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Abstract 
Background 

The bank workers did in a recent study prove to be the most motivated workers in 
Sweden. People are part of all organizations and it is important to know what moti-
vates them. Hence, it is important to see which factors that motivate the bank work-
ers. Theory regarding differences between men and women and how they are sup-
posed to act in the work place, leads to the problem that there might be differences 
on what factors that motivate men and women. 

Purpose  

The purpose of this thesis is to identify which are the motivational factors for people 
working in the bank sector and to see if there are any motivational differences be-
tween men and women. 

Methodology 

The study will be conducted with a quantitative method, executed throughout a 
questionnaire, which is handout out among four banks in Jönköping. The question-
naire is handed out in person by the authors to increase the response rate. The data 
analysis, which will focus on mean and median analysis. A non-parametric Mann-
Whitney U-test is conducted to identify differences between men and women. 

Conclusions 

The bank workers are motivated by factors such as good relations and appreciation 
from their co-workers and managers. They are also motivated by an interesting job 
where they develop and have many responsibilities. The bank workers are motivated 
by most factors, which are mentioned by motivational theory.  

There are very few motivational differences between men and women. It is however 
more important for women to feel safe at work while it for men is more important 
to work in a team. 
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1 Introduction 
This chapter includes a background to the problem, the problem specification and the pur-
pose of the study. Finally, delimitations with the study are provided.  

1.1 Background  
All organizations, whether they produce services or products have people in the 
process. Further, the organizations ability to have motivated employees will deter-
mine the success of failure of that organization (Bergmann & Scarpello, 2001). Hence, 
it is very important to know what motivates the members of a organization, and if all 
people are motivated by the same factors or if there are differences among people, 
which can be related to some common characteristic, such as sex, cultural differences 
or level of education.  

In a study that was published in September 2004 by, CDI Groups, Svenskt Medarbe-
tarindex together with Danish Markeds Consult analyzing which industry, that is the 
one with the most motivated workers. The Bank and Insurance industry were argued 
to be where you found the most motivated workers. The study which was conducted 
on 4500 Swedish people, it was found that Swedish people mostly valued individual 
development, team work, job tasks which they liked and relationships with their 
boss. People working in the Banking industry are also the ones feeling best at work 
and are the least likely to be sick from work (Storwall, 2004). This thesis will deal 
with people working in the bank industry, since they are said to be the most moti-
vated, it would be interesting to see what motivates them. 

In a recent study by Granleese, from 2004, of 220 bank managers in England, it is 
shown that women managers are becoming more and more common in the Banking 
Industry. In an earlier study from 1977, women tend to be very rare at managing po-
sitions due to the men dominating culture. Women in 1977 were mostly seen having 
cleric positions. The banks so called “glass ceiling” keeping women from reaching 
high positions, have seemed to break to a large extent in the banking industry, 
women at managing positions is likely to have significantly less children than their 
men colleagues. Further, women are much lesser likely to be in a relationship, about 
one third of the women managers in the study was single compared to only one tenth 
for the men. Women see having a family as a career related dilemma. Men in the 
study did see payment and redundancy threats to create a bigger pressure than their 
women colleagues since they had to provide for their family. Women did see their 
sex as a disadvantage and that they had to perform much better then their men col-
leagues to get the same recognition (Granless, 2004).  

1.2 Problem specification 
Humphrey, (2004) argues for the differences between men and women to affect the 
way, in which they interact with their environment. These differences are not only 
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physiological and anatomical but also, psychological, sociological and cultural where 
men tend to be more aggressive and women to be more emotional (Humphrey, 
2004). Further, Acker and Van Hutton in Wilson (1995) argue that there are different 
ways of motivating men and women in the organizations. Therefore, it would be ex-
pected that men and women are motivated by different factors. Horner, in Doyle & 
Paludi (1997) argues for women to fear success, because work success is not for 
women. Doyle & Paludi (1997) does however refer to women fearing success to be a 
myth, and argue that women are as motivated as men are by success. Doyle & Paludi 
(1997) also states that attributes related to women are less desirable than typical men 
attributes.  Based on the theories presented by Humphreys (2004), Wilson (1995) and 
Doyle & Paludi (1997), the authors of this thesis assume that there are motivational 
differences between sexes. Acker and Van Hutton in Wilson (1995) argue that women 
are often recruited into a position that is monotonous, since they are believed to have 
a higher tolerance towards this kind of job. In the banking industry, women are often 
the majority of the workers, and they often have positions, which are more monoto-
nous compared to their men colleagues (Wilson, 1995).  

In the authors search for motivational perspectives on a sex basis, we find the supply 
of written material to be scare, which is supported by Eckerström, Rydberg and Sim-
berg (2004). This is also supported by Solberg (1997) who argues that a sex perspec-
tive on both organizational and leadership theories are rare. When sex theories are 
presented it is often done in a way where the woman is treated as something else 
while the men is the norm of how it are (Wilson, 1995).  When searching for infor-
mation in library search engines such as JULIA and LIBRIS there was no published 
material on work motivation with a sex perspective. In addition, when studying re-
cent theses within work motivation published at JIBS, there was none that discussed 
differences based on sex. Further, Eckerström et al. (2003) propose the need for a mo-
tivational study with a sex perspective. 

Most motivational studies have assumed to be sex neutral, not including sex as some-
thing to test. These sex neutral theories are in fact based on men norms (Ahl, 2004; 
Solberg, 1997). Keeping in mind, the limited research done in the area of motivation 
on a sex basis, the authors of this thesis find this to be a relevant subject of study. 
Thus, the basic questions of this thesis are:  

What are the main factors that motivate people in the bank sector?  

Are there any differences between motivational factors based on men and women? 

1.3 Purpose 
The purpose of this thesis is to identify which are the motivational factors for people 
working in the bank sector and to see if there are any motivational differences be-
tween men and women. 
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1.4 Delimitations 
This study will be limited to measuring bank employees in Jönköping. Further, four 
different banks will be studied, but differences among the banks will not be analyzed 
since there will not be enough people to make it statistically reliable. The study will 
measure what motivates the bank employees according to their own attitude. Hence, 
the study will not measure how motivated the employees at the banks measured are. 
This thesis does not explicitly focus on gender theory, but since sexes cannot be ob-
served in an organization without being affected by psychological factors, a limited 
presentation of how psychological factors affect the sexes in the work places will be 
presented in 2.6.2. A further discussion on the differences between sex and gender is 
presented in 2.6.1.  
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1.5 Disposition 

 

1. Introduction 

This chapter includes a background to the problem, the problem 
specification and the purpose of the study. Finally, delimitations 
with the study are provided  

3. Methodology 

The methodology chapter describes the philosophy of science under-
lying the thesis, and discussion regarding quantitative research. Fur-
ther, data gathering and data analysis will be described. 

2. Theoretical framework 

In this chapter the main theories within motivation, which is neces-
sary to base our questionnaire on and to analyze our empirical find-
ings on, are presented and evaluated. Further, theories regarding how 
psychological factors affect sexes and a hypothesis formulation are 
found here. 

4. Empirical findings & Analysis 

In this chapter, the statistically calculated data, which is derived from 
our questionnaire, are presented and analyzed. 

5. Conclusions 

In this section, the conclusions from the analysis will be presented, 
and the purpose and problem will be answered. 

6. Final discussion  

In this final chapter, we discuss the development of the thesis, the 
theoretical and the practical benefits of the study. Finally, we also 
debate about future studies that can be carried out in the field.   
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2 Frame of reference 
In this chapter the main theories within motivation, which are necessary to base our ques-
tionnaire  and to analyze our empirical findings on, are presented and evaluated. Further, 
theories regarding how psychological factors affect sexes are presented and used to draw hy-
potheses from. 

