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Summary 

 

The globalized world of the early 21st century has had great impact on the labour 

market. Employees of today are faced with many more options then before, increasing 

staff turnover rates to very high levels. This raises a lot of interesting aspects in how to 

create affective, mutual and long-lasting employer-employee relationships in the way 

the world works today. We have identified part-time working students as a key group to 

investigate since they possess skills and qualifications that is important to retain within 

an organisation. More particularly, the purpose of this study is to look at part-time 

working business student and their relationship towards their current employer, their 

perceptions, and based on that, how likely it is that they will stay within that 

organisation after graduation. This has led us to our research question:  

 

How part-time working business students’ perception of their current employer 

influences their future career decisions? 

 

In the research field of Employee Retention, there is a lack of research on part-time 

workers, and even more lacking on part-time working students. A theoretical foundation 

has been created based on different aspects of this subject. Motivational theories, 

dividing motivation to either Intrinsic or Extrinsic to cover what motivates students in 

different settings is considered. Branching from motivational theories, the Expectancy 

theory is used to analyse the reasoning between potential outcomes, in this case job 

alternatives. As decisions regarding job alternatives shapes the future careers of young 

workers, research on career decisions with a focus on students, point out specific 

implications regarding the target group. Finally, to complement our foundation with 

research regarding the students’ relationship with their current employers, research on 

Employee Retention adds different predictors of staff turnover. Those predictors are 

used in order to understand why students say or leave an organisation. 

 

In order to answer our research question and to gain deep understanding, we have 

conducted qualitative interviews with business student at Umeå University. The 

interviewed students all have different part-time jobs, as to cover as many different 

organisations as possible. The study shows that part-time working students are 

influenced in their career decisions by their perception of their current employers and 

experiences from the job. Regardless of positive or negative experience, intrinsic 

aspects are desired from future careers, as well as development opportunities. The 

extent to which the organisation shows an interest in the students’ future development 

also influences the students’ attitude towards the organisation. However, regarding 

staying in the current organisations after graduation, the students are faced with issues 

beyond their control, like geographical complications.  
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1.0 Introduction 

In this chapter, we will introduce the reader to our subject of research, what influences 

employees in their future job decisions, with a focus towards part-time working 

students. The subject will be explained, argued for, and then we present relevant 

research. The theoretical background will be presented from its origin and where it is 

today, narrowing down to our gap. We also present a problem background more linked 

to students as part-time workers. Afterwards, we argue for our identified research gap, 

that it is relevant to all businesses having students in part-time employments. The value 

of retaining talented workers will be explained, also showing lack of focus in this area 

towards part-time workers, which will lead to the purpose of this study. 

1.1 Subject Choice 

We, the authors of this paper, are two students at Umeå University, studying a business 

and economics programme towards Service Management. Since we are soon to graduate 

we found interest in studying aspects of the labour market, mainly because it is a 

changing market that we as students constantly need to adapt to. This study will 

therefore focus on students on their way to enter the labour market, and their 

perceptions on what they want and hope to obtain from potential workplaces after 

graduating. 

  

Organisations today face an environment where employees are hard to retain. Lee 

(2001, p. 1) identifies the globalization that started in the mid-80s as a starting point for 

shorter and less relational focused employments due to the need for organisational 

flexibility. Irshad et al. (2014, p. 258-259) also contributes to the globalization aspect 

where they state that today’s employees have almost unlimited options, for example 

working abroad, working from home, or for a company on the other side of the world. 

This can be an opportunity for companies, but just as well a problem for local 

employers who do not only compete with surrounding competitors for talented 

employees, they compete with the world at large. 

  

The global competition for skilled, young staff was first conceptualized in 1998 as the 

“War of Talents” (Beechler & Woodward, 2009, p. 274). The study described talents as 

“the best and the brightest” and it stated the value of talents as high, and that they are 

worth fighting for. In an attempt to explain why talents are so important to today's 

companies, Beechler & Woodward (2009, p. 275-277) identified four circumstances 

influencing the war for talents; Global Demographics, Increasing Mobility, 

Transformational Changes to Business Environment, Skills and Culture, and Diversity. 

These influencing circumstances are all well connected to globalization which confirms 

Lee (2001) and Irshad et al's (2014) suggestions about when this phenomenon started 

and that it has changed the way we structure our business today in the matter of 

Flexibility, Job Security, Staff Turnovers, and Employee Retention, especially towards 

talented workers. 

  

These circumstances in the labour market have resulted in organisations having to invest 

great resources in recruitment, training, and replacement of their human capital 

(Phornprapha & Chansrichawla, 2007, p. 395). On top of this, there is also a hidden cost 
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emerging from the disruption of the existing operations and processes in various 

departments of the organisation (Phornprapha & Chansrichawla, 2007, p. 395). 

Research suggests that economic, social, and human capital losses linked to turnover 

outweigh potential benefits of employing new individuals as replacements (Hancock et 

al., 2011, p. 593), meaning that keeping talented workforce in the organisation is more 

beneficial. 

  

Part-time workers are an increasingly common form of employment, and its importance 

in research and organisational performance is argued for by, to mention a few, Sollitto 

et al. (2016, p. 74-75) and Blenkinsopp & Scurry (2007, p. 624-625). We have 

identified students as one of the main groups, since they make up for a large part of 

part-time workers (Sollitto et al., 2016, p. 74-75; Blenkinsopp & Scurry, 2007, p. 624-

625) in Sweden (Hylander, 2009, p. 3). Reasons for this has mainly been financial, but 

many students also see the benefit of working in study-related employments and to gain 

experience and contacts for their professional network (Hylander, 2009, p. 3-4). 

  

Also, we have identified students to be represented in what is classified as talented 

workers. Gerstien & Freidman (2016, p. 105) states that the common view of the 

purpose of today's educations is to transfer skills. In other words, graduates are expected 

to possess a number of skills when they enter the labour market after their studies. 

Another example is Card (1999, p. 1802) who refers to recent studies when arguing that 

people with higher education have higher wages, are less unemployed and possess 

higher positions within organisations. In our opinion, business students have an 

advantage that their education probably suits many types of businesses in some way. 

Every type of organisation or company has aspects that are linked to business 

administration or economics to some extent. In the research conducted by Hylander 

(2009, p. 38), almost half of the students perceive that their part-time jobs are relevant 

for their studies. To summarize, in today's business environment where employees are 

hard to retain and the “war of talents” is affecting companies worldwide, we have 

identified business students as a key target group to investigate. Especially towards 

what influences students in their job decision when entering the labour market.  

1.2 Theoretical Background 

Research on influences towards Employee Turnover has existed for a long time. Around 

the start of the new millennium, literature reviews and summaries were conducted to 

control the vast research that existed. Hom & Griffeth (1995) performed this type of 

study, where they estimated that there were over 1000 studies on Employee Turnover by 

the beginning of the 1990s. This study was later expanded and developed in a meta-

analysis in 2000 by Griffeth et al. (2000, p. 463) that summarizes studies published in 

the 1990s, along with their previous summary in 1995, about turnover antecedents. 

  

In 1958, March & Simon together wrote a book called “Organisations”, where they 

presented a motivational analysis, “The Organisational Equilibrium” (March & Simon, 

1993). It essentially meant that individuals stay in an organisation as long as what they 

receive in return, for their input or contributions to the organisation, match or exceeds 

the compared perceived value. The two major factors in this analysis are described as 

Perceived Desirability of Movement and Perceived Ease of Movement. These two 

concepts were later developed, where Perceived Desirability of Movement became, 

linked to the concept of Job Satisfaction whilst Perceived Ease of Movement became 
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related to the perceived number of Job Alternatives. The two perceptual constructs, 

Satisfaction and Alternatives, serve as the two major concepts in much of Employee 

Turnover literature. (Mitchell & Lee, 2001, p. 191) 

  

Following research therefore focused on how Job Satisfaction and Perceived 

Alternatives influenced employee turnover. Most popular focus has been on Job 

Satisfaction, its causes, and its impact on individual’s decision to stay or leave an 

organisation (Mitchell & Lee, 2001, p. 192). Porter & Steers (1979) came up with a 

basic model of meeting expectations, that when expectations are met or exceeded, it 

carries more weight than the absolute amount of what you receive in, for example, pay 

or benefits. For example, receiving a high salary, but which was less than expected, 

would not be as satisfactory as receiving a mediocre salary that was more than first 

expected. This idea lead to believing that by having your expectations met, you gain 

satisfaction and become committed to the organisation, which in turn influences one’s 

intention to stay or quit. These ideas have over time been elaborated, adding factors like 

pay, co-worker relations, workload and work tasks, that together make up for the bigger 

concepts such as Job Satisfaction. However, the direct antecedents to quitting a job were 

still considered to be Job Satisfaction and Organisational Commitment. The alternative 

opportunities were an added function, where a higher amount of work options 

influenced the intention to quitting a job. (Mitchell & Lee, 2001, p. 192) 

  

Deciding whether to stay or quit a job can, like many decisions, be seen as a process. 

Mitchell & Lee (2001, p. 192) exemplifies this with the Mobley model, who theorized a 

process regarding intention to quit (Mobley, 1977). The model illustrates steps that an 

employee goes through, that leads to the decision of staying or quitting. The theory was 

that Job Dissatisfaction leads to thoughts about quitting and evaluations regarding the 

expected effort of job searching and cost associated with actually quitting the current 

job. After that evaluation, an intention to search for alternatives may emerge where the 

person searches and further evaluates whether the alternatives are acceptable or not. The 

final evaluation is based on the comparison with identified alternatives to the current 

job, potentially leading to quitting intentions and employee turnover. This model does 

not need to be considered a “lock-step” process, since individuals may skip steps or go 

through them in an alternative order. (Mobley, 1977, p. 237-239) 

  

Another focus of research in this subject has been towards Job Alternatives that were 

only seen as an adding factor in comparison to Job Satisfaction. Economic determinants 

have then been introduced and examined as direct antecedents to quitting a job. Mitchell 

& Lee (2001, p. 192-193) exemplifies with a model by Muchinsky & Morrow from 

1980, that also included Employment Rates and Job Opportunities as variables. Their 

research hypothesized that individual and work-related factors can be more predictive of 

employee turnover in a prosperous economic context than in a strained economy 

(Muchinsky & Morrow, 1980, p. 263-264), meaning employees are more likely to 

consider quitting when the market is good and alternatives are both plentiful and 

beneficial. The study showed that when employment opportunities were higher due to 

prosperous economy, employee turnover was increased (Muchinsky & Morrow, 1980, 

p. 285). This is further argued by Carsten & Spector (1987, p. 378), who says that going 

from intention to quit to actual turnover is more likely to happen when there are many 

of job opportunities for the individual. 
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In order to retain, or attract, an employee one must focus on what motivates that 

individual. One way to describe motivation is to see it as a force that makes you act 

upon something (Ryan & Deci, 2000, p. 54). Motivation is seen to come in many forms 

and types, giving room for a motivational theory that mainly divides motivation into 

two categories; Intrinsic and Extrinsic (Reiss, 2012, p. 152). The distinction between 

Intrinsic motivation, which means doing something out of interest or satisfaction, and 

Extrinsic motivation, performing acts in order to reach certain outcomes was developed 

by Ryan & Deci (2000, p. 55). 

  

A large amount of research has also focused on the inputs and outcomes that the 

employee perceives. How individuals determine what outcomes and results certain 

actions or activities can generate. The first formal Expectancy Theory was first 

introduced by Vroom (1965, p. 17) where expectancy is explained as “a momentary 

belief concerning the likelihood that a particular act will be followed by a particular 

outcome”. The development of Expectancy Theory come from a combination of 

learning and motivation theory (Miner, 2015, p. 94). Much research regarding the 

subjects of Occupational Choice, job Satisfaction, and Job Performance have used the 

Expectancy Theory (Miner, 2015, p. 98). 

  

What is clear to see, is that research regarding Employee Retention and Turnover are 

vast and mostly supported by all expanded and evolved theories and models. The links 

between Job Satisfaction, its antecedents, labour market factors, and expected utilities of 

leaving have all been empirically supported (Mitchell & Lee, 2001, p. 193). Griffeth et 

al. (2000, p. 483), in their most recent meta-analysis, found that Job Satisfaction, 

Organisational Commitment, Job Search, Comparison of Alternatives, Withdrawal 

Recognition, and Quit Intentions where the best predictors of Employee Turnover. 

However, despite these findings, prediction of turnover is considered disappointing 

since a big proportion of variance in turnover remains unexplained (Mitchell & Lee, 

2001, p. 193). Future research concerning the aspects influencing employees to quit 

their jobs are still warranted (Hancock et al., 2011, p. 593). 

1.3 Problem Background 

In western economies, young men and women in universities have increasingly entered 

the labour market in low-wage, service sector jobs since the 1970s (Curtis & Lucas, 

2001, p. 38). These kinds of jobs are usually during the semesters, and one main reason 

for taking a part-time employment during one's studies at university are financial (Curtis 

& Williams, 2002, p. 5). One underlying reason for this economical need among 

students, is that educational funding has declined in many countries as well as rising 

costs in tuition and higher living costs (Robert & Saar, 2012, p.743). Some of the 

reasons why businesses and organisations are hiring students is because of the low costs 

and the needs of having capable and flexible staff in evenings and on weekends (Curtis 

& Lucas, 2001, p. 39). Besides the economic value, students themselves gain valuable 

experience, as well as skill enhancement, networking, and confidence (Sollitto et al., 

2016, p. 74), which they believe will improve their chances of employment upon 

graduation (Evans et al., 2015, p. 306). 

  

Part-time employees have become an essential and crucial part for many businesses 

competitive advantage and survival today, and students make up for a big part of those 

type of employees (Sollitto et al., 2016, p. 74-75; Blenkinsopp & Scurry, 2007, p. 624-
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625). Since employees, and especially students, in the 21st century have more freedom 

of choice and autonomy, organisations need to understand how they make their career 

choices (Harris et al., 2013, p. 60). Students who already are working part-time know 

the job and the organisation, making them a smart recruitment choice for reducing 

employee turnover and retaining skilled workforce (Blenkinsopp & Scurry, 2007, p. 

625). 

  

One important aspect concerning an employee’s job satisfaction, is the communication 

and relationship between manager and subordinates (Sollitto et al, 2016, p. 75). This 

relationship between manager and employees is vital for employees in order for them to 

assimilate and commit to the organisation (Sollitto et al, 2016, p. 75). This is well 

known and studied in research literature, but they are mainly focused on full-time 

employees. We therefore see a research need in this area regarding the retention of part-

time workers. 

  

Existing research have also focused on “who” works and “why”, along with the extent 

of the actual job and patterns of student employments (Robert & Saar, 2012, p. 742). 

Many studies have also focused on specific educations and job positions, like nurses and 

hospitality students (Schofstall & Arendt, 2014). Robert & Saar (2012, p. 743) also 

states that there is little knowledge regarding the effects of students, who has held part-

time jobs, when they enter the labour market. What Robert & Saar (2012, p. 751) found 

was that students who have been working part-time during their studies, had reduced job 

search time and were more likely to get a professional employment. 

 

Since students are becoming classified workers, they should be attractive workers for 

companies. Yet, part-time workers do not receive the same focus as full-time workers. 

This lack of focus can generate the same problem with staff turnovers that already exists 

among full-time workers. If retention efforts were done towards part-time working 

students, they may more easily fill the potential gaps in the organisation that occurs 

when full-time employees leave the company. 

1.4 Research Question and Purpose 

Based on our introduction, the theoretical background, and our problem background, we 

can see that a lot of research regarding Employee Retention, Job Satisfaction and 

Employee's Intention to Quit has been done. Despite all empirical findings, many 

aspects in this field are still elusive, giving room and recommendations for further 

research. The increase of staff turnovers, despite being a result of the demand based, 

flexible organisational structures of today, is a problem for many. Especially due to 

rising costs and disruption of organisational processes when constantly recruiting and 

training new employees. To the best of our knowledge, there are no proven benefits to 

organisations in losing qualified and talented workers. Hence, supporting an approach 

towards retaining employees and minimizing employee turnover. 

 

Part-time employments have also risen, mainly in the service industry but other 

businesses have begun as well. This has been an effect on the changes in demand in the 

market, both locally and globally. Organisations seek cheaper labour and to find capable 

workers who can fill gaps in the organisation and on inconvenient working hours. The 

gap in the labour market is very attractive for students for many reasons. Many of these 

jobs can be done after office hours or on weekends, giving students room to be flexible 
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with their schoolwork. It also gives students valuable work life experience, contacts in 

businesses, knowledge, and economic benefits in form of salary. 

 

To investigate this further we have chosen to focus on what influences employees to 

stay within the same organisation, with a focus towards full-time business students 

working part-time jobs. As previously stated, students make up for a large portion of the 

part-time employees in the labour market in Sweden (Hylander, 2009, p. 3). Combining 

the research done on Employee Retention with students as part-time workers is an 

increasingly interesting field (Curtis & Lucas, 2001; Curtis & Williams, 2002; Harris et 

al., 2013; Sollitto et al., 2016). It is warranted for research in what students want from 

their current employers in order to stay there and make a career after their graduation 

(Blenkinsopp & Scurry, 2007, p. 634). 

 

This leads us to our identified problem, that there is little knowledge regarding what 

influences part-time working students’ motivation in their work and choice of employer. 

Also, what would motivate them to stay within the same organisation after graduating. 

We want to understand how business students at Umeå University view their current 

employer, their upcoming career and how they reason regarding their occupational 

choice after graduation. It is also needed to see what type of efforts towards job 

retention that can be done by organisations in order to keep talented students within the 

organisation even after they have graduated. We formulate our research question as this: 

 

How part-time working business students’ perception of their current employer 

influences their future career decisions. 

  

We hope to answer this question by performing a research study towards business 

students at Umeå University who holds a part-time employment whilst studying full-

time. We will develop our theoretic approach from findings regarding Employee 

Retention, Motivational theories and literature concerning students and their career 

development. 

  

The purpose for this study is to reach a deeper understanding about how students 

perceive their current part-time employer and their upcoming career decisions. What 

expectations they may have on a future job, and if they believe that their current 

employer can provide this or not. We hope to identify what motivational themes 

students perceive to be strongest regarding staying or leaving an organisation upon 

graduation. After identifying these aspects, we hope to be able to see potential 

relationships or similarities which could be beneficial for future research, that also could 

help companies with how they need to improve their employee retention efforts. These 

improvements have potential to lower costs and strengthen the competitive advantage, 

whilst maintaining talent, capability and knowledge within their human capital. It also 

fills a theoretical purpose by bridging extensive research regarding Employee Retention 

to the aspect of part-time working students. 
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2.0 Scientific Methodology 

This chapter will describe our theoretical and scientific methodology. We discuss our 

preconceptions, explain research philosophies along with our approach, design and 

strategy of the research. The choices we have made regarding on how we will conduct 

our study will be argued for and forms a foundation for the continued research.  

2.1 Preconceptions 

An important thing to be aware of are the preconceptions we have in our roles as 

researchers, when shaping our research design (Saunders et al., 2012, p. 195). We, the 

authors, are both full-time students who also work part-time jobs. This is part of the 

reason behind our subject choice, to focus on students entering a process of transition 

from part-time to full-time employment after graduation. We do not possess much 

theoretical knowledge in this area, besides what we have gathered during this thesis 

project, and in related subjects during previous courses. However, being students who 

also works part-time, we are in the same situation as our target group for this research. 

This gives us insight and knowledge to the situation, making it easier for us to 

understand and relate to it. 

  

I, Niklas, grew up in Täby before moving to Umeå for my university studies. I have had 

an interest in understanding how businesses work and how to make them work better 

even prior to my studies at university. How to lead and make people perform better has 

also been a focus of interest that has grown over my years at university. Aside of my 

full-time studies, I hold a part-time job at a recruitment company. My role is essentially 

to assist our recruitment department in their recruitment processes with CV screening, 

interviews and selection of candidates. In this role, I get in contact with a lot of students 

searching both part-time jobs and full-time jobs they hope to get after their graduation. 

Hence, I have some knowledge regarding the jobs that are popular for students to apply 

for and what students value from an employer. My theoretical preconceptions have 

mainly focused on the human capital in organisations in general. More in-depth 

knowledge has been acquired whilst performing research for this degree project. Hence, 

I have some preconceptions about the subject in this degree project, both on a personal 

and professional level. As mentioned above, this may help me to relate to our interview 

subjects better and reach a deeper understanding for their reasoning and thoughts. 

  

I, Magnus, am born and raised in Umeå. The majority of my working experience comes 

from working in restaurants, a business where staff turnovers are very high. I have had 

several positions where I have been in charge for staff and thereby experienced the 

problem companies’ face in retaining employees. Also, I have worked part-time aside 

from my studies ever since I started at the university. These experiences have created 

some practical knowledge of both sides of our relevant perspectives, the companies and 

the part-time working students. I argue that these practical preconceptions will benefit 

my ability to understand the whole picture of our study. My theoretical preconceptions 

in this area comes from studying at the university, mainly from courses in the field of 

management. During the process of writing this degree project I will gain more 
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knowledge which in combination with previous knowledge may help me understand our 

results and draw conclusions from it. 

  

The reason why these preconceptions are important to be aware of, is that they will 

affect every decision we make, every interpretation of information, and how we 

evaluate our findings (Saunders et al., 2012, p. 195). In our role as researchers, by being 

aware of our preconceptions, we will try to conduct our research in a way where it will 

not to be affected by these preconceptions. This is however a hard task that every 

researcher is faced with. The study may however reach a higher level of quality now, 

than it would if these preconceptions were not acknowledged. 

2.2 Research philosophy 

Understanding your research philosophy is the first step in “the research onion” by 

Saunders et al. (2012, p. 127). The research onion is illustrating what “layers” surrounds 

the central focus on how to collect the data, meaning that one must understand and 

clarify these outer layers before taking on the central issue (Saunders et al., 2012, p. 

