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Abstract 
Introduction 
Boarders are shrinking, the world becomes more internationalized and the globalization 
of society has resulted in increasing demands on universities to adjust their education to 
the labor market. A growing interest among Swedish students to study abroad and re-
ceive an international experience has increased as well. The changes in the environment 
have affected organizations’ recruitment processes and how they manage their human 
resources.  

Problem 
Today an ordinary education is not enough, you need to have something unique, some-
thing that makes you stand out in the crowd. As a student you are encouraged to study 
abroad, and many view this as a possibility to broaden their competence. However, it is 
not known how future employers value and compensate this experience.  

Purpose 
The purpose of this thesis is to examine how university studies abroad are valued when 
recruiting white-collar workers. The ambition is to provide prospective and current stu-
dents with an understanding of the employers’ view of the subject.  

Method  
The empirical data have been gathered by using a qualitative approach and face-to-face 
interviews have been conducted with the human resource manager at eleven medium- 
and large-sized organizations, located in Norrköping, Linköping, and Jönköping.  

Conclusions 
We have come to the conclusion that it is difficult to determine specific competences 
that are preferable in the selection of white-collar workers, however the candidate’s 
unique competences are somehow reflected in the personality. Organizations view the 
study abroad experience as rewarding for the candidates personal development and ma-
turity. The university study abroad experience might not be valued higher in the future, 
but the more knowledge and information available, the larger are the benefits for both 
the organizations and the candidates. 
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1 Introduction  

The inspiration for the subject of this thesis arose when reading a bachelor thesis on why students at Växjö 
University do not chose to study abroad. After reading and discussing that thesis, the idea of investigate how 
employers are valuing university studies abroad when recruiting employees was born. The background of the 
thesis starts with a discussion of globalization and its effects on the labor market, followed by a problem 
statement and a definition of our purpose.   

1.1 Background 

Dynamic changes in the world have transformed the labor market into new appearances 
throughout the years (National Agency for higher education’s research, 1999:10 R). Board-
ers are shrinking and the world is becoming more global. The new appearance creates a 
need for more knowledge and international experiences among employees. For the univer-
sities, this has resulted in pressure to meet the new conditions on the labor market. Today, 
graduate students need to be well prepared for this global and competitive market 
(www.hj.se). An effect of globalization is that the interest of going abroad and receive an 
international experience has grown among Swedish students and researchers (National 
Agency for higher education’s research, 1999:10 R). The new conditions have also led to 
increasing demands for the individual, and more people are investing in a higher education 
(National Agency for higher education’s research 2004:36 R). Furthermore, the level of 
education and the individual competences has increased among the workforce. The de-
mand for non-qualified employees has decreased at the same time as the demand for quali-
fied employees has increased.  

The labor market’s conditions have also affected the organization’s recruitment process. 
Fisher, Schoenfeldt and Shaw (2003) explain the recruitment as the process through which 
organizations search and attract individuals to apply for available jobs. In most cases the 
organizations have the need to recruit employees to either replace those who are being pro-
moted or leaving, to obtain new skills and knowledge, or to allow organizational growth. 
Recruitment is a complex and ongoing process that requires effort and planning and 
French (2003) argues that the most difficult part of recruitment is to find the qualified em-
ployee, and then put him/her into the right position, at the right time. Further on he argues 
that the surrounding environment, and how it influences the recruitment of employees, is a 
critical factor for success. One environmental influence is the competition from competi-
tors, since they compete for the same employees. This can raise the salary expectations to a 
higher level than what the company is willing to pay. Another influence is, according to 
French (2003), the labor market’s conditions, as it affects the supply of qualified applicants. 
Lawler (2003) argues that global competition, new knowledge, information technology and 
the growth of knowledgeable workers are the factors that influence organizations to con-
stantly evaluate how they operate. In order to respond to demanding and global customers, 
organizations need to use new technologies, change their structures, and improve their 
working processes.  

The changes in the global environment have led to more focus on how to recruit and man-
aging human resources effectively (French, 2003). According to the National Agency for 
higher education (2005:1 R) internationalization has become a vital part of the society and 
the educational system and is viewed as cooperation and exchange over boarders. It can be 
argued that internationalization is an important part of the world’s development and a sig-
nificant factor in most organizations, and has resulted in an increased understanding for 
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other cultures and countries (National Agency for higher education’s research 2005:1 R). 
Internationalization has also become an important part for universities and is supported by 
the Swedish government. In the first chapter, the fifth paragraph and the third section in 
the Swedish law of Higher Education (Högskolelagen, 1992: 1434) a confirmation for this 
can be found;  

“The Universities should further on in their operations support an understanding for other countries and for 
the international relationship” (www.notisum.se) 

The internationalization of universities has resulted in an increased number of international 
students at Swedish universities, which can be connected to the high number of courses 
and programs taught in English (National Agency for higher education’s research, 2005:1 
R). The change has also increased the international understanding among students and 
staff.   

1.2 Problem Discussion 

As the world is becoming more global, the qualifications needed when applying for a job 
are changing (National Agency for higher education’s research, 1999:10 R). Today, most 
jobs require a university degree, and the competition among newly graduated students is 
high. As a student, you are well aware of the current conditions on the labor market and 
the difficulties in finding a job. An ordinary education is not enough, you need to have 
something unique, something that makes you stand out in the crowd. The conditions on 
the labor market have put high pressure on the universities as well, since they need to ad-
just to the ongoing changes (National Agency for higher education’s research 2004:36 R). 
An effect of a more internationalized world is the increasing number of students that are 
studying abroad. 

According to the research of the National Agency for higher education (1999:10 R) studies 
abroad is an investment for the individual students as well as the development of society. 
As a student you are encouraged to make this investment, and many view this as a possibil-
ity to broaden their competence. However, it is not known if future employers compensate 
it. Neither is it known that a person with a degree in business administration together with 
an experience from university studies abroad receive any advantages when applying for a 
job, compared to candidates with none study abroad experience.  

1.3 Purpose 

The purpose of this thesis is to examine how university studies abroad are valued when re-
cruiting white-collar workers. The ambition is to provide prospective and current students 
with an understanding of the employers’ view of the subject. 

1.4 Disposition  

The disposition of this thesis will be built upon Davidsson’s (2001) model called funnel-
model (Figure 1). The disposition can be described as a funnel where the thesis starts with 
a wide background and ends with an answer to a well-defined purpose. 
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Figure 1, The Funnel-model, (Davidsson, 2001) 

• The introduction chapter will present the background of the thesis, how globaliza-
tion has influenced the labor market. Further, the internationalization of the Swed-
ish universities will be presented. A discussion about globalization, university stud-
ies abroad, and recruitment will act as the foundation for the problem discussion, 
this discussion will also define the thesis purpose. 

• The second chapter will present the thesis frame of reference. An overview of the 
human resource management area will be presented. The chapter will focus on re-
cruitment theories and emphasize on the selection. The frame of reference will be 
the tool used when analyzing and collecting the empirical data.  

• The third chapter will describe the qualitative and the quantitative approach and 
why we have chosen to conduct a qualitative study. The chapter will also present 
how the empirical data has been gathered and why the eleven organizations were 
selected. The final part will discuss the trustworthiness of the thesis, and how the 
data have been interpreted. 

• The empirical findings will be presented in the fourth chapter. Here, the eleven or-
ganizations will be presented separately and sorted by the research questions, in or-
der to ease and structure the data. The result of the interview with the human re-
source managers of the eleven companies will be presented for the reader, and this 
data will together with the frame of reference function as the foundation for the 
analysis.  

• The findings from our qualitative interviews will be compared to our theories. The 
analysis in the fifth chapter will discuss recruitment, selection, and university studies 
abroad. The research questions together with the purpose will make the foundation 
for our analysis. 

• The sixth chapter will present the conclusions of the thesis, and answers will be 
given to the research questions and purpose. We will discuss why the interviewed 
organizations evaluate university studies abroad as rewarding for the personal de-
velopment. The chapter ends with a final discussion, reflections and suggestions for 
further research.  
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2 Frame of Reference 
The frame of reference chapter can be illustrated by a funnel, where the theories begin with a broad view of 
Human Resource Management (HRM) and its four activities. The focus will be on the staffing activity as 
it concerns organizations’ recruitments. The theories will be narrowed down further and conclude with the se-
lection. The frame of reference chapter ends with a discussion about qualifications, competences, and interna-
tionalization. 

2.1 Human Resource Management (HRM) 

One of the early management theorists, Elton Mayo, made a great improvement in the area 
of HRM with his Hawthorne studies (Decenzo & Robbins, 2002). The studies were con-
ducted in the 1920’s at the Hawthorne Plant of Western Electric, and became the base of 
the human relations movement. Mayo found new motivation aspects that had a major ef-
fect on work performance, and was in contrast to the earlier view of economic compensa-
tion as motivation (Decenzo & Robbins, 2002). The work of Mayo resulted in better work-
ing conditions and a greater concern for human relations in the organizations, and is still 
influencing managers’ human resource programs. Greenwood (1974) discusses that the 
human relation function appeared as a part of the personnel management problem, and 
from the middle of the twentieth century HRM has been seen as an essential part of the 
management area. 

According to Langbert (2002) the historical challenge of HRM has been the balance be-
tween flexibility and equity. He presents four periods of human resource history, the pre-
industrial, the paternalist, the bureaucratic, and the high performance period. Each period 
has tried to balance the demands and interests of employers and employees, as well as cor-
responding to customer’s expectations. Langbert continues to argue that the HRM evolu-
tion can be viewed as a quality improvement process. Another perspective is given by 
Analoui (2002), who argues that patterns of HRM are changing, since HRM is more of a 
philosophy than a matter of reorganization of the work. The human resources are an or-
ganization’s most valuable resources, and have to be managed with attention given to the 
global environment. In today’s international competitive environment, the role of HRM 
has to be strategic and forward looking. The internationalization brings about a more com-
plex environment and organizations can no longer limit the control of resources to national 
factors (Analoui, 2002). Fisher et al. (2003) describe HRM as an activity that involves man-
agement decisions and practices that directly affect or influence the employees who work 
for the organization.  

Globalization has created a need for the department of HRM to search for mobile and 
skilled employees that are able to meet new demands (Fisher, et al., 2003). The increased 
awareness of HRM is a result of the realization that an organization’s employees enable the 
organization to achieve its goals, and that the management of these human resources is vi-
tal to the organization’s success. A consequence of the globalization on HRM is that em-
ployees have to understand foreign languages, culture, and ethics (Decenzo & Robbins, 
2002). A further consequence is that the universities need to adapt to the changing envi-
ronment. The National Agency for higher education states in its research (2005:1 R) five 
common goals to achieve internationalization among Swedish universities. These goals 
concerns academic quality, training for an international labor market, competitive program 
and research, promote international peace and solidarity, and create an understanding and 
awareness of other cultures.  
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2.2 Primary Activities in HRM 

According to French (2003) every organization consists of people, which are an essential 
and important part for achieving the organization’s goals and objectives. A critical factor 
for the organization and its success is how to employ and keep employees for a job. To be 
able to succeed with the human resources the organization need to be aware of the impor-
tance of HRM. Decenzo and Robbins (2002) divide HRM into four primary activities; 
staffing, training and development, motivation, and maintenance/retention (figure 2). They 
claim that these activities have to be taken into consideration in order to make the human 
resources contribute to the organization’s success.    

 

Figure 2, Primary Activities, (Decenzo & Robbins, 2002) 

The four activities, presented in figure 2, can be seen as an inner circle of HRM as it com-
poses the internal environment of an organization’s human resources. External forces such 
as labor unions, management practices, government legislation, and globalization surround 
the activities. These external forces affects both directly and indirectly every activity within 
HRM. Both the internal activities and external forces need to interact with each other in 
order to reach the HRM’s goals (Decenzo & Robbins, 2002). The external influences create 
changes in the business environment, and these changes have major consequences on the 
organizations and the human resource within it (Price, 2004).   

We will focus on the staffing activity since it includes the recruitment and selection process, 
and these are of interest in order to fulfill our purpose. Hence, the other three activities will 
be mentioned briefly, in order to give the reader an overall picture of HRM. 

2.2.1 The Staffing Activity 

Staffing deals with human resources within the organization and this activity includes at-
tracting qualified employees, selection among applicants, hiring employees, and assigning 
and orienting the jobs (French, 2003). Decenzo and Robbins (2002) divide the staffing ac-
tivity into three components; the strategic human resource planning, recruiting, and selection. The 
planning is essential for the staffing activity, since it involves forecasting the needs of the 
human resources and the development of programs that obtain the right numbers of indi-
viduals at the right time and place (Fisher et al., 2003). The role of the recruitment activity 
is to attract human capital into the organization. Barber (1998) agrees with Decenzo and 
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Robbin’s view of the staffing activity’s components and explains the recruitment as a part 
of a matching process, which occurs between organizations with available jobs and indi-
viduals seeking jobs. He continues to explain that in the selection applicants’ abilities are 
matched with organizational needs, and the organization determines whether a suitable 
match exits or not.  

2.2.2 The Three Remaining Activities in HRM 

The first activity, training and development, is planning for improvements of the performance 
of human resources within an organization (French, 2003). The activity can be divided into 
four components; orientation, employee training, employee development, and career de-
velopment (Decenzo & Robbins, 2002). The goal of training and development is to have 
competent employees that possess useful skills and knowledge. Motivation, the second activ-
ity, is complex and concerns the employees’ willingness to reach a particular goal (Bratton 
& Gold, 1999). The activity can be divided into four components; motivation theories and 
job design, performance appraisals, rewards and compensation, and employee benefits. In a 
person’s surrounding environment motivation is a consequence of many forces that oper-
ate together (French, 2003). The third and the last activity, maintenance/retention, concerns 
the ability for the organization to maintain the employees’ loyalty and commitment (De-
cenzo & Robbins, 2002). The activity can be divided into three components; safety and 
health, communications, and employee relations. The goal of these components is to help 
the organization to retain productive employees.  

2.3 Recruitment  

As mentioned earlier, recruitment is part of the staffing activity and will be our focus from 
now on. According to Bolander (2002) the view of recruitment has during the last decades 
been to improve the organization’s work and functions. A well-functioning recruitment 
process results in employees with accurate competences, and it facilitates the organizations 
fulfillment of their goals. She further claims that recruitment is significant for the organiza-
tions as well as individual employees. For the employees the recruitment concerns how the 
individual competence is valued, whereas the organizations are more concerned with how 
to make use of the employees’ competence. Cascio (2003) states that it is important to real-
ize that recruitment is a vital part of the organization as a whole. The recruitment cannot 
be seen as a separate function, since it affects the organization as well as the organization 
affects the recruitment. French (2003) define the recruitment as the process of encouraging 
competent persons to apply for a job.  

Bolander (2002) argues that throughout the years, the research within the area of recruit-
ment has been dominated by two approaches, the psychometric approach and the social 
process approach. She explains that the psychometric approach views the prediction of job 
performance as the main purpose of the recruitment. For a prediction to come true it is as-
sumed that neither individuals nor work are changing over time. The social process ap-
proach, on the other hand, assumes that individuals and works are changing. The approach 
focuses on the psychological bond between the applicant and the organization. Both ap-
proaches’ main focus is on making the recruitment more efficient, although the efficiency is 
viewed in different ways. The psychometric approach attains this through cost-efficiency, 
while the social process approach receives it through social relationships. According to 
Bolander the efficiency of both approaches has resulted in well-developed recruitment 
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techniques and knowledge about how selection should be accomplished. How selection is ac-
complished, on the other hand, has not been observed to same extent.   

2.4 The Recruitment Process 

Price (2004) argues that the recruitment process concerns finding suitable people for avail-
able jobs, and it is important that the process should fit the organization’s strategies and 
values, in order to be effective. Figure 3 describes the recruitment process from the organi-
zation’s perspective (Fisher et al., 2003).  