2.1 Introduction to motivation theories 
“Movere” is the Latin word from which motivating origins; it means “to move” all 
though it might say something about what motivation is. It is by far not enough to 
describe its meaning in this context. Muchinsky, (1993) defines motivation as “Moti-
vation is the individual’s desire to demonstrate the behavior and reflects willingness 
to expend effort” (Muchinsky, 1993, p.323). There are many different definitions of 
motivation and among them three common characteristics can be identified. First, 
what energizes human behavior. Second, what directs this behavior. Third, how such 
a behavior is sustained (Porter, Bigley & Steers, 2003). This thesis will mainly look 
the first characteristic, what energizes human behavior. 

Motivation can be divided in two different types, extrinsic and intrinsic motivation. 
Extrinsic motivation refers to external factors, which can be measured in monetary 
terms, such as salary and benefits (Aronson, Wilson & Akert, 2002). Intrinsic motiva-
tion refers to internal factors such as job satisfaction. The two different factors are 
connected to each other and cannot be seen in isolation (Frey & Osterloh, 2002).¨ 

First, the major motivational theories will be presented, starting with three need ful-
fillment theories. The need theories will be grouped together in the analysis because 
they test the same variables. The three need fulfillment theories will be followed by 
the equity theory, the goal setting theory, the expectancy theory and the reinforce-
ment theory, in that order. Each of these seven theories will give their important 
contribution to this thesis.  To increase the relevance and reliability of the theories 
presented, each theoretical part will contain an evaluation and empirical evidence 
part.  

Finally, theories regarding how men and women are affected by psychological 
factors, which are related to the presented motivational theories, will be discussed 
and analyzed on how they affect the motivational theories. Hypotheses will be drawn 
both from the theories alone and also from the psychological effects on men and 
women and their implications on motivational theories.  

2.2 Need-fulfillment theories 
Here three need theories will be described. Maslow’s need theory will first be pre-
sented because it is a well recognized theory which is easy to understand and from 
that theory the ERG theory and Herzberg’s theory of comfort at work will be dis-
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cussed (Ahl, 2004). The difference between the need theories are not what they iden-
tify to be need factors, but how they are structured and how they affect motivation. 
What is said about the nature of the need factors in Maslow’s need theory is also in 
most cases valid for both the ERG theory and Herzberg’s theory. Hence, how the 
different need factors are described in Maslow’s theory will not be repeated in the fol-
lowing theories since they are the same for the ERG theory and Herzberg’s theory.  

2.2.1 Maslow’s Need Theory 
Maslow’s theory of needs are one of the most used theories in Human resources 
management text books and new theories within Human resource management are 
formed on the assumptions of it (Scheuer, 2000). It is a widely recognized theory, 
which the authors of this thesis feel, will give a significant contribution, when trying 
to answer the purpose of the thesis. Mostly because of its broad aspect, covering the 
most elemental reasons of human behavior, to the more individual behaviors in the 
Self-actualization needs category. 

Maslow argues in his need-hierarchy theory that all humans have universal needs that 
are satisfied in a hierarchical manner, which is shown in figure 1 below (Bergman & 
Scarpello, 2001). This theory was at its creation not mainly focused on work motiva-
tion, but that was something that Maslow later became interested in. Maslow in 
Muchinsky (1993) says that the source of motivation is a special need. This need is in-
stinctive or biological and do often affect us unconsciously. Further, the needs have 
the same characteristics for humans in general and are based on genetics. Moreover, 
the theory argues that the less satisfied a need are the stronger it will be. What makes 
people act in a special way are to satisfy a special need. When one need is satisfied, it 
will no longer influence the person and another need will fill its place. The life of a 
human is a never-ending quest trying to fulfill needs (Muchinsky, 1993; Schein, 1988).  

Maslow’s theory identifies two things. What are the different kinds of needs and how 
are they related to each other (Muchinsky, 1993). Maslow has identified five different 
kind of needs, these can be seen in figure 1 below and will be described further down. 
The reason for them being organized in a hierarchical order are that the needs have to 
be fulfilled in the order presented below. People will not start to concern for social 
needs until they have fulfilled the need for safety. The theory is popular since it is 
easy to understand and also because it argues for the human being, to ultimately try 
to reach something higher, not only trying to reach materialistic things (Ahl, 2004) 
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Figure 1 Maslow’s hierarchy of needs 

• Physiological needs are the most basic needs and they are needed for survival of 
the human organism. Examples of needs are such things such as food, water, 
shelter and clothes (Bergman & Scarpello, 2001; Muchinsky, 1993). A person 
might think that in our times, these needs are fulfilled and does no longer af-
fect our motivation, but that is not a correct assumption. Although this part 
will be described very brief since it contains many thoughts that are not rele-
vant and in too much detail to be regarded in this thesis (Maslow, 2000). The 
need for sex and sleep is also part of physiological needs. Earlier these needs 
have been treated as if they were isolated but that is no longer the case, they 
are more and more seen as related to each other, e.g. a need for sleep can be 
satisfied with food or drink of a certain kind such as coffee. Theory state, as 
earlier mentioned that if a group of needs on a lower level of the hierarchical 
chain are not satisfied, then the needs in the above sections will be neglected 
to a larger or smaller extent depending on how much in need of a certain vari-
able the person is (Maslow, 2000). This is very important to keep in mind 
here, taking the issue to its extreme because it would make a very hungry or 
tired person, to neglect the needs to be social with its coworkers and neglect 
to perform well. Since level of performance is likely to be related to social 
needs, self-esteem needs and Self-actualization needs.  

In this thesis we are not likely to see any extreme cases of neither hunger nor 
sleep, neither are we interested to see how it is related to performance.   

What we assume here is that most of the respondents have at some time been 
significantly tired or hungry at work and they are also likely to remember 
how this affected their performance.  

• Safety needs will be actual, first when the physiological needs are fulfilled. 
Safety needs means that the person is free from danger, threats and depriva-
tion. In today’s world, most of the safety needs are fulfilled but we can still se 

Self-actualization needs 

Self-esteem needs 

Social needs 

Safety needs 

Physiological needs 

O
rder of progression 

Lower order 

Higher order 
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examples of natural disasters and riots that are threatening people’s safety. 
Other safety needs, which are more related to the work environment, are 
things such as being free from bodily harm, injury and to have a feeling of 
safety (Bergman & Scarpello, 2001; Muchinsky, 1993). Here Maslow (2000) 
states that safety needs will emerge when the physiological needs are quite 
well satisfied. Further, Maslow (2000) states that safety alone can decide all of 
a persons behavior. This should be seen as a proof on that the hierarchical 
needs theory model is not hierarchical to its full potential but that  the differ-
ent needs are to a certain extent related to each other not only in a one way 
order. A need for safety when facing a grave threat might actually go before a 
significant need of food. Measures to protect a person from danger can be in-
surances of different kinds. Maslow (2000) list unemployment insurance as a 
safety measure. Here we argue that the threat of unemployment can fit in 
other categories also. However, to answer our purpose the main problem is 
not to see where it really belongs, but just to identify it as a factor. Maslow 
(2000) goes on and says that also meaning of life is something that is as well re-
lated to safety.    

• Social needs are needs for belonging and association to other people and or-
ganizations. This is related to the person’s ability to interact with its envi-
ronment. Meeting of these needs can be seen in a person’s family and friends 
at work (Bergman & Scarpello, 2001; Muchinsky, 1993). People in general will 
be motivated to find social relationships and to maintain them. Maslow (2000) 
refers to this category of needs as Love needs, the authors of this thesis have 
chosen social needs as most HRM text books refer to these needs as this and 
because it better explain the content of this category.   