126). The term of research philosophy relates to knowledge in how it develops and the 

nature of it (Saunders et al., 2012, p. 127). 

  

Previously we mentioned our preconceptions as researchers, which forms our 

assumptions on knowledge and how we interpret it. Research philosophy can be seen as 

the assumptions we choose to use when viewing the world in our research (Saunders et 

al., 2012, p. 128). It basically forms as a way to claim, “what we know”, and it is good 

practice to define this when conducting a research (O’Gorman & MacIntosh, 2015, p. 

52). 

  

The purpose of choosing research philosophy is to determine what acceptable 

knowledge is and how it is developed (Saunders et al, 2012, p. 128). By choosing how 

we view knowledge, we argue for it and our findings within a certain paradigm. Since 

there are several views one can choose from, it is not about finding the best one, but 

determine which one will be best for us and our research (Saunders et al., 2012, p. 129). 

We will therefore describe the different concepts within ontology and epistemology, and 

afterwards argue for our choices. 

2.2.1 Ontology 

Ontology concerns the nature of social entities and their existence. If we see these 

entities in the world as objective, that they exist beyond the influence of social actors, or 

subjective, that they are constructions created by perceptions and actions (O’Gorman & 

MacIntosh, 2015, p. 55; Bryman, 2008, p. 35). In basic terms, ontology is the way we 

view reality, and is often decided as either objectivism or subjectivism (O’Gorman & 

MacIntosh, 2015, p. 55). 

  

Objectivism means that social entities, their nature and meaning, exists independent of 

our influence and actions (Bryman, 2008, p. 36). Reality is made up by constructs that 

can be viewed, measured and tested, and that can exist without anybody directly 

perceiving or experiencing them (O’Gorman & MacIntosh, 2015, p. 56). This view 

means identifying social constructs or entities and treating them as independent in their 

existence. Saunders et al. (2012, p. 131) exemplifies this by suggesting management to 
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be an objective construct. Managers have instructions on how to perform their work, 

puts them in a hierarchy where they have people reporting to them while they report to 

their superiors (Saunder et al., 2012, p. 131). The structural aspects of management, 

with an objective perspective, in which you operate may be different, but the essential 

function works the same in all organisations (Saunder et al., 2012, p. 131). Based on this 

perspective, we would view the situation of a part-time working student to be the same, 

regardless of the individual in that situation. The context is an objective and external 

phenomenon that can be observed over being influenced. This would however be hard 

to argue for in this degree project, since our focus is towards the actual social actors in a 

certain context, and not on the context itself. 

  

The other ontological aspect is subjectivism. A subjective view sees reality as 

something made up by living subject’s perceptions and actions, contrary to objectivism 

(O’Gorman & MacIntosh, 2015, p. 56). It views reality as a result of social interactions, 

meaning it is in a constant changing and evolving state (Saunders et al., 2012, p. 132). 

This concept brings in the author’s interpretations and descriptions of a situation that 

forms the reality that is being researched (Bryman, 2008, p. 37). Reality is therefore 

viewed differently for every individual, instead of a single reality seen by all (Saunders 

et al., 2012, p. 132). As a researcher, you therefore will try to understand the subjective 

reality in the situation you are studying. With a focus towards the individual students 

and their perceptions, this perspective would aid us in reaching a deeper understanding. 

  

Another concept that has come up more recently, in relation to objectivism and 

subjectivism, is called pragmatism. This view is more focused on the practical aspect of 

a certain question, building on that no single view or method can represent the whole 

picture (Saunders et al., 2012, p. 130). Hence, this view is suitable when conducting 

multiple method approaches. It doesn’t mean it always have to be so, but the 

pragmatism approach means choosing the method or methods that gives the most 

credible and relevant data in the study (Saunders et al., 2012, p. 130). 

  

Choosing in which way we see reality is a crucial task, but not an easy one since the 

choice almost always can be questioned (O’Gorman & MacIntosh, 2015, p. 58). We 

have decided to use a subjective ontological perspective in this degree project. 

Exploring students’ perceptions and beliefs are a subjective matter, especially when 

asking “why” they think the way they do. Their thoughts can constantly be changing 

because of social interactions and we as researchers want to tap into their thoughts. 

With this approach, we assume that reality is shaped by our perceptions and those of our 

research subject (O’Gorman & MacIntosh, 2015, p. 57). 

2.2.2 Epistemology 

Epistemology is the understanding of what knowledge is in a particular field of study 

(Bryman, 2008, p. 29). Since knowledge is the key ingredient in research, the 

epistemological position is a main factor when deciding upon what kind of research to 

conduct (O’Gorman & MacIntosh, 2015, p. 59) Research in business administration 

basically consist of three epistemological positions, positivism, realism and 

interpretivism (Saunders et. al, 2012, p. 134-137) 

  

Positivism can be a bit hard to define according to Bryman (2008, p. 30), but basically it 

is known to be a natural science oriented view of knowledge. The researcher with this 
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position is objective in the sense that knowledge should be measurable (Saunders et al., 

2012, p. 134). Bryman (2008, p. 30) have identified five key aspects to what positivism 

is; knowledge is what can be verified by our senses, the purpose of theory is to generate 

hypotheses that can be tested, knowledge is reached by gathering facts from observed 

regularities, knowledge is objective and that science is not normative, where normative 

being the belief that knowledge cannot be verified by one's senses. 

  

Interpretivism is a view of knowledge that is based on the belief that social reality 

differs from natural science, the social world is simply too complex to study from a 

natural science perspective (Bryman, 2008, p. 32). The reason for this, and the 

foundation of interpretivism is the social scientist desire to understand, not only to 

explain (O’Gorman & MacIntosh, 2015, p. 64-65). Different realities from the 

perceptions of different people will all be taken into account and interpreted in order to 

form a contextual understanding (O’Gorman & MacIntosh, 2015, p. 65).   

  

Realism is the belief that “what we see is what we get”, in other words, the things we 

experience is not a construction of the human mind, it is independent and not 

interpretable. There are two branches of realism, direct realism that says that what we 

experience through our senses is the reality, the truth. Critical realists have a sceptical 

approach, what we experience is an illusion of the “real” world and we are constantly 

deceived by our senses. (Saunders et al., 2012, p. 136) 

  

In our research, we are using an interpretivist epistemology. The reason for our choice 

of position is that we aim to understand the thoughts and beliefs of students rather than 

only explaining them. Each student may have their own perceived reality in relation to 

their situation, making interpretivism a suitable approach. A positivistic approach is not 

suitable for us since it relies on an objective perspective, and we have chosen to be 

subjective. Realism, in our opinion, will not further our understanding or allowing us to 

go deeper into the beliefs and perceptions of students. Hence, an interpretivist approach 

will sit well with a subjective ontology and our aim with this degree project. 

2.3 Research approach 

The research approach describes the relationship between theory and practical method. 

There are two main parts of the research approach, what theories to use and the purpose 

of the collected data, if it aims to test theories or to build new ones (Bryman, 2008, p. 

22). Bryman (2008, p. 26) have identified two main research approaches, deductive and 

inductive. Saunders et al. (2012, p. 147-148) includes a third approach, abduction. In a 

deductive approach, theories are used to base hypothesis upon that is tested in research 

(Bryman, 2008, p. 26). In other words, you are working your way from inside (theories, 

hypothesis) to outside (research). In an inductive approach, you go the other way 

around, you start from outside, with observations and bring them in to analyze and 

thereafter create theories (Bryman, 2008, p. 28). Finally, an abductive approach is 

somewhere in between deductive and inductive. In an abductive approach, you start by 

observing something, after that you go back and forward in the search for existing 

theories that can explain what you have observed, combining them with potential new 

findings (Saunders et. al, 2012, p. 147).  

 

In this degree project, we start from by observing a certain context, namely part-time 

working students, and using relevant literature to create a deeper understanding of the 
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context. We are using a lot of existing theories prior to our research when forming our 

research background and theoretical approach. This is however not that uncommon in 

research, that existing theories are used to create a background or context for the 

research to take place (Bryman, 2008, p. 29). Most of the existing literature does not 

concern part-time workers to the same extent as full-time workers, meaning that there is 

a lack of knowledge in this area. This is common in an abductive approach, where your 

approach may be similar to both an inductive and deductive approach to manage the 

lack of knowledge. Our empirical findings will be compared to already existing 

literature, which may resemble a deductive approach. We are however not basing our 

research on a testable hypothesis, which is common to a deductive approach. We do not 

aim to create new theories either, similar to an inductive approach. Hence, we aim to 

perform an abductive approach, since this study will hopefully provide a deeper 

understanding that in some way can contribute with new knowledge to existing 

literature, making an abductive approach suitable. 

2.4 Research design 

The research design can be described as an overall plan of how you will conduct your 

research with the goal of answering your research question (Saunders et al., 2012, p. 

159). Generally, you choose between a qualitative, quantitative, or multiple method 

design. Our previous choices, regarding philosophies and approach, should be taken into 

account for this decision (Saunders et al., 2012, p. 161). 

  

When having a positivistic view, your research is generally associated with a 

quantitative research design, according to Saunders et al. (2012, p. 162). It also goes 

well in line with an objective ontology (O’Gorman & MacIntosh, 2015, p. 155). 

Quantitative studies are usually meant to quantify a problem or research (O’Gorman & 

MacIntosh, 2015, p. 155), where you use numerical data to test theories, as in a 

deductive approach (Saunders et al., 2012, p. 162). The researcher is supposed to be 

independent of the research, separating himself from those being studied, usually 

referred to as respondents (Saunders et al., 2012, p. 163). Research strategies commonly 

associated with a quantitative method are experimental and survey research (Saunders et 

al., 2012, p. 163). 

  

Performing a qualitative research method commonly stems from a subjective ontology 

and an interpretive epistemology (Saunders et al., 2012, p. 163). The nature of 

qualitative research is to make sense of the socially and subjective constructions 

regarding the phenomenon that is begins studied (Saunders et al., 2012, p. 163). It is 

more about interpretation and perception of a social reality of some, rather than having a 

positivistic view (Bryman, 2008, p. 40-41). You often observe something, analyze it and 

then present new findings regarding that subject (Bryman, 2008, p. 28; Saunders et al., 

2012, p. 163). Strategies commonly used in this type of research are interviews, 

observations, case studies, action research, and narrative research (Saunders et al., 2012, 

p. 163-164; O’Gorman & MacIntosh, 2015, p. 138). 

  

The distinction between a quantitative and qualitative research is not as easily separated 

as they may seem, based on how we have presented them. Research is based on 

assumptions, philosophical perspectives and decisions on how you view the reality you 

want to study. The actual reality is much more complex, resulting in the two different 

methods being combined in hopes of providing more accurate research (Bryman, 2008, 
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p. 41-43). This type of research is called a mixed method, since it combines elements 

from both qualitative and quantitative methods (Bryman, 2008, p. 555). The research 

philosophies related to mixed methods research can be realist and pragmatism, 

according to Saunders et al. (2012, p. 164) in their description. Realists are usually 

linked to interpretivism, since how we interpret and understand the world is affected by 

us, despite having an objective view on reality. Pragmatism is not necessarily tied with a 

certain philosophy, but can use a concept of dualism, where they combine both 

positivism and interpretivism. Pragmatism focuses on the nature of the research, and 

adapts the method in a way that is considered to best suit the study. (Saunders et al., 

2012, p. 164) 

  

As mentioned earlier, when deciding what research design to use, you should take your 

philosophical standpoints and research approach into account. We will have a subjective 

ontology, interpretivist epistemology and an abductive approach. Hence, our research 

would be best suited with a qualitative research method. Qualitative methods are also 

suitable when trying to understand underlying phenomenon (O’Gorman & MacIntosh, 

2015, p. 66), further arguing for it to match with our research focus. A quantitative 

approach would not fit with our previous choices, and it would also be hard to 

understand feelings, opinions, and perceptions with that sort of approach. And since a 

deeper understanding is important in this degree project, a qualitative approach is best 

suited. 

2.5 Research strategy 

In order to answer the research question, the researcher must have a plan of action about 

how to accomplish that, hence, form a research strategy (Saunders et. al, 2012, p. 173). 

Like our research design, this decision should also consider our previously made 

decisions. What is most important, is that our strategy helps us reach a reasonable level 

of coherence through our degree project and enables us to answer our research question 

(Saunders et al., 2012, p. 173). The research strategy should also consider pragmatic 

concerns like extent of knowledge, access to respondents, amount of resources and time 

for the project. Since we are performing a qualitative research, with an abductive 

method, interpretivist approach, and subjective view, we will only discuss strategies 

related to this type of research. 

 

Qualitative research usually collects its data from observations or interviews 

(O’Gorman & MacIntosh, 2015, p. 78). There are however some other forms of 

qualitative data collection that also includes documents and video or audio material 

(Creswell, 2014, p. 190). Audio and visual material can be photos, videos, websites, text 

messages or any form of sound (Creswell, 2014, p. 190. Qualitative research strategies 

might however be confusing given the many diverse ways of performing research 

(Saunders et al., 2012, p. 173). 

  

Based on our chosen philosophies, approach and design, we will conduct interviews. 

Besides being relevant for all our previous decisions, it is also suitable for the 

circumstances of this degree project. University students are relatively easy for us to 

access via our own connections and especially through our ties with the university. 

Given the nature of what we aim to study, interviews can be more accurate to answer 

our research question and reach a deeper understanding. This will also be argued further 

in our practical methodology chapter. 
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3.0 Theoretical approach 

This chapter will focus on the theoretical concepts we will use in our research. We 

present the subjects, explain them, and describe how they have been researched. Firstly, 

comes Motivation, concerning Intrinsic, Extrinsic, and the Expectancy theory, how they 

have been defined and used. We also look into research on students and their career 

development, to reach deeper theoretical understanding of their situation. Lastly, we 

look to the wide subject of Employee Retention, and thereafter break it down into six 

sub-concepts. The chapter ends with a summary of how we aim to use our theoretical 

framework. 

3.1 Motivation 

One way of explaining motivation is to see it as something that moves you to do 

something (Ryan & Deci, 2000, p. 54). Dualism is a type of motivational theory that 

mainly divides Motivation into two categories; Intrinsic and Extrinsic (Reiss, 2012, p. 

152). This is how we will look at motivation, by categorizing them into these two types. 

Most research regarding Motivation has viewed it as a single phenomenon, where you 

either have a great deal of motivation or only a little. But it is argued that motivation 

does not only come in various levels but also in different types, meaning the Orientation 

of Motivation. Orientation of Motivation stems from the attitudes and goals related to 

certain actions, why we choose to perform certain actions or not. (Ryan & Deci, 2000, 

p. 54) 

 

In order to exemplify this, we can use that of a full-time student working a part-time 

job. The student might be highly motivated to hold and perform a part-time job out of 

interest and satisfaction in performing the job required tasks. But the student might also 

be motivated by receiving reward in the form of salary or approval by a parent. The 

amount of motivation of these examples may not necessarily differ, but where the 

motivation comes from and why might be different. This has therefore led to a 

distinction between Intrinsic Motivation, which means doing something out of interest 

or satisfaction, and Extrinsic Motivation, performing acts to reach certain outcomes 

(Ryan & Deci, 2000, p. 55). 

  

To further develop part-time working students’ motivational implications, we have 

identified Expectancy Theory as a theory within the field of Motivation that is of great 

relevance. The theory can be applied to the decision-making process students are faced 

with regarding their future careers. The Expectancy Theory is argued to have come from 

both Learning and Motivation Theories, and was first conceptualized in a model by 

Victor Vroom in 1964 (Miner, 2015, p. 95). The model argues that individuals choose to 

perform actions in order to reach certain outcomes, and they perceived effort of the 

actions as well as value of the outcome comes into consideration. This can be applied to 

our research regarding why the students take their part-time jobs and what outcomes 

they hope that the employment might generate. 
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3.1.1 Intrinsic and Extrinsic Motivation 

Ryan & Deci (2000, p. 56) define Intrinsic Motivation as; “the doing of an activity for 

its inherent satisfactions rather than for some separable consequence”. This can 

basically be said as doing something for its own sake (Reiss, 2012, p. 152). A person is 

therefore motivated to act by the satisfaction experienced from the act alone, and not 

from external pressures or rewards (Ryan & Deci, 2000, p. 56). What also signifies 

Intrinsic Motivation is that everyone is intrinsically motivated for some actions and not 

others, and not everyone must feel the same about any particular task (Ryan & Deci, 

2000, p. 56). 

  

Even though Intrinsic Motivation is an important type of motivation, not all actions are 

intrinsically motivated (Ryan & Deci, 2000, p. 60). The other concept is defined by 

Ryan & Deci (2000, p. 60) as; “a construct that pertains whenever an activity is done in 

order to attain some separable outcome”, and is called Extrinsic Motivation. Extrinsic 

Motivation is therefore a pursuit of an instrumental goal or mean to attain an external 

outcome (Reiss, 2012, p. 152). A student may take a part-time job because the student 

needs money in order to afford accommodation, or because the job may be valuable for 

the future career of the student. Both are extrinsically motivated, since they motivate to 

perform an act (the part-time job) in order to attain another outcome than the act itself 

(Ryan & Deci, 2000, p. 60). 

  

A lot of research, mainly by experiments and field studies, has shown that extrinsic 

motivational rewards can sometimes undermine a person's intrinsic motivation 

(Bénabou & Tirole, 2003, p. 490). Deci, Koestner and Ryan (1999, p. 658-659) 

performed a meta-analysis on 128 experiments where they examined the effects on 

rewards on motivation and found that extrinsic rewards tend to have negative effects on 

intrinsic motivation. This means that by providing rewards for employees, you remove 

their incentive to motivate themselves on an intrinsic level, since rewards (Extrinsic 

Motivation) is provided for them by the employer. Indeed, rewards have undoubtedly 

been proven to control people's behaviours (Deci, Koestner & Ryan, 1999, p. 359), but 

it is therefore important to investigate on how students perceive their rewards. 

 

Reiss (2012, p. 152) illustrates this with the example of a child playing baseball. The 

child is intrinsically motivated to play baseball when doing it for no other reason than 

that the child finds it satisfying and fun. It becomes more extrinsically motivated if the 

child plays in order to gain favour with a parent or to win a championship. But when the 

child, who is intrinsically motivated to play baseball, suddenly is offered money by 

winning, the extrinsic motivation conflicts with the intrinsic. If the extrinsic motivation, 

i.e. the money, is not provided in the future, the boy is less likely to continue playing 

baseball. That intrinsic motivation can be undermined by extrinsic motivation is an 

important aspect to be aware of when studying these types of motivation, according to 

the research by Ryan & Deci (2000). 

  

Categorizing motivation into Intrinsic and Extrinsic helps us orientate what type of 

motivation that the students have and why. However, dividing motivation into these 

categories have been seen as over-simplistic, meaning that motives are too diverse to be 

seen out of two perspectives (Reiss, 2012, p. 152). We do however determine that it can 

be valid to view motivation as Extrinsic or Intrinsic in this degree project, since it can 

help us see patterns and relationships between different motivational aspects. Being 

aware of how extrinsic motivation can affect or even undermine intrinsic motivation 
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may also be important when examining the perceptions and views of the students on 

their current part-time job. We will therefore try to understand the different motivational 

aspects the students have and how they affect the students’ experiences and opinions. 

3.1.2 Expectancy Theory  

Vroom’s idea, behind the Expectancy Theory, is that people have certain goals or 

outcomes that they prefer over others. Hence, when achieving a preferred outcome, a 

person would be more satisfied than if he did not achieve it (Miner, 2015, p. 97). This 

was developed into the term called “Valence”, which means that if there is a positive 

valence, experiencing an outcome is preferred over not experiencing it. An outcome is 

therefore positively valent when achieving the particular outcome is preferred over not 

attaining it (Vroom, 1966, p. 15). For the opposite, a negative valence comes from an 

outcome that is not preferred to achieve. One can also reach zero valence, when there is 

no preference between outcomes (Vroom, 1966, p. 15). Valence may be acquired by 

outcomes themselves or because the outcome might lead to some other outcomes that 

are expected to be more or less satisfying (Miner, 2015, p. 97). 

  

Vroom described valence in the following proposition; “The valence of an outcome to a 

person is a monotonically increasing function of the algebraic sum of the products of the 

valences of all other outcomes and his conceptions of its instrumentality for the 

attainment of these other outcomes” (Vroom, 1966, p. 17). In an attempt to explain this, 

the final valence of an outcome is made up of all the valence obtained from other 

outcomes and the perceived effort contra worth in achieving these outcomes. Valence is 

basically how one feel about a certain outcome, positive or negative (Miner, 2015, p. 

97). It is therefore important to make the distinction between an outcomes’ valence and 

its value. Valence is the anticipated satisfaction from an outcome while the actual 

satisfaction experienced is the outcomes value (Vroom, 1966, p. 15). The proposition by 

Vroom has been used in the subjects of job choice, job satisfaction, and job performance 

(Miner, 2015, p. 97). The Instrumentality, mentioned before, is essentially how a certain 

effort or action is perceived to fill the purpose and mean to reach a certain outcome 

(Miner, 2015, p. 97). You could see it as a measurement on the relationship between a 

action and an outcome, where high instrumentality argues for a strong relationship and 

vice versa. 

 

Another central part of Vroom's Expectancy Theory is the concept of Expectancy 

(Miner, 2015, p. 98). Because the specific outcome a person attain, is not only 

dependant on his choices but also on events beyond his control (Vroom, 1966, p. 17). 

For example, a politician who seeks a position in a governmental office cannot be 

certain of achieving this since it relies on the voters, of which he has no control over. 

