (both 
from gender and ethnic perspective) was diverse. In some instances, up until 50% of the 
workforce was made up of employees with an immigrant background, and managers A1 and 
A2 highlighted that they had around 40 nationalities present in case company A. These are 
significant numbers, especially if you consider that all companies in this study are categorized 
as SME’s. Given these numbers and the Swedish business climate in terms of inclusion, one 
could argue that these companies show indications to be going beyond compliance, i.e., level 
2 of the equity continuum model and that diversity has a significant impact on their company. 
Albeit the managers spoke warm about their diversity and inclusion efforts, they mentioned 
that no official programs or initiatives are in place that showcases the plans to make diversity 
an integral plan of the larger organizational culture. Initiatives related to diversity we argue 
seem to be rather unplanned and informal. whereas this complies with level 2 of the equity 
continuum, the general perception of diversity among the managers seem to be that they are 
beyond complying with diversity, however since no formal initiatives are in place we would 
argue these companies place their diversity efforts in between level 1 and 2 of the equity 
continuum.  

 

5.1.2 Diversity from Managers Perspective  
 

By observing the existing literature and what is written about diversity, one can argue that 
diversity is a broad topic and covers multiple areas such as difference in ethnicity, nationality, 
gender, function, ability, language, religion as well as diverse demographic background, 
culture differences and intellectual capabilities (Kossek and Lobel, 1996; Bassett-Jones, 2005). 
For the purpose of this study, we had a focus on ethnicity, gender, age and culture. Based on 
interviews that were conducted with the different managers within tech companies, our 
empirical findings show that all managers have clear understanding on what diversity is and 
what it means to them. However as shown in the empirical data, it is important to point out that 
even though managers had clear understanding on what diversity means, different definitions 
were put forward. This indicates there are differences concerning theory and practice. Manager 
C understood diversity as having different type of people which he implied as different gender, 
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ethnicity and culture types. Further, Manager C argued that the meaning of diverse workforce 
is to create a good foundation and a good team or a company. “[...] not having the same types, 
and with types I mean when it comes to gender, ethnicity and culture and age [...] I think it 
could create a good foundation and creating a good team or accompany”. 

Manager B expressed diversity as a multicultural environment and stated that age difference 
gender, culture, gender, demographics and ethnicity should be considered and targeted while 
recruiting people for the company. Further, he believed that diversity creates and stimulates a 
good working environment for the company.  

(...) for me it means mix of different culture, gender, demographics and ethnicity [...] 
diversity means a multi-cultural environment, but also not targeting only one gender 
but also trying to obviously have both young females and old females and the same with 
men too [...]. Personally, I think diversity in workplace is critical since it creates and 
stimulates a good working environment for the company. (Manager B)  

Manager A2 on the other hand argued that diversity is about inclusion and different culture and 
personalities and implied that diversity help him in personal and professional level which the 
participant and further indicates that it means a lot for him since as individuals we need 
different people and friendship in order to successful at work and in personal life.  

For me diversity is inclusion and different cultures and different types of people both 
in terms of personalities but also cultures. Diversity means a lot to me because you 
need different people and friendships in order to be successful at work and in personal 
life. (Manager A2) 

Moreover, Managers A1, D, E1 and E2 did not elaborate on what diversity means to them, thus 
argued that diversity itself simply means different background, culture, opinions, gender and 
ethnicity. However, manager D indicates that a diverse company will standout compared to a 
company which is not diverse but did not elaborate on what regard. Based on the empirical 
findings and all responses from the managers within tech companies it remained clear that all 
participant is some form or another, had a clear understanding on what diversity means which 
is aligned with theory. 

 

5.1.3 Innovation from managers perspective 
 

The managers were straightforward about the competitive state in which respective companies 
operated. The tech industry is characterized by high competitiveness and to stay ahead in the 
market, the companies need to innovate at a faster rate and their products and services must be 
catered to serve the market needs. Moreover, although all the managers worked for tech 
companies offering SaaS solutions were based in Sweden, their offerings went beyond the 
scope of Sweden. As SaaS solutions are digital, in practice the customers of the company could 
be based anywhere in the world. This further increased the need to have diversity among the 
workforce, as this is a necessary commodity to cater different markets and cultures.  
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The empirical findings show that managers in general have a positive attitude towards the 
contributions of diversity to the innovation capabilities of the company. The grounded analysis 
of the empirical data provided us with insightful themes and codes regarding innovation in 
Swedish tech companies (See Appendix 4). The managers mentioned that diversity contributed 
with different mindsets, ideas and changed the working environment of the company. The 
additional contribution of different sets of skills and knowledge from the diverse workforce 
enhanced the ability to innovate. Moreover, another interesting aspect was that the managers 
expressed an increased confidence with using the skills and knowledge from the diverse 
workforce as it contributed to the company as they are growing. The subsequent increase in 
innovation capabilities stemming from the diverse workforce was mentioned as a positive 
impact factor. 

In terms of what innovation means for the managers, all agreed that the common associations 
were that of creating something new or creating something unique. Manager A2 especially 
targeted uniqueness as important. “For the company that I am in and the industry we are 
competing in, there are a lot of competitors, so it is a lot about creating something unique (…) 
It is about adapting and doing it in a better way”. In terms of innovation rates at the company, 
Manager A1 gave a distinct answer that they innovate at a faster rate and that diversity 
management played a major part in facilitating that: “Everything also goes much faster, we 
innovate at a faster rate. This is confirmed by the performance of our company”. Given the 
competitiveness and need for releasing product new updates and features, we interpret this as 
that the manager from case company A1 see a need for constant innovation in the company, 
both with incremental and radical innovations.  