• Self-esteem needs are the need for people in our society to have a desire for a 
firmly based and stable high evaluation of them self and others. Self-esteem is 
built up by how a person value one self, ones capacity and also how they are 
valued by their environment (Engler, 1999). This category of needs can be di-
vided in two sub categories. First is the need for achievement, freedom and 
independence. Second is how people are view by their environment, if they 
get respect and appreciation and also if they have a good reputation and high 
status. A person with satisfied Self-esteem needs will have a good self-
confidence and feel useful to his environment. If these needs are not fulfilled 
the person will feel discouragement and helplessness (Maslow, 2000).   

• Self-actualization needs are about fullfilling all your needs, to reach your full 
potential (Atkinson, Smith, Bem & Nolen-Hoeksema, 2000). This category is 
the most diffuse of the groups and the main point is that a person must do 
what a person is. A musician must play music to reach the stage of self-
actualization. Maslow (2000) states that only a few percent of the worlds 
population reach a point where they satisfy their self-actualization need. The 
other four categories are quite universal among people, but this self-
actualization need differs greatly from person to person, and is very hard to 
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reach since the four other groups of needs require to be satisfied first (Maslow, 
2000).  

2.2.1.1 Empirical testing and evaluation of the theory  

Maslow’s need theory have been criticized to be a desk theory with no empirical 
ground (Ahl, 2004). Lawyer and Settle in Muchinsky (1993) tested Maslow’s need 
theory and did come up with another model with only two different biological needs 
in the bottom, and the other needs above. Mitchell and Mougdill in Muchinsky 
(1993) did also test Maslow’s theory on several samples of engineers and accountants 
in Canada. Their findings did support a distinct group of security needs while the 
other needs were clustered in a group. Their findings did not support Maslow’s five 
categories model but did not really prove it to be wrong either. In addition, Betz have 
done research in the area finding no proof that need deficiency is related to impor-
tance of that need. Wanus & Zwany in Muchinsky (1993) supports this. Further, Betz 
did find proof that the level of need satisfaction is related to life satisfaction (Muchin-
sky, 1993). Wahba and Bridwell in Muchinsky (1993) did analyze earlier research on 
Maslow’s need theory. The authors did find no support for the higher-level categories 
but they did find some empirical support for the lower level categories (Muchinsky, 
1993).  

Maslow’s theory is not a theory in normal sense since it is based on logical thoughts 
regarding natural human behavior, which are almost impossible to test. It also lacks 
information about how this theory can help managers to motivate it’s employees. 
Further, Maslow did not suggest any way to empirically test his theory, which makes 
it very hard to formulate questions to analyze it (Foster, 2000; Muchinsky 1993). The 
needs as Maslow propose them, in a hierarchical order, are different to what Muchin-
sky (1993) argues for. He suggests an order of need fulfillment, which is concurrent. 
This means that all needs must be fulfilled in the same time and not in an orderly 
way (Muchinsky, 1993).  

2.2.2 ERG Theory 
Alderfer in Muchinsky (1993) did identify flaws in Maslow’s theory and his theory 
will be used in this thesis as a complement to Maslow’s need theory, as it is 
constructed in a different way. It is also included to decrease the dependence on 
Maslow’s theory. 

The ERG theory is as well as Maslow’s theory based on needs but is in difference to 
Maslow’s only divided into three groups of needs. His theory is also different from 
Maslow’s in the way that it is arrange according to a continuum, which means that it 
is arrange according to how concrete they are. The ERG theory answers to the short-
comings in Maslow’s theory, in the way that it is not functioning in a one-way order. 
Contrary it is possible for the order of needs to move in both directions. The ERG 
name comes from the three different definitions of needs (Bergmann & Scarpello, 
2001; Muchinsky, 1993). 
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1. Existence needs. This group is a combination of Maslow’s physiological needs 
and safety needs. These are the most concrete needs, are defined as material, 
and contains of Maslow’s physiological needs but also additional satisfiers such 
as pay, working conditions and benefits. These needs do humans share with 
other animals (Bergmann & Scarpello, 2001; Muchinsky, 1993). 

2. Relatedness needs. This category of needs are similar to Maslow’s social needs 
and focus on the importance of relationships with other persons, such as co-
workers, family and friends (Bergmann & Scarpello, 2001; Muchinsky, 1993).. 

3. Growth needs. These needs are a combination of Maslow’s self-esteem and 
self-actualization needs. Here we find the least concrete needs, which entail 
the need for unique development of oneself. These needs are satisfied by the 
person engaging in areas, which he finds to be of interest (Bergmann & Scar-
pello, 2001; Muchinsky, 1993). 

2.2.2.1 Empirical testing and evaluation of the theory  

There has not been much empirical test done on this theory. A study on Maslow’s 
theory showed results, which give support to the ERG theory. Hall and Nougaim in 
Muchinsky (1993) argue that the level of desire to fulfill a need is depending how 
much a person feels for this need. The ERG gains strong support from a study con-
ducted by Wanus & Zwany in Muchinsky (1993) especially regarding the number of 
groups of needs, and that the needs are quite independent from each other. In con-
trast to what Maslow argues that a need is no longer a motivator when it is fulfilled, 
Wanus and Zwany’s research shows that a fulfilled need can still be a motivator 
(Muchinsky, 1993).  

The ERG theory got more support compared to Maslow’s need theory but they both 
have the same flaws. It is hard to define what really the basis of a need is and how it is 
formed in the human mind. This also makes it hard for mangers to find a satisfier to 
the needs of his workers since they cannot fully understand how their needs work 
and in which order they come. This arise many questions for mangers, such as does 
people try to fulfill their growth needs, work worse than people trying to fulfill their 
existence needs?  Can mangers create needs for their employees? Campbell and 
Pritchard in Muchinsky (1993) say that the ERG theory is very slippery and does not 
represent any major discoveries in the area. Muchinsky (1993) also writes that need 
theories might be of little value in short term management. 

2.2.3 Herzberg theory of comfort at work 
Herzberg’s theory differs from Maslow’s need theory and the ERG theory, in the 
way that it list Maslow’s physiological needs and safety needs, which are the same as 
the existence needs of the ERG theory, as factors, which cannot increase motivation. 
Hence, it is important to also include this theory in the thesis. 

Herzberg’s theory about work performance at the workplace was already con-
structed in the beginning of 1960’s. The theory concerns work related motivation 
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factors and is based on more than 1500 questionnaires. The theory connects positive 
experiences to the workers performance and result (Bergman & Scarpello, 2001; Fos-
ter, 2000; Scheuer, 2000; Jacobsen & Thorsvik, 2002). 

Herzberg stated through extensive research that workers satisfaction are related to 
what they actually did. Factors, which increase the satisfaction at work, are named 
motivational factors. These factors are linked to the tasks that the worker perform. 
The motivational factors can lead to greater performance and satisfaction, but cannot 
create dissatisfaction if they not exist (Bergman & Scarpello, 2001; Foster, 2000; 
Jacobsen & Thorsvik, 2002). 

The hygiene factors does not lead to satisfaction if they do exist. However, they cre-
ate dissatisfaction if they not exist in the company. These factors are related to solu-
tion of tasks at work. The factors are according to Herzberg bonded to the employ-
ees working environment. The hygiene factors are the same as Maslow’s physiologi-
cal needs, safety needs and social needs (Herzberg, Mausner & Snyderman, 2004).  

More explicit only the motivational factors lead to greater performance. The hygiene 
factors only create dissatisfaction if they do not exist, but cannot create motivation 
even if they exist (Herzberg, et al., 2004).  

The factors which work as motivational factors are six in total:  

• Achievement: Satisfaction about doing a very well job, solve problems, evi-
dence and be able to see result from the work.  

• Recognition: For a well done job, from management or co-workers.   

• The work itself: The work or task of the job should be interesting, varying 
and demanding.  

• Responsibility: The workers should have responsibility and control of the 
working situation. They should be given responsibility from the manager, for 
their own work or having responsibility for others.   