 

Figure 3, The Recruitment Process, (Fisher et al., 2003) 

The first step in Fisher et al’s model, the recruitment process, arises when a vacant position 
in an organization occurs. At this stage a cost analyze is done in order to evaluate if a new 
employee can be afforded. The following step is to start planning and determining the 
skills, abilities, and experiences of the employee. Fisher et al. (2003) describe that the third 
step concerns finding a suitable candidate for the job, and this can be done both internally 
and externally. Decenzo and Robbins (2002) argue that the more applications received the 
greater is the opportunity to find the most suitable candidate. However, it has to be taken 
into consideration that a large number of applications can be both time and cost consum-
ing for the organization. The model’s fourth step is the most essential step for our thesis, 
since the selection is a vital part of the recruitment, and the fulfillment of our purpose. 
Here, the applicants are evaluated according to pre-determined skills, abilities and experi-
ences. Price (2005) argues that the first elimination of applications emphasize on rejection 
rather than selection. In the fifth step the organization tries to impress and convince the 
applicant that it is the right place for them, and in the final step a job is offered to the most 
suitable candidate.  

Price (2004) argues that throughout the recruitment process the organization’s and the in-
dividual’s objectives may conflict. As the organization is trying to evaluate the potential 
employee’s strengths and weaknesses, the candidate is trying to present his/her strengths 
only. On the other hand, the applicant is trying to see both the opportunities and threats of 
the job, at the same time as the organization may only reveal positive aspects. 
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2.4.1 Internal vs. External Recruitment 

Fisher et al. (2003) argue that deciding whether the position is to be filled internally or ex-
ternally is an early aspect in the planning for recruiting an employee, as seen in figure 3. 
Most organizations use both internal and external recruitment, they often select from their 
own organization when qualified employees are available and are recruiting from external 
sources when new expertise and knowledge are needed. 

When it is possible, recruitment is done within the organization, internally, as an attempt to 
develop own employees before consider a new one (Price, 2004). Decenzo and Robbins 
(2002) mention some advantages of using internal recruitment, it is less costly, the candi-
date already know the organization, and it encourages employees to be ambitious as pro-
motion is possible. On the other hand some disadvantages with internal recruitment are 
brought up, excellent external candidates can be missed, it may create internal conflicts 
among rival candidates, and it may also decrease morale levels of those not selected. Hence, 
it is important for the organization to avoid too much of inbreeding. “New blood” may be 
required in order to broaden current ideas, knowledge, and enthusiasm (Decenzo & Rob-
bins, 2002).  

To find fresh ideas and replace leaving employees, the organization can turn the applicant 
search to the external labor market (Cascio, 2003). External recruiting can affect the or-
ganization in a positive way, it can bring in new ideas, facilitate the fulfillment of pre-
determined goals, and save training costs by hiring educated employees (Fisher et al., 2003). 
Some disadvantages of external recruiting can be high recruiting costs, time consuming, 
and a possible risk that the candidate will not match the criteria. Too much of external re-
cruitment can also be discouraging to current employees, since it reduces their chances to 
advance in the organization (Fisher et al., 2003).  

2.4.2 Recruitment Methods 

A variety of methods can be used when recruiting employees, and organizations have to 
consider which method to use, how intensively to use them, and when to begin (Fisher et al., 
2003). Common methods used are advertisements, employment agencies, colleges and uni-
versities, Internet recruiting, and unsolicited applicants (Decenzo & Robbins, 2002).  

Advertising can be used in different ways, it can take the form of small advertisements in 
the local newspaper to worldwide campaigns (Decenzo & Robbins, 2002). The type of job 
determines the place of advertisement. The response rate on an advertisement can be influ-
enced by, which organization, the condition on the labor market, and what specific qualifi-
cation that are required (Decenzo & Robbins, 2002). The advantage of using this method 
is, according to French (2003), that organizations are able to reach a relatively large number 
of applicants. He further states that the selection of where to put the advertisement should 
be carefully considered, in order to reach the target group. Disadvantages with advertising 
on the other hand are, according to Dale (2003), high costs and the difficulties in reaching 
the aimed target group. 

Organizations often take assistance of an employment agency when recruiting an employee, 
and these agencies can be either public or private (Lundén, 2000). Manpower, Adecco, and 
Proffice are examples of Swedish private agencies, while Arbetsförmedlingen is a public 
one. Lundén (2000) further states that the agencies function as a communicator between 
people who are looking for a new job and organizations that are seeking for an employee. 
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Organizations turn to the agencies in order to either publish an advertisement of an avail-
able job or collect suitable applicants from the agency’s pool of candidates.  

In the late 20th century it became common for employers to turn directly to collages and 
universities when recruiting employees (Ahrnborg-Swenson, 1997). By attracting newly 
graduated students the organizations can decrease the average age on their employees and 
provide new knowledge into the organization. This can be an advantage as it creates possi-
bilities for the employers to shape their employee in the way they want. Although, French 
(2003) argues that this can be a disadvantage since it is both time and cost consuming to 
educate an inexperienced employee.  Swedish universities arrange labor market days where 
students meet possible future employers in order to be inspired, motivated, and recruited 
(Next Step, 2006). This is an opportunity for the organization as well as the student to es-
tablish contacts and marketing themselves. 

A method that has become more common during the past years is Internet recruitment, 
this method is less expensive and a wider range of people can be reached, at a shorter pe-
riod of time (Fisher et al., 2003). Internet has become an obvious tool in everyday life, and 
graduate students actively use it to find job opportunities and apply online (Dale, 2003). 
However, not everyone knows how to find the jobs on the Internet and it could therefore 
be difficult to reach the target group. When organizations decide to use the Internet for 
advertisement of vacant jobs they can either use their homepage or an external recruitment 
website, such as Monster and Stepstone.  

Advertising, employment agencies, universities and Internet recruiting are methods used to 
describe the course of action from an organizational perspective, unsolicited applications 
work the other way around. Instead of applying and answering on an organization’s adver-
tised job, the applicant applies for a job that might not be available yet (French, 2003). The 
applicants usually apply through letter, e-mail, phone calls or in person (Decenzo & Rob-
bins, 2002).  

2.5 Planning for the Selection 

Prien (1992) argues that the recruitment and selection follows a pre-determined pattern 
(figure 4). Selection implies that the organization evaluates the applicant on a variety of di-
mensions, such as education, experience and personal characteristics (French, 2003). This 
requires that the organization plans and formulates its needs carefully as these provide the 
requirements for the selection. To succeed with the selection the manager can create a job-
description and a job-specification (Buhler, 1998). The job-description includes the actual 
responsibilities and qualifications the candidate needs in order to manage the job, and the 
job-specification summarizes the skills and abilities required. These two can be found in 
Prien’s employment process (figure 4), where Buhler’s job-description is equivalent with 
Prien’s model and the job-specification can be compared to the demand-profile.  
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Figure 4, Employment Process, (Prien, 1992). 

By creating a demand-profile the needed competences and qualifications of the applicant 
are determined and Prien (1992) divides the profile into two sub-groups, must-demands 
and wish-demands. The must-demands refer to the required qualifications, and the wish-
demands refer to desirable competences that will be an advantage if they are fulfilled. He 
further claims that the demand-profile can be structured into four categories, education, 
experience, personal characteristics and others, such as wage and holiday. These categories 
will ease the match between the demand-profile and the applications, and facilitate the 
comparison among candidates. According to Prien (1992) the job-description and the de-
mand-profile function as the foundation for the advertisement and search for a future em-
ployee, and it is now the selection begins. 

2.6 Selection 

Organizational staffing and selection is, according to Buhler (1998), a difficult task for 
managers to perform. Edenborough (2005) states that most organizations focus on the se-
lection of people who fit with the existing culture and practices, and thereby fail to see fu-
ture needs. A poor decision can result in negative consequences for the manager and the 
organization (Buhler, 1998). The selection is seen as the core stage of the recruitment proc-
ess and, according to Edenborough (2005), the accomplishment of the selection is depend-
ent on the previous steps in the recruitment process. Careful planning and thoughts are re-
quired for the selection activities to be successful, and without having a well-defined re-
cruitment strategy, even the most perfect selection system is of little use. He further ex-
plains that the selection is composed of a number of steps, and each of these steps pro-
vides the recruiter with useful information about the candidate.  

According to Lindelöw-Danielsson (2003) the goal of the selection is that the requirements 
for the position should match as closely as possible with the characteristics of the chosen 
candidate. Hence, the selection must focus on the prediction of how well a person will per-
form in the specific job. An opportunity to find a future talent and future employees is to 
recognize existing talents within the company and use the characteristics of those as a 
benchmark of evaluation of the applicants (Lindelöw-Danielsson, 2003). At the same time 
Peppitt (2004) argues that the potential employee has to find the company attractive and 
wants to become a part of the organization as whole. It is important for the organization to 
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recognize if competitors are searching for the same or similar employee, the organization 
has to market itself properly in order to attract prospective worker. 

Dale (2003) describes the first stage when selecting a candidate as the short-listing stage, 
where the applications that do not fulfill the pre-determined requirements are removed, 
and the remaining will be categorized depending on their competences. Prien (1992) be-
lieves that the requirements should not be too general or restrictive, as it affects the re-
ceived number of applicants. It is important to define the required characteristics well, and 
make sure that they are attainable. According to Price (2005) the purpose of short-listing is 
to reduce applications to a convenient number. McLarty (2000) claims that rating scales are 
used to sort the applications received by the organization. Applicants can be scored on key 
skills and abilities that are defined as important. Price (2005) argues that the most suitable 
candidate will get a job offer, and depending on the answer an employment might occur. 
Prien (1992) explains in his model (figure 4) that an employment always starts with an in-
troduction phase, and this phase evaluates the recruitment process as well as the applicant’s 
performance. The introduction is most intensive in the beginning and is gradually devel-
oped into a follow up phase. 

2.7 Selection Methods 

Dale (2003) discusses that different selection methods are used depending on the size of 
the organization and the number of vacancies. The most common selection methods are 
biographical data, employment tests and interviews, and one can say that the methods do 
not make the selection objective, as they do not eliminate bias nor prevent errors. Dale 
(2003) further explains that selection methods provide information about the candidate, 
and a prediction of how he/she will perform in a specific job. The chosen selection 
method will only provide the information of human skills and abilities that it have been de-
signed to investigate (French, 2003). Which method to apply depends on the cost of using 
it, some methods may be costly in terms of design and application, but in the long term its 
effectiveness may provide value. Hence, it is important to do cost-benefit analysis rather 
than only an expenditure analysis. Dale (2003) states that the purpose of the selection 
methods is to provide the organization with sufficient information about the candidate. She 
further claims that the methods should increase the predictive validity of the whole proc-
ess, be cost effective, practical, make sense to selectors, and enable good feedback to the 
candidates in order to be efficient. Choosing the appropriate method will not only increase 
the chances to make a correct selection, it also gives the candidate a fair chance to demon-
strate his/her abilities (Price, 2004).  

2.7.1 Biographical Data 

Price (2004) argues that the biographical data can be both hard and soft. The hard data re-
fers to data that is easy to verify, such as age, education and experiences. The soft data on 
the other hand is more complex, since it deals with people’s opinions, feelings and attitudes 
and is hard to measure. The hard data can be found in the applications and curriculum vi-
taes (CV), whereas the soft data is found in verbal communication. According to Decenzo 
and Robbins (2002) the organization should try to find as much information as possible 
about the applicant before the employment, since lack of information can have major cost 
and morale effects on the organization. French (2003) propose that biographical data, such 
as educational level and work experience, are generally good predictors of job performance. 
Further, a well-written application is the first chance for the applicant to caught interest 
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since it is often used for selecting candidates for an interview. The application supports the 
interview and function as a device to identify how successful the search and advertisement 
for employees has been.  

Another important aspect of biographical data to take into consideration in the selection is, 
according to Cheatle (2001), to confirm the applicant’s references. Price (2004) argues that 
references function as tool for measuring how truthful the application is and it provides 
evidence of the applicant’s abilities and characteristics. However, it is important to be 
aware of the small chance that an applicant will give an unfavorable reference.  

2.7.2 Employment Tests  

According to Bryon (2005), employment tests are designed and used for the purpose of se-
lecting and allocating people. The tests can be used in a number of situations, when select-
ing people for jobs, when promoting or transferring people to other departments and jobs, 
and in certain types of courses. They can also be used in redundancy and career counseling, 
where they are known as psychometric or psychological tests (Bryon, 2005). According to 
Cheatle (2001) psychometric test are designed to test personality, managerial skills, numeri-
cal ability, or other skill requirement of the job. He continues to describe the employment 
tests as a standardized set of questions used for comparing candidates with each other. If 
used, the organization will have to decide how to organize the tests, whether to use it in as-
sistance with interviews, and what weight to attach to the results. Price (2004) defines the 
ability to compare applicants on the same criteria as an advantage of using tests. Another 
advantage is that tests provide clear and specific results, compared to interviews, which can 
result in ambiguous answers. A disadvantage on the other hand is, according to Price 
(2004), that tests sometimes are unreliable and irrelevant to the specific job. Another disad-
vantage is that the interviewer has insufficient knowledge of how to conduct the test and 
how to analyze the result. 

2.7.3 Interviews 

McLarty (2000) states that organizations need intelligent people with strong interpersonal 
skills, at the same time the applicants need to have the motivation to perform the job. He 
argues that the best method for determining the applicant’s interpersonal skills and motiva-
tional level is through an interview. Cheatle (2001) believes whether a test is used or not, 
the interview has the major influence in the final selection decision. Fleischer (2005) re-
flects that the interview should follow a pre-determined structure, and be limited to ques-
tions directly relevant to the job performance. By following a written standard structure, he 
states that the employer more easily can show that there are no inquiry concerning forbid-
den topics and that the candidate were not singled out for special reason. Fleischer (2005) 
states the importance of taking notes in order to remember the interview, and to ease the 
comparison among the applicants. According to Dale (2003) interviews can be done one to 
one, or in a panel interview where a larger group of employers attend during the meeting.  

Decenzo and Robbins (2002) discuss some limitations with using the interview method. 
First of all, if an interviewer already has seen the candidate’s resume, application, and test 
scores, which can result in biased effects. Based on the data received before the interview 
an image of the applicant is already created, and the interviewer compares the actual appli-
cant with the image formed earlier. This is in line with Dale’s view that;  
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“We form an initial view within 30 seconds of meeting a person. Changing this view can be hard work” 
(Dale, 2003, p.161) 

Another limitation, according to Decenzo and Robbins (2002), is that the applicant can 
make use of impression management. This can be explained as influencing performance 
evaluations by exposing an image that is desired by the interviewer. The interviewer often 
holds a stereotype of what represents a good applicant and favors applicants who share his 
or her own attitudes. 

2.8 Qualifications and Competences  

According to Holmer and Karlsson (1991) competence is a concept for measuring how 
successful a person is. Sometimes qualification and competence are used in synonymous 
for each other, however it is important to explain the difference between them. Qualifica-
tion is applied together with words such as education, workplace and labor market, and in 
everyday language it is used to characterize knowledge and skills (Holmer & Karlsson, 
1991). Ellström (1992) explains that qualification focus on the work and its tasks and the 
demands that the work puts on the individual rather than the individual itself. Competence, 
on the other hand, is more tied together to education, and is associated with personal mer-
its such as grades (Holmer and Karlsson, 1991). In general one can say that competence 
puts the individual in focus, while qualification focus on the work.  

Price (2004) argues that specific characteristics of an applicant that are favorable in the re-
cruitment are hard to define. Educational qualifications differ among countries, size of the 
company, and cultures. In some cultures educational qualifications are of large importance, 
while in others their value varies depending on the level and nature of the vacancy. In re-
cent years many organizations are moving away from qualifications as a key element in the 
selection (Price, 2004). Instead they are looking for competences such as communication 
skills and team working or personal attributes such as flexibility and commitment. Other 
factors that are valued nowadays are experiences, such as work, education and experience 
of a foreign country. Price (2004) continues to argue that many employers that determining 
future managerial success views the educational performance as an important characteristic 
of future employees. 

2.9 Internationalization  

Ljunggren, Abrahamsson, and Eklund (2000) argue that the term internationalization is 
frequently used in our everyday language, and the development of a knowledge demanding 
society has increased the importance of internationalization. The internationalization has 
both its pros and cons, a positive aspect is that countries are able to take advantage of the 
international experience through new knowledge and competence, diversity, and an in-
creased market. On the other hand a negative aspect can be that valuable competence and 
knowledge are disappearing abroad. Approximately forty per cent of all students with a de-
gree in either business administration or engineering have a desire to accomplish an inter-
national career (Academic Search, 2006). The definition of an international career differs 
between the responding students, some defines it as living and working abroad while others 
define it as living in Sweden and working partly abroad. However, which definition used 
does not matter, the vital part is that it is attractive to live and work abroad.   