As the industry is characterized with high competitiveness, the contributions of diversity to the 
innovation capabilities, facilitate a more adaptive approach to innovation. We would argue that 
the managers speak of the innovation processes as increasingly open. As Remneland (2012) 
mentioned, open innovation regards the inflow and outflow of knowledge to increase internal 
knowledge. Historically, innovation has been rather closed, but the empirical data from the 
managers shows that their companies work openly, both with their workforce but also in how 
they have structured their feedback loops from existing and potential customers. The managers 
perception, particularly in company A, is that this is crucial to innovate. If we then bear in mind 
the opportunities associated with digitalization and that the product of these SaaS companies 
are also available for a global market, open innovation comes rather natural for their ability to 
cater their innovations to the market needs. For that to occur, the diverse workforce is a distinct 
link for bridging the gap. This is aligned with Bogers et al., (2018) view that employee’s human 
capital characteristics affect the companies' ability to incorporate internal and external 
knowledge for innovation. The managers show that a diverse workforce is important for the 
innovation capabilities of the company. 
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5.2 Managers point of view on the importance of diversity 
 

As mentioned continuously throughout this thesis one of the main topics of this study is 
diversity management and its use in tech companies. For that matter it was critical for us to 
identify the benefits of diversity management from managers perspective since they play a 
crucial role in the company. Given their position within the company, they ought to have 
sufficient knowledge and connection with the top management and corporate goals of the 
company, as well as direct access to the workforce. This gives the managers significant insights 
on how diversity is used in Swedish tech companies. 

Based on the empirical findings, one can argue that managers perspective is aligned with 
literature regarding the benefits of diverse workforce. Further, increased capacities and 
capabilities about problem solving and teamwork is another benefit of diverse workforce 
(Nemeth and Wachtler, 1983). This point of view was evident by Manager A1, saying that 
diversity is an important factor since you can learn from each other’s cultures which at end has 
a positive impact on the entire team.  

You become more like a winning team. I like to compare it with as when you mix 
different breeds of dogs. when you mix them together, you always get the better 
performance from the mixed breeds of dogs rather than the purebred dogs. (Manager 
A1)  

Another factor that has been discussed in the literature is that diversity has positive long-term 
impact on the competitiveness on the company since it enables companies to build a 
differentiated reputation with key stakeholder and customers. Manager E2 expressed a similar 
point of view which indicates that new ideas and people are critical due to the competitive 
nature among tech companies. “In order to stay competitive, we constantly need to come up 
with new solutions and development in our offering, so we need more and more ideas and 
people, and that is where I can also see diversity being helpful”. The importance of being 
differentiated with key stakeholders and customers through diverse work environment was also 
well expressed by Manager A2. Manager A2 elaborated that by having four employees from 
different countries in his team have brought new ideas on how to approach the clients which at 
the end has been important for the company’s performance. As research indicates a diverse 
workforce enables organizations to access new market as well as improve performance in 
existing markets (Centre for Strategy & Evaluation services, 2003). This is also strongly 
suggested by Manager A2 that argued that a culturally diverse workforce help the company to 
adapt new business method to the company.  

(…) if you are culturally diverse it helps you to adapt new business methods to your 
company (….) I have four employees from four different countries. All of them have 
brought new ideas on how we approach our clients and these new ideas and creativity 
have been significant on our company’s performance. (Manager A2) 

Moreover, empirical data also suggest that diverse workforce is beneficial because an employee 
from a different culture can target that culture that he is familiar with. Manager B further 
indicates that the reasoning behind it is that, for example, an employee who speaks Arabic can 
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cover an Arabic market since he knows and understand the social values of that culture. This 
is also aligned on what has been indicated above that once a diverse workforce can contribute 
new ideas on how to access a new or existing market.  

My team is covering different kinds of markets. For example, an employee who speaks 
Arabic can cover an Arabic market because that person knows the social values 
compared to me who is not familiar (…) That is why it is important and beneficial to 
have different cultures in the company to cater different market needs. Once you 
understand the culture then you are be able to help the company to come up with new 
innovative ideas to target that market. (Manager B) 

For that matter, one can argue that Manager B’s point of view about the benefit of diversity 
can be confirmed by what has been suggested by Herring (2009), that diversity in working 
environment is beneficial since it leads to increase in customers, sales and market share as well 
as a strengthened market position. We argue that the managers that participated in this study 
strongly recognizes and values the contributions of their diverse workforce to the overall 
strength of the company. 

Considering on what has been analyzed above, one can argue that most of the managers have 
some suggestions on why diversity is important and beneficial in working environment. 
Further, each managers point of view of diversity has covered some areas that has been 
suggested by literature. For that matter one can argue that they partially understand the benefit 
of diversity and not all aspects of it. As for manager B and D, their point of view about diversity 
management and its benefit was broad and generalized and did not elaborate on which area 
would a diverse workforce can contribute. Manager B implied that gender and age plays a role 
since you will have different mindset, and through different mindset you can learn from each 
other. On the other hand, Manager D simply suggested that culture differences bring new idea 
and people together and brings out the best of company, and further did not elaborate in which 
area it would be beneficial for the company. None of the managers gave any indications that 
they had received any internal or external training on how to implement diversity management 
initiatives. We interpret this as that albeit diversity is encouraged, there are limited formal 
initiatives in place to facilitate the enhancement of diversity in these companies. 

 

5.2.1 Pitfalls with diversity management  
 

There are many benefits regarding diversity, and it’s benefit to the organization. However, 
some managers expressed concerns regarding diversity and challenge in workplace. Moreover, 
the most common view about disadvantage was cultural clashes, where manager A2 implied 
that culture clash could have a negative impact on the dynamic of company and how you 
perform as a team member. This assumption was based on his experience in previous work in 
another industry sector, but he further stated that he did not experienced the same situation at 
company A. Manager D expressed her view in a similar way, in which she implied cultural 
clashes and disagreement is the common elements which is caused by people working in 
different ways and presenting too many ideas. Manager A1 implied the same feelings and 
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indicated that cultural clashes can be a problem based on his experience but would not provide 
further information on what causes these clashes. As literature showed, there are some 
challenges that a diverse group might face and one of them being conflicts in a diverse working 
environment. Conflict could be the result of two or more people or groups who do not share a 
common view in a situation. This statement reflects on what Manager D has experienced which 
could be argued as potential conflict through disagreement and cultural clashes. Further, 
Williams and O’Reilly (1998; in Bassett-Jones, 2005) indicated that heterogeneous groups are 
more likely to experience conflicts, higher turnover, less social integration and problems with 
communication. This is also aligned with manager E1’s point of view about a diverse group 
which she further implied that the negative aspect of diversity is that it could cause people to 
lose their expression in a diverse group due to miscommunication and language barriers.  