• Advancement: The worker should be able to advance either by increased 
status or in position.  

• Possibility of growth: The worker should achieve development through the 
tasks and the work to develop their own skills and professional knowledge. 

(Herzberg, et al., 2004)    

 

 

The Hygiene factors are eight in total and prevent dissatisfaction at work: 



 Work Motivation 

 

 12

• Company policy and administration: This concerns the company as an entity. 
Examples are adequacy or inadequacy from the management, the organization 
and company policy’s that generate benefits and protection for the workers. 

• Supervision-technical: The competence of the managers and the way in which 
they guide their subordinates. This point also included fair treatment and a 
willingness to teach and delegate.    

• Interpersonal relations: The relations and interaction between peers, managers 
and subordinates in the company. One example can be talking during coffee 
breaks.  

• Work conditions: The design of the work conditions, related to the actual 
work. For example ventilation, light, space and other environmental charac-
teristics.   

• Salary: The worker should be compensated by increased salary.  

• Status: Occurs when the workers mention that they feel that the status have 
increased, for example through appurtenance like a having a secretary or a 
company car.  

• Job security: Relates to company stability and to know that you are not in a 
risk of being fired.  

• Factors in personal life: The workers personal life, for example family needs 
(like having an adequate salary) and other personal need like unhappiness.  

(Jacobsen & Thorsvik, 2002) 

2.2.3.1 Empirical testing and evaluation of the theory  

This theory, which is based on research on accountants and engineers, has received 
much criticism for, only applying to white-collar workers. King in Foster (2000) 
states that  the theory is imprecise and that other research, where data was collected 
in another way and on other types of employees, did not support Herzberg’s  find-
ings (Foster, 2000). 

Some thoughts that have been discussed around the theory are that the splitting of 
the different factors are not adequate. Since both categories have proved to increase 
performance. Other critics to the theory are that the general formalization of no-
tions, saying that this and that are creating motivation (Jacobsen & Thorsvik, 2002). 

2.2.4 Need theory complications for this study. 
Some need factors, which are argued by Herzberg to be hygiene factors does not, ac-
cording to Herzberg (2000), motivate a person. However, the same factors do accord-
ing to Maslow’s need theory and the ERG theory motivate people (Muchinsky, 
1993). If a hygiene factor motivates an employee or not will not be tested in this the-
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sis, using the word motivation explicitly in the questionnaire. The reasons for this are 
further discussed in 3.3.2. Given the criticism of the Herzberg theory, this states that 
also the factors that are argued by Herzberg to be non-motivation factors, according 
to Jacobsen & Thorsvik (2002) are factors, which increase performance. According 
the Expectancy theory, which are presented below in 2.4, increased effort leads to in-
creased performance as long as the workers can affect the outcome of their work 
(Bergmann & Scarpello, 2000). Since the bank workers work rather independently 
and can affect their performance, we argue for the increased performance to be a re-
sult of an increase in motivation.  

2.3 Equity theory 
The Equity theory contributes to this thesis because it focuses on how individuals 
comparing themselves to other people in a job related way. 

1. A person that compare oneself to his environment 

2. The people in the environment that the person compares oneself too. 

3. Inputs that are all the contribution that a person make to his work, such as  
education, intelligence, skills, experience, seniority, level of effort and health. 

4. Outputs are all the outcomes that a person gets from his work such as salary, 
benefits, working conditions and status symbols. 

(Muchinsky, 1993) 

The basic principle of equity theory is that people measure the ratio between their 
input and what they get back, the output. The assumption underlying the theory is 
that people will feel bad if they experience inequity.  People also do the same measure 
for their coworkers and environment, comparing their own ratio to theirs. Hence, 
people have two equity ratios one for themselves and one for their environment. 
People compare their own ratio with the one of others and make a judgment if they 
are over, under or normally paid. If their own ratio is greater than the one of other, 
they will feel angry because they are underpaid. If their ratios are small, Foster (2000) 
argues that the person will feel guilty. The person will only be satisfied and feel eq-
uity if his own ratio and the ratios of other are the same. If a person feels inequity, 
they will be motivated to try to reach equity (Foster, 2000; Vroom, 1995). Bergmann 
and Scarpello (2001) argue for other ways for changing the ways of inequity, that it is 
for the person to try to change the behavior of others, or to quit the job.  

Foster (2000) argue that if a person feels inequity the person will try to change that 
behavior. If individuals feel their ratio are smaller than the one of their co-workers 
they could steal from their workplace or reduce their work effort. If they feel that 
their ratio are larger than might increase their input by working longer days. An-
other way of changing ones ratio are to change the perception on how it is calculated, 
both for their and for others (Foster, 2000).  
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2.3.1 Empirical testing and evaluation of the theory 
The numbers of tests that have been done on the Equity theory are quite many. One 
of the studies are based on a study of payment systems. Some of the participants were 
given much money so that they would feel overpaid, while some people doing the 
same job would get less salary so that they would feel underpaid, and some were paid 
so that they would feel equity. The results of other studies supports the theory where 
people feel that they were being overpaid, produced both more and to a better qual-
ity than people feeling equity or feeling inequity because, they are underpaid. The 
theory showed to be the most accurate when it comes to people being underpaid. A 
problem with the studies are that most of them were conducted for less than 30 days 
(Bergmann & Scarpello, 2001; Muchinsky, 1993). Another problem was that they did 
only focus on looking for similarities, which was not very obvious (Scheuer, 2000). 

Many authors have criticized the theory for its implications and substance. Research 
on equity theory has so far mostly been done on financial rewards as a measure of 
outcomes. This is a problem since financial rewards is only one of many outcomes. 
There has also been research showing that the positive effects of overpayment does 
not last for long. However, when it comes to inequity based on underpayment it is 
not dependant on time. Other authors argue that people have very different ways in 
measuring equity and that they also respond to inequity in different ways and to a 
different extent. Recent research on promotion as an outcome also supports the the-
ory (Bergmann & Scarpello, 2001; Muchinsky, 1993). 

2.4 Goal setting theory  
To work towards a larger goal, which could be described as a life goal is something 
we can find in Maslow’s self-actualization level of needs. Working towards a goal is 
something the human always do, when they work to satisfies it needs. The goal set-
ting theory is different from the need theories in the way that it does not try to di-
rectly motivate the human based on its normal needs but on constructed specific job 
related goals. The goal setting theory describes the importance of working towards a 
goal and is specific on how these goals should be formulated. Hence, this is an impor-
tant theory to include. 

Human rationality and consciousness are the basic assumptions of this theory. The 
main proposals by this theory are the three following beliefs.   

• Difficult goals bring higher performance compared to easy goals. 

• Specific goals bring higher performance compared to general goals. 

• Performance feedback is essential for difficult specific goals to show their out-
come. 

(Foster, 2000) 

There are some criteria, which need to be fulfilled for the above points to be valid. 
First, that the individual has accepted the goals. The individual does not need to be 
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participating in formulating the goal. Second, even though difficult goals increase per-
formance they cannot be too difficult or too easy, that would make them seem im-
possible or to easy to reach and will instead decrease motivation (Foster, 2000; 
Muchinsky, 1993). In contradiction to Foster (2000), Bergmann and Scarpello (2001) 
argue that the individual need to be part of the goal setting process.  

Locke in Muchinsky (1993), states that the difficulty of a goal is proportional to the 
commitment by the individual. How an individual is aiming, his energy is set by the 
goal. The motivation springs from the individuals’ willingness to reach the goal 
(Muchinsky, 1993).  