The Bologna process is based on agreements between European states and institutions to 
achieve greater coordination of the higher education (National Agency for higher educa-
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tion’s research, 2005:27 R). The Bologna process aims to establish a system for higher edu-
cation among European countries, and should be accomplished latest in year 2010 
(www.ei-ie.org). This system aims to create greater student mobility and a common recog-
nition of qualifications and diplomas. The internationalization will make it easier for em-
ployees to use their international competence in their own country as well as abroad. Em-
ployees of today need to be well prepared for the global environment and the competitive 
labor market (National Agency of higher education 2004:36 R). Increasing demands for the 
individual together with globalization of the labor market has resulted in an increased 
number of people that invests in a higher education. Richardson and McKenna (2003) ar-
gue that the world has become more global and boundaries between countries’ educations 
have begun to faint away. The possibilities for a student to study abroad have increased at 
the same time as international scholarships have become more common. The trend of 
studying abroad has, according to Richardson and McKenna (2003), created a strong moti-
vation for the employee to acquire some kind of international experience in order to com-
pete on the labor market.  

2.10 Summary of Theories 

HRM concerns the issue of finding a balance between the demands and interests of em-
ployers and employees (Langbert, 2002). The employees are an essential part for achieving 
the organization’s goals and objectives, and according to French (2003) a critical factor for 
the organization’s success is how to employ and keep employees. Bolander (2002) states 
that a well-functioning recruitment process can facilitate this success. Deciding whether a 
position is to be filled internally or externally is an aspect in the planning for recruiting an 
employee, and a variety of methods can be used (Fisher et al., 2003). Common recruiting 
methods are advertisements, employment agencies, colleges and universities, Internet re-
cruiting, and unsolicited applicants (Decenzo & Robbins, 2002).  

Edenborough (2005) argues that selection is seen as the core stage of the recruitment proc-
ess, and the accomplishment of the selection is dependent on the previous steps in the 
process. Careful planning and thoughts are required for the selection activities to be suc-
cessful, and without having a well-defined recruitment strategy, even the most perfect se-
lection system is of little use. The most common selection methods are biographical data, 
employment tests, and interviews (Dale, 2003). Selection implies that the organization 
evaluates the applicant on a variety of dimensions, such as education, experience and per-
sonal characteristics and this requires that the organizations plan and formulate their needs 
carefully (French, 2003). 

According to Lindelöw-Danielsson (2003) the goal of the selection is that the requirements 
for the position should match as closely as possible with the characteristics of the candi-
date. Hence, the selection must focus on the prediction of how well a person will perform 
in the specific job. Factors used in the prediction of how well the candidate will perform 
are qualifications and competences (Holmer & Karlsson, 1991). Qualification is applied to-
gether with word such as education, workplace and labor market, and in everyday language 
it is used to characterize knowledge and skills. Competence on the other hand is, according 
to Ellström (1992), more tied together to education, and is associated with personal merits 
such as grades. Employees of today need to be well prepared for the global environment 
and the competitive labor market. The internationalization is increasing and will make it 
easier for future employees to use their international competence in their own country as 
well as abroad (www.ei-ie.org). 
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2.11 Research Questions 

The study examines the recruitment process in different organizations. Our niche is to in-
vestigate how university studies abroad are valued in the selection. The analysis will be 
based on the following research questions; 

• How do organizations manage the recruitment process of white-collar workers? 

• What factors are considered to be the most important when selecting a new em-
ployee? 

• How is university studies abroad considered in the selection of new employees, and 
what advantages do they bring? 
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3 Method 
In this chapter we will discuss the qualitative and quantitative methods, and motivate why we have chosen 
to conduct a qualitative study. We will present our primary data that have been gathered through interviews 
with eleven companies, and how these companies have been selected. The chapter ends with critical reflections 
of the trustworthiness of our study. 

3.1 Research Approach 

When conducting a study there are generally two approaches that can be used, either a 
qualitative or a quantitative method. These methods can be used separately or together, de-
pending on what is the most appropriate (Darlington & Scott, 2002). The methods have 
common intentions, as their aim is to provide an understanding of society and how its in-
dividuals, groups, and institutions affect each other (Holme & Solvang, 1997). According to 
Patel and Davidson (2003) quantitative method is used for statistical analyzing of the col-
lected data, while qualitative method is used for a deeper understanding of the research. 
Ryen (2004) argues that the quantitative approach is easier to interpret as the result is 
measures in figures, and the research is made on a large number of observations. On the 
other hand, the qualitative approach is harder to interpret as the result is measured in 
words, and the research is made on few observations. To be able to fulfill the purpose and 
answering the research questions the choice of method is of great importance. Our ambi-
tion is to find out how university studies abroad are valued in the recruitment process, and 
by comparing the two methods the qualitative approached was found to be the most suit-
able as it facilitates a deeper understanding.  

3.2 Qualitative Research Method 

The empirical data in this thesis have been gathered by using a qualitative approach, where 
face-to-face interviews have been carried out. The qualitative approach can be described as 
a multi-method, and it involves an interpretative and naturalistic approach of a topic (Den-
zin & Lincoln, 1994). This means that studying the natural environment of the target 
group, the researchers can easier make sense of the result, since expressions and attitudes 
are easier to capture. The interviews have been conducted in the respondent’s natural set-
ting, however since we lack experience of conducting research we might miss out expres-
sions and attitudes. The qualitative method describes routines and problematic situations in 
people’s lives, and can be found by using methods such as case studies, interviews and ob-
servations (Denzin & Lincoln, 1994).  

The qualitative method is effective to use when investigating respondents knowledge and 
attitudes towards a particular subject (Kvale, 1997). The result of the investigation can be 
used for further research, or as a tool to motivate and influence the readers. According to 
Mason (2002) a qualitative method is a rewarding approach, as a wide range of social di-
mensions can be explored. It allows us to easier understand how things work in a particular 
context, such as the recruitment process in different organizations. Mason further claims 
that a qualitative research has to be well done and requires an active commitment from the 
researchers, in order for the study to be effective and meaningful. The subject of the thesis 
is interesting for us, and we feel a great engagement to fulfill the purpose. Our ambition is 
to motivate and inspire the respondents in order to get deeper and more useful answers, al-
though this can be difficult to achieve, as we are inexperienced interviewers. Morse (1994) 



 Method 

 17

argues that the key to select a qualitative research topic that will hold over time is to select a 
topic that is of real personal interest.  

3.3 Data Collection  

The purpose of the data collection is to obtain as much relevant information as possible in 
order to find the answers to the research questions. Data can be either primary or secon-
dary, according to Riley, Wood, Clark, Wilkie and Szivas (2000) obtaining data is a part of 
the research process. Lekvall and Wahlbin (2001) argue that the data should be both pri-
mary and secondary in order to generate a valid investigation. They further discuss that in-
vestigations based on only primary data is really unusual. The primary and secondary data 
used in this thesis has been collected through interviews, literature study and the Internet.  

The primary data in a research is obtained from individuals or groups of individuals (Lek-
vall &Wahlbin, 2001). The primary data, such as perceptions and attitudes, can be collected 
according to Sekaran (2003) by communicating, observing and seeking responses from the 
person interviewed. Our primary data was conducted through face-to-face interviews with 
the manager responsible for the recruitment, the interviews are an essential part of the the-
sis. The choice to collect the primary data this way was due to the fact that we believed that 
it would provide us with a deeper understanding than a survey. The interview allows us to 
be flexible and to observe attitudes and perceptions, something that could not be captured 
in a questionnaire. Since recruitments do not occur every day, it is difficult and time con-
suming for us to observe how the process is done in different organizations. Interviews 
were therefore more appropriate, furthermore it enabled us to ask detailed and specific 
questions about the recruitment. Sekaran (2003) argues that the choice of respondent is 
important since people within the same company view and answer questions differently. A 
disadvantage is that the answers can reflect the respondent’s own attitudes, interests and 
knowledge instead of the organizations. An advantage on the other hand is that the inter-
viewer can be flexible and clarify doubts concerning the questions immediately.  

According to Sekaran (2003) secondary data already exists and does not have to be col-
lected by researchers. It will provide an overall description and it function as the founda-
tion for the collection of primary data. The secondary data in our thesis have been col-
lected from books, scientific journals, articles, and databases. Search words, in both Swed-
ish and English, such as HRM, recruitment, selection, competence, university studies 
abroad have been used. When reviewing the literature, we quite early recognized that there 
was no prominent researcher in the area of HRM and most of the models used were re-
sembled to each other. The data was interpreted with the purpose of this study in mind, 
and have been used to get knowledge and understanding about the HRM field, in particular 
the recruitment and selection. The interview questions are based on the thesis’s secondary 
data, and are essential for the foundation of the analysis. The theories will be used to ana-
lyze the empirical findings, and to provide a necessary understanding for the reader. 

3.3.1 Interviews 

According to Riley et al., (2000) interviewing is one of the most commonly used methods 
of data collection. The aim of using interviews is that the topic of the study can be seen 
from the perspective of the respondents and this enables an understanding of how and why 
the respondents have this point of view (Cassell & Symon, 2004). Kvale (1997) claims that 
the purpose of a qualitative interview is to describe and interpret the respondent’s natural 
environment. He states that the researcher has a major role in the analysis, and it begins by 
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creating the research questions followed by planning, interviewing, and presenting them. 
When the time is limited Marshall and Rossman (1999) argue that an interview, instead of a 
survey, is a useful way to collect a large amount of data. In addition, they stress that the 
qualitative method is useful when investigating an area where little information has been 
gathered. Researches found on how university studies abroad are valued have been limited, 
therefore Marshall and Rossman’s mentioned argument support our choice of method.   

Holme and Solvang (1997) describe the interview similarly to a normal conversation, where 
the interviewed person feels comfortable in explaining its own point view. When conduct-
ing the interviews our aim was to create a relaxed conversation instead of only getting short 
answers to our questions. This atmosphere is not possible to reach when using a survey 
and Holme and Solvang (1997) state that by building trust between the interviewer and the 
respondent it becomes possible to gain important information, at the same time as the 
situation becomes meaningful for the person. Kvale (1997) argues that the value of the in-
formation received from the respondents depends on which context it is put into, and how 
the information is used. 

According to Sekaran (2003) an interview can either be structured and unstructured. In an 
unstructured interview the interviewer does not have a planned sequence of questions. The 
unstructured interview is more of an open and unpredictable discussion, while a structured 
interview is more planned and the information that needs to be received is pre-determined. 
A structured interview limits the respondent’s answers, whereas an unstructured interview 
gives the respondent the allowance to talk freely. However, Lundahl and Skärvad (1999) 
argue that many interviews cannot be categorized as either structured or unstructured, in-
stead a combination of the both are used, semi-structured interviews. In a semi-structured 
interview pre-determined questions are often sent to the respondent in before hand. These 
questions function as the base of the interview, however during the interview follow-up 
questions will arise to give further clarifications. Holme and Solvang (1997) discuss the im-
portance of being flexible when conducting a qualitative research. The interviewer must be 
able to make changes in the structure during the interview to make the content more fluent 
and appropriate. It is not always possible to conduct interviews in the same way, adjust-
ments often has to be made to suit different organizations, questions might be rephrased or 
unstructured. Flexibility can, at the same time, be a disadvantage as the results might be dif-
ficult to compare. As the recruitment process works differently in organizations, the quali-
tative approach was found to be the most suitable as it allows us to be more flexible. 

In this thesis, the interviews have been conducted by using the semi-structured method, 
our intentions was to be flexible and at the same time the information needed was pre-
determined. Face-to-face interviews have been conducted and the questions have been 
asked orally, although some of the questions were sent through e-mail before the interview 
was conducted. By sending the questions in advance, the respondent was able to prepare 
the answers. The length of our interviews varied between forty-five minutes up to one hour 
and they were recorded and notes were taken, in order to facilitate the arrangement of the 
empirical data. Tape-recording gives, according to Carson, Gilmore, Perry and Gronhaug 
(2001), the interviewer the advantage of keeping eye contact with the respondent and stay 
focused on the received answers. Instead only taking notes, recording the interviews made 
us more focused and active in the role as an interviewer. After the interviews were con-
ducted the most relevant information was transcribed, this gave us an overview and helped 
us keep track of the information. By listening to the first two interviews we noticed our 
lack of experience of conducting an interview, and this enabled us to improve our tech-
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nique and knowledge for the remaining interviews. When all interviews were carried out, 
the information was organized and the empirical part of the thesis was written. 

3.3.2  Selection of Research Objects and Respondents 

The purpose of our thesis is to examine how university studies abroad are valued in the re-
cruitment, and in order to find an answer to this purpose interviews with eleven organiza-
tions were conducted. According to Sekaran (2003), qualitative studies use small samples of 
individuals, which enable a deeper understanding. A small sample is also less cost and time 
consuming and generalizations are restricted. It would be impossible for us to use the en-
tire population, instead a small sample was chosen. According to Riley, et al., (2000) sam-
ples are studied in order to draw conclusions of the larger group (population) of which the 
sample are part. 

A probability sampling has been used when selecting organizations in Norrköping, 
Linköping, and Jönköping. According to Riley et al., (2000) a probability sample implies 
that each organization in the population has an equal chance of being selected. A key ele-
ment of sampling is to ensure that a sample is representative for the population from which 
it is drawn. The empirical data is conducted through a qualitative study, where face-to-face 
interviews have been conducted with eleven medium- and large-sized companies. The 
variation in size and structure between the companies makes the sample group wider and 
more relevant for the thesis. A university degree in business administration today is rather 
wide, it allows you to work in different positions dealing with a variety of tasks. These tasks 
can involve economics, HRM, marketing, management, consulting, and finance and ac-
counting. This is something that has been considered when selecting the companies, which 
constitute a variety from an accounting firm to a manufacturing company. The spread of 
the companies’ locations, Norrköping, Linköping, and Jönköping, was consciously done 
due to convenience reasons and to reduce the bias from only interviewing companies in the 
region of Jönköping. We believed that Jönköping International Business School (JIBS) and 
its internationalization is well known in the region, and by only choosing regional compa-
nies we were afraid of not getting a valid picture. Due to cost and time constrains the three 
cities were chosen.  

The first contact with the chosen companies was done by making a phone call, and the 
purpose was to present our subject of interest and arrange an interview. It was easy to get 
access to the chosen companies, most of them gave a positive response to our proposal, 
and only one company refused our inquiry about an interview. The reason for the easy ac-
cess can be that our interviews were conducted with the human resource manager and not 
with the president of the company. Another explanation can be that our interviews do not 
include any sensitive information about the companies and that we had an advanced plan-
ning, we were able to be flexible when arranging the meetings.  

Carson, et al., (2001) argue that there is no best number of companies to include in a quali-
tative research, since it depends on the quality of the information and how it can be used. 
Our aim was to conduct ten interviews, however one of the companies have due to reduc-
tions not recruited any new employees within the last years and have no plans for recruiting 
in the near future either, therefore an additional company was interviewed. The companies 
were selected through the database Affärsdata, which contains information about Swedish 
companies. The search criteria for medium and large organizations were defined from the 
base of the European Union’s definition of medium-sized organizations, and with those 
criteria as assistance our own definition was defined (www.eu-upplysningen.se). The inter-
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viewed companies’ turnovers in the empirical findings chapter have been transformed from 
Swedish Krona (SEK) into Euro. The exchange rate used is 1 Euro equal to 9.38 SEK 
(www.di.se). We are aware of fluctuations in the rate, however the turnover is only used 
when determining medium- and large-sized organizations. 

• A medium-sized organization is defined as an organization that employs between 
50 and 249 employees, and has a yearly turnover and/or a yearly total of assets be-
tween 7 and 43 million Euro. 

• A large-sized organization is defined as an organization that employs more than 
249 employees and has a yearly turnover and/or a yearly total of assets that exceeds 
43 million Euro.  

On the basis of these criteria five medium-sized organizations and six large-sized organiza-
tions were chosen. The large-sized companies are Ernst and Young, Husqvarna, Manpower, 
Nordea, Saab Training System, and Östgöta Brandstodsbolag (Länsförsäkringar). The medium-
sized companies are ETP Transmission, Hermelin Nordic Research, Intersport, Reklambruket, and 
Vitamex.   