I actually have experienced diversity going wrong. In terms of people, people tend to 
lose their way of expression in diverse groups, it can be simple things like language 
barrier and similar. Everyone doesn’t know English very well or being okay with 
despite what people might think of Swedes. So, it can be negative in terms of language 
and communication. (Manager E1) 

This view from manager E1 clearly indicates that not everything about diversity has a positive 
connotation for the managers, and that there can be instances in which diversity, or as we 
interpret, cultural and lingual barriers, can have a negative impact for the group dynamics. 
Manager E1, however, did not express how this was dealt with specifically, but rather that there 
is a risk for it but that it was not present in this specific company. 

Moreover, Manager B also argued that the implementation process of a new culture would be 
hard for someone who is not Swedish which at end can cause some challenges to the working 
environment. He further indicated that Sweden has its own culture, and the new employee who 
is from different country might find it hard to adapt to Swedish culture.  

Sweden has its own culture and if you take in someone outside Sweden then the 
implementation of cultural process would be hard (….) people have different mindset 
and different cultural and sometime different kind of thoughts might bring some 
challenges. (Manager B) 

This could be related to what Aghazadeh (2004) indicates, that companies hesitate to invest in 
training programs due to its costs which can be seen in this case. These program and training 
are particularly significant in order to promote diversity since the main idea is to encourage 
employees to accept personalities and ideas and different thoughts and further how to deal with 
conflict. Based on the empirical findings, all of the participant tends to agree that the main 
disadvantages of diverse work force are culture clash, miscommunication and language 
barriers. However, none of the managers expressed that the abovementioned factors had a 
major impact on the working environment of the company. They rather showcased awareness 
of these factors but were distinct on that the open atmosphere and inclusiveness overcomes the 
risks associated with diversity. This is aligned with the view of Basset- Jones (2005) that 
although diversity can damage the cohesiveness of the organization, diversity can act as an 
impediment to overcome barriers and cultivate a better working environment. We could also 
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argue that the fact that there is a lack of competent workforce and that 20% of the available 
workforce in Sweden have an immigrant background, inclusiveness and diversity acts as such 
an impediment to overcome barriers. 

 

5.3 Diversity's impact on innovation 
 

The findings showed that managers expressed that diversity leads to increased innovation 
capabilities and improved innovation processes in the companies. Regarding innovation 
capabilities, being able to make use of the different mindsets and opinions that a diverse 
workforce contributes with, seem to be an important factor in developing the innovation 
capabilities of the company. Moreover, inclusiveness and flat hierarchy further sparked the 
creative atmosphere in the company, also contributing to the increased innovation capabilities. 
The importance of the increased innovation capabilities was especially evident in identifying 
different market needs. This view is confirmed by Tsusaka et al., (2017) because a diverse 
workforce propels creativity and innovation in the company.  

In terms of innovation processes, diversity helps facilitate a faster rate of innovation as well as 
it helps adapting the innovation processes for both the incremental and radical innovation 
requirements of the company. With access to a more diverse workforce and the knowledge and 
perspective they contribute with, companies can constantly develop their innovation processes 
to “think outside the box”. This is particularly helpful given the competitive nature of the 
industry. We argue that the development of the innovation processes with implementing a 
diverse workforce at the companies, is correlated to that of product innovation presented by 
OECD (2005). Product innovation is introduction of a good or service that is new or 
significantly improved with respect to its characteristics or intended uses, something that the 
managers spoke warmly about as a welcome contribution to the company. Manager A2 speak 
about is as: 

 (…) even though we are relatively small, just the mere fact that we utilize our diversity 
has been a key factor in that we have evidently been able to come up with a great 
number of solutions with our software that our competitors have not. (Manager A2) 

The managers gave indications that some other effects of using diversity, are those such as that 
together with a flat organization, it facilitates better dynamics and increased creativity within 
the company. In terms of innovation at the companies, we argue that the companies are 
comparatively open in their processes. Innovation requires resources, not only in terms of 
financial resources, but also human knowledge. Given the size and constraints that can occur 
being an SME’s in a competitive industry, the managers spoke of understanding the need of 
existing and potential customers. They spoke about it in a way that implies a short cycle from 
idea to practical solution. The diverse workforce was a factor (among others such as open 
atmosphere), which facilitates these processes. The feedback and understanding of customer 
need we argue is open innovation in its nature and why we argue that tech companies see as an 
important factor in obtaining a competitive edge. We also believe it is interesting to see how 
the companies are pursuing innovation from both radical and incremental processes. 



 51 

Incremental innovation because they see a constant need to make adjustment of their SaaS 
solutions depending on customer and market needs. As the industry is fast paced, this is 
important and as the managers showcase, the diverse workforce is a contributing factor in being 
able to keep up with the pace. The companies are also dependent on radical innovation to a 
certain extent as the nature of the industry is intense. Just as with incremental innovation, the 
diverse workforce provides the companies a better chance in generating ideas and 
understanding market needs that could potentially be of great value to the companies. 

It was evident that managers spoke positively about diversity on innovation, however we 
cannot but notice that in general the diversity initiatives within the companies are unplanned 
and not integrated in any kind of strategies of the business operations. Apart from an initiative 
related to female leadership, no other initiatives or programs were present within the 
companies. Whether this has to do with the nature of the tech companies being SME’s and 
young and maybe not having the necessary resources to invest in official diversity programs, 
can only be speculated about in this stage. It does however remain clear that the empirical 
findings show that the impact of diversity on innovation are positive. The managers expressed 
that the diverse workforce was important in recognizing gaps in the market, which was 
especially evident when speaking of catering their product for the market needs in new 
geographic markets. However, the managers seemed to mostly to be speaking about innovation 
from a cultural and ethnic point of view, not regarding gender or age. One could argue that 
when looking at innovation capabilities, tech companies are looking to make use of people 
coming from other countries and cultures as they contribute with specific knowledge and skills 
that are valuable inputs for the company.  

 

5.4 Diversity's impact on company performance 
 

As Ozgen et al., (2011) suggests, cultural background have an impact on productivity regarding 
carrying out a task or doing business. Further, there are more the 200 million immigrants in the 
world and their knowledge, cultures, and languages proved the companies with opportunities. 
Manager A2 suggest that people from different culture and places see things differently which 
can be beneficial for the company to innovate and perform better.  