When choosing between alternatives that may generate different and uncertain 

outcomes, the preferred outcome is not solely responsible for a person's behaviour, but 

also by the degree he believes the outcome to be probable (Vroom, 1966, p. 17). The 

most preferred outcome may be the most unlikely one to occur, giving it a low score on 

expectancy. Vroom (1966, p. 17) means that expectancy is described by its strength, the 

more strength the more probable a certain outcome will be and minimal strength (or 

zero) indicates low probability. Vroom defines expectancy as; “A momentary belief 

concerning the likelihood that a particular act will be followed by a particular outcome” 

(1966, p. 17). 
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The final concept, that forms the motivation for a certain action or behaviour, is called 

Force (Miner, 2015, p. 98). This concept builds on the assumption that people make 

subjectively rational choices, which allow the strength of the force to be an increasing 

function of the product of expectancies and valences (Vroom, 1966, p. 18). Vroom 

defines force in the following way; “The force on a person to perform an act is a 

monotonically increasing function of the algebraic sum of the products of the valences 

of all outcomes and the strength of his expectancies that the act will be followed by the 

attainment of these outcomes” (Vroom, 1966, p. 18). 

  

Another assumption in this model is that people will choose the alternative 

corresponding the strongest positive force, or at least the one with least negative force 

(Vroom, 1966, p. 19). Since the total force comes from a multiplicative relationship 

between Expectancy and Valence, any outcome that have zero valence or expectancy 

will have no influence on the total Force (Miner, 2015, p. 98). As mentioned earlier, 

zero valence happens when you have no preference over alternative outcomes. Minimal, 

or zero, strength on expectancy means that there is a subjective certainty that a 

particular act will not be followed by a certain outcome (Vroom, 1966, p. 17). 

 

This expectancy theory has been used in research regarding the subjects of Occupational 

Choice, Job Satisfaction, and Job Performance (Miner, 2015, p. 98). Measures of Job 

Satisfaction are assumed to reflect the valence of a job to the employee, meaning that 

job satisfaction should be related to the strength of the force on the employee to stay in 

their job (Vroom, 1966, p. 175). This statement is in line with more recent research, 

arguing that the more satisfied you are the more likely you are to stay at the same job. 

Expectancy Theory was however developed by Vroom in 1966, making it quite old. 

Despite that, it has been frequently used and several studies have also supported 

Expectancy Theory as a model of motivation regarding job choice (Rynes & Lawler, 

1983, p. 620). This strengthens our opinion that this theory should be considered when 

studying aspects related to Employee Retention. 

3.2 Students’ Career Development 

Research on career development goes back as long as a hundred years (Leung, 2008, p. 

115). The word ‘career’ is defined by Yusoff et al. (2011, p. 57) as a “lifelong process 

which is planned from an early stage”. We will use this definition of career in this paper 

since it contributes to our belief of the importance of university students work related 

decisions. It also highlights the fact that it is planned from an early stage, which can be 

around the time they will apply for a university education or during their education. 

Research regarding students working part-time and their transition process from 

students to full-time workers have not received much focus and there is therefore little 

knowledge about it (Robert & Saar, 2012, p. 743), illustrating a need for the subject and 

focus of this degree project. 

  

Sung et. al (2011, p. 128) describes college as a development period where student’s 

occupational interests are shaped through practicing and learning. Larkin et al. (2007, p. 

86) states that the first jobs that university students take may have an important role in 

their career goals. This concerns both part-time jobs and full-time jobs after graduation. 

Working part-time alongside with your studies can enhance both overall education, 

since practical experience contributes to the theoretical learning, and career 

development since the work experience can help them determine if they want to pursue 
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a career in this area or not (Larkin et al., 2007, p. 86).  However, students usually 

choose part-time jobs based on availability, convenient location and pay, over career 

beneficial reasons such as relevant work experience, developing knowledge within that 

field and networking (Larkin et al., 2007, p. 86-87). Since students are in the middle of 

a crucial point in their careers, this calls for relevance of investigating the reasons 

behind the motivational factors behind part time job decisions. It also gives reason to 

see the difference in how students view and perceive a part-time employment in 

comparison to a full-time employment. 

 

What commonly is known, in regards of why students work alongside with their studies, 

have primarily been for financial reasons (Sollitto et al., 2016, p. 74-75; Curtis & 

Williams, 2002, p. 5; Blenkinsopp & Scurry, 2007, p. 624-625; Hylander, 2009, p. 3). 

But students also perceive value in gaining work experience, skill enhancements and 

expanding their professional network (Sollitto et al., 2016, p. 74; Hylander, 2009, p. 3-

4). The value lies in that the students believe that these skills and experiences are 

needed in order to improve their chances of employment after graduating (Evans et al., 

2015, p. 306). Financial reasons can be related to the student's current lifestyle, with 

high living costs and low income. But the need to gain experience and skill 

improvements is, as well as the education, a way to be more attractive on the labour 

market in the future. 

 

The labour market today is global and almost limitless with opportunities for workers 

(Irshad et al., 2014, p. 258-259). Due to this, the concept “War of Talents” were formed, 

illustrating that companies must compete for talented workers on a global scale 

(Beechler & Woodward, 2009, p. 274). Having easier access to a diverse workforce 

have its benefits, but has also created a need for efforts towards employer retention. 

With a great amount of options for students entering the labour market, it is warranted 

to look into how they make their career decisions (Harris et al., 2013, p. 60). 

  

With many options to choose from, students might however feel overwhelmed and 

stressed over making these decisions. Sung et. al (2011, p. 128) points towards a 

common problem today's college students face, feelings of hopelessness and stress. 

These negative feelings may lead to a negative spiral since it, instead of preparing 

students for work life, makes them very sensitive to uncertainty and rapid changes, 

which is a big part of today's labour market. Additional pressure from a potential part-

time job is not considered though, which raises questions about part time workers’ 

workload and overall satisfaction. Also, if their part-time employer could reduce these 

negative feelings by offering guidance and advice on future career paths. 

3.3 Employee Retention 

As mentioned earlier, research regarding Employee Retention and Turnover have both 

existed for a long time and been studied, developed and expanded throughout the years. 

The research has however, despite its extensiveness, been seen as modest or incomplete. 

There are many empirically proven variables that affect turnover (Mitchell & Lee, 2001, 

p. 229), but it is hard to determine which ones are most important. In order to focus our 

research, we must choose relevant themes that are seen as being the most relevant one in 

regard to Employee Retention. We will therefore base our argument on the work by 

Griffeth et al. (2000) who, in their meta-analysis of all relevant studies in this field, 

identified six different factors. They discovered that; ‘Job Satisfaction’, ‘Organisational 
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Commitment’, ‘Job Search’, ‘Comparison of Alternatives’, ‘Withdrawal Recognition’, 

and ‘Quit Intentions’ where the best predictors of Employee Turnover (Griffeth et al., 

2000, p. 483). Since these factors are considered to be best in predicting Employee 

Turnover, we will look into all of these six themes in order to base our approach on as 

much relevant aspects as possible. But, as stated previously, the variance regarding quit 

intentions are still quite large, meaning that these six themes might not be enough. Thus, 

besides these six themes, we will be observant to if part-time working students differs in 

any way, hence it might be room for additional themes to explain Employee Retention 

within our target group, or that some themes will be proved irrelevant in this context. 

3.3.1 Job Satisfaction 

In general terms, Job Satisfaction is explained as “a pleasurable or positive emotional 

state resulting from the appraisal of one’s job or job experiences” (Liu et. al, 2012, p. 

1362). Research on Job Satisfaction really took off in the mid-1900s, and in an attempt 

to summarize the literature at that time, Fournet et al. (1966) made a literature review on 

the subject that is relevant even today. Fournet et al. (1966, p. 168-174) identified two 

main factors influencing Job Satisfaction, characteristics of the individual, consisting of 

individual differences, age, education and intelligence, gender and occupational level. 

Also, characteristics of the job, consisting of organisation & management, immediate 

supervision, social environment, communication, security, monotony and pay. 

  

Within the individual characteristics, one of the main findings at the time was that 

young employees were very satisfied in the beginning, but after a while it quickly 

declined until it started to rise again when the employee got a bit older (Fournet et. al, 

1966, p. 169). This research did not consider part-time working students and it will be 

interesting to see if it can be applied to those as well. Another important finding was 

that satisfaction increases as the occupational level of the individual increases (Fournet, 

et al., 1966, p. 171). In other words, as you advance to a higher position in the company, 

your level of satisfaction will most likely increase.  

  

Amongst the job characteristics many important factors were identified. Organisation 

and management for example were proven to be important when the job satisfaction 

was low, in order to support the employee and make it rise again. Two other important 

factors were social environment and communication, both contributing to social aspects 

like friendship needs and freedom of speech. Finally, security was identified as one of 

the most important ingredients to job satisfaction. Studies has shown that even if other 

job characters are set to provide job satisfaction like responsibility and variety, the fear 

of losing the job can take over hand and lead to dissatisfaction. (Fournet et al., 1966, p. 

171-174) 

 

There are many ways to look at Job Satisfaction, one way is to look at satisfaction 

through time. Chen et al., (2011, p. 171) connected changes in satisfaction over time 

with quitting intentions. The study revealed that when comparing employees with 

different levels of satisfaction, the volatility of satisfaction is important to consider. 

Hence, two individuals with different level of satisfaction cannot be measured only 

from their current level of satisfaction. A person with a high level of satisfaction, but 

decreasing, is considered to be more likely to quit than a person with low level that is 

increasing. Even if the first person in the end still might have a higher level, its relation 
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to its previous level makes it more likely for that person to feel dissatisfied than the 

person with low score but that has improved. 

  

Narrowing the subject down further towards our focus, some research has considered 

Job Satisfaction of temporary workers. Chen et al. (2011) argued that an increase in job 

satisfaction generally reduces one's intention to quit, which is also supported by 

Flinicker et al. (2016). However, so was not the case with temporary employers 

(Flinicker et al., 2016, p. 53). The need for satisfaction is argued to be lesser when the 

employments are temporary, simply because the employees know that it is temporary 

and their focus might be on gaining a permanent job, not achieve maximum satisfaction 

at their temporary ones (Flickinger et al., 2016, p. 49). We want to understand how this 

fact contributes to our target group, do they see their part-time jobs as only temporary or 

if they have a bigger plan within the organisation that raises the importance of 

satisfaction. 

  

Another aspect of Job Satisfaction, is the different types of motivation that affects it. 

Research has shown that there is a distinction between different types of motivation 

concerning Job Satisfaction (Hirschfeld, 2000, p. 256). Herzberg was considered to be 

among the first to make the distinction between Intrinsic and Extrinsic motivational 

factors regarding Job Satisfaction (Sardzoska & Tang, 2015, p. 96). He saw 

achievement, recognition for the achievement, the work itself, responsibility, and 

growth or advancement as intrinsic motivational factors (Herzberg, 1968, p. 91-92). 

Some factors considered to be extrinsic to the job are supervision, interpersonal 

relationships, salary, status, and security (Herzberg, 1968, p. 92). In general, Intrinsic 

Job Satisfaction concerns with employees’ feelings about the task that they are 

performing, for example how it makes them feel when they have finished a task. 

Extrinsic Job Satisfaction on the other hand concerns the potential outcomes and 

rewards of their current task (Hirschfeld, 2000, p. 255). 

3.3.2 Organisational Commitment 

Closely related to Job Satisfaction, Organisational Commitment plays an even more 

important role to employee quitting intentions (Peters et. al, 1981, p. 78). The major 

difference between Job Satisfaction and Organisational Commitment is that 

Organisational Commitment has a broader spectrum that includes the employees’ 

feelings towards the whole organisation, not only their specific job assignment (Mitchell 

& Lee, 2001, p. 231). As one's job assignment is a part of the organisation's 

performance, Job Satisfaction will influence Organisational Commitment since it is a 

part of it, but as mentioned, Organisational Commitment includes more aspects (Peters 

et. al, 1981, p. 74). In general, employees with high organisational commitment are 

more loyal and willing to stay longer with their employers (Cohen, 1993, p. 1140). 

Students might however agree to a job despite it being appealing to them for various 

reasons, but this makes it harder for them to commit to the organisation (Blenkinsopp & 

Scurry, 2007, p. 634) 

  

Several studies have identified different views of Organisational Commitment. What 

many studies have in common, just as in Job Satisfaction, is that they point towards 

internal and external differences. Allan & Meyer (1990, p. 2-3) for example, divided 

previous studies on Organisational Commitment into three main themes; affective 

attachment, perceived costs, and obligation, where the first two are the most common 
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ones. Affective attachment is focused on the individual's’ identification and 

involvement with the organisation, hence an internal factor of Organisational 

Commitment. Whereas perceived costs, which focus on the individual's considerations 

of the potential costs of leaving the organisation providing commitment, is generally 

external. 

  

Another internal and external separation of Organisational Commitment was made by 

Kidron (1978). Kidron (1978, p. 241) identified Organisational Commitment as either 

calculative or moral. Calculative commitment to the organisation is based on the 

potential outcomes that an individual can achieve if staying in an organisation. The 

calculative approach is similar to the perceived cost approach identified by Allan & 

Meyer (1990, p. 2-3) and is clearly external. Moral commitment to the organisation on 

the other hand is about the individual's internal self-fulfilment when for example 

completing a task (Kidron (1978, p. 241).  

 

In similarity to the identifications of Allan & Meyer (1990) and Kidron (1978), O’Reilly 

and Chatman (1990) divided workers into being either normative committed, which 

refers to internal sources, or instrumental committed where the sources to commitment 

is external. As these examples show, different identifications have been made, but with 

similar main themes, they all have identified internal and external factors of 

Organisational Commitment. In our study, we want to understand the importance of 

Organisational Commitment. Also, we want to understand what the sources to 

commitment are in our target group, if they are internal or external. 

3.3.3 Job Search 

Job Search activities are often related to those who are unemployed, but they are just as 

common amongst employed individuals (Blau, 1992, p. 313). Also, since job search 

activities are identified as a predictor to employee turnover (Griffeth et al., 2000, p. 

483), employees conducting job search are of high interest. Job Search can be divided 

according to the intensity of the activity into active or preparatory (Blau, 1992, p. 315-

316). Active job search is, as the name implies, actively looking for a job, searching for 

alternatives etc. Whilst preparatory job search is more about updating your resume and 

mentioning to the right people that you might be available (Griffeth et. al, 2000, p. 481). 

It is argued that it is only active job search that will provide turnover intentions (Blau, 

1992, p. 316). 

  

The intentions to leave a job can be described as a chain reaction that starts off with 

dissatisfaction that triggers for preparatory job search. If the dissatisfaction remains, the 

job search will probably get active, hence high risk of turnover (Griffeth et al, 2000, p. 

483). One basic assumption in research theory, regarding Job Search, is that you are less 

inclined to search for jobs when the costs associated to the search increases (Rynes & 

Lawler, 1983, p. 629). 

  

3.3.4 Comparison of Alternatives 

Porter & Steers (1979) saw Job Alternatives simply as an adding factor to Job 

Satisfaction and Organisational Commitment, when studying Employee Retention. But 

it is considered to be one of the six best predictors of Employee Turnover (Griffeth et 

al., 2000, p.483). In this part, an individual has already searched for different job 
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options, and is now comparing the alternatives amongst each other but also to the 

current situation. Or, the person has received some form of information, without 

actively seeking it out, that it can use to compare its current job with others. 

 

In previous research, salary has been seen as factor worth investigating. When looking 

at single job alternatives, getting paid a lower amount, but the same as co-workers, is 

more attractive than getting a higher pay, but with co-workers getting even more 

(Tenbrunsel & Diekmann, 2002, p. 1149). However, comparing the two alternatives 

with each other has shown that individuals then choose the higher paying job, regardless 

of co-workers getting paid more (Tenbrunsel & Diekmann, 2002, p. 1150). This means 

that the absolute pay-out is relatively more important than equal pay when having more 

options to choose from and comparing them to each other (Tenbrunsel & Diekmann, 

2002, p. 1150). When looking at the importance of salary, we argue that it is relevant to 

consider the type of employment. In our degree project, we will try to understand if 

there is any difference in this matter when comparing part-time jobs and full-time jobs 

after graduation. 

  

Bazerman et al. (1994) performed a research where he looked into how much social 

information, i.e. pay or salary, is taken into account when students are evaluating job 

options. Social information is defined as information from the social environment that 

affects subjective interpretations of and outcome, but not the actual outcome itself 

(Bazerman et al., 1994, p. 327). In this case, the see social information as compared 

salaries and procedural justice characteristics. The research argues that students, who 

are facing the decision regarding their first post-graduation employment, need a lot of 

information to make their choice, and often use social information (Bazerman et al., 

1994, p. 326-327). 

 

When making a decision, regarding a job, you rarely have a neutral reference point, but 

use either own perceptions of value or the outcomes of others to compare with 

(Bazerman et al., 1994, p. 335). As mentioned earlier, you are more likely to use others 

as reference when deciding on only one job, but compare your alternatives to each other 

when faced with multiple options (Bazerman et al., 1993, p. 342; Tenbrunsel & 

Diekmann, 2002, p. 1149-1150). Based on this, preferences in the jobs that are being 

evaluated are based on social structures created from your environment, unless having 

several options that you then compare to each other (Bazerman, 1994, p. 343). 

However, one must recognize that there are many other aspects that can influence how 

one values different alternatives. For example, an employee might see more value in a 

job that is more geographically close to home, than another job with higher salary but 

longer traveling distance. 

3.3.5 Withdrawal Recognition 

Research on Job Withdrawal has shown that it is a big concern for organisations, and 

that withdrawal intentions and behaviours are related to Job Satisfaction, Organisational 

Justice and Commitment (Van Knippenberg et al., 2007, p. 458). Withdrawal 

Recognition is basically the term for recognizing withdrawal behaviours. Withdrawal 

behaviours have mainly been described as three different behaviours, from the mildest 

form to the strongest; lateness, absenteeism (or absence) and actual turnover (Griffeth et 

al., 2000, p. 480; Rosse, 1988, p. 517-518). Lateness can be seen as arriving late to 

work, meetings and such, whilst absenteeism is not appearing at work at all, using sick-
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leave and vacation days for example. Turnover, as previously mentioned, means 

quitting the job and leaving the organisation entirely. 

  

Research conducted by Rosse (1988, p. 522) showed that increased lateness, would in 

turn increase absence behaviour. It further illustrated that an increase in lateness and 

absence would increase the probability of quitting (Rosse, 1988, p. 522-524). Even 

though the simple progression from lateness to absence was confirmed, it required 

multiple instances of either lateness or absence before progressing to turnover (Rosse, 

1988, p. 526). This essentially means that single situations of lateness or absence will 

not necessarily lead to turnover, but if the behaviour is repetitive or increasing it 

probably will lead to turnover. This makes it important for companies to notice these 

behaviours and understand why they occur. In the case of a part-time working student, 

behaviours like lateness can just as well be a result of high workload at school for 

example. 

  

Van Knippenberg et al., (2007, p. 460) argued that there is a “give and take” 

relationship between employees and organisation, and if individuals are not satisfied 

with that relationship, they may engage in withdrawal behaviours. Since withdrawal 

behaviours are related to the broader concepts of Job Satisfaction and Organisational 

Commitment, we can assume that these behaviours start when an individual have 

inadequate satisfaction or commitment. By getting organisational support and 

motivation to work in the organisation's interest as well as feeling identified by and with 

the organisation would reduce the chances of withdrawal behaviours (Van Knippenberg 

et al., 2007, p. 469). 

3.3.6 Quit Intentions 

In general, Quit Intentions are seen to be triggered by job dissatisfaction (Griffeth et al., 

2000, p. 483). Broadly speaking, when you become dissatisfied at your job that is when 

you form intentions to quit. These intentions later develop the behaviours and actions 

one partakes before actually leaving the job. This has shaped the idea that people stay 

with an organisation when they are satisfied and committed, but leave when they are not 

(Bergiel et al., 2009, p. 206). Additionally, in the case of part-time working students, 

factors concerning a future career may also matter. Those factors could for example be 

if there are any future jobs within the organisation that will fit after graduation and if 

there is, how likely it would be to get that job. 

  

However, the intention to quit might occur early or late in the process ahead of 

Employee Turnover. As mentioned in the introduction, the Mobley model suggests that 

the intention to quit arises when you already have searched for and compared 

alternatives, and are therefore already on the verge of leaving the organisation (Mitchell 

& Lee, 2001, p. 192). One could imagine looking at alternatives in order to form a more 

objective view on your own job, when you can compare it to others, which then can 

create intentions to quit. Muchinsky & Morrow (1980) rather stated that the intention to 

quit arises when dissatisfaction does, and then the search for alternatives begin 

(Mitchell & Lee, 2001, p. 193). Meaning that dissatisfaction forms the thoughts and 

intention to quit, but you will search for alternatives and evaluate them before quitting. 
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3.4 Summary 

Motivation is important to examine in this degree project, since motivation leads 

individuals in their decisions and behaviours. In this degree project, we will categorize 

motivational aspects into Intrinsic and Extrinsic. By doing this, we aim to discover the 

different motivational factors, intrinsic and extrinsic, that motivates students both in 

their current part-time employment and in their future full-time job. With a foundation 

of different motivational factors, we will also look into the aspects of the Expectancy 

Theory. We want students to describe what kind of job they would like to have after 

graduation and how they will aspire to obtain it. With Expectancy Theory, we mainly 

focus on the student’s perceptions and expectations on their post-graduation future. 

  

This will also require some consideration of the students’ thoughts regarding their 

career. The career a student hope to have might affect the motivation regarding job 

choice. Student career choice implications is important to understand when connecting 

the themes in the main subject of this paper. Especially since the students’ expectations 

on their future may affect their will and effort to pursue certain jobs. All our theoretical 

concepts, from our point of view, is more or less connected to thoughts and expectations 

regarding a future career. 