3.4 Analysis and Interpretation 

The analysis of the information received from the qualitative interviews is difficult, accord-
ing to Holme and Solvang (1997), as information has to be structured and organized before 
being interpreted. There are no routines, procedures, and techniques to arrange the mate-
rial, in comparison to a survey where the material has a well-defined structure. Starrin and 
Svensson (1994) argue that the documentation of an interview is of importance, as it might 
be necessary to go back and investigate the material again. This recommendation has been 
followed in our thesis by first recording the interviews and then documents them, which 
facilitated our interpretation and analysis of our collected data. When analyzing the docu-
mented data it is important to look at the material as a whole, and be careful in only using 
specific sequences as they might give a distorted picture (Starrin & Svensson, 1994). The 
selection of which data to use has to be done systematically in order to avoid biased effects. 
Mason (2002) suggests that the analysis of a qualitative study should be made of arguments 
and discussions, instead of straightforward answers. This can be described as a relational 
process where the researchers should direct the arguments towards the reader of the thesis. 
Since recruitment cannot be measured in numbers we had to conduct the interviews as a 
discussion rather than yes/no questions and our arguments in the analysis were based on 
this discussion.  

Starrin and Svensson (1994) divide the analysis and interpretation into four phases. The 
first phase concerns the establishment of a wholeness of the data, where a search for essen-
tial material is done. Here, the most important data is selected, and tendencies for differ-
ences and similarities between the respondents can be found. The second phase is a more 
systematically way to determine the differences and similarities, and this is done by compar-
ing the collected data. Our empirical data has been collected through interviews where the 
information has been recorded. The recorded data has been sorted and useful information 
has been documented in a first draft. In the third phase Starrin and Svensson (1994) sug-
gest that the information should be categorized depending on how the empirical data will 
be analyzed. Our data has been categorized according to our research questions and sorted 
after the different companies. The fourth and last phase presents the empirical data that 
will be used in the analysis (Starrin & Svensson, 1994). 
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Carson et al., (2001) recommend using different key features, where collected data should 
be labeled, edited and organized, in order to facilitate the analysis. Information is arranged 
in different ways depending on the purpose. By organizing the data an overview of the 
findings can be achieved, and this facilitates the analysis. Silverman (2000) discusses the 
importance of analyzing the data early in the thesis writing, in fact he means that the analy-
sis should begin from day one, otherwise it will be necessary to do a catch up. In order to 
be able to start from day one he presents three solutions. The first suggestion is to analyze 
the data in the public sphere. Available material and information is already out there, and 
can be used for new ideas and further interpretation. A pre-study of the available informa-
tion of the subject of studies abroad was done in an early stage. We found that some of the 
material was not up to date, however we used it as an influence for our study. Silverman’s 
(2000) second suggestion is to borrow other people’s data. He states that it is the quality of 
the data analysis that matter and not the way the data have been accessed. The last sugges-
tion is that one should analyze the data as it is gathered, and the data should be reviewed in 
the light of the research questions. He recommends that the analysis writing should begin 
at an early stage in order to facilitate the continuing work. However, we have experienced 
that it can be difficult to start analyzing in an early stage if the theoretical framework and 
the empirical findings are not completed.  

3.5 Trustworthiness  

Starrin and Svensson (1994) state, when conducting research it is always a question of 
trustworthiness, accuracy, and validity. A question that should be taken into consideration 
is if the researcher has done a correct interpretation of the data collected during the study. 
It is important for the reader to be conscious that the data can be a reflection of the re-
spondent’s own attitudes or a creation of the researcher. Holme and Solvang (1997) claim 
that a communication gap between a researcher and a reader of a study is often created. 
These gaps complicate the interpretation of information, and it is impossible to protect 
oneself from misinterpretation from the readers. We are aware of the risks of misinterpre-
tation of our study, to decrease these risks we have listened to criticisms and feedback from 
our tutor and students during the development of the thesis. This feedback has been given 
from the same people during the whole process, which can be a drawback since a new 
reader might interpret the study differently. If more time for feedback from others was 
available the risks of misinterpretations could have been reduced even more, however it 
cannot be completely eliminated. 

Silverman (2000) considers the accuracy to be important when transcribing an interview, 
since it is easy to misinterpret its actual message. According to Lekvall and Wahlbin (2001) 
the result of a study can be influenced by the respondent, the choice of method, and the in-
terviewer. These factors interplay with each other and can have both negative and positive 
effects on the trustworthiness. If the respondent provides incorrect answers or have strong 
personal opinions the trustworthiness will be affected negatively. The answers from our in-
terviewed companies might not represent the companies’ attitudes and believes, instead the 
answers might represent the respondent’s own values. However, since the respondents are 
in charge of the recruitment and represent the whole company we believe that the answers 
give an objective picture. Another factor that affects the trustworthiness of the study is our 
selection of companies. As the chosen companies represent different business operations, 
and gives a representative picture of the labor market, we argue that our study is trustwor-
thy. To receive reliable answers from the companies it was important for us to interview 
people with experience and knowledge of recruitment and HRM. Hence, our interviews 
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were conducted with persons responsible for the recruitment in the companies. Lekvall and 
Wahlbin (2001) argue that if the chosen method consists of misleading or confusing ques-
tions the trustworthiness can be affected. In our study a qualitative method was conducted, 
this method was the most suitable since we studied the recruitment in a small sample of 
firms where the results were not possible to convert into numbers. The interviewer also af-
fects the trustworthiness since he/her can affect the respondent’s answers negatively by 
asking guiding questions (Lekvall & Wahlbin, 2001). This has been avoided by using a 
semi-structured interview method, which allowed the respondent to talk freely at the same 
time as we followed our pre-determined questions. Simultaneously, we made sure that the 
questions asked during the interviews cover aspects of our subject. Our interviews were 
conducted in Swedish to enable the respondents to express themselves and provide appro-
priate answers to our questions. When reviewing and translating the interviews from Swed-
ish into English we make our own interpretation and translation. This can result in misin-
terpretation and have a negative effect on the trustworthiness of our study.  
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4 Empirical Findings 
The chapter will present the eleven chosen companies and the empirical data gathered during the interviews. 
Each organization will be described separately in order to facilitate our analysis and give the reader an 
overall picture of the companies and their recruitment processes. A table containing the pre-determined 
search criteria will introduce each organization briefly. 

4.1 Ernst & Young AB 
Employees 1580 

Turnover ~199 Million Euro 

Business Activity Accounting, revision and taxation 

Geographical Market  Operates in more than 140 countries 

Respondent / Position Pernilla Östling / Human Resource Manager 

Place and Date Norrköping, 4th of April 2006, personal communication 

Table 1, Ernst & Young AB, (www.ad.se). 

4.1.1 The Recruitment Process 

The recruitment process at Ernst & Young begins when an employee is leaving the organi-
zation or when a new position occurs. A budget, with a cost analysis, and a description of 
the desired employee is determined before the actual search begins. The recruitment is cen-
trally managed within Ernst & Young, and the local office in Norrköping gets assistance 
with practical details from the human resource department in Gothenburg. The advertise-
ment for an available position is done through local newspapers, Arbetsförmedlingen, 
Internet recruitment websites, and Ernst & Young’s own website. The applications are sent 
to Gothenburg where a first selection of the candidates is done. The human resource man-
ager in Gothenburg ranks the applications from one to three, based on the criteria that 
Ernst & Young in Norrköping has stated. Afterwards the applications are sent forward to 
Norrköping for a second selection.    

4.1.2 Selection Criteria 

In the selection of applicants Ernst & Young often searches for a newly graduated candi-
date with some experience within the business administration area. At the office in Nor-
rköping, the applicant’s local connections are of importance since it might results in a more 
long-term employment and facilitates the entering into the local environment. In the sec-
ond selection, about ten candidates are invited to an evening activity where they meet fel-
low-workers, get information about the company, and are given the chance to introduce 
themselves. After this evening, a third selection is done and three candidates are called for 
an in-depth interview where an employment test with a personality profile is conducted. 
On the basis of these interviews one of the candidates are given a job offer.         

The grades are taken into consideration when applying for a position at Ernst & Young, 
and it is an advantage to have received grades above average. Which university a candi-
date’s degree is taken at is of secondary importance in the selection of a new employee. 
Östling argues that the personal characteristics, such as social competence, and the local 
connections are more interesting. Another factor that are of interest in the selection is ac-
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cording to Östling the active life of the candidate, an active person that are involved in dif-
ferent projects and associations shows a desire to do more than studying. 

4.1.3 Studies Abroad 

Ernst & Young is a global organization and the internationalization is evident. About ten 
percent of the clients are international companies where the correspondence is in English 
with foreign auditors. According to Östling it is nowadays unusual if an applicant has not 
been studying abroad, and it is no longer seen as something unique. She further states that 
no changes of international experiences have been noticed in the applications during the 
years, which can depend on the fact that the positions at Ernst & Young do not require 
university studies abroad. However, Östling considers that university studies abroad catch 
attention in terms of knowledge of additional languages, personal maturity and develop-
ment. Although studies abroad are not significant in the recruitment of a new employee, 
the international experience shows the candidate’s will to manage challenges. When com-
paring university studies in Sweden and abroad, Ernst & Young prefer studies that are en-
tirely conducted in Sweden.  

Östling believes that the need for international experience will increase, at the same time as 
the English language and international business connections are of importance. Even 
though Ernst & Young might not be influenced at the same extent as other organizations 
the internationalization are noticeable.  

4.2 Husqvarna AB 
Employees 2181 

Turnover ~607 million Euro 

Business Activity Manufacturing products for the building and construction industry 

Geographical Market  Operates in 100 countries 

Respondent / Position Maj-Len Magnusson / Human Resource Manager 

Place and Date Jönköping, 11th of April 2006, Personal Communication 

Table 2, Husqvarna AB, (www.ad.se). 

4.2.1 The Recruitment Process 

The recruitment process at Husqvarna begins with an evaluation of the human resources, 
either a vacancy occurs or reorganization is needed. All vacancies have to be accepted by a 
superior manager before the advertisement will take place. The first step of the process in-
volves an internal search for possible candidates, and information about the job opening is 
published on the intranet. If there are no suitable candidates within the organization, an ex-
ternal recruitment has to be done. External recruitment methods, such as Husqvarna’s own 
website, Internet recruitment websites, Arbetsförmedlingen, advertisement in local and na-
tional newspapers and trade press, are used. Which method to use depends on what posi-
tion to fill. The applications are sent to Husqvarna’s internal database, and an automatic 
confirmation is sent to the applicants when the application is received. The applications are 
first graded depending on how interesting they are, and after that elimination the most in-
teresting applicants are booked for an interview.    
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4.2.2 Selection Criteria 

In the selection Husqvarna searches for a person that fulfills the required qualifications, 
and when finding suitable candidates approximately five are called for an interview. The in-
terviews are done with all candidates at the same time, where brief information about the 
organization and the specific job is given. Each candidate has to perform an employment 
test, which includes a short analysis of his/her personality. Afterwards, an individual inter-
view is conducted where the personality test functions as a guideline. The test result is not 
decisive factor in the selection. The interviews are time limited, in order to give each candi-
date an equitable opportunity to make a good impression. After the interviews the selection 
is done, and the most interesting candidate is given a job offer.    

The criteria for a specific position are determined by the job-description, and in addition to 
the required qualification the candidate’s personality plays an influential role. It is important 
that the person fits within the organization and that personal development is possible. In 
the selection of a new employee, the university grades are of importance although they are 
not decisive. The essential part is that the candidates have received a diploma, and Magnus-
son states that this shows a candidate with an ambition to accomplish goals. Which univer-
sity the candidate has studied at is not taken into consideration at Husqvarna, it is more 
important that the candidate has accomplished his/her education. Magnusson does not 
rank any Swedish universities higher than others, they are seen as equal.  

4.2.3 Studies Abroad 

The internationalization at Husqvarna has changed during the last two years, and an in-
crease of candidates with international experience, from studies and work practices abroad, 
have been noticed. Magnusson views the international experience as a positive aspect that 
raises interest in a job application. Studies abroad give a new point of view, and shows that 
the candidate has a will to experience something beyond the ordinary. Magnusson believes 
that university studies abroad contribute with positive experiences from other countries, 
people, cultures, and languages. The overall impression of studies abroad is that the candi-
date has seen something new and has taken the step, although the step of going abroad is 
not that huge today. The information Magnusson has about university studies abroad is re-
ceived during interviews with applicants, not from universities. JIBS is well known for 
Magnusson, and Husqvarna participates at the university’s labor market days as it helps the 
company to establish a relationship with the students.                 

Husqvarna has employees with experience from university studies abroad, however it is not 
a requirement for employment. International work experience is of more interest than uni-
versity studies abroad. Knowledge of additional languages is always an advantage when ap-
plying for a job, and English is required for most positions at Husqvarna. Magnusson be-
lieves that the need for international experience will increase in the future, as the world has 
become smaller, and everything have become more global. 
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4.3 Manpower AB 
Employees 6052 

Turnover ~216 million Euro 

Business Activity Recruitment and outsourcing of employees 

Geographical Market  Operates in 72 countries 

Respondent / Position Ulrika Jerhammar / Human Resources Manager 

Therese Gardelius / Responsible for the candidates 

Place and Date Norrköping, 7th of April 2006, personal communication 

Table 3, Manpower, (www.ad.se). 

4.3.1 The Recruitment Process 

Manpower deals with two different recruitment processes, the recruitment on commission 
and the recruitment of own employees to outsource. The processes are very similar, the 
only difference is that the outsourcing process occurs faster. It is difficult to be flexible in 
the recruitment on commission since the process depends on the customer and its needs. 
Manpower deals to the greater extent with external recruitment, and uses tools as newspa-
pers, employment agencies and Manpower’s website. It is not always necessary to advertise, 
sometimes Manpower already has a pre-interviewed candidate for the customer. According 
to Jerhammar, Manpower has a database of 400 000 CVs’, this database is used in the 
search for the adequate employee.  

4.3.2 Selection Criteria 

The selection begins with a comparison of the candidates’ CV and the customers’ demand-
profile. Manpower creates the profile together with the customer and, according to Garde-
lius, it is important that the candidate’s CV matches with the customer’s need. The follow-
ing step is to select the most interesting candidates and carry out a first interview. This in-
terview is done by telephone and gives Manpower an overview of the candidate. From the 
first interview two or three candidates are chosen for a second one. On the second inter-
view the candidate’s background, education, and earlier experiences are discussed, and 
sometimes an employment test is conducted. 

Jerhammar argues that the personality is of great importance, since the candidate represents 
Manpower and is responsible for how its customers review the company. Competences 
such as independency, efficiency, productivity, and an eager to work are vital. Jerhammar 
further argues that grades are not something that is valued within Manpower, although the 
candidate has to have the requirements that are requested and the diploma that he/she 
claims to have. Gardelius continues that which university the candidate has studied at does 
not matter, it is the education and its focus that are of importance. Manpower’s customers 
do not ask for specific universities, neither a specific grade. References on the other hand 
are of significance, Jerhammar explains that Manpower never hires a candidate without 
confirming his/her references. The requests concerning international experience, such as 
traveling and experience of other cultures and languages, have increased among Man-
power’s customers. Jerhammar further states that the request for candidates with work ex-
periences are of greater importance, the more experience the larger is the opportunity to 
receive a job.  
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4.3.3  Studies Abroad 

Jerhammar describes a person that has studied abroad, as a person that captures the mo-
ments and is not afraid of developing oneself. University studies abroad are an experience, 
although it does not indicate how well a person will perform a certain job. Studies abroad 
can be an advantage if the customer requests it, but so far none of Manpower’s customers 
have asked for it.  

As an employer the information about studies abroad and JIBS is limited, the only informa-
tion both Jerhammar and Gardelius have is received through own curiosity. Jerhammar ar-
gues that a candidate with an international education is valued higher if it includes experi-
ences from studies abroad, compared to an international education with studies conducted 
only in Sweden. However, to what extent the education has been obtained abroad or in 
Sweden does not matter in the selection. Gardelius states that the world is shrinking and 
the need for international experience is increasing in the same paste.  

4.4 Nordea AB 
Employees 29900 

Turnover ~6608 million Euro 

Business Activity Banking  

Geographical Market  Operates in 21 countries 

Respondent / Position Bengt Kindblom / Office Manager and Human Resource responsible 

Place and Date Linköping, 21st of April 2006, personal communication. 