People from different cultures and places have different ways of thinking and doing 
things (…) This makes them see things in different ways and that is beneficial for our 
innovation capabilities which at the end lead our company to perform better. (Manager 
A2) 

Moreover, Manager B indicates that culture differences are beneficial regarding expansion of 
a market share, and further argues that different cultures are important for the company to cater 
different market needs which in turns helps the company to perform better through market 
innovation. The study of Lorenzo et al., (2018) addresses that companies with a more diverse 
workforce see an increase in performance of up 20%. These numbers are significant for the 
tech companies that participated in this study as they all characterize as an SME and some of 
the companies are comparatively young. Although no direct data on revenue was collected, the 
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managers distinctly expressed that their company performs better with a more diverse 
workforce. 

Manager C highlighted the positive impact of age differences among employees by implying 
that age and experience in life creates new ideas and further indicates that culture, mix age and 
gender in beneficial on companies’ performance. “If I speak about culture, a mix of age and 
gender, can be beneficial on companies’ performance and coming up with new ideas”. In fact, 
this was put forward throughout all interviews. This is aligned on what Ozgen et al., (2011) 
suggested, companies have seen positive result and perform in terms of implementing new 
product and process innovation, and these processes requires high skill employees. However, 
Manager E1 generally indicated that culturally diverse workforce has in fact increased the 
company’s performance since it allows the team to ‘think outside the box’. Manager A2 also 
had this general assumption which indicates that learning from each other and tackling 
problems and opportunities help the company to perform better. As it was mentioned by 
Nemeth and Wachtler (1983), diversity management can lead to increased capacities and 
capabilities about problem solving among groups and team works. We interpret this as even 
though the managers are aware of the potential pitfalls of diversity, diversity (and especially 
cultural and ethnic diversity) is used as an impediment to overcome barriers and strengthen the 
dynamics of the company. This gives indications of the presumption that tech companies are 
naturally using diversity as part of their general business operations to strengthen their 
performance on the market.  

While discussing on how using diverse workforce could help their company grow, Manager C 
indicated that employees from different culture, age or ethnicity can bring new perspective and 
ideas about products or which strategies are best for the company which at end helps the 
company to perform better. As we have already analyzed in the previous section, there is a lack 
of formal initiatives or strategies to include diversity in the business operations. Considering 
that most of the participant believe that to some extent, diversity has an impact on the 
company’s performance, but in contrast only one company has acknowledged that they actively 
promote diversity. Manager B indicated that they have an occasional female leadership event 
in order to promote gender diversity. The reasoning behind this event is to attract and encourage 
female employees to tech sector since there is lack of female interest in this sector. However, 
apart from this, no other formal initiatives occur which gives the characterization that diversity 
is an unplanned strategy of the operations, hence it is hard to validate its impact on company 
performance. Also considering that Aghazadeh (2004) speaks about the importance for formal 
training, programs and lectures in order to promote diversity, we can furthermore interpret that 
the tech companies used in this study does not make use of this approach actively to enhance 
the company performance. We argue instead that they see the benefits of their diverse 
workforce as an important factor in developing their business.  
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5.5 Interrelationship between diversity and innovation 
  

One of the purposes of this thesis was to study the potential correlation between diversity 
management and innovation within Swedish tech companies. We wanted to see if there were 
any linkages between how diversity management was understood and used, and how it could 
impact the innovation capabilities and processes. Figure 5 depicts the hypothetical assumption 
we had towards the subject. 

 

Figure 4 - Hypothetical model of the linkage between diversity management and innovation. Source: 
The authors 

As we have collected the empirical data, identified four underlying themes within this subject 
as well as analyzing the findings up until this point, we argue that the findings do not show any 
practical linkage between diversity management and innovation. Whereas the participants 
show a great interest and positive attitude towards diversity and its impact on the company, 
both in terms of dynamics and performance, we cannot identity links showcasing that managing 
diversity in a certain way leads to increased innovation.  

What we can however identify, and which was within the scope of our research question, is 
that within the companies of this thesis, the managers have a great understanding and positive 
attitude of the contribution of their diverse workforce towards the general performance of the 
company. A diverse workforce, especially in the context of ethnicity and culture, we argue is 
regarded as contributive to the business operations within tech companies in Sweden. As the 
empirical findings show, the participants were straightforward on the importance of a diverse 
workforce and its contributions to the innovation capabilities and processes within the 
companies. Considering this, the hypothetical model (see figure 4) of the linkage between 
diversity management and innovation cannot be proven in this study without further resources 
and methods. We can however identify and show the linkage between diverse workforce and 
impact, which is presented in figure 5. 
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Figure 5 – The relation between diverse workforce and innovation. Source: The authors 

The four identified themes all have an integral role in understanding what diversity is and how 
it is perceived and applied within the case companies in this study. Ultimately, the themes are 
interrelated due to their similarities of how they occur and are perceived in the companies. As 
theory has shown, there are many benefits associated with diversity in companies these days. 
However, limited research has been conducted on tech companies in Sweden.  

Given the circumstances, there are no specified models or processes that depicts the 
relationship between diversity and innovation in the context of tech companies in Sweden. To 
help visualize the findings presented thus far in the analysis, we developed a model (see figure 
6) depicting the four different themes that we have identified. The idea is to give the reader a 
visual model of how diversity can lead towards increased innovation and company 
performance. However, it should be noted that the model is of generalizing character. Thus, 
the circular lines between the themes should not be regarded as separators. All themes could 
be related to one another in several ways, so in the case of this model, the gradual progression 
of the circle is rather a visual tool depicting the progression of how diversity is understood and 
the impact to innovation and company performance. In the upcoming sections, each layer is 
analyzed separately. 

 

         

 

Figure 6: Developed model for the process of diversity management towards innovation Source: The 
authors 
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5.5.1 Understanding diversity 
 

The current state of diversity within Swedish tech companies shows that albeit managers 
confirm the importance and contributions of a diverse workforce, they cannot give enough 
answers as to what extent diversity are planned strategies of the companies they work for. What 
can be said however, is that the managers within the companies show a clear understanding of 
diversity, and that is at the core of the developed model (see figure 6) and first step towards 
innovation and increased company performance. Arguably then, there is a sense of 
understanding within tech companies in Sweden about diversity and the opportunities 
associated with incorporating a diverse workforce. The managers identify the need to include 
and implement the contributions stemming from a diverse composition of workforce, 
especially from the perspective of ethnicity and culture. As for diversity management, the 
managers do have a positive attitude that it can contribute to the company, but in contrast there 
is no formalized programs or initiatives that conceptualizes diversity management as a planned 
part of business operations. We therefore argue that diversity management is understood as 
something positive among the managers, but its active application within the companies is 
more of individual character and capabilities related to the managers themselves.  