2.4.1 Empirical testing and evaluation of the theory  
Arnold et al. in Foster (2000) states that the goal setting theory is the most supported 
theory within motivation. Along with the authors, who also argues for it to be very 
clear about how it will help managers to implement it in reality. Other authors also 
support the goal setting theory, explaining that is it both applicable on individuals 
and groups. Further, a problem with the theory is that the level of difficulty can have 
a negative correlation with motivation if the individual have many different goals to 
work for. In a test of the theory regarding a goal, which was supposed to reduce acci-
dents, the result, which could be seen after 16 weeks, was an accident reduction rate 
of about 20% (Foster, 2000).  

Besides Muchinsky (1993) states that the goal setting theory has gained very strong 
empirical support. Latham and Yukl in Muchinsky (1993) analyzed 25 field studies 
on the theory and the large majority supported the theory. Tests also shows that the 
acceptance of the goal which is one of the most essential parts increase if the individ-
ual is participating in the goal setting process. Another study showed that 90% of the 
goals with a specific objective lead to increased performance. The goal setting theory 
is good because it is so easy to understand and transfer to a job context. It should be 
kept in mind that in some work environments the individual cannot affect his work 
performance to a big extent, for example on an assembly line (Muchinsky, 1993). 

2.5  Expectancy theory  
The expectancy theory measures the process from effort to reward and highlights the 
importance of the individual seeing its behavior leading to the desired outcome. Us-
ing the Goal setting theory as an example, the specific goal is created to influence a 
special behavior. The expectancy theory highlights the importance of the individuals 
working towards that goal to see that their efforts have a direct relation to the out-
come of this goal. Hence, the expectancy theory gives a significant contribution to 
the frame of reference. 

The expectancy theory was developed already during the 1930’s but was not during 
that time suited to work motivation. However, around the 1960’s Vroom further 
adapted the theory for such conditions. Throughout the last years, this working hy-
pothesis has been the most popular within the area of individual and organizational 
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psychology. Under the years, the theory has been further developed by many differ-
ent persons. The theory is categorized as a cognitive theory and it is constructed 
upon that each persons function as rational decision maker. Meaning that people 
searches and spend effort on activities that leads to desired rewards. Muchinsky (1993) 
sees employees as people knowing what they want from work and that performance 
will determine the rewards that they wish for. It is also seen that the relation between 
performances and expend effort from the employee.  

The theory is structured on five basic components: job outcomes, valence, instru-
mentality, expectancy and force (Muchinsky, 1993).  

• Job outcomes: things that the organization can provide the employee with. 
Examples are payment, promotions and vacation time. The outcomes could 
vary in numbers and there are no actually to them. Usually the outcomes are 
seen as positive in form, like rewards or experiences, but this is not always 
true. Examples of outcomes could be being transferred to a new location or 
getting portend. Intangible outcomes also exist for the individual in forms of 
recognition or accomplishment (Bergmann & Scarpello, 2001; Muchinsky, 
1993). 

• Valence: This is the feelings that the employee has about the outcomes. The 
valence is defined as attractiveness or anticipated satisfaction. The employee 
usually grades the attractiveness in a scale from minus ten to plus ten, where a 
greater plus are a more positive outcome for him or her and vice versa. The 
employee generates as many valences as there are outcomes (Bergmann & 
Scarpello, 2001; Muchinsky, 1993).  

• Instrumentality: The instrumentality exists in the employees mind and is de-
fined as the relationship between the perceived degree of performance and the 
outcome attainment. Instrumentality is synonymous to condition and is aim-
ing at the attainment of a certain outcome and in which way the outcome is 
conditional to the individual’s performance of the job. An example could be 
the salary, if a person thinks that a increased pay are conditional to the per-
formance, the instrumentality that are associated with the outcome (higher 
salary) would be very high. Vice versa, the instrumentality is believed very 
low if the outcome, being transferred abroad, is seen as not related to work 
performance. Instrumentalities are like valence generated by the person it self. 
The individual evaluate the degree of connection between performance and 
outcome attainment on the job. The grading reminds of the valence scale, but 
is shared from zero to ten, since it is seen as probabilities. The factor zero 
means that there is no correlation between the outcome attainment and the 
job performance. The variety of instrumentalities are as many as there are out-
comes (Bergmann & Scarpello, 2001; Muchinsky, 1993).     

• Expectancy: The term expectancy is the perceived relation between effort and 
performance. The effort relationship can vary between jobs, as in some jobs 
where there are no need to try hard since the worker will not perform any 
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better. The scale here is the same as with instrumentality. Null means that the 
probability that you will increase your performance if you make more efforts 
are not likely. One mean that the increased effort is followed by a higher per-
formance, in a corresponding way. Like the parts mentioned before the indi-
vidual generates the expectancy of her or his job. It works out like the em-
ployees make an assessment of the relationship between effort and job per-
formance. Usually the individual only focus on one expectancy value and gen-
erates it upon the effort and performance relationship. The best way to estab-
lish expectancy is throughout feedback (Bergmann & Scarpello, 2001; 
Muchinsky, 1993).  

• Force: The force component is the amount of effort or pressure within the 
individual to be motivated. A larger force will theoretically generate a higher 
motivation. The force is a product of valence, instrumentality and expectancy 
together (Muchinsky, 1993).        

Muchinsky (1993) perceive the model as very rich and that it is creating a good basis 
for understanding motivation in a specific job. Furthermore, he thinks that the single 
parts are working as a framework for analyzing the motivation process. When apply-
ing the model it is worth to bear in mind to start with the outcomes and their va-
lences. For example if a person is indifferent over the outcomes, low valence will oc-
curred. Hence, the person see  no reasons for working hard to conquer them 
(Muchinsky, 1993).  

From the theory perspective, a cornerstone for motivation is to have desired out-
comes. The people also need to believe that there is a high instrumentality, meaning 
there is a relation between performance at job and the attainment of outcomes. The 
individual also need to be willing to perform, as a mean of getting outcomes. This 
means that there are a link between what is done and what is wanted. Here the man-
ager and the practice of rewards are essential, since a manager that apply rewards for 
high performance will show that the instrumentalities are high, and that it is worth 
to perform in the organization (Muchinsky, 1993).  

One conclusion is that when the individual know that the outcomes are dependent 
on performance, the job performance will be enhanced. However, it is important 
that the employees really see the relation between how hard they try and how well 
they perform. Naturally, how good the performance is, are also depending on the 
competence and ability of the person (Muchinsky, 1993).   

2.5.1 Empirical testing and evaluation of the theory  
Extensive research has been done to test the theory. Research presented by Mitchell 
in Muchinsky (1993) states that the reliability for this theory is quite high, with val-
ance and instrumentality factors gaining the highest reliability values. Other studies 
have showed a lower degree of reliability for the theory but Muchinsky (1993) argues 
for reliability of this theory not to be a big problem. Other authors argue for the 
theory to be better at showing on level of effort rather then level of motivation. Em-
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pirical tests also show that the theory is one of the most valid among motivation 
theories. However, it does not take negative outcomes into account (Bergmann & 
Scarpello, 2001)  

There are two main problems with this theory, first is the importance of reliable 
measurements, secondly to know what do with the conclusions of the data. The ex-
pectancy theory is highly rational and argue that people strive towards as high out-
comes as possible. This creates a problem for the theory since research has shown 
that some people tend to behave very irrational. Moreover, research proves that the 
expectancy theory is more valid for people who believe that they can change their 
own fate (Muchinsky, 1993). 

2.6 Reinforcement theory  
Reinforcement theory is important because it provides a tool for how to create moti-
vation not only by satisfying a direct need but also by reducing the satisfaction of a 
need. The reinforcement theory acts on the basis of the need theories. For example, 
the reinforcement theory argues that by punishing an individual you can create mo-
tivation. Money appeals to all needs people have (Scarpello & Bergmann, 2001). By 
taking away money from someone as a punishment for an undesired behavior, you 
will make that person motivated to stop  that specific behavior. 