  

Lastly, we have the six themes related to predicting Employee Turnover. Job 

Satisfaction and Organisational Commitment will concern both the current part-time 

employment but also the future full-time employment of the students. These two themes 

can also be related to intrinsic and extrinsic motivation, making them very relevant to 

analyze in this degree project. The following four themes, Job Search, Comparison of 

Alternatives, Withdrawal Recognition, and Quit Intentions, will mainly consider the 

perceptions towards the part-time job and be used to understand whether there is an 

interest to stay with that organisation or not. This can also be linked to the career 

decisions of the students, which will provide deeper understanding. All these themes are 

relevant in this degree project and will be part of our analysis. 
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4.0 Practical Methodology 

In this section, we describe and explain our research method regarding the practical 

aspects of our data collection. First, we determine the method for our data collection, 

followed by our sampling method. We then discuss the means needed for our data 

collection and how it actually was done. The chapter ends with how we will analyze our 

data, chosen theories, source criticism and ethical considerations. 

4.1 Data Collection Method 

As mentioned in our theoretical method regarding research strategy, we will use 

interviews as our method of data collection. A research interview can be seen as a 

conversation between the researcher and one or more people, where questions from the 

researcher are answered by the interviewees (Saunders et al., 2012, p. 372). Interviews 

are also one of the most common ways of data collection in qualitative studies (Bryman, 

2008, p. 412). There are however some different types of interviews, all able to suit 

different research questions, objectives, and relating to certain research purposes 

(Saunders et al., 2012, p. 372-373). 

  

There are essentially three different approaches or forms of interviews; structured 

interviews, semi-structured interviews and unstructured interviews, also known as in-

depth interviews (Bryman, 2008, p. 412-413; Saunders et al., 2012, p. 374; O’Gorman 

& MacIntosh, 2015, p. 120). Although they might have overlapping similarities, we will 

try to differentiate them in order to make a more accurate choice. It is mainly the level 

of formality and structure that separates them, but also depending on your research 

method and goal, which means you may need different forms or combinations if 

necessary (Saunders et al., 2012, p. 374). 

  

Structured interviews are usually based on a questionnaire with predetermined and 

somewhat standardized set of questions (Saunders et al., 2012, p. 374). The interest is 

towards what the researcher aim to study, trying to get answers on specific topics and 

not asking anything other than what has been decided prior to the interview (Bryman, 

2008, p. 413). The questions should be asked exactly the same to all respondents, in 

order to collect quantifiable data (Saunders et al., 2012, p. 374). Structured interviews 

are therefore more suited for quantitative research, on account of trying to maximize 

reliability and validity when measuring important concepts (Bryman, 2008, p. 413), 

making it less relevant for us in this degree project. 

  

The practically opposite form of interview from structured interview is unstructured or 

in-depth interviews since, as the name entails, the interviews are very open, flexible and 

informal (Saunders et al., 2012, p. 375). This type is usually used when trying to explore 

a certain, or general, area of interest in depth, with no or only few predetermined 

questions or aspects of research, making it more suitable in qualitative research 

(Saunders et al., 2012, p. 374-375). The idea is that the interviewee should answer 

freely and steer the discussion based on its own knowledge, belief, and interest of the 

topic whilst the research mainly focuses on areas worth following up that can be of use 

in the research (Bryman, 2008, p. 415). There are instances when the interviewer steers 
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the conversation more or less (Saunders et al., 2012, p. 375), but otherwise it is the 

respondent’s initiative that drives the conversation. We want to get a deeper 

understanding about our interviewees, but in certain themes and areas relevant to our 

research, making even this type of interview method irrelevant. 

  

Almost seen as in-between the previous two interview approaches is semi-structured 

interview (O’Gorman & MacIntosh, 2015, p. 120). Like unstructured interviews, semi-

structured interviews are linked mainly to qualitative research by being non-

standardized and somewhat informal (Saunders et al., 2012, p. 374). In this instance, the 

researcher does have some specific themes and questions related to the research, but the 

interviewee can still answer rather freely, giving room for conversation and discussion 

(Bryman, 2008, p. 415). In this way, each interview may be very different even if the 

same topics are discussed (Saunders et al., 2012, p. 374). The researcher bases the 

questions from an interview guide, but can follow up with more questions specifically 

related to the answers provided på the interviewee (Bryman, 2008, p. 415; Saunders et 

al., 2012, p. 374-375). This type of interview suits our research well, since we have 

certain topics and themes we want to focus on, but still want to reach a understanding of 

how our interviewees think and feel about those areas. Hence, we chose to conduct 

semi-structured interviews for our data collection. There are also practical reasons for 

this approach, such as access to respondents. Our target group in this degree project are 

students at Umeå University, and being students here ourselves, we have practical 

advantages for this choice, by having access and some knowledge about the population. 

  

Another aspect that signifies the semi-structured interview approach is that it is flexible 

(Bryman, 2008, p. 415). The researcher adapts to what the interviewee perceives to be 

important and relevant when explaining or describing behaviours, actions and thoughts 

related to the questions (Bryman, 2008, p. 415). The collected data is not only supposed 

to answer questions like “what” and “how”, but also put emphasis on “why” (Saunders 

et al., 2012, p. 376). Semi-structured interviews are also suitable when focusing on 

certain aspects rather than one overall theme (Bryman, 2008, p. 416), and is also used in 

explanatory studies, when trying to explain and understand something (Saunders et al., 

2012, p. 377). This strengthens our argumentation for choosing this interview method. 

Since we aim to reach a deeper understanding about how the students’ perceptions and 

experiences at their current part-time employer influences their career decisions. 

4.2 Sampling 

Regardless of research question and objective, one will need to consider the need for 

sampling (Saunders et al., 2012, p. 258). It is also very rare for researchers to have full 

and complete access to all people relevant for the research (Bryman, 2008, p. 178; 

Saunders et al., 2012, p. 258). Thus, some form of sampling is needed for us, since it 

would be very demanding, if even possible, for us to interview all students enrolled in a 

business programme at Umeå University who currently holds a part-time employment. 

  

There is typically two different types or categories of sampling techniques, probability 

and non-probability sampling (Saunders et al., 2012, p. 261). Probability sampling 

techniques means that anyone in your population have the same chance, or probability, 

to be selected for the sample. Your entire population should be known, and is therefore 

useful when you want to create statistical estimations in, for example, surveys and 

experiments. Non-probability sampling does not give equal probability in the population 
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for selection to a sample. It is therefore a method used when certain individuals might 

give better information than others or when the full population is unknown. Even if you 

can generalize from these samples, you cannot do it on a statistical ground. Even if the 

techniques may differ greatly, some research demands a mix of them, in order to suit the 

research best. (Saunders et al., 2012, p. 261-262) 

  

The population for our degree project are business students at Umeå University who 

currently have a part-time employment. There is no existing register for this 

information, meaning we do not know exactly how many students that are working part-

time or who they are. This means that we do not have access to a determined population 

in a sampling frame, making it hard for us to do any form of probability sampling and 

therefore should choose a non-probability sampling method (Saunders et al., 2012, p. 

262). Hence, we looked into different non-probability sampling methods before 

deciding how we would proceed. 

  

Marshall (1996) also argue that random sampling methods, which are mostly used in 

probability sampling techniques, are inappropriate in qualitative studies. As mentioned 

earlier, the characteristics being studied and population should be known, which is 

rarely the case in qualitative studies. The complex nature of subjects being studied, 

relating to human behaviours and thoughts, are not necessarily equally distributed over 

the population. This argues that some people may be more appropriate to include into 

your sample than others. Choosing someone at random to answer qualitative questions 

regarding a certain topic might be equal to asking a passer-by how to repair a broken 

car, instead of going straight to a car mechanic. (Marshall, 1996, p. 523) 

 

There are different methods for non-probability sampling, where most of them require 

some form of subjective judgement regarding its relevance (Saunders et al., 2012, p 

.281). The different methods we will present and discuss are Purposive, or Judgmental 

(Marshall, 1996, p. 523), sampling, Volunteer sampling and Haphazard sampling 

(Saunders et al., 2012, p. 284). There is another method called Quota sampling, but 

since it requires knowledge and access to the entire population with similar 

requirements for sample size as probabilistic sampling techniques (Saunders et al., 

2012, p. 284-285), it is not relevant for us and will not be discussed. 

  

Purposive sampling relies on the judgment of the researcher to select the people most 

suitable and productive for the study (Marshall, 1996, p. 523; Saunders et al., 2012, p. 

287). This method should not be considered to be statistically representative to your 

population, but is useful when you want information-rich answers from your 

respondents (Saunders et al., 2012, p. 287). With this method, you could either try a 

heterogeneous or homogeneous sampling. Heterogeneous means finding and choosing 

respondents that are diverse, with the purpose of providing maximal variation in the 

sample (Saunders et al., 2012, p. 287). Homogeneous is directly contrary, since the 

respondents in the sample now are supposed to be as similar as possible in order to 

reach deep understanding with minor differences (Saunders et al., 2012, p. 288). For us, 

it will be hard to judge which student would be most suitable for this study overall. 

Even if we have some criteria, we cannot judge whether one student can provide us with 

more information and insight than another. Thus, adopting only purposive sampling will 

not be applicable in this degree project. 
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Volunteer sampling mainly consists of two different techniques; Snowball and Self-

selection sampling. Snowball sampling essentially means that you ask someone to 

identify another person relevant for the sample. This new person should then identify 

another and so on, until you either cannot find any new people or when the sample is as 

big as it can be without being too hard to handle. Self-selection sampling relies on 

individuals desire to take part in the study. You ask for respondents among the 

population, and those who respond are the ones you collect data from. (Saunders et al., 

2012, p. 289) This method is very convenient and makes it easier for us to find potential 

interviewees. Since we do not know every business student who holds a part-time job, 

these types of sampling will help us find suitable candidates for our interviews. 

  

Haphazard sampling is a method when there are no real criteria for being selected to the 

sample from the population. The method is more commonly known as convenience 

sampling, where you select people for the only reason that they are easily accessible 

(Saunders et al., 2012, p. 290-291). This method is likely the least costly one in regard 

of money, time and effort (Marshall, 1996, p. 523). Convenience sampling is seen to 

generate low credibility, but at the same time might conveniently chosen samples meet 

purposive sample criteria and therefore be relevant for the research aim (Saunders et al., 

2012, p. 291). This would be beneficial for our degree project in aspects of time, and 

might also help us choose between potential respondents. 

  

We used a combination of haphazard, or convenience, sampling and volunteer sampling 

in this research. Via own private networks and social media networks, we searched for 

students who would fit into our population and sample, or asking if they could direct us 

to others who would be suitable for our sample. When asking students if they were 

willing to participate, we also asked if they know someone that might be of interest for 

us to contact, as in snowball sampling. Reasons for this is because we do not see 

purposive sampling as a necessity for our research aim and because we do not know the 

entire population. One student does not necessarily have more information than another, 

especially not when we aim to ask about their perceptions, thoughts and opinions. We 

did however have an aspect of heterogeneous sampling, by trying to find students with 

different part-time employments, regardless if they are linked to their studies or not, and 

possibly different fields of study. By trying to increase the variation we believe we can 

get more varied data to explain main themes (Saunders et al., 2012, p. 287). In practice, 

it is common that these different types of methods overlap in research (Marshall, 1996, 

p. 525). It is however important to remember that the main purpose of qualitative 

studies is to reach an improved understanding of complex issues rather than 

generalizability of the results (Marshall, 1996, p. 524). 

  

As mentioned, we did have some criteria regarding our interviewee candidates. First, 

the interviewees had to be enrolled in the business section at Umeå University and have 

the studies as their main commitment. Second, they also need to hold a part-time 

employment at the time of our data collection, and have held that employment for at 

least a year in order for them to be able to discuss and reflect over their job. Hence, we 

did not interview first-year students, since they will not have been able to have studied 

and worked for even a year at the time of this degree project. As mentioned earlier, we 

aim to have some heterogeneous sampling, where our interviewees hold different part-

time jobs and may even have different subject focus in their studies. We do however 

find it more interesting if they hold different part-time jobs, rather than that they are 
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focusing their studies toward different subjects. Below you can see a list of our 

interviewees in table 1. 

 

Table 1: Summary of Interviewees 

Name Age Field of 

study 

Current 

semester 

at 

university 

Part-time 

job 

Business/ 

Organisation 

Time of 

interview 

Date 

Mark 31 Marketing Last 

semester 

(8th) 

Receptionist Hotel 41.30 min March 

28th 

2017 

Frank 24 Marketing/ 

Accounting 

7th semester DJ Event 26.29 min March 

28th 

2017 

Alex 25 Finance 3d semester Entrance host 

and Seller 

Nightclub and 

Retail Store 

21.32 min March 

23 

2017 

Tracy 24 Marketing 4th semester Event 

Coordinator 

Recruitment 15.40 min March 

28th 

2017 

Jack 24 Marketing Last 

semester 

(10th) 

Bartender/ 

Waiter 

Nightclub/ 

Bar 

12.19 min March 

29th 

2017 

Scott 24 Management 4th semester Seller Store 22.35 min April 

4th 

2017 

Susan 29 Marketing Last 

semester 

(8th) 

Seller Gas station 24.51 min April 

4th 

2017 

4.3 Interview Guide 

As mentioned earlier, it is appropriate to have an interview guide when conducting 

semi-structured interviews. It is essentially a list of questions related to the pre-

determined themes established by the researcher (Bryman, 2008, p. 419). The themes 

we discussed with our interviewees all came from our theoretical literature in this 

degree project, see appendix 1 for the interview guide. It is important that we as 

researchers have knowledge about these topics in order for the interview and discussion 

to be as rewarding as possible (Saunders et al., 2012, p. 386). What we hope to achieve 

from the interviews is information about how the respondents perceive their reality and 

their thoughts on the subjects (Bryman, 2008, p. 419), which will improve our 

understanding. 

  

The six factors for predicting Employee Turnover; Job Satisfaction, Organisational 

Commitment, Job Search, Comparison of Alternatives, Withdrawal Recognition and 

Quit Intentions (Griffeth et al., 2000, p. 483), are all separate themes with their own 

separate questions. We also asked questions relating to Expectancy Theory and 
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Motivation, both Intrinsic and Extrinsic. By going into all of these themes, we aimed to 

understand what motivates students, how they view their current employer, and their 

expectations on a full-time job, in order to see how their thoughts on their current 

situation influences their future expectations and decisions. 

  

When formulating the questions for our interview guide, it is important that they are not 

leading, confusing, or “closed” (Bryman, 2008, p. 419). This means that the questions 

cannot be asked in a way that hints a context or circumstance to the answer. For 

example, asking a question like this: “Does your manager handle the gender inequality 

in your company well?” It states that gender inequality is something that exists in that 

company, regardless if the interviewee has knowledge of it or not. It can create 

confusion, since the interviewee might feel that he/she is misinformed about the 

situation at the workplace. The question is also framed in a way that could generate a 

simple “yes or no” answer, making it closed for development and exploration of the 

respondent’s reflections. We therefore tried to formulate our questions as open as 

possible, by asking our respondents to describe or explain their thoughts and opinions. 

Open questions allow the respondent to develop their answer freely, which can reveal 

attitudes and provide additional information (Saunders et al., 2012, p. 391). 

 

In semi-structured interviews, it is also important to formulate follow-up and probing 

questions in addition to the open questions related to each theme. Probing questions are 

used when trying to further explore certain responses that are of high significance to the 

research (Saunders et al., 2012, p. 392). You basically want the respondent to answer 

freely, but you focus your question towards something specific. Probing questions is 

also used when you want the respondent to explain something further, in order for the 

researcher to understand the answer better (Saunders et al., 2012, p. 392). Follow-up 

questions are simpler in nature, but can still generate more information. There are 

several ways to do this, by simply express or state interest in an answer, giving the 

respondent a feeling that the researcher is interested to hear more, or by asking 

questions such as; ‘Can you elaborate’, ‘What happened then?’ (Saunders et al., 2012, p. 

392). These types of question are unnecessary to write into the actual guide, and it 

depends on us, as the interviewers, to ask these questions during the interviews. 

4.4 Practical Approach 

When conducting a less structured interview, such as semi-structured, you may get more 

information by conducting interviews face-to-face with respondents (O’Gorman & 

MacIntosh, 2015, p. 120). It is also necessary when there needs to be a physical and 

personal contact between the researcher and the respondent (Saunders et al., 2012, p. 

378). This was not necessary for our study, but we wanted to meet our interviewees 

face-to-face anyway, since we believed it would give us more information. By “getting 

to know” the researcher, the respondents might feel more comfortable talking about 

personal reflections and opinions than they would be over the phone for example. You 

might therefore get more data through a face-to-face interview than by other means 

(Saunders et al., 2012, p. 379). That is why we had all of our interviews face-to-face, 

since our study would benefit by gaining more qualitative data. 

  

Saunders et al. (2012, p. 386) mentions that the location of the interviews may have an 

influence on the data. Besides being a safe location for the interviewer, it must be 

convenient and comfortable for the respondent in order to get as much valuable data as 
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possible (Saunders et al., 2012, p. 386). The locations should also be free of outside 

noise and disturbances, as well as making sure that the answers from the respondent 

cannot be heard outside (Bryman, 2008, p. 421). Since we aim to interview students, we 

chose to conduct our interviews at Umeå University campus. This is a familiar 

environment where both we, the researchers, and our participating students can feel 

comfortable. The interviews will be held in smaller rooms at campus, in order for us to 

not be disturbed. 

  

The interviews started by briefing the participating respondents about what the purpose 

for the interview is for, which also was mentioned when we asked for their 

participation. We also asked permission for recording the interviews, informed and 

reassured about confidentiality, and to inform that our role is to evaluate the answers 

from the respondent and not judging them (O’Gorman & MacIntosh, 2015, p. 121). 

Firstly, we asked background questions such as name, education, gender and age, in 

order to place the answers in relation to the background of the respondent (Bryman, 

2008, p. 419-420). We then followed our interview guide when asking questions related 

to our themes, and went deeper into each topic with follow-up questions depending on 

the answers we received. 

  

In order to be able to have as much focus as possible on the respondent, the researcher 

should record the interviews. This removes the need for taking notes and allows more 

flexibility in follow-up questions and probing on certain topics (Bryman, 2008, p. 428). 

The possibility to do this is also important when having an interpretivist epistemology, 

since you want to understand the respondent’s answers and reasoning (Saunders et al., 

2012, p. 378). Hence, we recorded all our interviews in order to focus on the interview 

itself and the information provided by our respondents. When you want to record 

interviews, it is important that you ask the respondent if they approve and also give 

them the opportunity to cancel the recording at any time (Saunders et al., 2012, p. 398), 

which we also did at the start of each interview. 

  

Next step was to transcribe the audio recordings from the interviews. The benefit of 

having the interviews in text is that it will be easier to analyze and compare to the 

answers of the other respondents (Bryman, 2008, p. 429). It also removes the risk of 

mixing up the collected data between different interviews (Saunders et al., 2012, p. 

395). Transcribing interviews can be very time consuming (Bryman, 2008, p. 429; 

Saunders et al., 2012, p. 400), and it is therefore important to be aware of this so that 

potential lack of time will not affect the quality of the data. We both divided the 

interviews among ourselves, and listened to one interview at a time whilst writing down 

everything being said by both us and the interviewee. We also made sure to note if there 

were pauses or other ways of how the interviewees spoke that could be worth analysing.  

4.5 Data Analysis Technique 

When it comes to analysing qualitative data, there are no standardised approach to it on 

account of the complexity of the data (Saunders et al., 2012, p. 556). Another thing that 

signifies qualitative data is that, at least with our approach, is that the researcher must 

interpret it subjectively which makes it hard to use generalised methods (Bryman, 2008, 

p. 511). Our approach is an interpretivist one, with a subjective ontological perspective, 

meaning that much of our analysis will be based on our perceptions of the data. We 
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therefore aimed to analyse the empirical results received from the interviews with the 

help of our theoretical background, in order to reach a deeper understanding. 

 

We wanted to analyse different themes or categories based on our data, in order to more 

easily understand it. Our data were to be divided into these categories, allowing us to 

see potential links or influences between different aspects. This method resembles a 

generic approach, as presented by Saunders et al. (2012, p. 557), which also includes 

developing propositions and verifying potential conclusions. Initially, we developed 

concept-driven categories, which is categories based on our theoretical background in 

relation to our research question and objective (Saunders et al., 2012, p. 557). We chose 

to do this based on that our research used existing literature as a starting point and that 

is from where we developed our interview guide which is the foundation of our data 

collection. When the need arose, we added categories from the collected data, which is 

called data-driven categories (Saunders et al., 2012, p. 557). All these categories are 

presented in table 2, where we also mention key phrases related to each category. 

 

The initial steps in the analysis was to go through the transcripts from the interviews, 

first by simply reading them through, and then once more where you mark and note data 

that could be useful (Bryman, 2008, p. 525). This is a form of selective coding, where 

we as researchers identify relationships between relevant data and our categories 

(O’Gorman & MacIntosh, 2015, p. 141). These useful “bits” of data, words, sentences 

or paragraphs from our interviews, will then be assigned to an appropriate category 

(Saunders et al., 2012, p. 558). CAQDAS is viewed as a helpful tool for this (Bryman, 

2008, p. 526; Saunders et al., 2012, p. 558), but we chose to use an online mind-

mapping tool called Mindmeister, primarily because of our own preferences of handling 

and working with qualitative data and because we were not familiar with CAQDAS.  

  

Another reason for using a mind-mapping tool is the structural and visual benefits in the 

following step of the analysis. The analysis later focused on identifying key themes, 

patterns and relationships among our selected data (Saunders et al., 2012, p. 560). This 

part also focuses on reflecting on how the data can relate to the existing literature as 

well (Bryman, 2008, p. 525). We had main topics in our mind-map related to our 

themes; Job Satisfaction, Organisational Commitment, Job Search, Comparison of 

Alternatives, Withdrawal Recognition, Quit Intentions, Motivation and Expectancy 

Theory. We then went through each interview transcript and connected the answers we 

received to the themes the concerned. We then created sub-clouds in the mind-map, 

relating to each theme, for each interviewee. Each interviewee had their own colour, 

which visually helped us separate the data between our interviewees. Their answers, that 

we perceived as relevant were then grouped together to each theme the answers were 

connected to. In the end, our mind-map had all the answers from our interviewees, 

linked to questions that in turn was linked to the major themes. It is important to be 

aware that because of potential varied amount of data, the primary categories might 

need to be divided into sub-categories or joined together (Saunders et al., 2012, p. 560). 