As we have also assessed, the state of the companies’ efforts related to diversity equity (using 
the equity continuum model), shows that the companies are compliant and strive to create 
inclusive work environments where everybody is welcome. We could not identify any 
indications that a certain group is being discriminated within the companies. A more extensive 
research approach with a longer time horizon would however be needed to validate this. 
However, we do argue that the business climate as such in Sweden is inclusive and the 
companies in this study are compliant and positively looks at the opportunities with using a 
diverse workforce. Swedish companies, generally considered to be pioneers, in providing 
opportunities for historically discriminated groups, are integrating diversity within its 
workforce (as presented by the literature). The empirical findings and the gathered data about 
the companies confirm that they to a large extent use a diverse workforce, especially people of 
different background and cultures. Even gender is understood to be of importance, as most of 
the companies have a balanced mixed of woman and men. 

 

5.5.2 The importance of diversity 
 

As there is large and mainly positive understanding towards diversity, the empirical findings 
showcased many interesting aspects of the importance of diversity which is the second level of 
our model (see figure 6). We argue that there is a clear linkage between understanding diversity 
and recognizing the importance of diversity. Managers are aware about both the opportunities 
and potential pitfalls with diversity (mainly considering cultural clashes) but showcases that 
the opportunities outweigh the risks. Lamson (2013) implied that Sweden according to 
Hofstede has a low score on uncertainty avoidance, which in this case could imply that the tech 
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companies in this study are not risk averse. Arguably, the companies recognize the value in 
creating a diverse and heterogenous workforce. It brings new ideas and perspectives to the 
company as well as that it can facilitate better dynamics and working environment. As the 
managers also spoke about expanding their services to new markets, bringing in new ideas and 
people from other countries and cultures can be helpful in this process. Albeit the potential 
pitfalls of cultural clashes and miscommunication, the potentials of diversity we argue seems 
to be greater, and this can contribute to the overall performance within the companies. 

In concrete terms, diversity can enhance the competitive edge of the company as diversity 
brings about new ideas and perspectives that are valuable from many angles within the 
company. It can increase the dynamics and working environment and the different set of 
external knowledge and mindsets that a diverse workforce contributes with, seem to strengthen 
the company. If we also bear in mind the increased shortage of competent workforce and large 
immigration influx in Sweden, the tech companies must look at attracting all available 
workforce in the market. However, as it has been mentioned throughout the analysis, this seems 
to have come rather unplanned and naturally, not as a part of a planned strategy by the 
companies. This was further confirmed by the fact that none of the managers really considered 
diversity and inclusion as an important factor when they applied to work within the companies, 
but it was rather after they had met the company they were impressed by the inclusive 
atmosphere. For example, manager E2 said: “(…) the real answer to your question is no, 
diversity was not a factor, but I was overwhelmingly surprised by how inclusive the 
environment here was”. We would therefore argue that tech companies could look at how they 
position and market their company culture when recruiting. The combined perception that 
diversity is important and the need for competent workforce (from both homogeneous and 
heterogenous perspective) is high, makes the case that the tech companies could implement 
marketing strategies to promote diversity. We argue the abovementioned factors act as a 
prerequisite for facilitating improved innovation capabilities and processes within the 
company, which is the third level of our model (see figure 6). 

 
5.5.3 Diversity’s impact on innovation 
 

The empirical findings showed that diversity can increase the innovation capabilities and 
innovation processes within the companies’, something that arguably can be considered 
important given the competitive nature of the industry. We identified that the managers spoke 
extensively about that diversity contributes with new ideas in order to create either something 
unique or something developed. Moreover, the knowledge and perspectives contributed by the 
diverse workforce helps understanding market needs which can particularly be useful when 
expanding to new markets as most of the companies did indicate was part of their business 
plans. From a creative perspective, the diverse workforce also seems to help the teams to ‘think 
outside the box’ when it comes to new ideas, which can help develop the product and increase 
the competitive edge of the companies. 

We can also look at linkages between diversity and the impact on innovation by looking at the 
four categories of innovation by OECD (see figure 1) in comparison to the identified codes 
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from the grounded analysis. In terms of the product innovation, the managers express that 
diversity has an impact on the companies' ability to create new and unique features. Manager 
C especially highlighted the important contributions to new ideas about products and services 
stemming from their diverse workforce. Given the need to stay in front of the competitors with 
new innovations, we argue this is an important factor of diversity’s contribution to innovation.  

Regarding the process innovation within the companies, we identified that diversity contributes 
to the overall communication within the companies surrounding innovation. The companies 
recognize and value the inputs from everyone in the company. It is further confirmed by the 
generally open atmosphere and flat hierarchy within the companies. This facilitates the 
inclusive atmosphere that was continuously mentioned throughout the interviews and which in 
turn enables valuable inputs to the innovation processes. The impact to process innovation is 
also evident in that companies can cater the market with new innovations at a faster rate due to 
diversity. The argumentative example is that the companies make use of workforce from 
different countries that understand the market needs and can shorten the innovation cycle of 
adapting their product to new markets.  

From the perspective of marketing innovation, the linkage between diversity and innovation 
we argue goes towards understanding the market needs. SaaS solutions are diverse in nature 
and many types of customers can use them. Thus, there is a need to be able to cater the product 
to fit as many categories of customers as possible. Given the heavy competition, the tech 
companies seem to realize that different understanding and knowledge that comes with 
diversity, can contribute to understand and cater their product.  

Lastly, in terms of organizational innovation, we argue that diversity can contribute to how the 
company structures their business operations. However, it is important to notice that albeit a 
positive attitude is shown toward the use of diversity management, there is no clear linkage 
between diversity and organizational innovation. Except for the female leadership program in 
one of the companies, no formal programs exist in the business strategies. This, we argue, 
shows that diversity management is occurring rather informal. Whereas it seems to be 
informally encouraged within the companies, and more in the sense of general inclusivity, there 
are no integrated diversity initiatives implemented in any of the company's business strategies. 
As previously mentioned in section 5.1 about diversity management from managers 
perspective (in the context of the equity continuum model), Swedish tech companies are 
compliant with diversity and seem willing to undertake measurements initiatives that would 
place them further up on the equity continuum model. However, this is not yet the case. As to 
why this is the case is not within the scope of this study, but one of our guesses is that it is 
related to the smaller size in terms of workforce and turnover by the tech companies. 