The theory origin from Skinner’s theory about conditioning. Skinner first tested his 
theory on animals and was thereafter further developed to other areas. However, it 
was not implemented in the organizational psychology area, as a motivation theory 
for employees until the 1970’s. The theory is set up from three variables: stimulus, 
response and reward (Muchinsky, 1993).  

There are four types of reinforces which can be used by managers to motivate a de-
sired behavior. These are: Positive reinforcement, as by stimulus such as money in-
crease the individual’s likelihood to repeat a desired behavior. Negative reinforce-
ment is to remove a negative stimulus when a desired behavior is reached. Extinction, 
is to remove a previous positive reinforce to take a way an undesired behavior. Pun-
ishment is to try to prevent an undesired behavior from happen again (Bergmann & 
Scarpello, 2003) 

The stimulus is a condition or variable that render out in a behavioral response. The 
variable response is during working conditions a measurement of performance. This 
could for example be productivity. The reward gives value to the employees based on 
their given response. The purpose is that the given reward should strengthen a certain 
desired response. The focus point in Skinners studies was the relationship between 
the response-reward connections. This is also, what organizational psychologists have 
made notice about (Bergmann & Scarpello, 2003).  

Based on Skinners studies on animals there are four categories of response-reward 
connections that have been found to influence the frequency of the response (Berg-
mann & Scarpello, 2003). Fixed interval: means that the subject is rewarded at fixed 
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time intervals, like every hour. An individual that are paid on an hourly-basis could 
be included in this category and be thought as being rewarded in this manner. Fixed 
ratio: Intends that the employee is rewarded on a function of fixed numbers of re-
sponses. This could for example be a salesperson that is rewarded for each order 
he/she gets for the company according to a fixed-ratio schedule. The schedule could 
said to be of a continuous quality. Variable interval: mean that the subject is re-
warded at a varied time interval. Variable ratio: The reward is based on the behavior, 
but the ratio of the reward to the response is agile. This could be understood as a 
salesperson who is rewarded sometimes after one trade and another time after two or 
three trades. In this case, the schedule of payment is not constant (Bergmann & Scar-
pello, 2001).  

Supporters of this theory think that the extent of the subjects motivation to respond 
could be shaped by manipulating the list of reinforcements. Discussions and criticism 
have been directed against this theory, since there are large possibilities for the em-
ployer to manipulate the worker through the different reinforcement schedules and 
as a result of that, putting the power of motivation in the hands of the employer 
(Muchinsky, 1993).  

Further, it is stated that reinforcement decreases the employees own control over the 
work situation, which is not appropriate since many people want to feel that they are 
having control over their own living situation. This also puts an ethical perspective 
on the topic due to potentials for the company to deteriorate the employees prosper-
ous and health. Especially if the employee is manipulated by the organizations wants 
and wills, and by that means the values of the employee are neglected to benefits for 
the values of the company (Muchinsky, 1993).           

2.6.1 Empirical testing and evaluation of the theory  
Research shows that financial incentive plans, praise and critics, self-management 
programs and behavioral analysis are good reinforces to get a desired behavior (Berg-
mann & Scarpello, 2001) 

Earlier conducted tests on the reinforcement theory have tried to find out which 
schedule that can create the greatest desired behavioral response from the respon-
dents. A study implemented by Yukl and Latham in Muchinsky (1993) compared a 
fixed-interval schedule, hourly payment with a fixed-ratio schedule, payment after 
number of responses. The study showed that the later group were considerable more 
productive, the study was about three planting. Another study by Von Bergen & 
Kirk in Muchinsky (1993) compared the fixed-interval schedule, hourly paid, with 
the fixed-ratio schedule, payment after three passed tests and the variable-ratio sched-
ule, payment after passing a changeable number of tests, during the use of self-paced 
learning tests with employees function as respondents. The study showed that em-
ployees were rewarded through the both ratio-basses was performing 20 percentages 
better than the fixed interval-basis. The experiment showed no performance differ-
ences between the two ratio-tests. The same thing, that ratio-tests are stronger in cre-
ating straits and that there are no differences between different ratio-tests, has also 
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been confirmed by Pritchard, De Leo in Muchinsky (1993). Ratio-schedules are as 
well connected to employees that perceive them as more accomplished in level of 
solving tasks. The degree of absence at work can also been reduced through the use of 
rewards over time for the employees (Muchinsky, 1993).   

Muchinsky (1993) argue that the reinforcement theory work out implemented in 
companies routines. Disadvantages regarding the reinforcement theory are differences 
in what people sees as rewards due to their individual characteristics. Studies of per-
formance quality on tasks outside an industrial environment, using the theory are of 
lack. Neither have any research been done, to study people’s attitudes, using this 
method in daily work (Muchinsky, 1993). 

2.7 Sexes and hypothesis formulation 
It is important to define sex in this thesis since it can have many meanings and are fre-
quently use in the thesis. Hence, a definition of sex will be give. In the second sub 
chapter theory regarding differences between men and women in the work place will 
be presented and compared to the motivational theory described above. From the 
comparisons between these different theories two hypotheses will be drawn. 

2.7.1 Sex or gender? 
Dividing men and women in two categories can be done in two ways, by either sex 
or gender. The two terms are often used to describe the same thing. Sex is often used 
to describe what is by some proposed to be defined as gender. According to Doyle 
and Paludi (1998), sex is defined as the biological differences between man and 
woman. Gender is according to Cranny-Francis, Waring, Stavropoulos and Kirkby 
(2003) defined as “Gender is the culturally variable elaboration of sex, as a hierarchi-
cal pair.” (Cranny-Francis et al. 2003:4).Whether gender or sex comes first and how 
they are related is hard to say. Unger in Cranny-Francis et al (2003) urged scientists to 
only use sex when referring to biological differences and gender when referring to 
cultural, social and psychological aspects. Fausto-Sterling (1985) goes against what is 
recommended by Unger describing gender as something biological. What distinct 
gender from sex is that gender is independent from a person’s biological sex (Francis 
et al. (2003). Since gender can be unrelated to one’s sex, we have in this thesis chosen 
to use the term sex when describing the differences between man and women. 
However, we do however, not define sex as being something merely biological. The 
definition, which suits this thesis, is the one found in www.dictionary.com and is as 
follows “The condition or character of being women or men; the physiological, func-
tional, and psychological differences that distinguish the women and the men”. 
Hence, the term sex in this thesis will not only refer to biological differences between 
men and women but also to psychological differences. However, it is very important 
to keep in mind that we in this thesis divide men and women apart, solely on what 
the respondent refer to as being their sex. If this is done based on psychological or 
physiological factors is something that is not included in this thesis. 
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2.7.2 Hypothesis background and formulation 
Here the parts of how psychological and biological factors affecting men and women 
in the workplace which affects the motivational theories will be described. Further, it 
will in more detail be described how these factors affect each of the motivational 
theories. Finally two hypothesizes will be presented as a result of these differences. 

A cultural norm regarding sex is very significant in today’s society. How an individ-
ual should behave and act is build up on cultural norms and social information. In 
our culture, men and women are supposed to act in a special and different way. The 
concept of Differential reinforcement argues that we reward individuals behavior 
based on how their behaviors are conforming to the norms of their sex (Burn, 1996). 
This argument could have a big impact on the reinforcement theory, which was pre-
sented above. The reinforcement theory does not make any differences based on sex 
(Muchinsky, 1993). Even if women are performing as well men, they might not work 
in the same way as men. Individuals are normally evaluated on men norms of good 
performance (Burn, 1996). If men and women are not evaluated on the same basis this 
will motivate individuals to act in a way which is motivated. Hence, we argue that 
men and women are motivated by different factors since different factors are re-
warded for the different sexes.  