Table 4, Nordea, (www.nordea.se; www.affarsvarlden.se). 

4.4.1 The Recruitment Process 

The recruitment process within Nordea often begins with a vacancy, either someone leaves 
the organization or is promoted. The following step is to evaluate if the vacant position is 
still needed or if it can be transformed into another part of the organization. Nordea oper-
ates in a global environment where the job and its qualifications are changing over time, the 
competences requested are therefore evaluated and determined for each job. Nordea works 
with job-descriptions and demand-profiles that are similar for the whole organization, but 
the descriptions and profiles are formulated differently depending on the position. The job-
description facilitates the recruitment process as qualifications and competences are pre-
determined. The description also formulates the advertisement of the job, although the lo-
cal offices are free to change or add preferable requests. 

The advertisement is always done internally, on the intranet, before going external due to 
agreements with the labor union. The external advertisement is done through Nordea’s 
web page, in newspapers, and through Arbetsförmedlingen. If the vacancy is a higher posi-
tion within the organization or if Nordea is hiring several employees, assistances from a 
private employment agency are often used. Kindblom explains that he sometimes uses 
headhunting on the local level, in situations where he knows a certain person that would be 
suitable for the job. The human resource department in Stockholm collects and organizes 
the internal and external applications before sending them to the local responsible manger, 
they are also in charge of contacts with the candidates. Nordea receives few internal appli-
cations, while the external recruitment always results in large amount of application. Unso-
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licited applications are received almost every day, although if there are no available jobs the 
applications are not saved.  

4.4.2 Selection Criteria  

Approximately five of the candidates that are seen as the most appropriate for the position 
are called for an interview, and two or three of them are recalled for a second interview. 
Nordea occasionally uses employment tests as a tool for identifying a candidate’s qualities 
and driving forces. Hence, these tests are conducted by the human resource department in 
Stockholm, and are used as a complement that affects the final selection with one third. 
The recruiter and the superior manager make the selection of candidates, they usually meet 
the candidates on two or three occasions in order to get to know the candidate. Kindblom 
claims that this has to do with the fact that people acts differently from time to time. One 
important tool that Nordea uses in the selection is reference confirmation, Kindblom states 
that references describe the candidates in an appropriate way. 

Selection criteria that are significant within Nordea are a strong commitment to the com-
pany that the candidate wants to learn new things and is not afraid of changes. Another cri-
teria is social relationships, the person within Nordea needs to be able to function in the 
organization, both as a group and as an individual. Personal qualities that are important are 
communication skills, efficiency, creativity, and a structured working style.  

Grades from the university are not vital, since they are very equal among the candidates. 
Kindblom claims that a high grade is not necessary an advantage, since Nordea’s customers 
are not all university graduates and the employees need to be able to adjust their communi-
cation for each customer and situation. He further states that grades depend on the 
teacher’s engagement, and are a reflection on how much time the candidate has spent on 
the courses. When recruiting a new employee he searches for engagement and qualities that 
distinguish the candidate from others. One example of this is the master- or bachelor the-
sis, as these reflect the candidates’ interests. Candidates applying for jobs at Nordea come 
from a variety of universities in Sweden, and which university the candidate has received its 
degree at is not of importance. However, Kindblom claims that this statement is his own 
point of view and might not be applied to the entire organization. He believes, for instance, 
that the view within Nordea in Stockholm might be different.  

If Kindblom is evaluating two candidates that both reach the required qualification, the 
personality will be the determining factor. However, Stockholm School of Economics is 
some how heavily weighted, although this can be compensated, for instance with university 
studies abroad. Nordea has a close relationship with universities in Sweden, and many of 
the employees have received a job through this relationship. It is an opportunity for both 
the student and Nordea. Kindblom states that he is well aware of Jönköping University, 
and describes JIBS as a university with high status. 

4.4.3 Studies Abroad 

Nordea operates in a global environment and university studies abroad fit well with the or-
ganization and its values. English is the organizational language and emphasis is put on lan-
guages in the recruitment process. Kindblom states that it is an advantage if the candidate 
has studied abroad, but it is also an advantage if the candidate has experiences of working 
abroad. He continues to argue that the globalization of the market has lead to changes in 
education, almost each and every candidate has some kind of international experience. The 
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advantage of studies abroad is the experience that the candidate receives from being in an-
other country, practice the language, and experience the culture. However, the education 
abroad does not have to bring anything unique compared to a Swedish education. Kind-
blom believes that studies abroad give the student confidence and create contacts, but it is 
not a major experience. He further states that he has hired employees with study abroad 
experiences, and that the need for international experience and education will increase in 
the near future. 

Kindblom states that the only information received about studies abroad is the information 
he has collected from interviews with candidates. He describes Spain, the US, and Great 
Britain, as countries with high status. He further claims that he does not have much knowl-
edge regarding studies abroad, and it is not a requirement for employment.  

4.5 Saab Training System AB 
Employees 339 

Turnover ~115 million Euro 

Business Activity Manufacturing military equipment and information system 

Geographical Market  Operates in 20 countries 

Respondent / Position Börje Persson / Human Resource Manager 

Place and Date Jönköping, 11th of April 2006, personal communication 

Table 5, Saab Training System, (www.ad.se). 

4.5.1 The Recruitment Process 

According to Persson the recruitment process within Saab Training System has changed 
during the years. In the 20th century the company recruited employees before a vacancy oc-
curred and had a close relationship with Swedish universities. By participating in arranged 
labor market days and student activities Saab creates contacts for the future. Today, in the 
21st century, the recruitment process instead begins with a vacancy. The recruitment occurs 
both internally and externally but the methods used for advertisement are constantly 
changing, there are no set routines within the company. Early in the 20th century the adver-
tisement was done through newspapers, but today the company mainly uses the Internet 
and different employment agencies. Persson believes that the success of the recruitment 
depends on the company’s own preparatory work, and people that are interested in work-
ing for them will know when a job is available. When a vacancy occurs, the announcement 
is first done internally, through the Saab Group’s intranet, and then externally.   

4.5.2 Selection Criteria 

The selection begins by sorting the applications, the ones that do not suit the company’s 
demands or do not have the requested education and experience are immediately removed. 
The number of candidates that are called for an interview depends on the amount of appli-
cations that are interesting. Saab Training System makes its selection based on personal 
qualities and experiences, and that information is retrieved from interviews, employment 
tests are not conducted. The organization’s demands on a candidate is to be outgoing and 
customer friendly. Persson claims that Saab Training System’s structure is rather flat and 
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the job requires the employees to be independent and have eager to develop within the or-
ganization. 

Grades are not of importance, although Saab Training System requires that the candidate 
has received a diploma. Persson states that he does not analyze the grades, and that low 
grades can hide an excellent person. However, if someone has extremely high or low grades 
they should be considered carefully. Which university the candidate has studied at does not 
matter, but at the same time Persson states that the more established the university is the 
more interesting it becomes. On the other hand he claims that universities that challenge 
old ones might have more interesting educations, however some of these are only an exten-
sion of the secondary school and can therefore be criticized. He argues that Jönköping 
University has a higher quality today compared to a couple of years ago.  

4.5.3 Studies Abroad 

Persson states that the internationalization has changed the labor market during the years, 
and this has resulted in differences in the student’s knowledge and education. Persson de-
scribes international experience as something superior, but one should not overestimate it. 
He believes that it does not give the candidate any advantages when applying for a job, be-
sides the practice of a second language. He further states that one semester abroad is too 
short to be an advantage for the candidate in the recruitment process, one year on the 
other hand can be more interesting. Persson claims that studies abroad are not decisive in 
the selection, it is all factors together that make the decision on whom to select. 

Persson argues that he has no information regarding university studies abroad and his 
knowledge is mainly received from interviews and hear saying. He believes that the quality 
of education is higher in Sweden than abroad, and he questions if a semester abroad actu-
ally brings any value for the student. On the other hand he argues that the international ex-
perience is of value, in terms of personal development. Persson states that if the whole 
education is carried out in Sweden then it has a high quality and follows a certain standard, 
this fact might not be true regarding an education abroad.  

4.6  Östgöta Brandstodsbolag AB 
Employees 290 

Turnover ~563 million Euro 

Business activity Insurance Company and Bank 

Geographical Market  Operates in Sweden 

Respondent / Position Malin Hedström / Human Resources Manger 

Place and Date Linköping, 21st of April 2006, personal communication 

Table 6, Östgöta Brandstodsbolag, (www.ostgotabrandstodsbolag.se). 

4.6.1 The Recruitment Process 

During the years Östgöta Brandstodsbolag has realized the importance of recruiting ade-
quate employees. The human resource manager and the closest superior manger of the va-
cancy participate in the recruitment of employees. The labor union is also involved in the 
process, as the organization needs to follow certain standards and rules. The recruitment 
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process begins with an analysis of the vacancy and the company’s needs, and this analysis 
creates a demand-profile. The demand-profile describes the present and future needs, and 
is divided into wish- and must-demands. The more demands that are fulfilled the greater 
are the advantages for the candidate in the recruitment process. Hedström finds formal 
qualification, experiences, and personal competences as interesting factors in the selection.  

The advertisement of a vacancy is done both internal and external. The internal advertise-
ment is done at the organization’s intranet and in places where all employees have access. 
The external recruitment is done through newspapers and employment agencies, which of 
the methods to use depends on the position. Östgöta Brandstodsbolag takes assistance of 
employment agencies when time is limited, the agencies help the company with advertise-
ment and the first selection. However, it is Östgöta Brandstodsbolag that makes the final 
decision in the selection. In addition to the applications received from an advertisement the 
company receives between two and three thousand unsolicited applications each year.  

4.6.2 Selection Criteria 

Östgöta Brandstodsbolag bases its selection on personal competences, and employment 
tests are used as guidance. The candidates are called for two interviews, the first is more of 
a competence confirmation, and at the second interview an employment test is done. There 
are approximately ten to twelve candidates that are selected for an interview, this varies de-
pending on the number of applications received. Hedström argues that personality is im-
portant when recruiting an employee, and she prefers candidates with working experiences.  

Hedström states that she evaluates both the grades from secondary school and the univer-
sity, however the grades are not vital and does not affect the final decision. References on 
the other hand are carefully followed up as they are affecting the selection. Hedström 
claims that which university the candidate has studied at is not taken into consideration in 
the selection, however some universities are known for its high quality of education and 
can thereby be seen as an advantage for the candidate. The globalization of the labor mar-
ket is according to Hedström reflected in the education, as more and more candidates have 
experiences of studies abroad. Östgöta Brandstodsbolag cooperates with universities and 
participates in arranged labor market days. The knowledge about JIBS is limited, thus is the 
information about other universities as well.  

4.6.3 Studies Abroad 

Östgöta Brandstodsbolag is an organization that operates in Sweden, it does not have any 
international contacts and international experience is not a request for employment. How-
ever, Hedström believes that the need for international experience might increase in the fu-
ture and states that even if studies abroad are not a request in the demand-profile it is seen 
as a life experience. She continues to argue that studies abroad are an exciting experience 
that affects the personal development. Which country the candidate has been studied in, 
and which courses taken does not make any difference in the selection. Hedström explains 
that her information about studies abroad is narrow, and her knowledge is mainly based on 
own curiosity.     
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4.7 ETP Transmission AB 
Employees 54 employees 

Turnover  ~11 million Euro 

Business Activity Manufacturing company of power transmissions, woodworking and metal-
working.  

Geographical Market  Operates in 30 countries 

Respondent / Position Ann-Marie Sanderi / Human Resource Manager 

Place and Date Linköping, 6th of April 2006, personal communication 

Table 7, ETP Transmission, (www.ad.se). 

4.7.1 The Recruitment Process 

To realize the need for a new employee the recruitment process begins with an economic 
evaluation of the company. Hiring a new employee is not always the solution, reorganizing 
the organization or changing the work assignments and responsibilities can fill the vacancy. 
The recruitment at ETP Transmission is done both internally and externally. Due to 
agreements with the labor unions, an internal search is always done first. ETP Transmis-
sion handles the recruitment of most employees, however a consulting firm is always pre-
sent when recruiting to higher positions. The recruiter together with a planning group cre-
ates a demand-profile, which forms the recruitment and advertisement. The company ad-
vertises vacant positions in newspapers, trade press and on the Internet. The response on 
the advertisement depends on the vacant position, however most common is to receive 
approximately forty-five applications. In addition to these the company receives many un-
solicited applications, which are saved for future needs. ETP Transmission distinguishes 
between three types of applications, A-, B-, and C-applications, where A is the most attrac-
tive ones. Depending of the number of A- applications the number of people called for an 
interview varies, however most common is to call around five to ten candidates. 

4.7.2 Selection Criteria 

In addition to the demand-profile the company uses its own internal selection criteria, San-
deri states that the demand-profile makes the foundation of the selection, while the internal 
criteria are the desirable competences of the candidate. The recruiter and the planning 
group do the selection of the candidates and the most important criteria are that the candi-
date has the formal qualification demanded for the job. Besides this, the company stresses 
the weight of the personality. Another aspect to consider, according to Sanderi, is that the 
candidate is a team player, he/she must be able to fit with the fellow workers. ETP Trans-
mission works with recruitment that is based on competence. The grades are not a central 
part of the selection, instead the company focuses on working experience, where five to 
seven years are preferable. Sanderi argues that a candidate with working experience adjust 
easier to the organization’s image and performs the work more independently. Which uni-
versity the candidate has studied at is not significant, more important is the content of the 
education.  

4.7.3 Studies Abroad 

ETP Transmission is an international company, and when recruiting employees the interna-
tional experience has always been considered. Sanderi mentions that she has not noticed 
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any changes in international experiences among the applicants. However, she has observed 
an increased number of unsolicited applications from foreign citizens. Sanderi considers 
university studies abroad as motivating, at the same time as she claims that she lacks knowl-
edge about it. Studies abroad show a person that is committed, has ambitions, and a will to 
experience and challenge new things. Applications that contain a study abroad experience 
catch attention, and the most interesting are the courses taken and the language spoken. 
Sanderi is not aware of any employees that have experience of studies abroad since it is not 
specifically requested, however this is a question that she will consider in future recruit-
ments. At ETP Transmission the knowledge of an additional language is more important 
than the experience of studies abroad. 

4.8 Hermelin Nordic Research AB  
Employees 74 

Turnover  ~7 million Euro 

Business Activity Market and research company  

Geographical Market  Operates in 7 countries 

Respondent / Position Mattias Haag / Human Resource Manager 

Place and Date Norrköping, 6th of April 2006, personal communication 

Table 8, Hermelin Nordic Research, (www.ad.se). 

4.8.1 The Recruitment Process 

The recruitment at Hermelin Nordic Research is conducted both internally and externally 
and begins with a vacant position. The company starts searching for possible candidates in-
ternally. The advantages of internal recruiting are, according to Haag, that the employees 
are familiar with the company and that it is cost saving. Vacant positions are advertised on 
Hermelin Nordic Research’s intranet and e-mails are sent to the employees. The external 
recruitment is carried out if there was no internal match. When the company is recruiting 
externally, advertising in the local newspaper is the most common one. Hermelin Nordic 
Research uses private employment agencies as assistance in the recruitment, and when hir-
ing to a higher position they are always present. The number of applications received is de-
pendent on how attractive the job is, and the most interesting applicants are called for an 
interview. Haag states that unsolicited applications are rare at Hermelin Nordic Research.  

4.8.2 Selection Criteria 

In the first selection the applications are compared with the required qualifications and the 
ones that do not fulfill the basic qualifications are rejected. Approximately four candidates 
are called for an interview and if none of these matches the expectations an additional can-
didate is called. After the first interview a second selection is done where three candidates 
are qualified for an interview with an employment agency. The agency assists Hermelin 
Nordic Research with in-depth interviews and employment tests. Haag explains that the 
company is aware of the cost of using external consulting, however he believe it is worth it, 
since the employees are seen as an investment for the future. He further believes that re-
newal of the organization is necessary, one employee should not stay within the organiza-
tion too long as new perspectives are needed. The most important selection criteria, ac-
cording to Haag, are the basic competences and that the person is flexible and social. He 
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further states that the candidate’s personality is vital and should be considered carefully in 
the selection. Specific grades are not a major factor in the selection, since most of the tasks 
that need to be solved are taught internally. Which university the candidate has studied at is 
not highly valued either, however Haag argues that preconceived notions always exist. He 
continuous to argue that the universities in Stockholm and Linköping are valued as premier 
ones, and his knowledge about JIBS is limited. 