 
 
5.5.4 Diversity’s impact on company performance 
 

What can be said however regarding linking diversity management and innovation, is the 
identified theme of how it affects the company’s performance, which is the fourth level in our 
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developed model (see figure 6). This was not an expected finding, but it became clear as the 
empirical findings were analyzed. The managers distinctly mentioned factors such as skills, 
improved working environment, different mindsets, idea generation and ways of cultivating 
creativity as contributing factors to the company’s performance. As Lorenzo et al., (2018) 
argued, companies making use of diversity see an increase in performance of up to 20%. 
Overall, we find it interesting to highlight because given the constant need to perform in the 
industry, the tech companies should look at implementing official strategies of diversity in their 
business operations.  

It is however noteworthy that in terms of improved performance, the empirical data collected 
is leaned towards ethnicity and culture. Gender and age are mentioned comparatively sparsely. 
We do however believe that a reason for the sparse mentioning of women in the empirical 
findings is related to what the literature review says about Sweden being a pioneer in gender 
equality. It could further be seen in the overall gender distribution among the case companies 
in this study, showing a rather balanced mix (see section 3.3.3). We therefore speculate that 
the participants did not regard gender diversity as a “problem”, as their perception is that 
women are a natural part of the workforce in the Swedish business climate. Overall however, 
there is a consensus among the managers that diversity positively attributes to the company's 
performance, and this despite being aware of the potential pitfalls of diversity as well. 

As we have argued previously that there are few to little operationalized programs or initiatives 
to implement diversity structurally in companies' business operations, there is no clear link 
between diversity management and innovation and performance more than it is attributed as 
something positive by the managers. We do however see the link in that a diverse workforce 
contributes positively to the performance of the tech companies in this study. As such, the 
managers see that they can innovate at a faster rate, increase their productivity within the 
companies and develop their innovation capabilities and processes with a diverse workforce.  
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6. Conclusion 
_________________________________________________________________________________ 

This Chapter of thesis provides concluding arguments on our research question, what is the 
understanding of diversity management in Swedish tech companies and could this be related 
to innovation? 

_________________________________________________________________________________ 

In this thesis we have explored the understanding of diversity management within Swedish 
tech companies offering SaaS solution and its relationship and its potential impact on 
innovation. The subject was chosen due to the limited in-depth knowledge about diversity 
management in tech companies in Sweden. Diversity is a broad concept and covers multiple 
areas. For the purpose of this study, we focused only on the areas of gender, age, ethnicity and 
culture. Based on our empirical findings, we identified four emerging themes concerning the 
state of understanding diversity within in Swedish tech companies; (1) The understanding of 
diversity and innovation, (2) Managers point of view on the importance of diversity (3) 
Diversity’s impact on innovation, and (4) Diversity’s impact on company performance.  

Within the scope of understanding diversity and innovation, the results indicate that there is a 
clear understanding of what a diverse workforce can contribute with to the company. This 
underpins the second theme of our findings, which indicates a consensus among managers that 
diversity is important to make use of in order to establish better conditions to position their 
company in an increasingly competitive market. With the third theme, regarding the impact of 
diversity to innovation, the findings show that the innovation capabilities and processes are 
positively impacted with the contribution of a diverse workforce. Moreover, the diverse 
workforce helps identifying gaps and market needs as well as it enables the companies to ‘think 
outside the box’ regarding their product. Lastly, the fourth theme, diversity’s impact on 
company performance, findings indicate that diversity is an important factor regarding 
companies' performance. 

The research question of this thesis was outlined as followed: 

What is the understanding of diversity management in Swedish tech companies and could this 
be related to innovation? 

The result of our study indicates that there is a great understanding of diversity and a diverse 
workforce within the companies used in this study. Our findings indicate that Swedish tech 
companies are making use of a diverse workforce naturally as a part of their business 
operations. There is a link between diverse workforce and increased innovation capabilities 
and processes among Swedish tech companies. It is aligned with research presenting the 
Swedish business climate as favourable for inclusiveness and especially for women and people 
coming from different countries and cultures. However, our findings also indicate that diversity 
management as such, is rather informal within the companies and not used as part of planned 
business strategies. The results show that there is not a clear link between diversity 
management and innovation. Given the increased competitiveness in the industry, we argue 
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that tech companies should look at ways to conceptualize diversity management into their 
business strategies. 

Finally, the findings also show great understanding and positive attitude about what and how 
diversity could be used and what impact it has on the company's innovation and performance. 
Diversity is a factor that has an impact on the tech companies' ability to innovate and moreover 
to establish a stronger market position. Our findings suggest that cultural background, ethnicity, 
gender and age bring different mindsets to the tech companies which in turn could contribute 
to the companies’ innovation capabilities and processes.  
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7. Discussion 
_________________________________________________________________________________ 

This chapter of thesis will discuss the additional outcomes of our research covering the 
theoretical and managerial implication of the thesis and further the limitation and suggestion 
for future research.  

_________________________________________________________________________________ 

7.1 Theoretical implication  
 

The contributions of this research to existing literature have been in identifying four distinct 
themes clarifying the understanding of diversity management within Swedish tech companies 
and how this could be related to innovation. For that matter, this research contributes to the 
debate about diversity management, by adding some important distinctions unique to the 
application of diversity in Sweden. As limited research thus far have addresses diversity 
management in Sweden and more specifically within the tech industry, this thesis has aimed to 
fulfill this gap. Additionally, one of the underlying points of this thesis was also to study the 
potential linkages of diversity management in context to whether it could be related to Swedish 
tech companies' innovation capabilities, something that has also not been addressed by 
researchers thus far. By exploring if there are such linkages, we have tried to identify and 
highlight factors about diversity and innovation in the industry of Swedish tech companies 
offering SaaS solutions. By such, we have contributed to the current academic field.  

Our findings contribute to the field of research regarding the understanding of a diverse 
workforce as well as its connection to tech companies’ innovation capabilities and processes. 
There are however limited contributions to research in the context of how diversity is managed 
as our findings do not show any clear linkages between diversity management and innovation. 
This calls for further research in this subject with alternative methods. 