This happened in our analysis, where we could form sub-categories from our main 

themes based on the answers from the interviewees. As previously mentioned, all of the 

categories and associated data is presented in table 2 at the end of our empirical chapter. 

 

The final steps were to look at our identified links between data, literature and our 

categories in order to develop potential propositions for future research and testing 

(Saunders et al., 2012, p. 560). These should however be tested to some extent by our 
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data, even if it does not substitute a full statistical research on a hypothesis (Saunders et 

al., 2012, p. 560). If we identify a connection or relationship in our data, we must search 

for contradicting or negative data. Simply stating that some factors are related is not 

enough, but by providing intervening aspects or factors might be a more valid 

explanation of a relationship (Saunders et al., 2012, p. 561). Only by doing this we will 

be able to move on to develop valid conclusions (Saunders et al., 2012, p. 562). This 

means that we cannot focus only on data that confirms our propositions and opinions. 

Instead, we should see contradicting data as positive since it might help us redefine our 

conclusions better (Saunders et al., 2012, p. 562). These conclusions and theories are 

presented in our conclusion chapter. 

4.6 Choice of Theories 

This degree project started with us, the researchers, deciding on a field of interest to 

investigate. We were interested in the area of Employee Retention, what efforts that are 

done in order to make talented workers stay within the same organisation. Specifically, 

we wanted to look into how students perceive their current part-time employer and their 

expectations and thoughts regarding their future career choices. This lead us into the 

vast research field of Employee Retention and Turnover. These two topics are closely 

related since Employee Turnover is affected by Employee Retention, and vice versa. In 

order to prevent or at least reduce employee turnover, actions towards employee 

retention must be addressed. Since this research field was relatively vast, we tried to 

find common themes or aspects that could cover this field well. We used search terms 

as; ‘Employee Retention’, ‘Staff Turnover’, ‘Quit Intentions’, ‘Retaining Workers’ and 

‘Quit Intentions’, combined them together and even had a negative search term; ‘“-

nurs*”. That was because a big majority of research was aimed exclusively towards 

nursing and hospitality students and how their working climate influences their quitting 

intentions. By writing “nurs*”, we included every search term beginning with the letters 

“nurs”, whether it being nurses or nursing for example. As a negative search term, we 

excluded all literature containing that search term. This decision was made after 

concluding that the majority of that research was not useful for this degree project. 

When focusing on Employee Retention, besides that related to nurses, we found the 

meta-analysis by Griffeth et al. (2000), and decided to use their six different predictors 

of Employee Turnover as a theoretical background for our focus towards Employee 

Retention, since those terms and themes were recurring in much other literature as well. 

 

After getting more knowledge in the field of Employee Retention, we discovered that 

Motivation was a recurring theme in most research. Motivation is commonly seen as the 

force that bring individuals towards certain actions, and has therefore been related to 

decision-making and reasoning behind individual’s behaviours. Whilst looking into this 

topic, we decided to look at the dualistic perspective on motivation, which divides 

motivation into Intrinsic and Extrinsic. This would help us categorize different aspects 

of motivation, which we predicted could be beneficial for our analysis. Another theory 

related to motivation was Expectancy Theory, which also seemed to relate well to our 

research. The motivation to perform certain actions based on the expected outcome and 

value of said actions, we considered to be relevant when investigating students working 

part-time. It also felt relevant to consider the choices made by the students prior to their 

graduation in order to look at their perceived future career options. Our main use of this 

theory is to ask about what job students want to have after graduation and what they 

believe is necessary to do in order to get it. 
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Lastly, this lead us into the field of career development research relating to students. 

Our purpose with this part was to give the reader a short description of our definition of 

career development in the context of a part-time working student's current life situation. 

Our main topic is in a way related to the career development of students and we felt that 

the concept needed to be explained without going to deep because focus is towards 

Employee Retention aspects. Besides the purpose of clarifying the concept, the chapter 

contributes by highlighting the importance of some other of our theoretical concepts. In 

other words, it closes our theoretical circle by increasing relevance to our subject. As 

mentioned as early as in the introduction, research concerning students as part-time 

workers are few, and it was therefore hard to find research regarding both students as 

part-time workers combined with research on Employee Retention. This lack of existing 

literature also served as a reason for the subject in this degree project. 

4.7 Source Criticism 

In this degree project, we have tried to find relevant and reliable sources in all aspects of 

our research. Upon searching for relevant literature, we always started by using the 

literature search function at Umeå University Library’s website. That way we could find 

research from many different databases, instead of going into several specific databases 

right away. However, when we felt that there was not relevant literature to find, or if 

there was too much to go through, we mainly went into a specific database; Business 

Source Premiere. Based on our previous experiences whilst conducting studies at Umeå 

University, that database have much literature and research in business context, relevant 

for our study. 

 

We also wanted to use first-hand referencing as much as possible. Therefore, we looked 

up articles and books that had been a source of reference in literature that we found. 

That way, we could use first-hand referencing to a great extent and only use second-

hand referencing when we could not find the sources in our online searches. For this, we 

often had to use Google Scholar, since many articles were not accessible from Umeå 

University Library’s search function.  

  

The sources used in this degree project has been selected primarily by their relevance to 

our research subject, but also to their reliability as a scientific source. Most of the books 

we have used for reference have all been published, and many of them are used by 

Umeå University as course literature. The very few others are recognizable as a source 

on account of them being referred to in many scientific articles since their publications. 

We also tried to only use peer-reviewed articles as sources in this degree project. 

However, sometimes there have not been any peer-reviewed research on themes or 

topics we wanted to investigate, to the best of our knowledge. Then we have decided to 

use sources that may not have been peer-reviewed. We did however look into those 

types of research to see if there was any other literature that argued for the same 

conclusions or went into their own references to look into their sources. That way we 

tried to determine whether the article could be used as a reliable source or not. To the 

best of our ability and knowledge, all sources used in this degree project reaches a level 

of relevance and reliability that we felt comfortable and content with. 
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4.8 Ethical Considerations 

When a research involves human participants, ethical considerations are very important 

(Saunders et al., 2012, p. 208). In this degree project, our main interaction with other 

human individuals have been during our data collection through interviews. We have 

followed the general ethical principles presented by Saunders et al. (2012, p. 231-232). 

We as researchers maintain integrity by being open and truthful to our interviewees, 

also showing respect to them. We also aim to avoid any harm to befall our interviewees, 

physical or emotional, by open and clear communication about what we aim to do and 

why. As mentioned above, we also made sure that our interviewees were aware that 

their participation was voluntary, they could stop and leave at any time, that they were 

aware that we would record the interviews and that they would remain anonymous by 

giving them fake names in the degree project. This information was presented when we 

asked for their participation and again before the actual interview started. (Saunders et 

al., 2012, p. 231) 

  

Some other aspects of ethical considerations concern the process of analysing the data 

obtained from our interviewees. Throughout the degree project, we must still uphold our 

promises of anonymity to our interviewees. But we must also make sure that none of 

our data is altered or falsified. Hence, we save both the audio recordings from each 

interview and our transcriptions, so that we always can go back to our data and make 

sure that it corresponds. Further we must also stay true to ourselves and our research, 

making sure that any reflections and conclusions made by us in this degree project are 

realistic. By thinking about every step of the research, and considering the ethical 

aspects related to them, we can easier act ethically in our role as researchers. (Saunders 

et al., 2012, p. 232) 
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5.0 Empirical Findings 

In this chapter, we present our data, our empirical findings. Firstly, we present our 

interviewees, focusing on what part-time employment they have and their opinions 

towards it. We then go through the themes and their related questions, presenting the 

responses we received and exemplifies with quotes from the interviewees. In the end of 

the chapter, we summarize our categories and linked themes in a table. 

5.1 Interviewee Overview 

As presented in table 1, we interviewed a total of seven students, who all have been 

given fictitious names in this degree project in order to keep them anonymous. The 

interviews varied in length which mainly depended on how much explanations and 

reflections that the interviewees provided. The interviewees will shortly be presented 

and described, before moving on to the result we obtained regarding the different 

themes for this degree project. 

  

• Mark works extra as a receptionist at a hotel chain, mainly evenings during the 

weekends. Main tasks are greeting guests, managing bookings and customer 

service, which is usually done alone since he works alone during his shifts. He 

has been working there for approximately two and a half years, and likes that he 

has been able to work alongside with his studies for so long. Marks studies have 

focused towards marketing, which is most interesting to him. 

 

• Frank works extra as a DJ, where he works for an event company that manages 

bookings and gigs for him, and has been doing so for almost two years. Working 

with music as a DJ started off as a hobby that he chose to pursue as a part-time 

job during his studies. It works well with Frank since he mainly plays during the 

weekends, and can prepare his gigs on his free time after school hours. He has 

not decided if he should focus on marketing or accounting, since he views them 

both as interesting and important for him. 

 

• Alex currently have two different part-time jobs, one at an electronics retail store 

as a seller and another at a nightclub as entrance host. He worked at the 

nightclub before his studies but can still work extra some weekends. Alex says 

that he has had a few extra jobs earlier, and that he tries to find something he 

likes and that pays him a good salary. He tries to only work during the 

weekends, but when he has the time he takes some shifts during the week as 

well. Alex currently believes that he will focus his studies towards finance. 

 

• Tracy sees her part-time job as very time consuming and that it sometimes 

collides with her studies, giving her little spare time. Nevertheless, she likes it, 

and believes that she wants to work with something similar in the future. She 

works with marketing and management of the brand of a recruitment company at 

universities and towards students. She basically manages the company's 

marketing activities in the northern region of Sweden and has been doing it for 

little more than a year. Tracy wants to focus her studies towards marketing. 
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• Jack has a part-time employment at a bar/nightclub and restaurant, where he 

either serves as a waiter or as a bartender. He mainly works during evenings and 

nights at the weekends and believes that it works well in combination with his 

studies. He has had similar jobs almost throughout his time at university, but has 

been with this organisation for a year and a half. He is currently on his fifth and 

last year, since he is studying a master’s degree. Jack focused on management 

for his first degree, but now chose to focus on marketing for his master’s degree. 

 

• Scott have had an employment at the same organisation for almost five years. He 

started working there full-time but changed to part-time when he started 

studying at university. He works at a store with selling and service of glasses 

and visual examinations. During the studies, he works when there is a need, 

meaning that he covers up for full-time staff when they are sick or free from 

work. Scott is not sure what to focus on, but is interesting in leadership and may 

therefore chose management for his major future subject. 

 

• Susan has been working at a gas station for almost three years, as a seller and 

with customer service. She worked quite often the first years but have slowed 

down in order for it not to affect her studies negatively. She primarily chose that 

job because of a recommendation from a friend and because it could be flexible 

alongside her studies. Susan focuses on marketing as her major subject. 

5.2 Job Satisfaction 

Satisfaction from current part-time employment 

Something that all of our respondents mentioned was that the actual work they did at 

their jobs gave them satisfaction. To work on something that did not have a direct link 

to their studies seemed to be enough to give some form of satisfaction. When going into 

detail, we received several different examples like; the tasks are fun, challenging, 

stimulating, and provides for learning and development. The majority of the students 

work in service-related jobs with a lot of customer contact, which also was satisfying 

since they liked to help others, provide service, and simply talk to them about whatever 

the customers want. 

  

“The content of the work, as such, I think is fun. So, it is fun to have a little outlet to 

serve people, but still [...] talk to people and have fun!” -Mark 

  

Susan were on the same page, also mentioning changes at the gas station that would 

improve customer experience. 

 

“I can often see those solutions that, ‘if we do it like this instead it will be better for 

someone’. And it improves the quality on the work and it is also satisfying for me to see 

that I can help another person in their every-day life.” -Susan 

  

Tracy saw the bigger picture and hoped for answers on what she wants to do in the 

future. 

 

“The challenge I think. To learn more of what I seek (from a professional job).” -Tracy 
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Finally, the structure of the work was highlighted by Frank. 

  

“It is very free, I like it when you work a bit more project-based. It is not simply coming 

there and do the same thing, instead it is more fickle.” -Frank 

 

Another thing that was mentioned often was co-workers, both colleagues and the closest 

manager. Many said that their colleagues were nice and fun, which made them more 

satisfying to work with. By working with people, you have a good relationship with, the 

interviewees felt the job to be more fun and satisfying. Also, the relationship to their 

boss and manager was important in order to be satisfied. 

 

“My closest boss, I think she is great. A good person. She is easy to communicate with, 

flexible, yet clear in what she wants. At the same time, she is understanding in regard to 

my situation as a student.” -Mark 

 

Scott reasoned similar and also pointed towards the importance of good communication 

both upwards and downwards inside the organisation. 

 

“If you want to improve something you simply have to say something, and you know 

that it at least will be brought up. [...] You notice that they are listening to, even an 

extra worker who thinks that something should be changed. [...] Even the head office! 

Can always e-mail, call, ask about anything [...]. You can ask why you do this, or why 

you do that, and you will always get an answer.” -Scott 

  

Two of the respondents mentioned salary to be an important aspect behind their 

satisfaction. It was not developed more than that they felt that they needed more money 

as students, and that if they would not receive as much salary they probably would not 

stay at their current employer. 

 

“Especially selling is always fun, to make money!” -Alex 

 

Jack showed signs of the same desire for money as something he needs to be satisfied. 

 

“[...] that I get to earn some extra money, plain and simple. [...] and money, because I 

like money.” -Jack 

 

Satisfaction from future full-time job 

Regarding what they want from a future full-time job in order to be satisfied, our 

respondents all mentioned the actual work and related tasks to be important. The job 

should be challenging, developing, and give the opportunity to contribute. They also 

want to be given responsibility, acknowledgement from the company or management, 

and to get a better understanding of the company, a bigger picture and understanding of 

the business. 

 

“I want to be involved, it is extremely important to me, that I get to be involved in the 

business, accountability, decision-taking, thus, to a certain extent anyway. [...] Involved 

in a group, I think that is really important.” -Mark 

 

Scott also mentioned the importance of involvement. 
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“Just to feel ‘seen’ in some way, head office or at least by nearest manager. [...] 

Understanding for the business, holistic perspective.” -Scott 

 

Regarding the actual task, development was a keyword for many. 

 

“The work-tasks themselves should be developing (for me), you shouldn’t feel that you 

are treading water at the same place all the time for several years.” -Alex 

 

Jack specified it by describing the personal means of development. 

 

“I want some form of stimulant all the time, and development. [...] Something when you 

get to challenge yourself and at the same time learn something new.” -Jack 

 

Importance of being satisfied 

All our interviewees were unified in believing that feeling satisfied at the job is 

important. It was very important for them to even want to work. It did however come up 

thoughts regarding that you may have a lower satisfaction at a part-time job, if you feel 

that you need the job or if you can get other forms of benefits by having that job. 

 

“It is really important depending on what [...]. Rather how satisfied you are, you may 

not be satisfied at the job, but maybe it gives such benefits that you may be satisfied 

anyway.” -Jack 

 

Scott also argued for the importance of satisfaction, but he saw a difference in part-time 

and full-time jobs, where the satisfaction that you get from rewards like salary might be 

enough for a part-time worker. 

 

“If you don’t (feel satisfied) you won’t feel good after a while. [...] It is on the other 

hand an extra job for a student, so it is usually, often the money that you need. And 

many can have extra jobs that are boring and that you don’t like just to get that extra 

money. But in the long run, I don’t think it will work.” -Scott 

 

The long-term perspective and how it raises the importance for satisfaction were further 

explained by Susan. 

 

“I believe that you as a human must have a job that you are satisfied with since you 

spend so many hours there.” -Susan  

5.3 Organisational Commitment 

Feeling towards the current organisation 

The majority of our respondents talked good about their current organisations. 

Regardless if they work a lot or just a few hours a month, all of them could to some 

extent relate to their organisations and, even if some were more convinced than others, 

feel as a part of something. When asking about where those feelings come from almost 

all of them, except from one whose feelings came from tangible benefits, based their 

positive feeling on internal values like good co-workers, values of the organisations and 

inspiring job tasks.  
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“It is a good company and I believe that the people working there are very similar to 

me.” -Tracy 

 

The importance of the people within the organisation were one of Jack's primary 

sources to positive feelings. 

 

“Looking at the work itself, it is definitely the co-workers (providing positive feelings 

towards the organisation).” -Jack 

 

Scott focused on his own accomplishments and how they have good impact for the 

organisation. 

 

“You feel that you do good (to the organisation)!” -Scott 

 

The one problem that some of our respondents had in common were if the organisation 

was big. Their positions as part-time workers in a big organisation made them feel not 

as important, sometimes limited in their work and the distance between the different 

parts of those organisations had a negative influence on their overall feelings. A reason 

to many positive feelings was familiarity at the organisations which seemed to be 

violated in large organisations. 

 

“Looking at one of my jobs it's more of a little family, it becomes very familiarly 

because the organisation isn't that big.” -Alex 

 

Susan exemplified how it can become a problem if the organisation is too big. 

 

“I guess I believe that they succeed with their top management in the sense that they 

engage people. But I feel limited sometimes.” -Susan 

 

Loyalty towards current organisation 

Our respondents vary a lot in how loyal the feel towards their current organisations. 

Some felt very loyal, others felt some loyalty and some felt no loyalty at all. The 

respondents who felt high loyalty described it as built over time and rooted in trust 

towards and interest in the organisations. Commonly for all respondents with high 

loyalty is that they all could see themselves continuing working for the same 

organisation after graduation. 

 

“I guess I have become much more loyal now than I was my first year. [...] I could 

definitely see myself working for the same organisation but in another position after 

graduation if we should move from Umeå someday.” - Mark 

 

Taking it even further, Susan showed real enthusiasm about remaining within the 

organisation. 

 

“Looking at the broad picture I am satisfied. I can see myself staying in the 

organisation. Actually, I would really want that.” -Susan 

 

Others felt a little less loyalty but still considered themselves loyal in relation to other 

potential part-time employers. What differentiates this group from the previous was that 
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they had very little, or no intentions of staying within their current organisations after 

graduation, despite feelings of loyalty. 

 

“I absolutely don’t feel that I will feel forced to stay after graduation. But I feel that 

when I am there (at work) I will really do my best to make them perform good.” -Scott 

 

Tracy felt loyalty, but still had a desire to move on and try something new. 

 

“At the moment I am very loyal, but I don’t know about the long run. [...] I’m going to 

want to move on after I’m finished with my studies. To be more challenged, to see what 

other options there is and most likely because I don’t want to remain in this line of 

business.” -Tracy 

 

However, some respondents felt almost no loyalty towards their current organisations 

and had no intentions of staying after graduation. What they had in common, except 

from lack of loyalty, is that it comes from dissatisfaction with how things are done in 

each organisation. Whether the type of work was in line with what they want from a 

future employment did not seem to matter. In fact, the two least loyal respondents could 

very well imagine a job in the same line of business, but not in their current 

organisation. 

 

“They are not that loyal to their staff, there is only some, some loyalty to feel against 

them. [...] I guess they don’t care that much.” -Jack 

 

Alex explained it further as a short-term relationship where he only focuses on himself 

and do not care about the company of his retail store job. 

 

“Not towards them, not at all actually. There I feel that I only do it for the money, 

considering how they are doing, I couldn't care less, as long as I earn my money” -Alex 

 

When questioned about what could impact their loyalty, the respondents were more or 

less unified of the importance of a good relationship with their closest boss. If they were 

treated badly or unfair, or if the current boss was substituted with someone that they did 

not connect well with, loyalty would decrease. 

 

“It is the issue with close bosses who doesn’t listen to their employees.” -Susan 

 

Furthermore, if that relationship improved and they felt listened to and respected, 

loyalty would increase. Alex provided us with an example. 

 

“Maybe that managers sometimes goes out to meet with the employees, talk about what 

needs to be done, and mostly why.” -Alex 

 

Jack was very clear about what would improve his loyalty. 

 

“Bosses who cares!” -Jack 

5.4 Job Search 

Current job searching 
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Regarding if any of our respondents currently are searching for other jobs, they were 

almost equally divided in ‘yes’ or ‘no’. Of those who said no, reasons were that they did 

not have the time or that it is too soon to search for full-time jobs, since they will not 

graduate this summer or that they already have plans for the summer. 

 

“No. That I haven’t done. I have actually decided this summer to stay at my current 

employer. [...] It feels really safe to stay there, since I know what I am supposed to do 

there.” -Scott 

 

Tracy mentioned the time aspect of searching for a job whilst studying as a problem. 

 

“Well, not searching. I will be doing some other stuff during the summer. But no, there 

isn’t time for it.” -Tracy 

  

Time, in relation to school, was a problem for Susan as well, but she also talked about it 

as a scary thing for her. 

 

“No, I haven’t started yet. [...] No, but I feel that I have too much to do. [...] I still think 

it feels a bit scary.” -Susan 

 

Job searching process 

As the name entails, the job searching process relies much on the actual search. Mostly, 

our respondents were looking at different websites that list many different available jobs 

at different companies and tried to find those that were interesting to them. Some also 

went into specific companies’ websites and checked if there were any open positions at 

that particular company. When searching, they were looking for an interesting work, 

interesting company, size of the company, what type of company it was, and how 

satisfied their employees were. 

 

“When I am searching for jobs I check, amongst other things, lists that have open 

positions up. I also look up companies that seems suitable. Amongst other thing, how 

satisfied their employees are, how big they are, if they operate in Sweden, and similar.” 

-Jack 

 

Frank used internet as his main source of information, but started from inside by asking 

himself what he really wanted. 