4.8.3 Studies Abroad 

The internationalization provides large opportunities for Hermelin Nordic Research to at-
tract global contracts. Haag argues that learning an additional language is the most impor-
tant aspect of studies abroad. The company employs many young people and tendencies of 
changes in their education have been noticed during the years. Several of the candidates 
have spent at least one semester abroad and Haag values this experience in the selection. 
However, studies abroad are small part in the selection, the personality is the factor that is 
valued the most. Studies abroad provide advantages on different levels, experiences from 
new cultures and people result in personal growth and new perspectives. A candidate that 
has been abroad illustrates a person who is creative, and Haag states that if an opportunity 
to go abroad is offered one should take it. He further states that he lacks information con-
cerning university studies abroad, the information he has is received through own experi-
ence. At Hermelin Nordic Research studies abroad are not a request, although the com-
pany has employees with this experience.  

4.9 Intersport AB   
Employees 105  

Turnover  ~41 million Euro 

Business Activity Head-office for the Intersport retail store 

Geographical Market  Operates in 2 countries 

Respondent / Position Johanna Krebs Johansson / Human Resource Manager 

Place and Date Jönköping, 18th of April 2006, personal communication 

Table 9, Intersport, (www.ad.se). 

4.9.1 The Recruitment Process 

The recruitment process at Intersport varies depending on the position to fill, it is some-
times handled by Intersport itself and on occasions with assistance from a private employ-
ment agency. It is more common that the company obtains help when employing someone 
to a higher position.  The recruitment process starts with the creation of a job-description, 
and is formulated by the recruiter and the superior manager of the vacancy. A demand-
profile is derived from the job-description and includes the needed qualifications of the 
candidate. These qualifications form the advertisement, and the methods used are newspa-
pers, Intersport’s intranet and homepage. The number of applications received depends on 
how successful the advertising has been, and in addition to these the company receives at 
least one unsolicited application each day. The applications are divided into two groups de-
pending on how well they match with the demand-profile. The ones that fulfill the de-
mands are placed in the group of attractive candidates and those that do not fulfill the basic 
requirements are rejected.  
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4.9.2 Selection Criteria 

During the selection the most suitable candidates are called for an interview. The number 
of candidates called for interview varies depending on the position, however most common 
is to call four to five candidates. The first interview is an opportunity to meet the candi-
dates and confirm the biographical data that has been sent with the application. After the 
first interview one or two candidates are selected and called for a second interview. This in-
terview contains more detailed questions, and thereafter references are confirmed. The 
company has licenses to conduct different personality tests, however at present time it is 
nothing that is done. Krebs-Johansson explains that when Intersport takes assistance of a 
private employment agency tests are always conducted.  

The candidate’s own will to personal development is a central factor at Intersport and the 
company does not only evaluate the candidates on the basis of their grades, however 
Krebs-Johansson stresses that grades give some indication of the candidates’ ambitions and 
how easy they can be taught. Other competences that she stresses as vital is the “Intersport 
spirit”, which can be described as being a team player, the ability to cooperate, work after 
result, and keep deadlines. Krebs-Johansson states that the importance of which university 
the applicant has studied at is dependent on whom you are asking. Her opinion is that it 
does not matter, and a good mixture of people from different universities is the best alter-
native.  

4.9.3 Studies Abroad 

Krebs-Johansson does not consider experience of university studies abroad as something 
rare, in fact it is rarer if the candidate has not studied abroad. This trend has changed dur-
ing the last decade, and almost every candidate has some kind of abroad experience. She 
believes that studies abroad are of value, however it is not crucial when selecting a new 
employee, the most important aspect of studies abroad is the personal development. She 
states that within Intersport, a study abroad experience is not of large use in the economic 
department, while the experience is useful in the purchase department. This department 
works more with international contacts and the employees are in need of international 
knowledge. Some of Intersport’s employees have experiences from studies abroad, how-
ever it is not a requirement for employment. Krebs-Johansson explains that she does not 
have much knowledge about studies abroad, neither about JIBS. She further explains that 
Intersport does not have any cooperation with Swedish universities today, but they aim to 
develop relationships in the near future. Krebs-Johansson believes that the demand for in-
ternational experience will increase in the future, and that Intersport will expand its interna-
tional cooperation.   
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4.10 Reklambruket Produktion AB 
Employees 65 

Turnover ~13 million Euro 

Business Activity Advertising Agency 

Geographical Market  Operates in Sweden 

Respondent / Position Hans Axelsson / Human Resource Manager  

Place and Date Jönköping, 18th of April 2006, personal communication 

Table 10, Reklambruket, (www.ad.se). 

4.10.1 The Recruitment Process 

When Reklambruket has a vacant position, a group of two or three people including the 
CEO starts planning for the recruitment process. Reklambruket’s policy is that all labor 
that is needed is employed, not hired from an outsource company. The recruitment is done 
externally and the vacancy is advertised through Arbetsförmedlingen. Axelsson states that 
Arbetsförmedlingen fulfill Reklambruket’s demands for finding a suitable candidate, thus 
other methods are not necessary to use. The company does not advertise a vacant position 
internally, Axelsson believes that if an employee possesses the required qualification he/she 
will find the advertisement at Arbetsförmedlingen.    

4.10.2 Selection Criteria 

In the selection Reklambruket searches for a candidate that fulfills the requirements for the 
vacant position. Approximately ten candidates are called for an interview, and Axelsson 
states that the first impression of the candidates plays a vital role. He further states that af-
ter one meeting with the candidates he is capable to determine if someone is suitable for 
the job, and as a result the selection is based on one interview. References are always con-
firmed and are considered to be a significant factor as well. A candidate’s grades, on the 
other hand, are not of great importance as low grades can hide an efficient and competent 
person. Axelsson does not regard any Swedish university as superior over others, and it 
does not matter if the candidate’s diploma is received in Sweden or abroad. Reklambruket 
does not have any cooperation with universities in Sweden, although Axelsson argues that 
he has basic knowledge about JIBS, and describes it as high status university. When recruit-
ing a new employee, any working experiences are interesting since it shows that the candi-
date is responsible and has a will to work.      

4.10.3 Studies Abroad 

Reklambruket does not operates in an international environment, hence the internationali-
zation of the labor market are not evident. Reklambruket has some international contacts 
in the Nordic countries, however the company does not require any international experi-
ences from the employees, and it is not a requirement in the recruitment process. Although 
Axelsson does not regard a candidate’s university studies abroad as a qualification in a re-
cruitment process, he claims that studies abroad are a useful experience that gives split vi-
sions and valuable knowledge of additional languages. Axelsson believes that internationali-
zation will increase in the future and demand more international experience. 
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4.11 Vitamex AB 
Employees 59 

Turnover ~22 million Euro 

Business Activity Manufacturing and developing health care products 

Geographical Market  Operates in 5 countries 

Respondent / Position Jonas Mörnås Bergmark / Human Resource Manager 

Place and Date Norrköping, 4th of April 2006, personal communication 

Table 11, Vitamex, (www.ad.se). 

4.11.1 The Recruitment Process 

Vitamex recruits employees in a structured way, where pre-determined steps are followed. 
The first step is to make an analysis of the possibilities to reorganize the work assignments 
and thereby economize the position, or make a decision of how the recruitment should be 
carried out. The company starts by formulating the requirements for the position and when 
these are determined Vitamex begins with an internal search for suitable candidates. The 
company encourages the development and promotion of present employees, since it is the 
easiest and less expensive solution. However, if there are no suitable internal candidates Vi-
tamex has to make an external recruitment. When recruiting newly graduated candidates 
they do not use newspapers, since it is expensive and does not give the desirable response. 
Neither is the company’s website used, since it is under development. Depending on the 
vacancy, Internet recruitment websites and Arbetsförmedlingen are used. Though, the local 
newspapers are used when searching an experienced employee that are already living in the 
region, Östergötland, and that are not actively looking for a new job. Since the organization 
only recruits a small number of employees each year the cooperation and contact with 
Swedish universities is more about marketing itself than recruiting new employees.   

4.11.2 Selection Criteria 

The response on an advertisement for an available job depends on the position and the re-
quired qualifications. In the first selection the candidates are evaluated on education and 
personal characteristics. The ones that best fulfill the requirements are called for a short in-
terview, and this interview will constitute the basis for the second selection of the candi-
dates. Three interesting candidates are called for an in-depth interview where a personality 
profile is done and the final decision about which one to employ is taken. The selection is 
based on a comparison of the demand-profile and the candidate’s hard and soft biographi-
cal data.  

The candidate’s grades are not of great importance in the selection, the essential part is the 
completed degree and received diploma. Mörnås-Bergmark considers it to be vital at which 
university the degree is obtained, and Stockholm School of Economics is considered to be 
outstanding, followed by Linköping University, Uppsala University and Umeå University. 
Factors that make a candidate interesting are his/her involvements in student associations 
and experiences from working with projects.  
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4.11.3 Studies Abroad 

Although Vitamex does not have any international cooperation in its operation, Mörnås-
Bergmark claims that international experiences are viewed as a positive influence when re-
cruiting in an international environment. Today the internationalization is evident, and it 
has become more common that young people are traveling and studying abroad. Mörnås-
Bergmark argues that organizations benefit from employees with knowledge in additional 
languages, working experiences from abroad, and valuable international contacts that can 
be useful when building future business relationships.  

Mörnås-Bergmark associates university studies abroad with a person that wants to broaden 
his/her view, and is courageous and active. He argues that the most interesting aspects with 
studies abroad are the language learnt and the experience of another country, not the spe-
cific courses taken. Vitamex does not require experience from studies abroad when recruit-
ing employees, however it does catch attention in the selection. Mörnås-Bergmark states 
that a diploma received within the European Union is ranked higher than one received in 
the Middle East. He believes that the content of a European diploma has higher quality and 
can easier be compared to the Swedish education system. Mörnås-Bergmark further states 
that the need for international experience is increasing, and the educational level among the 
applicants is rising.  
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5 Analysis 
The analysis is a vital part of the thesis and a major cornerstone for the fulfillment of our purpose. The 
chapter will apply the recruitment and selection theories on the empirical findings, and differences and simi-
larities will be discussed. We will present answers to our research questions; how organizations manage their 
recruitment process of white-collar workers, what factors that are considered to be the most important when 
selecting a new employee, how university studies abroad are considered in the selection of new employees, and 
what advantages they bring. 

5.1 Recruitment of White-collar Workers 

Fisher et al. (2003) describe the planning as essential within HRM, and the staffing activity 
involves a forecasting of future employees. It is important to obtain the right number of 
individuals at the right time and place. French (2003) further states the importance of em-
ploying and keeping employees. Comparing this to our empirical findings, we have found 
that organizations consider the recruitment process to be vital. The interviewed companies 
put effort into their recruitments, where time and money are spent on planning and prepar-
ing for a new employee. As a support for this, Haag argues that Hermelin Nordic Research 
regards its employees as an investment for the future, and states that the money and time 
spent on finding adequate employees are worth it (M. Haag, personal communication, 
2006-04-06). The company uses employment agencies as assistance in the recruitment 
process, these agencies are expensive and time consuming but provide Hermelin Nordic 
Research with in-depth interviews and employment tests. Another company that invests in 
its recruitment is Ernst & Young as it performs a cost-analysis before the process begins. 
The analysis is a preparing phase of the vacancy, where job-description and recruitment 
methods are determined, and a budget is formulated (P. Östling, personal communication, 
2006-04-04). A majority of the interviewed companies make use of private employment 
agencies, although to what extent the agencies are used depends on the vacant position and 
which company it is. Most of them take assistance from agencies when recruiting to a 
higher position, or when the companies have many vacancies to fill and the recruiter’s time 
is limited. These agencies are impartial and function as a third party opinion that brings an 
outside view. Comparing our empirical findings with theory we have found that time and 
cost are not the decisive factors in the recruitment process. Organizations consider their 
employees to be important and that it is worth investing in a proper recruitment in order to 
find future employees. 

Bolander (2002) argues that a well-functioning recruitment process facilitates organizations’ 
fulfillment of their goals, and a successful recruitment can be accomplished by using either 
the psychometric approach or the social process approach. The psychometric approach fo-
cuses on cost-efficiency and stable working conditions, while the social process approach 
focuses on social relationships and changing conditions. A combination of the two ap-
proaches can be applied on the interviewed organizations, although it differs to what extent 
the approaches are combined. We have interpreted the psychometric approach to be pre-
sent in Husqvarna’s planning and evaluation for future human resources, and that the ap-
proach can be applied on Nordea as the company conducts cost-analysis for future needs. 
In addition the social process approach can be applied on both companies, Nordea is oper-
ating in a global environment where the required qualifications for a job are changing over 
time, and Husqvarna emphasizes the candidate’s personality and its ability to function in a 
group. It is complicated to apply both approaches on Manpower, as the company has two 
different recruitment processes that fulfill different purposes. We have found that the so-
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cial process approach is the most applicable since Manpower is dependent on its custom-
ers’ needs and the employees are responsible for how the customer view Manpower’s 
trademark. The demands on Manpower’s jobs and employees are constantly changing, and 
are depending on the customers’ requests. To encapsulate this discussion we believe that it 
is difficult to distinguish between the two approaches and argue that both are present in 
organizations. As a result of globalization the social process approach can be seen as more 
dominant, where jobs and qualifications are constantly changing. The approach emphasizes 
the importance of social relationships and personality at the same time as it creates organ-
izational efficiency. The psychometric approach is somehow always present as organiza-
tions begin their recruitment processes by planning and taking cost-efficiency into consid-
eration. However, we believe that this approach has become more of a short-term ap-
proach since today’s working conditions are less stable and it is difficult to predict future 
needs.   

Fisher et al.’s (2003) model of the recruitment process (figure 3), in the frame of reference 
chapter, presents different steps of recruitment from the organization’s perspective. On the 
basis of this model, we have defined four general steps that organizations follow; planning, 
searching, selecting, and hiring. The recruitment processes in the eleven organizations are in ac-
cordance with Fisher et al.’s model and our definition. However, the organizations differ in 
their course of action, some organizations emphasize the planning while others focus on 
selection criteria. The similarities among the companies can be connected to the fact that 
there is no prominent theory within HRM, and our theoretical sources are resembled of 
each other and all go through planning, searching, selecting, and hiring. We claim that the 
steps are dependent on each other, and that organizations follow them more or less. With-
out planning, organizations will have problems with defining what they are searching for 
and might not reach the target group. Selection can then be based on inappropriate criteria, 
and consequently organizations will offer the job to an unsuitable candidate. Thus we ques-
tion the efficiency of the process, is it possible to recruit without following these four steps, 
can one be excluded and/or replaced? Finding a solution to this statement is beyond the 
purpose of our thesis, and can be a question to investigate in a further research.  

Decenzo and Robbins (2002) describe how the four activities of HRM, staffing, training 
and development, motivation, and maintenance, are affected by external forces such as la-
bor unions, management practices, government legislation, and globalization. These forces 
have consequences for the interviewed organizations, and the human resources within it. 
The recruitments are affected by government legislation, employees have certain safety 
regulations and a person cannot be dismissed without a reasonable motive. Globalization 
affects organizations as well, and the investigated organizations state that jobs and its re-
quirements of employees need to be adjusted to the environment. Magnusson explains that 
the recruitment at Husqvarna begins with an evaluation of the company’s resources to de-
termine if the position needs to be reorganized or stay the same (M-L, Magnusson personal 
communication, 2006-04-11). The labor unions are affecting the companies’ recruitment, as 
certain rules and guidelines need to be followed. Nordea, Östgöta Brandstodsbolag, and 
ETP Transmission argue that their recruitment processes are affected by their relationship 
with labor unions. They do not have the possibility to employ, nor make reductions, with-
out the involvement of unions. Government legislation, globalization, and labor unions 
cannot be overcome, and these factors are indirectly affecting organizations’ recruitments. 
Once again we argue that it is important to employ the adequate candidate, as laws and 
regulations prevent organizations to act as they want. If wrong decision is made the organi-
zation might get stuck with an inefficient employee. 
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The theories presented in this thesis describe that organizations’ recruitment can be done 
both internally and externally. The theories illustrate internal recruitment in a positive spirit 
as something the company can benefit from. However, we have got the impression that in-
ternal recruitment is often done due to obligations towards the labor unions. Kindblom at 
Nordea explains that an internal recruitment is done before an external recruitment, due to 
agreements with the unions. However, he does not receive a large number of internal ap-
plications, and those received might not attain the pre-determined qualifications (B. Kind-
blom, personal communication, 2006-04-21). Sanderi at ETP Transmission also tells us 
that due to obligations towards the labor unions, an internal search is always done when a 
vacant position occurs (A-M. Sanderi, personal communication, 2006-04-06). We are of the 
opinion that if companies already have competent employees that are qualified for a vacant 
position, the company can save both time and money on the recruiting process by promot-
ing the employee directly. Thereby the four general steps in the recruitment, planning, 
searching, selecting, and making job offers, can be skipped as the employee gets a job offer 
without an advertisement is done. Haag at Hermelin Nordic Research states that there are 
advantages of internal recruiting, such as cost saving and that the employee already is famil-
iar with the company. Although, he contradicts this statement by arguing that renewal of 
the organization is necessary in order to receive new perspectives (M. Haag, personal 
communication, 2006-04-06). We believe that there are many factors to take into consid-
eration when deciding whether internal or external recruitment are preferable. It depends 
on the position, the situation, regulations, and the available candidates, however we support 
Decenzo and Robbins’s (2002) statement that organizations should avoid too much in-
breeding.    