 

7.2 Managerial implications  
A positive aspect we identified throughout the study was that the managers showcased a deep 
interest and understanding of diversity within the workforce. To the best of our knowledge, we 
interpret this as that there is willingness to learn more about how diversity can be applied in 
tech companies. Considering the themes that have been identified throughout this study, this 
thesis increases the awareness and understanding of the topic concerned with diversity 
management and its impact on innovation.   

Furthermore, this thesis also provides insights for managers who are trying to promote diversity 
and further how these phenomena can contribute to increased innovation and performance. As 
the research findings also show, there is an expected increase in labor shortage in Sweden, 
managers and companies can and should do more to formally introduce diversity programs or 
initiatives into their business strategies. Given the business climate in Sweden with increased 
labor shortage, companies should undertake new or alternative approaches to attract talents to 
their companies.  
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7.3 Limitations 
 

Throughout this study, the authors identified several limitations during the process. One of the 
implications was that our initial goal was to conduct a study with a larger sample, but it was 
not possible due to the limited time horizon and the intense competition within tech industry. 
As was evident in the response received by the managers declining to participate, they did 
either not have the time to participate or were hesitant to participate in awe of accidentally 
giving out sensitive information about their company. Despite our best efforts in ensuring 
complete anonymity through offering participants both an advanced copy of the interview 
questions and a consent form, the managers were simply not comfortable to participate in this 
study. This implies that our research subject is sensitive and that was a distinct limitation to 
this study. For that matter, it is important to point out that the finding of this study does not 
represent the whole population and should not be used as a general assumption.   

What has been clearly stated throughout this thesis is that it is of exploratory nature and that 
we had the intention of studying the understanding of diversity management and whether it 
could be related to innovation. Our aim was not to prove or define a definitive “yes or no” to 
this question, but rather to investigate potential linkages. We did however have a hypothetical 
interest to identify links between diversity management and innovation. Whereas we did not 
find these links, but instead identified links between a diverse workforce and innovation, even 
these links must be considered with care. The linkages between a diverse workforce and 
innovation could be weak and not credible given that the study was conducted qualitatively 
with a limited sample population and not quantitatively. A quantifiable approach (such as a 
survey) could have provided us with more credible data on the linkages. However, since the 
linkages was not the main purpose and we had limited resources and time to perform this study, 
we remain confident that the contributions of the managers in this study can to the very least 
raise further interest in the academic field about this subject. Also, since the time horizon for 
this study was limited, we did not have more time to conduct a more longitudinal study. This 
would have allowed us to deepen our study. However, we remain confident on the content of 
our empirical data as it was collected from experienced managers that with their position in the 
companies possesses great insights and first-hand knowledge from many perspectives within 
the tech companies that we have studied in this study. 
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7.4 Future research 
 

The purpose of this thesis was to study the understanding of diversity management within 
Swedish tech companies offering SaaS solutions, and how this could be related to innovation. 
We undertook a qualitative approach to this subject as we wanted to gain in-depth knowledge 
about the subject. Whereas it has gained us considerable in-depth knowledge about the subject 
of diversity management, it does however require more data from a quantitative approach in 
order to validate the result the linkage between diversity management and innovation. The 
equity continuum model, while a useful approach to visualize companies' diversity efforts, 
would be better suited with a quantitative approach in order to increase the validity of the result. 

One of the challenges while conducting this research was the limited access to tech companies 
due to the intense competition within the industry. We would however argue that conducting a 
single case study during a longer time horizon would be interesting. We think this could 
provide the researcher with new and unique contributions regarding diversity management 
within Swedish tech companies. However, it would still raise the same concerns regarding the 
willingness of the companies to participate and we do also believe that it would be hard to find 
a company willing to participate under any other circumstances than complete anonymity.   

Another approach we would encourage for future research about this subject is to study 
separate groups within the concept of diversity. In this study, we applied ethnicity, culture, 
gender and age. However, given the limited time horizon and scope, we believe it would be 
more insightful to focus on a single group.  
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9. Appendix 
Appendix 1 – Consultation with subject librarian  
 

The consultation was done with a subject librarian from the Jönköping University Library – 
Daniel Gunnarsson 

While conducting the literature review, we noticed that due to the nature of our topic is, we 
needed consultation from a subject librarian in which academic databases we should consider 
for our literature review. We contacted the information specialist from Jönköping University 
library via email and stated our inquiry as shown below:  

Dear Daniel,  
 
We are currently in the process of our Master Thesis in Business Administration (We have both 
studied the 2 year Global Management programme).  
 
We have a few questions surrounding the best practices to obtain the necessary literature from 
the various databases.  

The topic of our thesis is the understanding of diversity management in Swedish tech companies 
and whether this could have an impact on company’s innovation capabilites. 
 
Could you please advise us on how to obtain the most recent databases for our topic?  

Our initial research, through Google scholar and JU Library (offline+online) have given us a 
good start, but we aim at obtaining more recent scholarly reviewed articles published from 
journals with higher impact factor. What would be your best advice and are there any specific 
databases you recommend? 
 
Thank you in advance 

Josip Blazevic 

-------------------------------- 

The received answer from Daniel Gunnarson is shown below: 

Dear Josip! 

I recommend you to use SCOPUS! 

If you need support on search strategy please feel free to contact me. 

But it is a quite “direct on” database with a nice search interface making information retrieval 
more easy. 

Kind regards, 

/Daniel 
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Appendix 2 - Interview guideline 
 

Before the interview starts, the interviewers will inform the participant about the research and the 
purpose of the study as well as how the obtained information will be managed. A consent form 
containing information about the study will be presented and asked to be signed by the participant 
Further, the participant will be informed that the interview will be recorded instead of taking notes 
in order to save time. However, the participant will have an option to decline audio recording and 
request written notes if that makes them more comfortable. Moreover, the participant will be 
informed that both they themselves and the company will stay anonymous and that nothing can be 
traced back to them. The participant will also be informed that they can stop the interview if they 
feel uncomfortable or in case of misunderstanding the questions. The time frame will be presented 
for the participant which is about 60 minutes and an email address will be obtained in order to share 
the result of the study if the participant whishes so.  