 

“Yes, the first thing is to think ‘what do I want? What is the ultimate scenario? [...] Are 

there any jobs at all?’ Then you search online, Google, and check if there is anything 

sensible.” -Frank 

 

Most of our respondents began to talk more about the actual application process more 

than the job searching process. Although the actual search mainly took place online for 

all respondents, they provided different examples on how they later apply for the job. 

Some tried to get in contact with someone at the potential company through a phone 

call, in order to talk about the job or what opportunities that are available. Other ways 

were to send in a well-made CV, and try to contact the companies afterwards to discuss 

potential interest. 
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“I worked rather actively on writing a good CV, trying to stand out, google on it and 

read on websites. Looking at different ways to stand out in some way with your CV.” -

Scott 

  

Mark had a similar view, but he had a problem with the way things are done today, he 

thought that it was hard to stand out and show who you really are in today's processes. 

  

“I believe that all job searching processes are very standardized today. It is hard to get 

around this, what you did earlier, ‘Hey! Is your boss there? Can I talk to your boss?’ 

Nowadays, everything is supposed to go through channels or recruitment companies, 

but often it’s like; ‘Upload your CV on our website and we will look at it, when we feel 

like it.’ I think it is hard to get around that somehow.” -Mark 

  

Frank on the other hand had his own way of getting around the problem that Mark 

identified. 

  

“[...] And then you send in your CV there, preferably talk to the manager's first, call 

them up and talk to them like; ‘are you currently taking in some extra workers?’ Then 

you send in your CV and hear back and check if they have read it, maybe call them 

again.” -Frank 

5.5 Comparison of Alternatives 

How to compare different jobs 

This part had some recurring themes from earlier questions, since it concerns things 

they want or do not want from a job, and is therefore relevant in comparing alternatives. 

The most popular answer from our respondents was the actual work, the tasks and what 

they were supposed to do. Then, co-workers and the people working in that organisation 

was interesting to look, at as well as potential development opportunities. Some 

expanded on this and talked about the company values, that they should reflect the 

respondents’ values and would be a good indicator if one would fit in with the company 

or not. 

  

“The first would be the actual work tasks, and see if it is something that would suit me. 

[...] Priority two would be to look at what type of people that is working with this. 

‘Would I fit in their work climate? What can I do for them, what can they do for me? 

Will we function together?” -Frank 

  

Tracy, as well as Frank, talked about the importance of being able to identify 

themselves with the company. 

  

“It is probably the development opportunities and work tasks. Also, what company it is, 

maybe not what company it is, but what people are working there, where would I be 

happiest. [...] What the company stands for!” -Tracy 

  

Scott focused more on the actual job position he associates with certain job tasks. So, 

with the job tasks being the important thing, he associates them with a job role he 

believes himself to want in the future. 
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“The work tasks. [...] In order to later start searching for these roles, roles that I can 

imagine myself having in the future like project manager and some type of leader role. 

[...] And then hopefully in a company where I believe that you can continue later, in a 

role a like better.” -Scott 

  

Some respondents gave examples on what they believed important earlier, or in relation 

to their situation as it is today. Then salary was mentioned early on, where they wanted 

as high salary as possible, as long as it would not affect anything else negatively, like 

values or satisfaction. 

  

“First of all, salary. Salary, work tasks, meet the people who works there. [...] As of 

today, I would say the money, absolutely! [...] If the salary would be the same, then I 

would say the work tasks. Then I would definitely take the one that is most appealing to 

me for the moment.” -Alex 

  

Susan said that her perspective on what is important to look at has changed from first 

being high salary onto focusing more on satisfaction today. 

  

“I have always said that it is important for me to make money after my education [...]. 

However, I am not interested of making a lot of money on a job I do not like, but now I 

start to see the importance in actually having really fun at the job.” -Susan 

 

As mentioned earlier, the company values were important to some of our respondents. 

Reasons for this was because it should reflect the opinions and values of the worker, in 

order for the worker to feel good and satisfied with its job. 

 

“That is where I am supposed to thrive, I know that I wouldn’t fit in at every place and I 

probably wouldn’t want to work somewhere where I felt that I didn’t fit in either. I want 

to feel like I am part of the team.” -Tracy 

 

Mark based it on previous bad experiences, where bad or no company values would 

affect him negatively. 

 

“Because I may have stepped on a mine, where I might have worked for a company and 

thought; ’Oh shit, how can you motivate this type of business?’ [...] That day I went 

home with a lump in my stomach over have done something bad or dishonest. And that 

goes back to it being important that the time you spend on the job, that you feel that you 

are doing something good.” -Mark 

5.6 Withdrawal Recognition 

Changes in attitude towards current organisation 

The respondents change in attitude towards their current organisations can simply be 

divided into two groups, the ones whose attitude have changed for the better and the 

ones where it has changed for the worse. For those with improved attitude, the 

improvement comes from step by step gaining more feelings towards the organisation 

which have increased their level of dedication. In other words, they are willing to 

sacrifice more for their organisation now than before. 
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“My dedication has changed, it has risen for me. Now I definitely feel like a part of the 

crew and even apart from my working hours, I am loyal and can promote our 

organisation. That is something I couldn’t do in the beginning.” -Mark 

 

Frank talked about preconceptions about his managers being a problem in the 

beginning, but when getting to know them it all changed. 

  

“I was a bit sceptical in the beginning to these people, even if they who run the firm are 

kind of local celebrities. But now I really see it positively, they are really good people 

and it has improved my loyalty a lot.” -Frank 

 

For those who is experiencing decreased attitude, different factors matter. What they 

had in common though was that it did not come from one single event. The changes in 

attitude had evolved through time and bit by bit reached a level of bad attitude and low 

dedication. Alex talked primarily about his job at the retail store and that his encounters 

with customers feels worse now than before. 

 

“The job has not directly become more pleasant. You get more frustrated when you get 

stupid questions now. [...] First of all I believe that when you study you let go of your 

job in a way. You get another attitude towards working, you would rather be home, be 

with friends and stuff. Second, when you do go to work you start to think “why must 

they ask this?”, I could have done something much better with my time today.” -Alex 

 

Jack based it on changes in the staff, that staff turnover had a negative effect on him. 

  

“Well, yes! It has(changed), because, since I started, people have left, new people have 

come in and you see that they have no knowledge and they are unwilling to learn. So, 

the colleagues were totally different before.” -Jack 

 

Another example that differs a bit from the ones above is Susan who was really 

dedicated in the beginning. But when she realized that moving after graduation was not 

an option, hence there is no way for her to reach a higher position in the organisation, 

she became less dedicated, and less interest in the firm at large. 

  

“I guess I was more dedicated in the beginning, I have become less interested in my 

company today than I was before. [...] Maybe it’s not because of the company, but 

because I don’t see it being so likely that I would move after graduation as I did in the 

beginning” -Susan 

 

Changes in amount of working hours 

The level of working amount varied a lot between the respondents, some worked almost 

every weekend and even some days during the week whilst some worked one out of 

three weekends. What they all had in common though was that during their time at the 

university, they had all experienced a change in their working amount. Some worked 

less at the time of the interview and the most common reason was that school needed 

more time and energy then compared to in the beginning. 

 

“I work less, much less. [...] I feel that I want to lay all my energy at school. Because of 

that I think it’s enough to work every other weekend.” -Alex 
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Susan had reached a point where she had no option but to work less. 

 

“I work lesser now, I worked too hard the first, or second year of my education so I was 

forced to cut down.“ -Susan 

 

Tracy had recently decreased her amount of work to avoid stress, however, she gave a 

really stressed impression when talking about it.  

 

“At the moment I work less, mostly to prevent from failing, or, I'm going to make it, but 

I will be really stressed out.” -Tracy 

 

Others work more now than before. The reasons vary from calm periods at school... 

 

“I work more now. Now I feel that it’s a bit calmer in school and I have the opportunity 

to take on more job.” -Jack 

 

...to work related reasons like a need for workers to fill in for full-time staff. 

 

“More now, it has been a period where I’ve had very, very much work. Several days a 

week, plus weekends because it has been a bit of chaos with staff, one is away on 

travels, one have just started studying.” -Scott 

5.7 Quit Intentions 

Plans for after graduating 

Most of our respondents reacted to this question with a bit of laughter, almost with an 

attitude of “I have no idea, and I feel that I should know”. Everyone was planning to get 

a full-time job, but not everyone had started to decide where or even how to get there. 

Some felt that they need a break when school is over, to really think it through and then 

decide what they want to do. Others had some idea of what they want to do, but also 

being optimistic to changing circumstances or “dealing with it as it comes”. 

 

“Well you, (laughter), that typical million-dollar question! No but, the plan after 

graduating is first and foremost to figure out, where, it is that I really want to work. See 

how it goes on interviews, see if there even are any job I want at all.” -Jack 

 

Mark reacted to the question with a humoristic sense of hopelessness, but eventually did 

not seem stressed at all about the nearest future. 

 

“Really?! What the hell… my mom asked me that question. Please. [...] I don’t have a 

plan, eventually apply for the two jobs (mentioned earlier). [...] Will stay in Umeå, so 

will have to see what they can offer.” -Mark 

 

Susan were almost as calm as Mark, talking about the need for a break from the 

pressure and regain some strength. 

 

“Well, I have work over the summer at my current job. That is basically my plan, to 

have that summer job. I will search a bit, but I am also quite content with that. I feel 

that I must graduate and take a deep breath, and gather energy again.” -Susan 
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Likelihood of staying at current organisation 

As we have seen earlier, many respondents were satisfied with their current jobs and 

employers. This have made them very open to the idea of staying within that 

organisation even after graduating. However, nobody would want to have the same role 

or position, they would all like to advance within the organisation if they are to stay. 

Reasons for this was because of their finished education, they want to have more 

challenging tasks, development opportunities and more responsibility. 

 

“There is absolutely positions there that would have been interesting. But there isn’t 

that many with an economic responsibility [...], or leadership responsibility either, it 

would be store manager which I could’ve become anyway (without university degree). 

[...] But I am not sure that I would want that after four years of education.” -Scott 

 

Mark had similar thoughts and motivated them by talking very good about the 

organisation. 

 

“Yes, absolutely! [...] I would probably describe it as that i comes from this company 

being interesting. The company has once again, values, [...] good leadership in top that 

drives the company forward. Even encouraging people to change positions and always 

develop.” -Mark 

  

The problem for many was that even if they liked the organisation, their operation in 

Umeå was too small to be able to offer positions our interviewees would be interested 

in. Some of those positions were at the bigger offices, or similar, which would require 

moving from Umeå and then it would be like a new job anyway. 

 

“I actually don’t believe it to be so likely. On account of the practical aspects. But, 

would they have a head office here, then every time!” -Susan 

 

Frank did not really see the opportunities at the moment in such a small company, but 

saw great potential in being a part of an expansion to other cities. 

 

“Well, that, I don’t dare to say definitely yes or no. It depends… [...] Since it is a rather 

small company. There are three guys, one is the owner, one works with booking of 

artists. [...] Then there is the third guy who is out and performing and handling the 

communication with clubs and such. But it would definitely have been fun, to see how 

the company can go on and spread maybe all the way down to Stockholm or something, 

where I have my roots.” -Frank 

 

Despite being happy with both the job and organisation, interviewee Tracy still felt that 

she did not want to stay after graduating. Main reason was that she wanted to have the 

same type of work tasks, but towards different businesses and target groups than her 

current employer. 

 

“I want to work more at a bureau and towards more diverse projects. [...] No, I would 

probably want to work a bit, with different types of fairs, events, marketing than what 

they can offer me here.” -Tracy 

 

Some other interviewees did not want to stay either, but they did not have the same 

positive feeling towards their job and organisation, Alex for example. 
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“(Laughter) well, I would definitely not stay at the retail store, that’s for sure!” -Alex 

 

Jack were just as sceptical at staying at his current organisation. 

 

“The chance is, probably, about zero percent.” -Jack 

 

What it would take to stay 

For those that did not feel they wanted, or for other reasons saw problems with staying 

at their organisations, we asked what it would take for them to stay. Most answers were 

linked to previous answers on what they wanted from their jobs and what they felt they 

did not get. Jack for example thought that the business was so small. 

 

“That they were a big enough business that they would have the need for someone who I 

am educating myself to be.” -Jack 

 

Alex would want to work with something closer related to his education and interests. 

 

“Maybe more towards strategy, to get bigger market shares. Something towards that I 

think.” -Alex 

 

To Scott it was, just like for Alex, tasks and roles that are more towards management 

and finance. 

 

“I think if it were some role where there is responsibility, basically economy related, 

and maybe, economical scheduling.” -Scott 

  

For Frank, it was simply a question about getting enough amount of work opportunities. 

  

“Want to stay, as I said, but it is the amount of work that needs to be created.” -Frank  

5.8 Motivation 

What it is that motivates at the current job 

The motivational factors at the interviewees current employments were almost equally 

divided into intrinsic and extrinsic. Money for example was a common extrinsic 

motivator when they were evaluating their part time jobs. When interviewing both Alex 

and Jack they gave us the feeling that if the salary was lowered, even by just a small 

piece, they would lower their motivation to a level where quitting would be the only 

option. 

  

“I do it for the bonuses, the money.” -Alex 

  

Once again, Jack were very clear about what motivates him at his current part-time job. 

  

“Money, because I like money.” -Jack 

 

Mark, as well as Alex and Jack mentioned money, but not with the same enthusiasm as 

the prior. Instead Mark highlighted that his part time job brings needed variation to his 

everyday life. 
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“It is that I get a bit of variation in my everyday life, a side from school.” -Mark 

  

Continuing on Marks intrinsic approach, others described things like work environment 

and personal development as their key motivating factors. Mainly work environment 

seems to be a key word. 

 

“For my part, it’s very much about work environment, that it is nice to go to work. To 

have like-minded colleagues and that it’s not only hard work but you can also have nice 

setting, nice people, that's very important to me.” -Frank 

  

Tracy had a similar view but included the assignments as well. 

  

“Work assignments, colleagues, in other words the environment surrounding the 

workplace.” -Tracy 

  

Differences between part-time and full-time work regarding motivation 

When asked about if there are any differences between what motivates at their current 

jobs and what would motivate them in a future full-time occupation, the answers were 

much more similar. Extrinsic values like salary and other benefits seems to matter much 

less. Even Jack, who talked about salary as his main, and almost only motivating force 

at his part-time job, described how things change when thinking about jobs in the future. 

  

“The money would probably be less important [...] Then it’s simply about nice 

colleagues, and ehhm, in comparison to now, also more about fulfilling assignments” -

Jack 

  

Mark had a similar way of looking at the differences. 

  

“When it comes to full-time, you will spend a large amount of your woken hours at 

work, then you have to find something that at least triggers some kind of internal spark. 

I mean, I do not sit her because I need the money but this is actually something that can 

develop me.” -Mark 

  

Others described the actual role they want to have in the future as a motivating factor, 

Susan for example was very clear about wanting a leader role, even if it was just a small 

group, she would be motivated by responsibility. Closely related to being motivated by 

responsibility, Scott raised teamwork as something that would motivate him in a full-

time job, well established teamwork where the members strengthen each other. 

  

Factors that could affect motivation 

This topic was stumbled upon by all our interviewees, by giving examples of what 

would affect their motivation, both positively and negatively. Despite being different 

things, what was common was that losing something they had now, or receive less of 

something is what would affect our interviewees motivation negatively. 

  

“If the provision would disappear for example. [...] Then, it could be the working 

conditions as well, let’s say that they would get worse then you wouldn’t be very 

motivated. [...] Like working times, days off from work, length of working days, and 

such.” -Alex 
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For Jack, a violation of his development would have very negative consequences. 

  

“If I wouldn’t get to new places at work, since it’s usually a hierarchy where you work 

at a certain position for some time before moving on to the next one. If I would stagnate 

there, I would lose all motivation probably, as well as if many of my colleagues left.” -

Jack 

  

As mentioned by Jack and several others of our interviewees, colleagues were very 

important. If those relationships were to get bad, many would lose motivation at work. 

  

“If you would work at a place where the colleagues aren’t very nice, nobody really 

cares about you, you just sit at your desk in an office-scape, that stuff I’d really avoid.” 

-Frank 

  

Susan draw similar conclusions about her relationship to her boss. 

  

“I actually think that I once again will mention my closest boss. I really need to feel that 

I’ve got their support.” -Susan 

5.9 Future Expectations 

What kind of job that is desired after graduation 

Almost all our interviewees had to put a lot of thought into this part. However, after 

some thinking and evaluation we got a wide range of answers containing everything 

from very specific positions, to overall desires like company size or levels of 

responsibility. Alex for example said that he would prefer to work at a smaller, local 

company because he believed that it would lead to a feeling of belonging. An example 

of opposite thinking was provided by Jack. Jack argued that he wants to work at a larger 

company, simply because the kind of jobs he is aiming for is only available at larger 

companies. Concerning responsibility, leadership was a key desire for some of the 

interviewees, even at this early stage of their careers. 

  

“A leader role, I'm not afraid of responsibility at all, I think it is incentive and it is 

inspiring and motivating to have responsibility and it improves my own achievement, 

always. So, gladly some kind of leader role.” -Mark 

  

Scott also talked about leader roles, but he also connected it to his education and argued 

for his level of education setting a standard. 

  

“A natural step would be to go on to store manager and then area manager and then 

move on from there. I think it would have been fun. But at the same time, it feels like 

when I educate myself to what I am, I’m going to higher competences then a store 

manager. It would feel like a waste of time to study four years and end up as a store 

manager in a store with seven employees. […] Project management I believe would be 

very fun. [...] Coordinate groups towards goals with a relatively short deadline.” -Scott 

  

Jack was more focused on the actual task, he wants to work with marketing, but with 

something new, that is developing for him. When asking if there is any chance that his 

current employer can offer a job like that he answers without hesitation, “No, they 
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cannot”. He explains that they are in a completely different business which makes it 

impossible. Jack goes a bit against his own arguments when he further explained that all 

kind of businesses are in need of good marketing and that he would prefer to stay in the 

same industry, being hotel and restaurant, but work with marketing. 

  

What it would take to get that job 

Regarding what it would take it seems to be a mixture between first of all preparatory 

efforts and efforts related to the job search process. Preparatory efforts could for 

example be picking up the right knowledge from school or gaining other experiences. 

Jack provided us with a broad answer containing knowledge preparation from school 

and outside school. 

  

“Since it is in the field of marketing, it is very much about the ability to show that I can 

solve the tasks that they give to me. So, it is very much about giving a good impression. 

If you look at the academic background (preparation), it is set. I also have practical 

background, maybe not as much as it would be preferred. [...] Most of all it would take 

practical background” -Jack 

 

Even in more detail, Mark also talked about knowledge from school in combination 

with practical experience and how to get it. 

 

“We are all (the class) qualified, and just give us some time and we will be amazing. 

[...] We have to get some basic experience, we have to be humble and learn certain 

things. And learn to be wrong, to learn by your mistakes. I believe that learning by 

doing is a good thing, but I think that we possess a lot of abilities today already. And for 

my own part it’s mostly about the having the courage to go for it.” -Mark 

 

Concerning efforts related to the job search process, both Alex and Frank argued that 

the best way of getting the job they wanted for their future is to get out of their comfort 

zone and face the “real world”. In other words, to visit potential companies, make 

connections there, ask them career related questions like if there are any available slots 

in the nearest future or what kind of courses they believe is important to take at school. 

Mainly to show interest that hopefully will benefit them in the future. 
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6.0 Analysis and Discussion 

In this section, we will analyze our empirical findings from our interviews. We will 

discuss our result, and use our theoretical foundation to look for relations, links, and 

explanations. The starting point is a table that summarizes our empirical findings, 

linking key phrases to our themes. The following will be analysed discussion concerning 

our newly discovered themes. We will end the chapter with a summarizing table of our 

new themes and key discoveries related to them. 

6.1 Summary of Themes and Sub-themes 

This section is the starting point of the analysis, where we have linked answers from our 

interviewees to our categories of themes. As mentioned in the practical methodology, 

we have main themes based on our existing literature, and have formed sub-themes 

based on the data we received from the interviews. 