All interviewed companies are recruiting externally, the only differences found are the 
methods used. At Östgöta Brandstodsbolag the most common external recruitment meth-
ods are newspapers and employment agencies, while Reklambruket only makes use of Ar-
betsförmedlingen. Six out of eleven companies advertise vacant positions on their own 
websites, which is an effective way to reach the target group. Persson at Saab Training Sys-
tem argues that people that are interesting in working for a company will visit the website 
and get information about available jobs (B. Persson, personal communication, 2006-04-
11). Most of the respondents are of the opinion that which method to use depends on the 
position that needs to be filled, which target group to reach, and how much time and 
money they are willing to spend. At Manpower external recruitment is not always neces-
sary, the company might already have a pre-interviewed candidate or can easily find a suit-
able candidate in its database. We believe that the difficult part of external recruitment is 
not which method to use, it is rather a question of how to reach desirable candidates and 
be efficient. 

5.2 Selection Criteria 

Price (2004) argues that the organization’s and the individual’s objectives might conflict 
during the selection. The organization tries to evaluate the candidate’s strengths and weak-
nesses, at the same time as the candidate tries to only show its strengths. Once again this 
can be connected to the importance of hiring adequate employees. Nordea, for instance, in-
terviews its candidates on several occasions as Kindblom emphasizes the fact that people 
act differently from time to time (B. Kindblom, personal communication, 2006-04-21). Vi-
tamex, as well as Intersport and Ernst & Young, meet their candidates more than one time 
in order to receive an appropriate picture of their strengths and weaknesses. Reklambruket, 
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on the other hand, only meets the candidates once since Axelsson states that after receiving 
a first impression of the candidate he is capable of determine if it is a suitable person (H. 
Axelsson, personal communication, 2006-04-18). Analyzing it from the candidate’s per-
spective, we believe that several occasions facilitate the candidate’s chance to show its true 
colors. More meetings give the candidate the opportunity to get a picture of the job envi-
ronment and organizational values, and a bad impression can result in a rejection of a job 
offer. The interviews can be seen as a two-way communication, where both the company 
and the candidate have to be receptive as well as critical to information and offers. We state 
that when meeting more than once, the risk for the company and the candidate to make a 
wrong decision is minimized.        

Organizations need to plan and formulate their needs accurately as the needs provide the 
requirements for the selection, French (2003) states that organizations should evaluate the 
candidate on dimensions such as education, work experiences, and personal characteristics. 
From our empirical data we have found that, in order to evaluate the candidates the inter-
viewed organizations make use of a job-description, demand-profile, or a combination of 
both. The respondents have not always used the terminology job-description and demand-
profile, however we have interpreted their methods used function in the same way. In-
tersport is one of the companies that support this argument as the company begins the re-
cruitment process by creating a job-description and a demand-profile. Vitamex, on the 
other hand, only formulates the requirements for the position before searching for candi-
dates. Even if Intersport and Vitamex design their profiles differently, the purpose is the 
same as both companies state the required job qualifications and competences. The stated 
requirements function as a benchmark for the organizations to easily compare the different 
candidates. Östgöta Brandstodsbolag distinguishes between desirable and necessary re-
quirements in its demand-profile, and this can be compared to Prien’s (1992) theory about 
wish- and must-demands. The must-demands at Östgöta Brandstodsbolag are the required 
qualification for the job, while the wish-demands include the candidate’s personality and 
working experiences. Comparing the theories with our empirical findings, we have noticed 
that Prien’s theory from 1992 is still valid today. We can therefore argue that theories 
within the HRM area are general and it is easy to find resemblance between theory and re-
ality, which supports our earlier discussion about no prominent theory within HRM.  

Our frame of reference concerning planning for the selection of a candidate and the em-
pirical findings can easily be compared. Dale (2003) explains that applicants that do not ful-
fill the job-description and demand-profile are immediately removed in the first selection, 
and McLarty (2000) claims that the remaining applicants should be sorted by using a rating 
scale where their qualifications and competences are taken into consideration. Rating scales 
can be used as a first selection device where the candidate’s CV is compared with the or-
ganization’s demand-profile. The respondents make this comparison and sort the received 
applications, but the course of action differs. Husqvarna, for instance, makes the first selec-
tion by grading the applications based on how interesting they are, while ETP Transmis-
sion sort the applications into A, B, C. We argue that by sorting the applications the selec-
tion becomes more manageable, Persson at Saab Training System states; 

“The selection begins by sorting the applicants, the ones that do not fulfill the requirements or do not have 
the requested education and experience are rejected” (B. Persson, personal communication, 2006-04-
11)     

Persson’s statement indicates that sorting the applicants makes the company able to de-
crease the number of candidates and thereby make the process more manageable and effi-
cient. As a result, the company does not have to spend unnecessary time and money on in-



 Analysis 

 43

terviewing inappropriate candidates. The applicants that fulfill the requirements and are 
seen as the most interesting are called for an interview. Face-to-face interviews tend to be 
the most common among the respondent companies, and McLarty (2000) states that it is 
the most appropriate method in order to determine interpersonal skills. Manpower is the 
only company that conducts the first interview by telephone, and we consider it to be a re-
sult of Manpower’s large amount of applications and the aim to be effective in the recruit-
ment process. The remaining companies make their first interviews face-to-face, and we 
believe that these interviews can be more rewarding and effective by making a brief tele-
phone interview first. The organizations can save time and money by confirming hard bio-
graphical data and go through practical information by telephone before meeting the can-
didate.  

Dale (2003) states that selection is made through evaluating the candidates on biographical 
data, employment tests, and interviews. These factors are not objective, as they do not 
eliminate bias nor prevent errors. We argue that the selection is dependent on the recruiter, 
and that his/her own opinion may easily affect the choice of candidate. Ernst & Young, 
Husqvarna, Nordea, Östgöta Brandstodsbolag, ETP Transmission, and Reklambruket have 
more than one person involved in their selections, and that can be a suitable way to mini-
mize bias and prevent errors. In order to get a picture of the candidate’s personality some 
of the interviewed companies use employment tests. Husqvarna uses tests as guidance in 
the selection but the results are not decisive, while Nordea values the test result as one 
third of the final selection. Saab Training System on the other hand does not use employ-
ment test, as Persson believes that the same information can be gathered through inter-
views (B. Persson, personal communication, 2006-04-11). To conclude this discussion we 
believe that biographical data and employment tests give a general picture of the candidate, 
and regard them as a complement to the information received during the interviews. How-
ever, they are not significant in the final selection, as they do not provide enough informa-
tion about the candidate’s competences and personality.  

Another aspect to take into consideration in the selection is the confirmation of the appli-
cant’s references (Cheatle, 2001). We have realized that references are of great importance, 
as many of the respondents put effort into confirming them. Manpower, Nordea, Östgöta 
Brandstodsbolag, Intersport and Reklambruket state that they always confirm their candi-
dates’ references. This is done in order to evaluate the applications and find evidence of the 
candidate’s stated abilities and skills. By confirming the references, the companies receive a 
third party opinion and can be more objective in the selection. Price (2004) argues that it is 
a small chance that a candidate will give an unfavorable reference, although we have found 
that companies highly value references and their opinions about a candidate. If the given 
references are seen as insufficient, we believe that companies are requesting for an addi-
tional reference or are extra careful in taking the opinion into consideration.        

Holmer and Karlsson (1991) describe that qualification focus on education, knowledge and 
skills. The interviewed companies are valuing qualifications differently, generally the candi-
date’s stated diploma is confirmed but specific grades are not considered. Mörnås-
Bergmark at Vitamex argues that; 

 “Grades are not of importance, the essential part is that the candidate has a completed degree and has re-
ceived its diploma” (J. Mörnås-Bergmark, personal communication, 2006-04-04)   

Ernst & Young is the only company that contradicts this statement, as Östling claims that 
grades are taken into consideration and grades above average are preferable (P. Östling, 
personal communication, 2006-04-04). We have got the impression that the candidate’s 
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biographical data, education, and grades are factors that compose the first selection, and 
the candidates that do not fulfill the stated requirements are eliminated. We argue that the 
companies’ job-descriptions and demand-profiles are a general description of the require-
ments that are applicable on many candidates. Thus, when receiving a large amount of ap-
plications some specific factors need to be considered when distinguish between the candi-
dates. We believe that factors such as education, grades, experiences, references, and uni-
versity studies abroad, can differentiate the candidates. Even if the interviewed companies 
claim that some of these factors are not vital, we believe that they contradict themselves as 
Krebs-Johansson states; 

“We do not evaluate the candidates based on their grades, but it give us some indication of the candidates’ 
ambitions and how easy they can be taught” (J. Krebs-Johansson, personal communication, 2006-
04-18) 

After the first selection, qualification confirmation, the most interesting candidates are 
qualified to the second phase where we consider competences and personality to be valued. 
Ellström (1992) argues that competence focus on the individual and its personal merits. 
Competence can also be a measurement of how successful a person is (Holmer & Karls-
son, 1991). During the interviews, the respondents have claimed that work experience, 
communication skills, social competence, creativity, and efficiency are preferable compe-
tences of the candidates. Jerhammar at Manpower states; 

“The more work experience the candidate has, the greater is the opportunity to receive a job” (U. Jer-
hammar, personal communication, 2006-04-07)  

We find it difficult to determine general competences that are valued and fits within all or-
ganizations. Which competences to require are dependent on the organization as well as 
the position to be filled. We argue that the mentioned competences can somehow be re-
flected in the candidate’s personality. Organizations view personality as vital and it plays a 
decisive role in the final selection decision. This can be supported by the fact that all re-
spondents claim that personality is the conclusive factor.  

“The candidate’s personality plays an influential role” (M-L. Magnusson, personal communication, 
2006-04-11) 

“When evaluating two candidates the personality will be the determining factor” (B. Kindblom, per-
sonal communication, 2006-04-21) 

“The candidates personality is important and should be considered carefully in the selection” (M. Haag, 
personal communication, 2006-04-06) 

To encapsulate this discussion, we believe that qualification is the key factor in the first 
phase of selection, whereas the candidate’s competences and particularly the personality are 
the determining factors in the second selection. All factors are somehow considered in the 
selection, although the importance differs depending on how the organization values them.  

5.3 University Studies Abroad 

Globalization has become a vital part of the society and the Swedish educational system 
(National Agency for higher education, 2005:1 R). Analoui (2002) states that internationali-
zation has created a more complex environment where organizations can no longer limit 
their resources to the national level. The internationalization is evident for the interviewed 
companies. For Hermelin Nordic Research the internationalization has provided opportu-
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nities to attract global contracts (M. Haag, personal communication, 2006-04-06). Östling 
at Ernst & Young states that ten per cent of its clients are international (P. Östling, per-
sonal communication, 2006-04-04), while Sanderi at ETP Transmission has noticed an in-
creased number of applications from foreign citizens that are interested in working in Swe-
den (A-M. Sanderi, personal communication, 2006-04-06). A consequence of globalization 
is that employees have to understand foreign languages, cultures, and ethics (Decenzo & 
Robbins, 2002). Jerhammar at Manpower has observed that knowledge of other cultures 
and languages has become a more usual request by its customers (U. Jerhammar, personal 
communication, 2006-04-07). Although Vitamex does not have any international coopera-
tion, Mörnås-Bergmark believes that an organization benefits from employees with interna-
tional experiences, such as knowledge of additional languages (J. Mörnås-Bergmark, per-
sonal communication, 2006-04-04). The National Agency for higher education’s research 
(2004:36 R) describes that the demand for individual competences and qualified employees 
has increased. Our opinion is that due to the difficulties in finding a job, individuals feel 
pressure to obtain a higher education in order to be competitive on the labor market. 
However, a received diploma is not enough the individuals have to have something that 
distinguishes them from others with same education and knowledge. We believe that for a 
couple of years ago individuals distinguished themselves through university studies abroad, 
today it is not something unique. Östling at Ernst & Young states that it is unusual if a can-
didate has not been studying abroad (P. Östling, personal communication, 2006-04-04), and 
Magnusson at Husqvarna explains; 

“A person that has been studying abroad has taken a step to the world outside, although the step is not 
that huge today” (M-L, Magnusson, personal communication, 2006-04-11)  

Another factor that supports the difficulties on the labor market is that the interviewed 
companies state that they receive a large amount of unsolicited applications. Intersport re-
ceives at least one unsolicited application each day (J. Krebs-Johansson, personal commu-
nication, 2006-04-18), and Östgöta Brandstodsbolag gets two or three thousand each year 
(M. Hedström, personal communication, 2006-04-21). The large number of applications 
can be connected to the difficulties in finding a job and are a chance for unemployed to 
apply for jobs that might not be available yet.   

The conditions on the labor market have affected the interviewed organizations’ coopera-
tion with collages and universities. Persson at Saab Training System states that for a couple 
of years ago the company employed students directly from the universities, however the 
poor conditions on the labor market has created an abundance of candidates (B. Persson, 
personal communication, 2006-04-11). Today Saab Training System does not recruit stu-
dents directly, the cooperation with universities is more about creating contacts for the fu-
ture. Mörnås-Bergmark at Vitamex explains; 

“We are only recruiting a small number of employees each year, therefore our cooperation with universities is 
more about marketing ourselves than recruiting new employees” (J. Mörnås-Bergmark, personal 
communication, 2006-04-04)  

Ahrnborg-Swenson (1997) argues that this cooperation creates possibilities for the employ-
ers to shape their employees. Östling argues that Ernst & Young often recruit candidates 
that are newly graduates (P. Östling, personal communication, 2006-04-04), and we con-
sider it to be a way for Ernst & Young to shape its employees to fit within the organization. 
Cooperation between organizations and universities are common, and we believe that both 
students and companies can benefit from it. Although this cooperation might not result in 
an employment it creates relationships and valuable contacts for the future. When recruit-
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ing employees we have found that the opinions concerning the importance of which uni-
versity the candidate has studied at differs among the respondents. Magnusson states that 
Husqvarna values the universities in Sweden as equal (M-L. Magnusson, personal commu-
nication, 2006-04-11). Mörnås-Bergmark at Vitamex, on the other hand, states that it is vi-
tal, and he considers Stockholm School of Economics to be outstanding (J. Mörnås-
Bergmark, personal communication, 2006-04-04). Haag at Hermelin Nordic Research 
states; 

“We do not value which university the candidate has studied at to a large extent, however I believe that pre-
conceived notions always exist” (M. Haag, personal communication, 2006-04-06) 

A company’s opinion regarding which university the candidate has studied at will differ de-
pending on whom you are asking in the organization. We stress that the recruitment proc-
ess relies on the recruiter’s opinions, if he/she considers the university to be of importance 
it will probably affect the final selection decision.  