General information about the participant (For authors reference only) 

Name of the Interviewee:  

Position: 

Time working in the company: 

General information about the company (For authors reference only) 

Company name: 

Company size: 

Diversity  

1. How would you describe diversity and what does it mean to you? 
2. What would you say are the advantages and disadvantages of a diverse company? Could you 

give us an Example? 
3. Was diversity and inclusion a factor you considered when applying to work for this 

company? 
4. Considering that there is an increase in labor shortage in your sector, do you believe your 

company has this in mind when trying to attract new employees to join your company? 
Would you elaborate and give us an example? 

5. Do you believe that you have the possibility and responsibility in creating a more diverse 
environment? Could you elaborate? 

6. Do you believe cultural differences are beneficial for your company? Why? In what regard? 
7. Do you believe that utilizing a diverse workforce could help your company grow? In what 

regard? 
8. Do you know of any strategies or activities you do within the company to promote diversity, 

such as teambuilding or similar? 
9. How does the ethnic and demographic composition look within your company? 
10. Based on your experience, are there any differences in managing Swedish employees in 

contrast to employees with diverse backgrounds? Could you give us any examples? 
11. How do you balance your workforce regarding gender, ethnicity and culture background?  
12. Based on your answers thus far, do you believe that your company has a diverse workforce 

in terms of gender and ethnicity? 
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Innovation 

13. What do you associate with innovation and how do you innovate in your company? 
14. Could you give me an example of how you stay creative in your company? 
15. What types of innovations are important in your company? 
16. Do you believe there are any specific areas that are key regarding your company's 

innovation and its performance? 
17. How would you say you differentiate from competitors in your market segment? 
18. Can you explain the process of innovation in your company and how involved are your 

employees? 
19. How do you go about communication and brainstorming ideas within your company? Do 

employees have easy access to top management? 

Critical questions  

1. In general, do you believe that diversity can have an impact on innovation? 
2. To the best of your knowledge, do you believe diversity management have an impact on 

your company's innovation abilities? 
3. How do you utilize diversity in your company? 

 

Appendix 3 – Consent form 
 

Informed consent for participation in the following research study  

  

Investigators:  

Josip Blazevic                     E-mail: bljo12jb@student.ju.se 

Sameer Karimi                    E-mail: kasa1488@student.ju.se  

  

We are greatly appreciative for your interest in being a participant in this study. We want to inform you that all 
participation takes form on a voluntary basis. The information provided below is an aid to help you make a 
qualified decision if you wish to participate in the study. Please do not hesitate to contact us if you have any 
questions.  

Introduction  

We hereby ask you to participate in this research study. This study covers the topic of diversity management and 
whether it can be linked to increased innovation capabilities within tech companies in Sweden. More specifically 
the tech companies that we use for this thesis offer Software as a Solution (SaaS) services. Therefore, we have 
approached you as a potential participant of this study. Your company fulfills the criteria, i.e. being a Swedish 
based tech company offering SaaS solutions.  

Purpose of Study 

We want to study how diversity management is understood in tech companies and we want to see if there are any 
associated correlations to the outcome of the company’s innovation capabilities. We believe your experience can 
be a valuable contribution to our study.   

Benefits 
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With the outcome of this study, we want to help Swedish tech companies offering SaaS solutions obtain an 
overview of the opportunities and challenges with diversity management. We are particularly hopeful to see 
whether or not current management practices can be linked to increased innovation. The result will also contribute 
to the literature of this topic and be a spark to further research in the subject. 

Interview procedure, right to ask Questions and Concerns about the Report 

Should you agree to participate in this study, which is expected to last around 60 minutes, we will conduct a semi-
structured interview with you. There are 22 questions surrounding the topic of diversity management and 
innovation. You are kindly asked to answer them honestly and to the best of your knowledge. 

You have the full right to skip questions if they make you feel uncomfortable and you also have the right to 
completely withdraw from the study at any point before, during or after the interview process. You also have the 
full right to ask any questions about the research before, during and after the study is completed. Should you wish 
to do so, you can make an inquiry through E-mail or phone. 

The authors of this study wish to report that there is no foreseeable risk with participating in this study. Should 
such a ‘risk’ arise, the authors will immediately inform all the participants in this study in order to protect their 
integrity and confidentiality. 

Confidentiality 

All the data collected in this study will be kept confidential. It will be ensured that no one other than the authors 
of this study have access to the collected data. The audio records (and other potential handwritten notes) will only 
be used for transcribing and translating the interviews and will be deleted afterwards. We guarantee that no 
information will be forwarded to any third party. Moreover, we guarantee that we are not going to include or 
release any personal information or details that in any way could identify and harm you and/or your company.  

Consent 

With the signature below, the participant of this study has made the active and voluntary decision to take part in 
this study. He or She has both understood and accepted all the information provided above. The participant will 
receive a signed and dated copy of this informed consent. 

 I wish to participate in this study, and I wish that any given information about the company will be kept 
anonymous and confidential before, during and after the research is completed 

  

   YES    NO 

  

Participant’s name (in print):           _________________________________ 

  

Participants signature:                      _________________________________ 

  

Researchers Signature:                     _________________________________ Josip Blazevic 

  

Researchers Signature:                     _________________________________ Sameer Karimi 

  

  

_______________________________________ 

 Date and Location 
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Appendix 4 – Table with identified themes and corresponding codes 
 

 

Codes Themes 
Multi-cultural environment  
Age   
Gender  
Personalities   
Ethnicity  
Background  
Demographics  
Different view  

 
Understanding diversity  

Ability to innovate  
Different mindset  
Culture values  
New Market  
Innovative idea  
Company Performance   
Generating Ideas  
Many Perspectives   
Positive differences  
Problem solving  
Competition  
Team dynamic  
Good work environment  
External knowledge   

 
 
 
The importance of diversity  

Understanding market need  
Something unique  
New ideas   
Different Organizational strategy  
New ways of communication  
External knowledge   
Team building  
Problem solving  
Improving innovation process  
Expansion  
Outside the Box  
Competition  
Innovation speed  

 
 
Diversity’s impact on 
innovation  

Skills and speed  
Ability to innovate  
Different working environment  
Different mindset  
Diverse idea  
Staying creative  
Productivity  
Ethnic diversity  

 
Diversity’s impact on 
company performance 

 

 

 