Normative pressure is described as individuals strive trying to conform to social 
norms on how to behave based on their sex. If an individual have a behavior, which a 
person of that sex is not supposed to have, he or she will be punished or rejected 
from the society. As described above, Maslow’s need theory, the ERG theory and 
Herzberg’s theory, argues that social needs such as social acceptance are very impor-
tant for individuals. A woman would be afraid of being aggressive since this is sup-
posed to be a men behavior and men are afraid of being too sensitive since this is sup-
posed to be women behavior according to our social norms (Burn, 1996; Kanter, 
1993). Reinforcement theory, equity theory and expectancy theory that is presented 
above did not take these sex differences in to account. 

Further, as earlier stated above Burn (1996) argue that men and women are trying to 
conform to certain expected behavior to not get rejected by its environment, men 
and women are also likely to have different needs. According to Maslow’s hierarchy 
of needs, social needs are more important than self-esteem needs and self-actualization 
needs. Since women cannot have the same behavior as men since they have to satisfy 
their social need, they cannot express their needs in the same way as men. This leads 
to the hypothesis that men and women differ in what needs that motivate them. 

As mentioned above men and women are supposed to act according to cultural 
norms and values. The goal setting theory does not make any differences for indi-
viduals based on sex. Since individuals are supposed to act on the basis of their sex, 
then it could also be possible that individuals, based on sex, act different towards goal 
setting as a motivational factor.  

When it comes to managers, even if the total ratio of men and women in the firm is 
very close to each other, the number of women in managing position is significantly 
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lower (Alvesson & Due Billing, 1999). The case of women being underrepresented in 
managing position is especially the case in the Banking sector (Wilson, 1995). Women 
are less encouraged to take managing positions and they are treated unfair towards 
men when it comes to getting promoted to a managing position. Women are also not 
considered to be as good managers as men since what is a good mangers are, mainly is 
based on typical men characteristics (Wilson, 1995). Self-esteem and aggressiveness are 
often seen as good manager characteristics. Self-esteem as earlier mentioned are typi-
cal norms on how men are supposed to be. A women acting like a man is supposed to 
be rejected by the society. Women are aware since very early age how they are sup-
posed to act to act as a woman. This discourage women to act in a self-confident and 
aggressive way, and will consequently not be considered to be as good manger mate-
rial as men (Wilson, 1995). According to Herzberg’s theory regarding motivational 
factors, the opportunity to be promoted is an important motivational factor (Herz-
berg, et al., 2004). If women are discriminated when getting promoted or if they see 
them, self as less likely to be promoted then they will be less motivated than men. 
This would mean that a promotion would not be as big motivational factor for 
women as for a men since the women will feel that she do not have the opportunity 
to be promoted.  Donnell and Hall in Wilson (1995) found that women are more 
concerned with, growth opportunities and challenge while men was more concerned 
with work environment and pay.  

The Equity theory presented above has implications from a sex perspective. When it 
comes to pay equity women tend to value their own contribution lower than men, 
they will feel that they have to work longer hours than men to get the same salary. 
Women are more modest when it comes to value their own contribution, but when 
evaluating coworkers they do not make any difference on sex (Wilson, 1995). Wilson 
(1995) argues that this can contribute to women feeling inequality. This leads to the 
hypothesis that sex does influence equity. Therefore, it can be concluded that even if 
studies show that women and men have the same equity perception, this might not 
be the case since women tend to value them self lower. This would mean that even if 
a woman receives less pay but in fact make the contribution as a man, she will not 
feel inequity.  

Since women feel that they have to work longer hours than men to get the same re-
wards, they are also likely not to feel the same degree of expectancy as their men col-
leagues. Further, since men and women is supposed to have a different behavior they 
are also likely to experience different levels of instrumentality.  

Theory regarding how psychological and physiological factors affect men and women 
argues against most of the motivational theories as not making any difference based 
on sex. This leads us to the following hypothesis: 

HA= There are motivational differences between bank workers divided on men and 
women. 

The hypothesis will be tested individually for each part of each motivational theory. 
To line up 34 different hypothesizes for each motivational variable would not be 
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convenient for the reader. Hence, there will be the hypothesis HA which will be 

tested individually for each statement in the questionnaire. 

The theory presented above, regarding how sexes are affected by psychological fac-
tors argues for differences among men and women in the work place. The theory ar-
gues that men and women have to conform to certain roles in the work place. We 
find this an important underlying assumption of our main hypothesis, which would 
be relevant to tested although it is not party of the purpose. Hence, we will add a 
second hypothesis, which tests if there really is a difference in how men and women 
are treated in the work place. This leads to the following hypothesis: 

HB= There are differences, between men and women, on how individuals are treated 
in the work place. 

In addition, Hypothesis B will be tested individually for each of the four statements, 
which are created from the main ideas in the sex theory on how individuals are 
treated differently based on their sex.  
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3 Methodology  
The methodology chapter describes the philosophy of science underlying the thesis, and dis-
cussion regarding quantitative research. Further, data gathering and data analysis will be 
described.. 

3.1 Philosophy of science 
According to Weber in Holme & Solvang (1993), research in the social science disci-
pline should be neutral and objective. They claim that there should be a clear differ-
ence between facts and valuations and between how things “are” and “should” be. 
The research shall be free from subjective thoughts and not affected by external cir-
cumstances. This traditional view has strong connections to the natural science disci-
pline. The passed away Frenchman August Comte (1798-1857) the man who created 
the positivistic scientific view, advocates a natural and clear perspective when per-
forming research in the social science area. He is in fact the man of origin for the 
positivistic scientific view (Thurén, 1991).   

Rosengren & Arvidson (1992) further developed their thoughts regarding the positiv-
istic science and explains that the now existing modern positivistic tradition empha-
sizes:  

 

• Quantifying 
• Formalizing of concepts and theories 
• Objective methods and techniques   

 

According to Holme & Solvang (1997) the way of relate and behave (trying to be ob-
jective through objective methods, techniques and free of values) have strong connec-
tions to things that is possible to measure and quantify, which can also be understood 
from Rosengren & Arvidson (1992) above. Furthermore, this will also lead to the use 
of quantitative methods according to them. This can seem quite clear since the use of 
quantitative methods is based on the use of data that can be formed numerical in its 
creature (e.g. formalized principle). More narrowed; an additionally standing point in 
the use of a positivistic approach is to have a relation that is characterized by “I and 
it” to the object. Concretely intend that we as researchers should have a clear distance 
to the respondents. Included in positivistic view are on the other hand attempts for 
leaving personal beliefs and prejudices outside the whole research process. Of course, 
we are aware of that it could be difficult to be neutral, but we believe this discipline 
to enhance our chances to actually be closer to objective. Rather than adapting to the 
perception that things are all subjective in nature. This way of behaving and relate to 
things, we believe are of importance for our study, and that it will over the time in-
fluence the thesis in a positive way, helping us to identify more pertinent findings 
and results. Naturally we bear in mind that this process and partly implementation of 
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a positivistic view is not ultimately the only way, and that we most likely not are go-
ing to find the only “truth” about motivation among the bank workers. However, 
being aware of this way of applying and relating to our research and to view this per-
ception during the process, we think will render good conditions for conducting our 
thesis.            

Another scientific perspective is the view of the “reality as a concrete process”, which 
are further developed by Morgan & Smircich (1980). This standpoint could be seen as 
adjacent to the positivistic discipline. The fundaments of this view are to understand 
processes and change. The reality or the world is seen as an organism and an open 
system (Burrell & Morgan, 1979). This mean, in a little abstract shape, that every-
thing interacts with each other and that it is difficult to find causal relationships be-
tween elementary processes. For the human beings the world creates possibilities for 
those who are able to discover and have the competence of creating relationships in 
harmony with their interests. The main outline is that the humans are adaptive to the 
environment, as “adaptive agents”. They influence the context through relationships, 
but are also tailored to it. Fascinating in this vision is that the humans have needs that 
they try to satisfy through interpreting the environment, and to the extreme for basi-
cally surviving. There can also be seen a pattern between the human efforts, their ac-
tivity and the need for being welfare in the world. This perspective of science can be 
related to the motivational need theories that we have in the frame of reference since 
they are constructed about needs that humans have, strive for and are trying to sat-
isfy.        