During the interviews we got the impression that the respondents have limited knowledge 
and information about university studies abroad. The information they have is mainly re-
ceived through own curiosity and interest. Husqvarna and Saab Training System explain 
that their information is obtained through interviewing candidates, while Haag at Hermelin 
base his knowledge on own experience. Bolander (2002) argues that for the employees the 
recruitment process concerns how the individual competence is valued, whereas the or-
ganizations are more concerned with how to make use of the employees’ competence. We 
argue that in order for a candidate to get its study abroad experience valued, he/she has to 
market the experience him-/herself. We suggest that the candidate should describe the ex-
perience and its influence on the personal development, rather than only present the 
courses taken. The marketing can take place in a candidate’s CV and by highlight the ex-
perience during an interview. The respondents do not evaluate the studies abroad experi-
ence to a large extent in the selection. However, the companies state that the experience 
can be reflected in the candidate’s personality. According to Kindblom at Nordea, univer-
sity studies abroad results in a confident candidate with experience from other cultures and 
languages (B. Kindblom, personal communication, 2006-04-21). Sanderi at ETP Transmis-
sion describes studies abroad as something that catch attention in the recruitment and 
shows that a candidate is ambitious, and has a will to challenge new things (A-M. Sanderi, 
personal communication, 2006-04-06). Persson at Saab Training System on the other hand 
explains; 

“Studies abroad do not give the candidates any advantages, besides the practice of another language” (B. 
Persson, personal communication, 2006-04-11) 

Although Persson has a negative connotation, we regard the practice of a second language 
as a part of the study abroad experience and can therefore be seen as an advantage. Univer-
sity studies abroad are not a requirement in the recruitment process within the eleven com-
panies. Jerhammar at Manpower states that studies abroad can be an advantage if its cus-
tomers request it, however so far none of the clients have asked for it (U. Jerhammar, per-
sonal communication, 2006-04-07). As Manpower conducts a large number of recruitments 
each year we consider Jerhammar’s statement to be trustworthy. This can also be supported 
by the fact that none of our respondents have requested the experience. 

The education and its qualifications differ among countries, and as an attempt to minimize 
this gap the Bologna process was created (www.ei-ie.org). This process is based on agree-
ments between European states and institutions to achieve greater coordination of higher 
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education (National Agency for higher education’s research, 2005:27 R). Our opinion is 
that the understanding for university studies abroad will increase in the near future. As the 
Bologna process will be established, boundaries between countries will disappear and the 
education will become more internationalized and equivalent. The process will bring more 
knowledge and information about university studies abroad and we argue that the more 
knowledge the employers have the greater are the advantages for employees with this ex-
perience. We believe that the employers’ limited information about university studies 
abroad are a contributing factor why studies abroad are not highly valued and does not give 
any benefits in the recruitment. As the world is becoming smaller the internationalization 
becomes more evident. We believe that an international experience might not be valued 
higher in the future but it might result in individual advantages that both the candidate and 
the organization can benefit from.   

5.4 Medium vs. Large  

Our intention was to investigate if any differences in the recruitment process between the 
medium- and large-sized organizations exist, however no obvious differences were found. 
Some tendencies for medium and large organizations to differ in their routines of recruit-
ment were although discovered. The large-sized organizations, Ernst & Young, Husqvarna, 
Manpower, Nordea, Saab Training System, and Östgöta Brandstodsbolag have described 
their processes as structured and with some set routines. Comparing this to the medium-
sized organizations, ETP Transmission, Hermelin Nordic Research, Intersport, Reklam-
bruket, and Vitamex we have noticed that their routines are adjusted to every recruitment 
and do not follow routines to the same extent. An exception from the mentioned state-
ment can be found in Saab Training System, and we believe that this is a result of reduc-
tions and that the company is not hiring at the moment. We argue that the differences be-
tween medium- and large-sized companies can be connected to the fact that larger compa-
nies have more employees and are thereby conducting more recruitments. Larger organiza-
tions also have more money to spend on their recruitment processes and the different 
tools, such as advertisement and employment agencies used to attract candidates. Another 
contributing factor can be that large organizations have a whole department, rather than 
one person, that handles their human resources. 

We have not found any tendencies of differences in the organizations’ opinions on how 
university studies abroad are evaluated. Both the medium- and large-sized companies de-
scribe the experience as common among their candidates, however they do not regard it as 
outstanding. None of the companies value the study abroad experience in their selection, 
but they argue that it contributes to the individual’s personal development. Analyzing the 
companies’ geographical market all, except from Östgöta Brandstodsbolag and Reklam-
bruket, operate in an international market. The only difference found is the numbers of 
countries that they operate in, the large organizations have both a higher number and 
spread of countries compared to the medium organizations where operations are mostly 
restricted to the Nordic countries. Even though the large organizations operate in more 
countries, we have not found any tendencies for them to be more internationalized and 
value the study abroad experience higher.  
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6 Conclusions  
This chapter will present the answers to our research questions and purpose, how university studies abroad 
are valued when recruiting white-collar workers. The chapter will discuss further research and own reflections 
of the thesis will be presented.  

Companies consider the recruitment of white-collar workers as vital and both time and 
money are invested in the process of finding a future employee. The recruitment ap-
proaches, psychometric approach and social process approach, are applicable on organiza-
tions, however it is difficult to separate them. When applying them on today’s global or-
ganizations a combination of both approaches can be used. Based on the analysis we have 
found that organizations go through four general steps; planning, searching, selecting, and 
hiring, when recruiting an employee. These steps are dependent on each other, and to suc-
ceed with the recruitment none of the steps can be excluded. We state that there are no 
right or wrong ways when recruiting employees, and theories within HRM are similar to 
each other. It is the organization, situation, time and money that determine how the re-
cruitment process should be carried out.  

Qualifications such as, education, experience, and grades are evaluated in the first phase of 
selection to confirm that the candidate fulfill the job requirements. In the second phase of 
selection the candidate’s competences are valued. Work experience, communication skills, 
social competence, creativity, and efficiency are factors that are preferable by organizations. 
It is difficult to determine general competences that are valued and fits within all organiza-
tions, and our conclusion is that which competences to require are dependent on the va-
cancy and the company. On the other hand, we can determine that the candidate’s person-
ality is the decisive factor in the organization’s final selection. Our conclusion is that the se-
lection is dependent on the recruiter, and his/her own opinion may easily affect the choice 
of candidate. If the recruiter considers grades, education, and studies abroad to be impor-
tant, these competences will probably be considered in the selection, whereas if they are 
not valued they might not even be evaluated.     

From our analysis we conclude that organizations have very limited knowledge and infor-
mation about university studies abroad. If the candidate wishes to benefit from the study 
abroad experience he/she has to market and sell the experience itself. We have found that 
organizations only view the study abroad experience as rewarding for the candidates per-
sonal development and maturity. It is not an experience that is regarded as an asset neither 
as an advantage that the organization can benefit from. Nine out of the eleven investigated 
companies operate in an international market, despite this the interest of studies abroad 
and international experience is limited. We argue that this is disappointing as one can as-
sume that companies that operate in an internationalized market would be more interested 
in international experiences among candidates. The global world of today has created an 
open labor market where boundaries have begun to faint away and the opportunities for 
candidates to work abroad have increased. Candidates with a study abroad experience are 
not afraid of taking the step outside the Swedish labor market, since they are aware of what 
it involves. We believe that Swedish employers’ inadvertence will result in future candidates 
seeking job opportunities abroad where the experience is appreciated. We argue that the 
Bologna process will contribute to an increased knowledge of international education 
among employers. The international study abroad experience might not be valued higher in 
the future, but the more knowledge and information available, the larger are the benefits 
for both the organizations and the candidates.  
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6.1 Discussion 

From our study we have got the impression that the investigated organizations have limited 
information regarding JIBS and university studies abroad. We believe that this is a result of 
unsuccessful marketing from the universities and argue that this can be counteracted. Uni-
versities can cooperate and market their international education together and thereby guar-
antee the quality of the education. By providing employers with information and knowl-
edge, the uncertainty can be reduced and thereby result in benefits for both individuals and 
organizations. Today’s global society has created a more internationalized education and we 
find it disappointing that employers lack knowledge concerning universities studies abroad 
and what the experience involves. Students invest both time and money in educational ex-
changes with other countries, but after this study we question if it is worth investing in this 
opportunity. At the same time it is important to not forget the personal development that 
the experience brings, which can be something that is worth investing in. International ex-
perience can be received through traveling and working abroad as well, and this is an alter-
native that also has to be taken into consideration. The student has to consider both the 
pros and cons before making the decision on whether to invest in a study abroad experi-
ence or not. 

We have noticed an interest in internships among students, and trainee positions are be-
coming more common. This could be a possibility to integrate the students and the em-
ployers in an early stage and is a huge opportunity for the universities. Cooperation and re-
lationships between universities, students and the employers will probably become neces-
sary in the future, and will be rewarding for all parts involved. 

6.2 Reflections 

Finding theories regarding internationalized education and valuation of the individual’s 
competences was difficult and complicated the process of writing our thesis. Few previous 
investigations on university studies abroad were done which contributed to difficulties in 
finding accurate information. However, in the end we believe that the theories and infor-
mation used provide a rewarding and sufficient result, and consider that the time spent on 
searching for appropriate theories was worth it. 

Even if deadlines are stressful they facilitate the accomplishment of a thesis. Improvements 
can always be done, but at some stage the decision that the thesis is finish has to be made. 
During the thesis writing one thing that could have been done differently is spending more 
time on planning. By planning throughout the whole process time could have been spent 
more efficiently, perhaps conducting the interviews at an earlier stage. Another aspect that 
we would have done differently is to coordinate the interview-questions more carefully 
with the theories and purpose before conducting the interviews. 

The qualitative method was well suited for our purpose, and we believe that a quantitative 
method would not have resulted in the same understanding. The theories used in the thesis 
are in accordance with our empirical findings and result. It is easy to reflect upon them and 
find similarities with the empirical findings, which might be explained by their general ap-
pearances.  
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6.3 Further Research 

Most of our used theories within HRM describe recruitment similarly and we have found 
that an organization’s recruitment process follows four general steps, therefore it would be 
interesting to examine if the recruitment process can be reorganized and become more ef-
ficient. Another aspect to investigate further is the different stakeholder’s view of university 
studies abroad. This thesis only examine the employer’s view of the subject, and it would 
be inspiring to conduct a study concerning differences and conflicts in the opinions among 
universities, students, professors, the National Agency for higher education, and the gov-
ernment.  

On the basis of our results, it would be motivating to conduct a quantitative study of the 
subject to confirm and compare similarities and differences. Another subject to explore is if 
there are any distinctions in recruiters’ values of university studies abroad. This is some-
thing that we have sensed, however it cannot be confirmed, and therefore it would be in-
teresting to find out if it exist any noticeable differences between a recruiter born in the 
1940’s compared to one born in the 1970’s.  
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Interview questions 

These questions will function as the foundation for our Bachelor thesis within Business 

Administration at Jönköping International Business School. The aim of the thesis is to ex-

amine how university studies abroad are valued in the recruitment of white-collar workers.  

1. Give a brief presentation of the company and its business activities 

2. How many employees does the company have? How many are white-collar work-
ers? 

• What position do You hold? 

• What are Your responsibilities and work tasks? 

3. Describe the company’s recruitment process when recruiting white-collar workers. 

• Planning, Recruiting, and Selection? 

• Internal or External recruitment? 

• What recruitment methods are used? 

• How is the selection done? 

4. What competences, in addition to the specific requirements for the position, are 
considered to be important in the recruitment process? 

5. To what extent are a candidate’s university grades valued? 

• How are they valued? 

• Does the university the candidate has studied at have any influence in the 
selection process? 

• What universities do You rank as top three in Sweden? 

6. Have You noticed an internationalization of the labor market? 

• Have You noticed any changes and trends in candidates’ knowledge and 
competences? 

• Does it influence Your choice of candidate in the selection process? 

 

Scenario: 

Two candidates are applying for a job, one is a graduate from Stockholm School of 
Economics, and the other is a graduate from Jönköping International Business School. 
The student from Jönköping International Business School has been studying abroad 
for one semester, besides this the candidates have equivalent competences. Which of 
the candidates are the most interesting in the selection? Motivate your answer    



 Appendix 

 56

7. What is Your first association to university studies abroad? 

• How much knowledge/information about university studies abroad do You 
have? 

• How is this information received? 

8. What do You know about Jönköping International Business School? 

• What are Your general associations and opinions about Jönköping Interna-
tional Business School?  

9. Does an university study abroad experience catch attention in the recruitment proc-
ess? In what way? 

• What are considered to be the most important; the country, the language, 
the length of the studies, the courses, the university, or other things?  

• Do You have any particular expectations of a person with university studies 
abroad? 

10. If the company has employees with experiences from university studies abroad, 
how is this competence valued? 

• Have the competence been required in the recruitment? 

• Do You consider that university studies abroad are of importance? 

• Do You regard an employee with experiences of university studies abroad 
as an asset for the company? 

11. How are a degree in Business Administration ranked if; 

• The degree is completed in Sweden 

• The degree is completed abroad 

• The degree is completed in Sweden, with one or two semesters abroad 

Motivate Your choice 

12. How would You describe the need for international experiences? How will this 
need increase and be of importance in the future? 
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Intervjufrågor 

Denna enkät kommer att ligga till grund för vår kandidatuppsats inom ämnet företagseko-
nomi, på Internationella Handelshögskolan i Jönköping. Uppsatsen har till syfte att under-
söka hur arbetsgivare värderar utlandsstudier i rekryteringsprocessen av tjänstemän med 
ekonomi utbildning. 

      1. Ge en kort beskrivning av Ert företag och Er verksamhet? 

• Vad är Er uppgift på företaget?  

• Vad ansvarar Ni över? 

2. Hur många anställda har Ni? Hur många är tjänstemän? 
3. Beskriv hur Er rekryteringsprocess går till vid anställning av tjänstemän? 

• Planering, rekrytering och urval? 

• Sker rekryteringen internt eller externt? 

• Använder ni hjälpmedel vid rekrytering? I så fall vilka? 

• Hur görs urvalet av ansökningar? 

4. Vilka kompetenser hos en arbetssökande, utöver de som efterfrågas för en specifik 
tjänst, anser Ni vara viktiga? 

 
• Vilken av de nämnda kompetenserna har störst betydelse i Er urvalsprocess?  

5. Hur stor betydelse har betygen? 
 

• Hur värderar Ni dem? 

• Har det någon betydelse vilken högskola eller universitet som en kandidat har 
studerat vid? 

• Vilka universitet och högskolor skulle Ni ranka som topp tre i Sverige? 

6. På vilket sätt har Ni märkt av internationalisering på arbetsmarknaden? 
 

• Har Ni märk av förändringar och trender i kandidaters kunskaper och kompe-
tenser? 

• Har det påverkat Ert val av kandidater i rekryteringsprocessen? 

Scenario: 

Ni har två kandidater till ett jobb, En har studerat på Handelshögskolan i Stockholm och 
En har studerat på Handelshögskolan i Jönköping. Den som har studerat i Jönköping har 
även studerat en termin utomlands, för övrigt har de båda kandidaterna likvärdiga kunska-
per. Vem är mest intressant att anställa? Motivera 
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7. Vad är Er första association till utlandsstudier? 

• Hur mycket kunskap/information har Ni om utlandsstudier på högskolenivå?  

• Hur har Ni fått denna information? 

8. Vad vet Ni om Internationella Handelshögskolan i Jönköping? 

• Vad är Era allmänna associationer och åsikter? 

9. På vilket sätt fångar utlandserfarenhet i form av studier Ert intresse vid en rekryte-
ring? 

• Vad anser Ni är viktigast med utlandsstudier; landet, språket, längd på studierna, 
kurser, universitetet eller annat?  

• Har Ni några särskilda förväntningar på en person som varit utomlands? 

10. Om Ni har anställda med erfarenhet av utlandsstudier, hur ser Ni då på denna 
kompetens? 

 
• Har erfarenheten specifikt efterfrågats vid anställningen? 

• Anser Ni att utlandsstudier är av betydelse?  

• Ser Ni en person med utlandsstudier som en tillgång? På vilket sätt?  

11. Hur rankar Ni likvärdiga ekonomiutbildningar om; 

• Hela utbildningen är genomförd i Sverige 

• Hela utbildningen är genomförd utomlands 

• Svensk utbildning med delar förlagd utomlands 

Motivera val? 

12. Hur skulle Ni vilja beskriva behovet av internationell erfarenhet? Hur tror Ni att 
detta behov kommer öka och vara av större betydelse i framtiden? 

 