 

Table 2: Summary of Themes and Sub-themes  

Themes Key phrases 

Job Satisfaction 

Part-time 

 

 

 

Full-time 

 

 

 

Importance 

  

Challenging, Learning, Fun, Feeling useful, Simulating, 

Help others, Good relationship with colleagues and 

boss, Salary 

 

Responsibility, Acknowledgement, Knowledge, 

Involvement, Developing tasks, Good relationship with 

colleagues and boss 

  

Share values with organisation, Like-minded, Feel bad 

otherwise 

Organisational Commitment 

Feelings 

• Positive 

 

 

• Negative 

 

Loyalty 

• General 

 

 

• Affects 

  

  

Belonging, Inclusive, Good co-workers, Doing good, 

Familiarity with organisation 

  

Limited, Not important, Distance within the 

organisation 

  

Trust, Built over time, Perform at work, Interest in 

staying, Unsure of staying 

  

No loyalty in return, Do it for the money, Management 

doesn’t care, Being listened to 



52 
 

Job Search 

Current job search 

• Yes 

 

• No 

  

Job searching process 

• Sources 

 

• Searching for 

 

 

• Feelings towards process 

  

  

Summer-jobs, Full-time jobs 

  

Too soon, No time, Scary, Need a break 

  

  

Job lists online, company websites 

  

Interesting company, Interesting tasks, Size of 

company, Type of company, Satisfied employees 

 

Need to stand out with CV, Contacting managers to 

show interest, Standardized process, Impersonal 

Comparison of Alternatives 

Comparing factors 

  

Work tasks, Like-minded colleagues, Work climate, 

Development opportunities, Company values, Salary, 

Level of fun 

Withdrawal Recognition 

Changes in attitude 

• Better 

 

 

• Worse 

 

 

Changes in amount of work 

time 

• More 

 

• Less 

  

  

Feeling part of the group, Loyal, Promoting company, 

Forming relationships 

  

Sacrificing valuable free time, New colleagues, 

Decreased over time, No future career opportunities 

within organisation 

  

 

Calm period at school, Need from employer 

  

Reducing stress, Prioritizing school, Too energy 

consuming 

Quit Intentions 

Future plans 

 

 

Likelihood of staying 

• Yes 

 

 

 

• Unsure 

 

• No 

 

 

 

  

Short-term plan, Summer first then future, Finding a 

full-time job, Take a break, Stay in Umeå, Move to 

another city 

  

Interesting company, Good values, Good leadership, 

Encouragement, Want to advance in the organisation, 

Good relations with co-workers 

  

Small company, Few career opportunities 

  

Interested in other businesses, New experiences, 

Unhappy, Not committed 
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Needs for staying Room to grow, Need for my expertise, Job position in 

line with education and interest, More career 

opportunities 

Motivation 

Part-time job 

• Intrinsic 

 

 

 

• Extrinsic 

 

Difference between part-time 

and full-time 

• Intrinsic 

 

 

 

• Extrinsic 

 

Factors affecting motivation 

• Positive 

 

 

• Negative 

  

  

Variation in everyday life, Work tasks, Good relations 

with colleagues, Good work environment 

  

 

Provision, Salary, Money, Developing work tasks 

  

  

 

Fulfilling work tasks, Responsibility, Future work 

role/position, Good colleagues 

  

 

Developing work tasks, Support from colleagues 

  

 

Support from boss, Good and nice co-workers, 

Development opportunities 

  

Worse working conditions, Less salary, No provision, 

No career development, Nobody cares, Bad relations 

with colleagues 

Future Expectancy 

Desired full-time job 

• Company preferences 

 

• Task preferences 

  

Needs to get desired job 

• Preparatory 

 

 

• Job search 

  

  

Small and local, Big and developed 

  

Developing, Leader role, Responsibility 

  

  

Experience, Academic achievements, Practical 

knowledge 

  

Visit companies, Make connections 

6.2 Satisfaction is Motivating  

Motivation is what moves you to do something (Ryan & Deci, 2000, p. 54) and in this 

degree project we categorize motivational aspects into either being Intrinsic or Extrinsic 

(Reiss, 2012, p. 152). Since different things motivate everyone in different ways, the 

Orientation of Motivation focuses on what and from where motivation comes (Ryan & 

Deci, 2000, p. 54). At their current part-time employer, our interviewees all mentioned 

several different things that motivate them at work and to perform there. Recurring 

themes were the work environment, relations with colleagues and to actually have tasks 
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to do that differs from school duties. These were described by our interviewees to be 

factors that increased their motivation when they were perceived in a positive way. A 

good work environment, with nice and like-minded colleagues whilst performing fun 

and interesting work tasks made our interviewees feel good and motivated to work. We 

interpret these themes to be intrinsic motivations for our interviewees. We base this on 

that the themes are present when being at work, and not a separable outcome by 

performing the job. Intrinsic motivation is when you gain motivation by performing an 

act for the inherent satisfaction of the act itself (Ryan & Deci, 2000, p. 56), basically 

doing something for its own sake (Reiss, 2012, p. 152). 

 

Since Intrinsic motivation means getting motivation by the sole satisfaction of the act, 

most of the previously mentioned aspects also influence the students Job Satisfaction. 

Job Satisfaction is, as the name indicates and as Liu et. al (2012, p. 1362) explains it, a 

pleasurable feeling towards your job. What we found was that the most common reason 

behind our respondents work related satisfaction did not necessarily come only from the 

actual work, but simply from doing something else besides studying. In some ways, this 

can be related to the argument by Flinicker et al. (2016, p. 49) that job satisfaction is not 

as important to temporary workers as to others. Although that argument was based on 

the fact that the job was temporary, there are similarities in the way our interviewees 

saw their part-time job, as a secondary activity and that the fact that it was a secondary 

activity was satisfying enough. Yet, doing something other than school, seems to be 

both satisfactory and motivational for the students. 

 

Fournet (1966, p. 171-174) argued for the importance of management support and other 

social aspects in order to gain job satisfaction. This is something that was confirmed by 

many of our interviewees to also increase their motivation. First of all, the social 

aspects, almost all of them mentioned in some way the importance of good and like-

minded colleagues for example. Second, management and leadership were also an 

important aspect, most of all the importance of good communication upwards. Mark 

exemplified it very clear by describing his closest boss as a good person who is 

understanding and responsive which provided him with satisfaction. This also links to 

the research by Sollitto et al. (2016, p. 75), stating that the relationship between 

managers and workers is crucial for the workers to commit and assimilate to the 

organisation. 

  

Regarding job satisfaction that comes from the core task, Hirchfeld (2000, p. 255) also 

made the connection between job satisfaction and motivation. Furthermore, he separated 

intrinsic and extrinsic job satisfaction, aligned with motivational theories, where 

intrinsic is based on feelings about the task and extrinsic about the potential outcomes. 

In our research, we found evidence for both part of these types of satisfaction. One 

example of intrinsic satisfaction was recurring comments about the driving force to 

serve and help other people. They described the feeling they get from successfully 

helping customers as very satisfying. The opposite, extrinsic satisfaction was mainly 

represented by Alex and Jack as they gained the majority of their job satisfaction from 

salary and other economic benefits. What is interesting is that they are the ones with the 

least expressed job satisfaction, especially Alex, having only salary as his satisfying 

force and do not seem to like his work at all. This will be discussed in the next sub-

chapter 6.3. 
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However, the aspects concerning interesting and developing work tasks can also be seen 

as extrinsic motivation. What some of our interviewees mentioned, they enjoyed 

developing work tasks, in the sense that they themselves grow and learn in a 

professional sense from working. They saw it as beneficial for them to get practical 

experience and knowledge that they could use in school and in future jobs. This matches 

the arguments stating that experience, skill enhancement and confidence from working 

part-time can improve the chances for students to get an attractive employment later in 

life (Sollitto et al., 2016, p. 74; Evans et al., 2015, p. 306). Hence, by having a job 

where you have developing work tasks, you also get separable outcomes like knowledge 

and experience that is beneficial in other situations as well. Therefore, we see it as a 

possibility to see developing work tasks as extrinsic motivation as well, since extrinsic 

motivation means doing something in order to attain another separable outcome (Ryan 

& Deci, 2000, p. 62). So, something that increases Job Satisfaction, performing 

developing work tasks, can also be seen as extrinsically motivating. This further 

indicates that aspects that influence positive Job Satisfaction, is also motivating for the 

students. 

 

In general terms, when asked about the importance of feeling satisfied at work, our 

respondents were all agreed on that it is of very high importance.  Especially when it 

comes to full time jobs, satisfaction seems be really important. Once again, Flinicker et. 

als. (2016, p. 49) findings are supported. The main argument amongst our interviewees 

was that as you spend such a big amount of your time at work, job satisfaction is a 

requirement. When asking more about future employments and the importance of 

satisfaction, all our interviewees argued that it would be intrinsic factors that would 

create job satisfaction at a full-time job. These factors are the same when it comes to 

what motivates the students. Even those, who told us that money was very precious, and 

practically was their main satisfying factor, wanted challenging and developing work 

tasks. This indicates that Intrinsic motivation, some Extrinsic motivation and Job 

Satisfaction stems from the same sources. It seems that one cannot be intrinsically 

motivated to a job without also being satisfied with it. However, it may be possible to be 

extrinsically motivated, and perform a job, without being satisfied.   

6.3 Extrinsic Rewards are the Last Line of Defence 

The aspects influencing motivation, that we would classify as extrinsic motivational 

aspects, could be praise and developing work tasks with the perception that they are 

separable outcomes. Something that very clearly is an extrinsic reward, and therefore a 

source of extrinsic motivation, is money in the form of salary. We see money as 

something tangible, in the sense that it is an item of value that you exchange in 

transactions between individuals or companies. Even if it may be considered intangible 

with money transferred to a bank account, it is still something you possess. This makes 

salary from a job something you receive, and perceive as valuable for what you can use 

the money for later. That links to the description of extrinsic motivation by Ryan & 

Deci (2000, p. 62), that you perform an action in order to attain a separable outcome. 

For that reason, we see salary as an extrinsic motivational factor, since you work in 

order to get paid money for the job you have done. 

 

Money has often been seen as a very common motivational aspect in previous studies as 

well (Curtis & Williams, 2002, p. 5). We believe that students value money both for it 

being necessary to pay for living expenses as bills and food, but also because it allows 
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them to consume products and services in their everyday life. This is a big reason for 

why money can be such a strong motivation for students to have part-time jobs. 

Especially since some interviewees said that if the salary would decrease, they probably 

would quit their part-time employments. This statement was made despite there being 

intrinsic motivation for working as well. Exemplifying with Alex, who enjoys selling 

because he finds it fun to do, and also because of the provision for each sale. But if the 

provision would decrease or be removed entirely, he would lose the motivation to stay 

at that job. This correspond with the findings of Deci, Koestner & Ryan (1999, p. 358-

359), stating that extrinsic motivational rewards can undermine intrinsic motivation 

(Bénabou & Tirole, 2003, p. 490). We can therefore assume that for some of our 

interviewees, the extrinsic motivational factors have more power in influencing their 

attitude towards working at their part-time jobs, especially when concerning a potential 

decrease or removal of those motivational factors. 

 

Porter & Steers (1979) categorised the comparison of job alternatives as a complement 

to job satisfaction and organisational commitment. Comparing the results from this 

theme with the results from job satisfaction and organisational commitment we found a 

lot of similarities. When our respondents were asked to describe what mattered most 

when comparing two job alternatives many answers from what provided satisfaction 

and commitment were recurring. The intrinsic values that characterised the desires when 

achieving satisfaction and commitment were once again highlighted as very important. 

Examples of important, decisive factor were the task which should be developing and 

incentive, colleagues and the work climate at large. Despite salary still being the 

number one factor for some at their current part-time job, it seems to be less important 

when focusing on a future job. Susan for example prioritised salary a lot before she 

attended university, now, after a few years of studying, her main goal is to find a 

workplace in the future where she can have fun. 

 

Interesting to point out was that the importance of money was emphasised mainly by the 

students who expressed both low satisfaction and low commitment to their current jobs. 

Peters et. al (1981, p. 78) compared job satisfaction with organisational commitment 

and described the latter as the bigger picture, that job satisfaction is a part of 

organisational commitment that can have great impact on it. Evidence of this is found in 

most of the empirical findings related to the theme of organisational commitment, the 

most obvious is that the same people that were not satisfied where the ones that were the 

least committed to their organisation. For the students with the lowest organisational 

commitment, their salary was essentially the only thing motivating them to stay at their 

current part-time job. As an extrinsic reward, the salary is the only thing keeping the 

students from leaving the organisation during their time at university. This may not 

work in the long run, since satisfaction and other motivational aspects is considered 

important in a job by all our interviewed students. It also strengthens our idea that 

students may be motivated enough to stay at a part-time job based on salary alone, 

despite low satisfaction and commitment. Another discovery was that money, or 

extrinsic rewards in general, become more important for students in part-time jobs, the 

less committed they are to the organisation.  

 

It seems that it will be enough with a good salary to keep students satisfied at their part-

time job during their time as students. On the other hand, if the organisations do not 

provide the students with intrinsic values during their time as part-time workers, they 

will never get committed enough to stay, and they will not see future job satisfaction at 
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that company. As mentioned earlier, the need for job satisfaction may not be as high for 

temporary or part-time workers as full-time employees. However, if those workers are 

to become full-time workers in the future, organisations must put more effort into 

creating or improving job satisfaction and organisational commitment from the start, 

even when the students are working part-time. In order to retain part-time working 

students after graduation, employers must see the bigger picture. Students might accept 

jobs they ideally would not want to have due to their needs, but it is hard for them to 

commit to the organisation without intrinsic aspects to motivate them (Blenkinsopp & 

Scurry, 2007, p. 634).  

6.4 The Approaching Future 

Amongst all our topics and themes, the one concerning their future plans and desires for 

future job employment was the one that the interviewees showed most uncertainty for 

and needed time to think it through. It could depend on the fact that students generally 

choose their first jobs on short-term criteria such as availability, location and pay over 

relevant work fields (Larkin et al., 2007, p. 86-87). When considering a future full-time 

job, the options increase substantially since there is a global labour market and the 

students have greater freedom of choice (Harris et al., 2013, p. 60). Yet, not all students, 

even those close to graduation, have started searching for jobs. 

 

Regarding life after graduation, surprisingly few had a well thought out plan. This could 

first of all be a sign that the part-time employers are doing a good job since our 

interviewees does not seem to have a hurry with finding something new. However, our 

general interpretation is that today’s students face a tough reality where the process of 

finding a job is quite demanding. We argue that this gives part-time employers an 

advantage; if they really make an effort to make part-time working students feel 

satisfied and committed, they will most likely have a very good chance of retaining 

them after they have graduated. 

 

Our interviewees were quite evenly divided between having started searching for other 

jobs and those who had not started. What was interesting was that all of the ones who 

had not started searching, full-time or part-time, were the ones with high satisfaction 

and commitment. This is something that we interpret as a sign of a will to stay, or at 

least indicating low quit intentions, which also was verified by some of our 

interviewees. It could also be that they feel more comfortable, in the sense that they 

believe that they will be getting a full-time job eventually because of their education 

combined with practical experience. Somewhat arguing for the same as Robert & Saars 

(2012, p. 751) research, that students who have been working part-time generally have 

reduced search time and are more likely to get a professional employment. Yet, it could 

also be that the future is scary and job searching is time consuming, and in comparison, 

to a part-time job, they must consider more aspects when making their decision. 

 

When talking about what motivational factors that was needed at a future full-time job, 

the extrinsic motivational factor salary received less focus. Most research argues that 

money as an extrinsic reward, will have a great effect on individuals’ behaviours even at 

full-time jobs (Deci, Koestner & Ryan, 1999, p. 359), but our interviewees did not 

mention it as such. We do however believe, based on our own opinions and 

interpretations from our interviews, that the reason why it does not seem as important as 

at a part-time job is because the different life situations. As a student in Sweden you do 
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not receive salary, but instead a student grant and the opportunity to take on a student 

loan. For full-time students, this is the main, and for some students the only, source of 

income during their study period. This is what creates the financial need as mentioned 

earlier, since some students may feel the need for an additional source of income. But 

when you are working full-time, you will receive a salary representing the work you are 

carrying out. This is common knowledge, which could explain why salary did not need 

to be mentioned, since the students assume that they will get more money from working 

than they currently are from studying, hence not having the same financial situation and 

needs. 

 

Other aspects were considered to being possible of affecting motivation both positive or 

negative, depending on how it was perceived. Career development, or development 

opportunities was such an aspect. The majority of our interviewees mentioned this in 

regards of something that either would affect them negatively if it did not exist, and 

positively if it did exist. We consider this to be extrinsic motivation, since they want to 

be able to reach new positions in the organisation by working there. They expect a 

separable outcome for their effort, arguing for it being extrinsically motivated (Ryan & 

Deci, 2000, p. 62). The opportunity for future learning and development is probably 

important for students since they know that after graduation, they should possess the 

knowledge and skills required for certain types of jobs. That is also the common view of 

higher educations, as stated by Gerstein & Freidman (2016, p. 105) and Sung et al. 

(2011, p. 128). But we also know that students gain experience and skills through their 

part-time jobs as well (Sollitto et al., 2016, p. 74), and this interest towards learning and 

development is still fresh in the minds of our interviewees. Hence, this indicates that it 

is attractive and motivating with an organisation where they can continue to grow, 

develop and learn. 

 

When deciding upon a full-time job, our students is motivated towards having a desired 

job position. By working with something you like or having a position you want to have 

will in itself be motivating. Since the position in itself is motivating, it is related to 

intrinsic motivation (Ryan & Deci, 2000, p. 54). The students perceive and expect that a 

certain job position or role will be something they will enjoy and not because it will 

grant them other benefits. Something that was mentioned was that the position should 

include responsibility and maybe even a leadership role. We consider these to be 

intrinsic motivational factors, that the students would want this for the sake of having 

the role as a leader with responsibility. 

 

What we see is that the part-time working students, who still have some time before 

graduating have mainly begun their job searching for other part-time jobs and especially 

summer jobs. Those students who are close to their graduation have barely begun 

searching, and they were all currently satisfied and committed to their organisations. 

However, if the lack of job searching depends on their satisfaction and commitment, the 

anticipation that they will easily find and get a full-time job, or because they are not 

ready for the process and decision is still unclear and could be worth investigating. 

6.5 Means to an End 

Based on the experiences of our part-time working students, and their expectations and 

hopes for their future, we can see what they perceive important to have done in order to 

reach desired job positions. The preparation needed focused on the education but also 
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practical experience and knowledge. We therefore assume that the students feel that 

education only is not enough to get a desired full-time job, but they need practical 

experience as well. This goes in line with the research by Hylander (2009, p. 3-4) 

regarding that students in Sweden work extra besides their studies at university in order 

to get valuable experience and contacts.  

 

Our interviewees believe that their education gives them a stable ground that is useful 

for them in their future careers. Yet, it is not considered to be enough, and the need for 

practical experience is perceived to be important in order to get the future job position 

they desire. Working part-time during one's studies have been proven to increase skills, 

developing knowledge, and expanding students professional network (Larkin et al., 

2007, p. 86; Sollitto et al., 2016, p. 74; Hylander, 2009, p. 3-4). This has been shown by 

our interviewees as well, since they want to develop themselves, be challenged and try 

new things. The situation students are in at the university is focused on learning, since 

that learning and knowledge will be beneficial in their future jobs. The same perspective 

is used on their part-time jobs, where they see the practical experience as something 

they can use to improve themselves. By getting as much knowledge and experience as 

possible, the students believe themselves to be more qualified workers. That also links 

to the statement by Evans et al. (2015, p. 306) that part-time working students perceive 

their employability to improve by working beside their studies. This makes education 

and part-time work instrumental in attaining a desired job in the future, linking to the 

Instrumentality factor in the Expectancy Theory (Miner, 2015, p. 97).  

 

Based on the opinion that you need both education and practical experience in order to 

get a desired job, our interviewees believe themselves to be eligible for their desired 

jobs since they fill these criteria. This links to the term expectancy from Vroom’s 

Expectancy Theory (1966, p. 17), to what degree a person believes that a desired 

outcome is probable. For our interviewees, the expectancy for their desired outcomes is 

perceived as strong, indicating that they will pursue these outcomes.  Their strong 

desires and beliefs that they will be satisfied by reaching that position, is referred to as 

valence (Vroom, 1966, p. 17), which also we interpret to be strong among our 

interviewed students. 

 

Assuming that the students will pursue the outcome, which grants them their desired job 

position in the future, their motivation to stay at their current organisation would only 

be present if they perceive and believe that their desired position exist within that 

organisation and if they believe themselves able to get it. Based on our empirical 

findings, student’s education and practical experiences represents the instrumentality in 

reaching desired outcomes. The expected satisfaction from holding that job position is 

valence. Finally, the expectations that their education and practical experience will be 

beneficial, with the perceived probability to reach their desired job positions, is the 

expectancy factor in the Expectancy Theory (Vroom, 1966, p. 17). All of these aspects 

will together form the amount of motivational force behind the student’s choices and 

decisions, were the ones with strongest force will be the options the students will 

pursue, according to the theory (Vroom, 1966, p. 18).  

 

The Expectancy Theory is however hard to test and prove in this degree project, and it 

is not our purpose for it either. It does however help illustrate a potential way of 

reasoning for the students, in how they make their job decisions. As mentioned earlier, 

many students felt that they wanted to stay with the same organisation, but that they felt 
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the opportunity and possibility for there being a desired job position available to be 

small or non-existent. Thus, they would pursue other options based on them not 

expecting to reach their desired outcome. The students consider themselves to be 

eligible and qualified for their desired job positions, yet they feel limited by options 

available at their current organisation, further discussed in next sub-chapter 6.6. 

 

6.6 Limitations and Complications of Career Development 

The own preferences of the decision maker play a very important role when making job 

related decisions (Bazerman et. al, 1994, p. 335). Based on this argument, employers of 

part-time students have an opportunity to influence those preferences during the 

student's time at school. When they later graduate and are faced with career related 

decisions, if done in the right way, their previous employers can have an advantage if 

they want to retain them in the organisation. However, we have identified some 

limitations that complicates things for both the students and the employers. 

 

The interviewees who were most committed talked really good about their 

organisations, felt very loyal and really wanted to stay within their current organisation 

after graduation. This goes well in hand with Cohens (1993, p. 1140) description of high 

committed staff as loyal and willing to stay in the same organisation for a long time. On 

the other hand, we found exceptions, like Tracy, who felt committed, but simply wanted 

something new after graduation. This limits the employer’s control in the sense that no 

matter what they do in terms of providing satisfaction and commitment, some will 

choose to leave due to other reasons. 

 

Of those who did not, at any circumstances, see themselves continue working for the 

same organisation we noticed some withdrawal behaviours. Withdrawal recognition, as 

described in our theoretical framework is the recognition of withdrawal behaviours, in 

other words, behaviours that can be signs of a plan of turnover (Van Kippenberg et al., 

2007, p. 458). According to Rosse (1988, p. 517-518) withdrawal recognition can be 

divided into three stages, or levels, lateness, absenteeism, and actual turnover. First of 

all, we found that some interviewees had a negative change in their attitude towards 

their employer. However, we did not get any examples of behavioural change like 

coming late or intentionally violate the work environment. The one behavioural change 

we did see was that some of them worked less now than earlier. The main reason for 

working less was that they had to spend much more time at school now than in the 

beginning which makes it hard to categorize it as withdrawal behaviour. There were 

also no signs that those with least satisfaction and commitment were the ones who 

worked less now than before. 

 

Others showed signs of reversed behaviours by working more now than earlier. The 

most common reason for working more was either because school had become a bit less 

demanding, or because of commitment towards the organisation and the colleagues. 

Scott for example had just experienced a period at work where many were away on 

travels or gone for other reason, during this period he had work very much to cover for 

others. Overall, we can see that this theme is very hard to implement on part-time 

working students. This is mainly because their work is a complementary activity and 

that the pressure from school is affecting how much time that is available for work. 

Additionally, if we had identified other behaviours that could be potential signs of 
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withdrawal, they also could have reasons related to school and not work. This is 

something worth mentioning to the theme in general, where signs of lateness for 

example might be an effect of an employee's private life, and not its attitude towards the 

job or organisation. 

 

A limitation in the process of retaining part-time working students after graduation that 

affects both organisations and the students, are geographical issues. Quit Intention can 

be seen as the main outcome if the effort to retaining employees fails. Bergiel et. al 

(2009, p. 206) stated that if people are satisfied and committed they will stay, if they are 

not, they will leave. This was very accurate in our study regarding the ones with low 

satisfaction and commitment. Moreover, when focusing on those who had highest 

satisfaction and commitment and were willing to stay in their current organisations, they 

still had quitting intentions because of geographical problems. The main problem was 

the location of the headquarters. Many of our interviewees felt that they had no 

possibilities to move to another city, which eliminates most of the opportunities of 

advancing to a well-suited position within their current organisations. As mentioned, 

this limitation strikes just as hard on the students as the organisations. The students, 

because they are left with less attractive positions if they want to remain in the 

organisation. The organisations, because they once again face a situation that they have 

no, or very little control over, since talented workers might be unable to advance in the 

organisation and are therefore motivated to leave. 

 

A complication that limited many of our interviewees chances to retain was poor 

matching of their desires for a future position. All our interviewees wanted, despite their 

satisfaction, commitment or quit intentions, to have challenging, developing and jobs 

with responsibility after graduating. Their current part-time job position worked for 

them during their studies, but they all want more from a full-time job. Generally, many 

of them did not believe that their current employer could offer them that type of job 

position, at least not without it requiring the student to move to another city. In order to 

retain these students, Blenkinsop & Scurry (2007, p. 634) suggests that companies need 

to work hard in creating job positions that suits the student's education and career goals, 

to make their company more attractive to start their career in. Especially since the 

benefits of retaining part-time workers in the company are several, including reduced 

costs and time for introduction and training (Blenkinsopp & Scurry, 2007, p. 625). 

  

There is also the aspect of uncertainty concerning the student’s future careers. Even if 

they all felt confident in finding a job they wanted in the future, right now they did not 

know exactly what is going to happen after they graduate. The time at university can be 

very stressful, creating a sense of hopelessness among students (Sung et al., 2011, p. 

128), making the thoughts of making career decisions big and scary. Very few of our 

interviewees, even those who are graduating this semester, have started to actively 

search for full-time jobs, despite having a feeling that they “should” do it. We 

mentioned earlier that it could depend on them being more confident that they will find 

a job, and is therefore not stressful about it, but focusing on the final time at university 

instead. What therefore could be interesting, is to see what their current employer are 

doing for them in this situation. Some had made suggestions for them to apply for other 

positions in the company, but none of those students believed that they would want, or 

be able to have, that job position. Deciding on your first-time job is a big decision, since 

it will have the potential to affect your entire future career (Larkin et al., 2007, p. 86). 

That could also contribute to making it a scary decision that the students rather would 
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wait to make until they are more confident in knowing what career they want to have. 

This could be a reason why none of our interviewees are fully determined to stay with 

their current employer, since they may want to try other jobs. By trying other jobs, they 

can also get a better understanding on what they are good at and what they actually want 

to work with (Larkin et al., 2007, p. 86). 

6.7 Summary of Key Discoveries 

In this section we present table 3, where we summarise our key discoveries related to 

each new theme. The themes stem from our empirical findings and our interpretation of 

them. The key discoveries are potential link to existing research but also differences, 

which will give way for future research. 

 

Table 3: Summary of Key Discoveries 

New Themes Key Discoveries 

Satisfaction is Motivating Intrinsic Motivation and Job Satisfaction stems from 

the same sources 

Sources are; Colleagues, Management, Tasks, and 

Helping Others 

Only Intrinsic aspects are perceived as important in the 

future 

Extrinsic Rewards are the Last 

Line of Defence 

Money is a necessity for students 

When Organisational Commitment is low, Extrinsic 

rewards undermine Intrinsic motivation 

Salary not important when comparing future jobs 

Salary does not provide for long-term retention of part-

time working students 

The Approaching Future Job search for full time jobs is demanding 

Job search for part time jobs is less demanding 

No defined future plan 

Good salary taken for granted in future jobs 

Career development opportunities desired 

Students wants responsibility in the future 

Means to an End Education and practical experience is equally important 

Students have low expectations on career opportunities 

in their current organisations despite qualifications  

Limitations and Complications 

of Career Development 

The companies cannot influence all decisions 

Geographical issues limit both students and companies 

Poor job fits available 

Uncertainty creates stress and feelings of hopelessness 

Withdrawal Recognition primarily influenced by school 

and not work 
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7. Conclusion and Recommendations 

This chapter is where we present our conclusions from this degree project and how we 

have answered our research questions. The chapter will also discuss both theoretical 

and practical implications that this research might have as well as limitations to the 

study. We end the chapter with suggestions and potential theories for future research.  

7.1 General Conclusion 

Our degree project set out to understand “how part-time working business students’ 

perception of their current employer influences their future career decisions.”. Job 

Satisfaction and Organisational Commitment both have an effect on the student's 

intention to stay or leave their current employer. We have also identified the different 

aspects of Motivation that influences their behaviour and attitude towards jobs and 

organisations. Job Satisfaction, Organisational Commitment, Intrinsic and Extrinsic 

Motivation all influence the students career development decisions and thoughts 

regarding where they want to work and with what. There is therefore evident links of 

how the student’s perception of their employer, in relation to our themes, affect their 

beliefs and thoughts on their future career development. 

 

What we discovered was that aspects that influenced and created job satisfaction, were 

also influencing the students’ intrinsic motivation. This relationship indicates that Job 

Satisfaction and Intrinsic Motivation are somewhat related, and aspects affecting one 

would probably affect the other as well. The sources of influence came from 

relationships with colleagues and managers, along with developing tasks and by helping 

others. These intrinsic aspects were also perceived to be of great importance in the 

future as well. Based on this, we can see a potential relationship, in that part-time 

workers’ intrinsic motivation is linked to their job satisfaction. There is also a 

possibility that the same aspects influence both intrinsic motivation and job satisfaction, 

and unable to only affect one of them. 

 

The role of extrinsic rewards seems to be a last resort in order to maintain some kind of 

satisfaction and commitment. We have identified a difference between full-time and 

part-time jobs where the importance of salary is almost non-existent in full-time jobs 

after graduation, whilst when working part-time, it can be the only thing that keeps 

workers within the organisation. In general terms, we can tell that extrinsic rewards 

seems to be important when commitment is low, however, it is not a way of building 

long lasting relationships. Hence, high salary can be a way to attract part-time workers 

and retain them during the time that their occupational interest is part-time. However, 

when as in our study, they graduate, they will most likely choose to leave the 

organisation if salary is their only incentive in the current organisation. Similar to the 

theory of Deci, Koestner & Ryan (1999, p. 658-659), extrinsic motivational aspects 

undermine the intrinsic aspects, making the extrinsic aspects more dominant in affecting 

the overall motivation towards the job. As said earlier, this was only displayed among 

the students who had low organisational commitment. We therefore believe that 

extrinsic motivational aspects have a bigger chance of undermining intrinsic 

motivational aspects when individuals experience low organisational commitment. 
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There is a clear distinction between searching for a part-time job and a full-time job, 

where the latter is perceived to be most demanding. This is shown through that the 

students closest to their graduation have engaged in the least amount of job searching 

activity. None of the students had a clear plan of what they will do after graduating, also 

indicating that it is a big step and decision for them. The students want the same 

intrinsic aspects in the future that they perceive to improve satisfaction and motivation 

today. The extrinsic reward in the form of salary was not considered as important, but 

rather taken for granted to be at a satisfactory level. Another thing that the students want 

in a future career is responsibility in their role, but also that there is opportunities for 

further learning and development. We can assume that students see their upcoming 

career as a lifelong process, and are more interested in further development than 

reaching a certain peak and stagnate there. This could have effects on the current labour 

market, that the upcoming workforce are interested to learn and develop, instead of 

being in the same place for too long. 

 

The importance of working besides studies goes from what we can tell beyond social 

aspects and financial improvements, working part-time can also provide practical 

experience that to our interviewees are just as important as education. However, since 

the expectations on career opportunities were low in the student's current organisations, 

we have come the conclusion that many organisations provide practical experience but 

do not take advantage from it by creating career opportunities. Besides lack of created 

career opportunities, we identified additional complicating factors, limitations that 

companies and students have no, or little control over. The main limitation is 

geographical issues. With few headquarters located in Umeå, the market for internal 

career development in organisations is limited compared to larger cities like Stockholm. 

This factor, in combination with demanding periods at school is a very common source 

of stress, which can have negative impact on students own effort to develop a career. 

This could mean that organisations lose potential talents from their company since they 

cannot offer the same career development in different cities. When students are unable 

to move, they are forced to quit the organisation if they want to pursue a certain career, 

creating staff turnover at their current organisation and loss of talents.  

 

To conclude how business students’ perception of their current part-time employer 

influences their future career decisions, there are several aspects to point out. Firstly, 

whether they are motivated by intrinsic or extrinsic aspects at their part-time job, all 

students perceive intrinsic aspects to be most important in a future full-time job. This 

indicates that no matter how they perceive their current job satisfaction, they were all 

unified in that what would increase their job satisfaction, and that it also would increase 

their motivation in a future full-time job. Secondly, whether the students perceive that 

their current employer is able to offer them further career development and desired job 

positions or not, will affect their intention to stay or leave the organisation. This could 

either be on account of the size of the company, the business or industry in which they 

operate, or simply because the opportunities are only available in other cities in Sweden. 

Lastly, to what extent the students perceive that their current employer puts an interest 

into their future career development, will influence the extent to how the students will 

consider them as a future employer. When the organisations show interest and support 

for the students’ development, they feel more included, motivated and interested in the 

organisation. This would in turn influence the students positively, and increase the 
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chances of the organisation to be considered as a future workplace for the students to 

start their career in. 

 

Essentially, organisations who employ students for part-time jobs need to put more 

emphasis on intrinsic aspects in order to increase long-term commitment. Although 

salary might be important for students primarily, and may be a reason why they choose 

a certain part-time job over another, it will not create loyalty or reduce quit intentions. 

By making the student feel good at the job and allow them to try new things and test 

their own capability, they will be more motivated at work and to stay with that 

organisation. Part-time working students are a very good recruitment option for 

companies as well, which further argues that they should receive more focus and 

attention for long-term relationships, in order to reduce staff turnover. 

 

This degree project has shown that students job satisfaction and organisational 

commitment towards their current part-time employer affects what they believe 

themselves to want and need from a future employer. It is also primarily intrinsic 

aspects that is deemed the most important, for satisfaction, commitment and motivation. 

When it comes to the actual job, the work tasks need to be fulfilling, challenging and 

developing, which was a united opinion regardless if the students felt that they 

experienced it now or not. The importance is that you feel good and are satisfied with 

your full-time job, and the extrinsic rewards from the job are less important, in the 

opinion of the students. They all also expect themselves to be employable by having 

their education and practical experience with them as they graduate, meaning that they 

may consider changing to another organisation if their current organisation cannot offer 

them what they want. 

7.2 Implications 

This degree project has been successful in reaching a deeper understanding regarding 

how students experiences and perceptions of their current part-time employment 

influences their future career development decisions. By starting from a theoretical 

background in the subject of Employee Retention, we have contributed to this field by 

performing a qualitative study on part-time working students, which is a subject that 

have received little focus. It also bridges the gap in research on Employee Retention to 

that concerning part-time workers, which prior have been recommended for future 

studies. The majority of the literature have focused primarily on full-time workers, and 

this degree project have contributed with new insights and knowledge in this research 

field. This degree project also contributes as starting point for future research in the area 

of Employee Retention, Staff Turnover, and Motivational Effects on part-time working 

students. 

 

Our purpose with this study was to reach a deeper understanding of how part-time 

working students perceive their current employer and upcoming career decisions. We 

also wanted to see which motivational aspects that would have the strongest influence 

towards staying or leaving the organisation. This has all been answered in this degree 

project, allowing us to see where and how companies can improve their employee 

retention efforts towards students.  

 

Practical contributions mainly concern companies and organisations that employ 

students in part-time job positions. As earlier research has shown, retaining talented 
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workers are increasingly important in a global labour market. The loss of knowledge 

and competence when a worker quits, along with the costs and time for recruitment, 

training and introduction of a new worker to the job is a concern for all businesses. With 

this degree project, we have shown what part-time working business students value 

from a job, both part-time and full-time. That information can be used to improve 

retention efforts towards students, making their organisation a more attractive 

alternative for students to start their career in after graduating. Students base what they 

want in the future on what they experience or have experienced earlier. They should 

therefore get more attention by organisations, even as part-time workers, if they want 

students to see them as an attractive workplace. 

 

We also have some societal aspects worth mentioning. Our findings in this degree 

project highlighted an aspect of urbanisation, that people and companies move to larger 

cities than staying in rural areas. Even if Umeå still is a relatively big city, a majority of 

the people are the students who study at Umeå University. There are however not that 

many companies operating in Umeå as in Stockholm for example. To problem we 

discovered was that some students saw a problem in that they would be forced to move 

to another city in order to get an attractive job position at their current organisation. If 

they, due to various reasons, are unable to move, they have to leave the organisation, 

even if they would have wanted to stay. This is a problem for the students, who are 

unable to get the jobs they desire in an organisation that they like, but also for the 

companies. The companies lose valuable and talented workers by having their 

headquarters in major cities, and only having smaller branches in other cities, where 

they do not have the job positions that students desire. 

7.3 Limitations 

As with most qualitative studies, generalisability of the results is hard to argue for, 

which is the case in this degree project as well. Generalisability is not a primary 

purpose, but the study should still be somewhat representative for it to contribute to the 

related fields of theoretical science. This study was for various reasons limited to 

business students at Umeå University. Although one could try to argue that our findings 

could be somewhat representative among business students at Umeå University, it is 

hard to test or prove. This also limits this study in its generalisability towards business 

students in general, whether in Sweden or in other countries. Mainly because different 

cities in Sweden may have different career opportunities for students, for example 

Stockholm where many companies have their headquarters. As mentioned by our 

interviewees, some felt that their current employer could not offer them a position they 

wanted here in Umeå, but that they would have to move in order to get an attractive job 

position within that organisation. This means that this type of study in another city 

could have other results, further arguing that the results in this degree project may not 

be generalizable to all business students in Sweden. 

  

Another limitation is the theoretical framework we have used. The research subjects of 

both Employee Retention and Motivation has been extensively researched, providing 

vast amounts of theories and studies. We tried to limit us to what we considered most 

relevant with the help of meta-analyses that summarises research done in a certain area 

or subject. This does however mean that other theories and studies, that might have been 

more relevant directly or at least contributory, could have been overlooked. This is also 

a relatively new field to perform research in, when focusing on part-time workers and 
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especially students, as argued in our introduction chapter. This means that there is a lack 

of knowledge in this area, and more research is needed to see links, relationships, or 

new discoveries in this research field.  

7.4 Suggestions for Future Research 

Based on our conclusion, implications, and limitations, we can provide suggestions for 

future research and also provide examples that could be interesting to test. Our first 

suggestion is to not only focus on a certain education students are studying, but also a 

certain industry or business. A qualitative study towards a specific company could be 

more practical, which could make it easier to make conclusions generalizable for the 

population of that company. 

  

Another interesting suggestion would be to perform a similar type of study, as in this 

degree project, but in a bigger city in Sweden where more companies operate. This 

could be Stockholm or Gothenburg for example, where many companies have their 

headquarters and might therefore be more able to offer attractive job positions for 

business students than Umeå can offer. 

 

We also discovered that extrinsic rewards have a higher probability of undermining 

intrinsic motivation for individuals with low commitment to their organisations than 

those with high organisational commitment. This would be interesting to test as it would 

confirm our discovery and contribute to the work on intrinsic and extrinsic motivation 

by Deci, Koestner & Ryan (1999). 

 

It would also be interesting to see how companies perceive their employee retention 

efforts towards part-time working students. There is also a possibility to see how they 

perceive and manage urbanisation, and the potential loss of talented workers that cannot 

move into the bigger cities. Essentially, how big companies work with employee 

retention towards part-time working students. 

  



68 
 

 

8. Truth Criteria 

In the following chapter, we will evaluate the quality of our degree project. The 

evaluation will be based on criteria where we critically examine how we have 

conducted and interpret the study. It will be based on Dependability, Credibility, and 

Transferability. 

 

The three most common criteria for evaluation are reliability, replication and validity 

(Bryman & Bell, 2015, p. 49). However, when evaluating a qualitative study with an 

interpretivist epistemology, all researchers do not agree with the use of those criteria, 

instead it is common to use alternative criteria, closely related to the ones mentioned 

above, those are dependability, credibility and transferability (Saunders et al., 2012, p. 

194). Based on this argument we will structure this chapter accordingly. 

8.1 Dependability 

Bryman & Bell (2015, p. 402) describes dependability as the qualitative researcher's 

version of reliability. This main concern of this criteria is documentation of the process 

like interview guide, transcriptions, etc. During our process, we have been very 

carefully saved all the steps, we have saved sound files from the interview, transcripts, 

mind maps and much more. This we have done for two reasons. First, to be able to 

show, if asked, what material we have based our study on. Second, to simplify our own 

work by always being able to look back at what we have done and how we have done it. 

8.2 Credibility 

The credibility criteria are concerned with however the study is made according to good 

practice and if the researchers have interpreted the social world in the right way based 

on the study (Bryman, & Bell, 2015, p. 401). Regarding if the study was made 

according to good practice, we have treated our interviewees professionally with respect 

to ethical considerations. All our interviewees were informed about the purpose of the 

study and how their answers would be used. During the whole interviews, they had the 

opportunity to elaborate their answers as far as they pleased or simply refuse to answer 

if any question was to personal or for other reasons were perceived as inappropriate. 

We, as researchers and part-time working business students have a well-developed pre-

understanding of the social situation we have studied. However, we argue that we have 

been able to use our pre-understandings in a beneficial way where we have had good 

understanding regarding the answers which have helped us to ask well suited follow up 

questions and interpret the answers we have received.  

8.3 Transferability 

When conducting a qualitative study, the depth complicates the transferability of the 

study. What researchers can do to make it as transferable as possible is to include so 

called thick descriptions that gives details about the culture of the interviewees and the 

context of the interviews (Bryman & Bell, 2015, p. 402). Our study has answers with 
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depth and therefore to some extent lack in transferability. To compensate for this, we 

have included rich information regarding who our interviewees were and how the 

interviews were made. 
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Appendix 1: Interview guide (in swedish) 

Demografi/Uppvärmning 

Hur gammal är du? 

Vad studerar du? Vilket ämnesområde riktar du dig mot/kommer du att fokusera på? 

Hur många terminer har du studerat? 

Vilken arbetslivserfarenhet har du från innan du började studera? 

Kan du berätta om din nuvarande deltidstjänst? – Var jobbar du? Vad gör du? 

 

Job satisfaction: 

Vad behöver du för att bli nöjd med ditt jobb? 

Kan du beskriva vad som gör dig nöjd på ditt nuvarande jobb?  

Vad skulle få dig att känna dig mer/mindre nöjd på jobbet? 

Hur viktigt tycker du det är att känna sig tillfredsställd/nöjd med sitt jobb? 

 

Organisational commitment: 

Kan du beskriva/berätta om ditt företag? Vad står de för? Vad jobbar de mot? 

Vad tycker du om det?  

Hur lojal känner du dig mot organisationen du jobbar för? 

Vad skulle få dig att bli mer/mindre lojal? 

Berätta vad som fick dig att söka dig till det här företaget? 

 

Motivation: 

Vad motiverar dig på ditt arbete? 

Vad får dig att prestera på jobbet? 

Vad skulle kunna få dig att tappa motivation? 

 

Withdrawal recognition: 

Har din inställning mot jobbet ändrats sen du började? 

Jobbar du mer eller mindre nu, jämfört med tidigare? 

 

Expectancy Theory: 

Kan du beskriva det jobb du skulle vilja ha efter din examen? (Outcome) 

Tror du att ditt företag skulle kunna erbjuda denna typ av tjänst? 

Hur viktigt skulle det vara för dig att få ett sådant jobb? (Valence) 

Vad tror du krävs för att få ett sådant jobb? Vilka kvalifikationer krävs? 

(Performance/Instrumentality) 

Vad skulle du behöva göra för att uppnå det? (Effort/Expectancy) 

 

Job search: 

Hur pass aktivt söker du efter andra jobb? 

Vilka typer av jobb söker du? 

 

Comparison of alternatives: 

Vad tittar du på när du jämför olika typer av jobb? 

Om du väljer mellan två jobb, vilka faktorer skulle vara avgörande? 
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Quit intentions: 

Hur troligt är det att du skulle stanna kvar i din nuvarande organisation efter du tagit 

examen? 

Om inte, vad skulle krävas från din nuvarande organisation för att du skulle överväga 

det? 

 

The Organisation: 

Hur upplever du att du bemöts av din chef och dina kollegor? 

Känner du att du får samma behandling/bemötande av din chef som heltidsanställda får? 

På vilket sätt jobbar ditt företag mot din karriärutveckling? 

På vilket sätt jobbar ditt företag mot att locka deltidsarbetare till att söka heltidstjänster? 

Vilka fördelar ser du mot att jobba kvar inom samma företag? Vilka nackdelar? 

Vad hade du velat ha för typ av arbetsuppgifter/arbete/roll/tjänst för att stanna kvar? 
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