In addition, aware of those parts in the reference frame (e.g. need theory and partly 
the view of the differences between men and women) is not build up on a totally 
concrete or positivistic view. We have through consideration and discussion find that 
our viewpoint is to additionally comprise Morgan & Smircich (1980) perspective of 
the social world. More precisely from the empirical view, the idea is to answer the 
purpose through the use of a quantitative method through questionnaires for collect-
ing the data (further described in section 3.2 and further forward). From a theoretical 
perspective (e.g. our frame of reference) we have included theories that can be con-
nected to the reality as a concrete process and the positivistic approaches (perhaps 
most characteristic from the theories like Maslow respectively Skinner).  

Although we still aim to treat our research and carry it out the thesis in a feasible 
concrete and objective way. Hence, our view is that; methods and the frame of refer-
ence will interrelate with both the positivistic perspective and the world as a concrete 
process. Additionally for caring out the thesis and for answering the purpose of the 
study, it seems applicable to take advantage from both this disciplines.         

3.2 Quantitative research 
With consideration to the purpose of the thesis and the theoretical approaches we 
have decide to use a quantitative approach for performing the research. Our view is 
that this research approaches is well suitable with support from what we have read in 
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the literature. Rosengren & Arvidson (1992) specifically confirms that a quantitative 
approach is well adequate and correct when aiming to describe and explain things. 
However, Holme & Solvang (1997) direct some reservations for the use of the quanti-
tative method; they mean that there in general is too great reliance for this type of re-
search, especially from those who are not as familiar to this type of research. People 
tend to believe in things that can be explained in numbers. We do not look at this is 
as great problem for us since we think that our study will be reviewed carefully.      

Moreover, we want to test the theories on the employees to be able to perceive if it is 
a correlation between the workers as whole in the bank sector or between the sexes. 
Furthermore, if in what ways the perception on motivation separates. To implement 
the thesis and to carry out a statistical result that we can guarantee we are also need of 
comparatively many respondents. Because of that, we find it most suitable to do that 
by applying to the quantitative research approach. Moreover, also due to the bounds 
of resources, in form of the time we can spend within the bank companies and the 
time we have for completing the thesis.      

More detailed the Quantitative approach is often related to the conduction of ques-
tionnaires and to things that has with executing statistic matters. The quantitative 
collection form stresses the gathering of facts. The data type is often named hard data 
since it is possible to quantify it. Particularly, according to Blaxter, Hughes & Tight, 
(2001) quantitative research includes the collection of numerical data in relatively 
large amount. This approach also renders the probability to discover relations be-
tween different variables. In this approach the researcher moreover has a more dis-
tanced relation to the respondents, which will decrease the bias that the researcher 
(e.g. we) practice on the respondents. This will we try decrease by the collection of 
data through questionnaires that the employees will be able to fill in easy.  

3.3 Data gathering  
According to Dahmström (2000) there are some different ways for gathering data for 
a statistical characterized research, those are: questionnaires, interviews, observations 
(primary data) and the use of already existing data (secondary data). The standpoint 
when using questionnaires, interviews or observations is that the data that you are 
looking for do not already exist. This as far as we know the case with our study be-
tween sexes in the bank sector here in Jönköping. Therefore, from that perspective 
we are going to collect data termed as primary.  

We are going to collect this data through the use of questionnaires since this gives the 
possibility to get a larger foundation to base our study on. It also facilitates the reali-
zation since we want to include many different banks and by that respondents. Fur-
thermore, it is also a less resource consuming form.  

Hutton (1990) defines the method as follows; it is a method for collecting informa-
tion by the use of pre-formulated questions in a predetermined sequence, through the 
use of a questionnaire, to a sample of individuals. The type of questionnaire that we 
are going to use are according to Dahmström, (2000), Rosengren & Arvidson, (1992) 
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named as group questionnaires. This type of questionnaire means that the researcher 
or an informant hands out the questionnaires to respondents who are in a specific lo-
cation. Responding to the questions and thereafter the answers are collected. This 
way of implementing, the questionnaires also give the possibility to inform the re-
spondents about the study and if necessary clarify wonder. This can also render af-
fects on the study since we might influence the respondents through the presence, 
way of acting and talking, both conscious and unconscious. This influence could be 
both positive and negative depending maybe mostly on our own acting, behavior and 
of course the respondent perception of us. Things to considerate are also the time fac-
tor, it is of need to have sufficient time for answering the questions so that the result 
can be more reliable and prevent decline on certain questions. This can be a problem 
since we are not able to control the prevailing situation at the banks. We also want to 
secure the anonymity for the respondents by promising that no answers will be 
enlighten individually in the study or presented in a way that can expose the individ-
ual identity of a certain person.        

3.3.1 Choice of target group and sample size 
Usually a population is larger then what is possible to study, this results in that it is 
necessary to select a group on the population to test. It would cost too much and take 
to much resource to test the whole population (Holme & Solvang, 1991). Neither is 
it likely that all organizations, which are asked to participate, would like to do so. 

According to SCB:s figures from 2002 the total population in the bank sector is 
17,393 men and 25,963 women. Since it would be nearly impossible to test the whole 
population, the main intention is to have at least 30 men and 30 women in the study, 
and these will represent the whole population. Oakshott, (1998) argues that a small 
sample of the population can give a very accurate result for the whole population. 
The type of sampling used is similar to cluster sampling where we chose central 
Jönköping as a geographical cluster (Oakshott, 1998). The authors have not found 
any research on Sweden, which tests if there are differences according to what moti-
vates people according to, geographical area or if they live in an urban or rural area. 
Hence, the authors have decided not to argue for our research just to be valid for 
some areas of Sweden. 

Dewberry (2004) and Burton (2000) both argues that there is no real answer on how 
many respondents to include in your sample. On the other hand, Aczel (1999) argues 
that to have a statistical reliable analysis it is necessary to have at least 30 individuals 
in each group that is to be tested. Since men and women are a divided in the analysis, 
the study needs to include at least 60 respondents. Burton, (2000) says that the accu-
racy of the study increase with the number of respondents. Since the sample size will 
be at least 60 individuals it would take too much resources to make interviews, a 
questionnaire on the other hand does not take as much resources per respondent 
(Ejlertsson, 1996). Hence, in this study a questionnaire will be used.  

The mail questionnaire tends to get a very low response rate (Ejlertsson, 1996). To 
increase the response rate the questionnaire was decided to be handed out in person 
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by the authors. By conducting the questionnaire in person the authors are hoping on 
getting a higher response rate, especially since the questionnaire is authorized by 
managers at the banks studied.  

The banks in central Jönköping were chosen as the sample group, because it would 
be practical, effective and cheap to go and see the respondents in person. Five banks 
were asked to participate in the study, from these five, four wanted to be in the 
study. The four banks included in the study are: Svenska Handelsbanken, Före-
ningssparbanken, Skandinaviska Enskilda Banken and Länsförsäkringar bank. The 
authors have chosen not to compare the results between the banks, since not all of 
them have enough people to fill the minimum of 30 people for a statistical reliable 
analysis. 

3.3.2 Construction of the questionnaire 
When conducting a questionnaire Befring (1994) stresses the importance to take the 
structure and system of questions and answer alternatives into consideration. 
Dahmström (2000) further stresses this importance by writing that the questionnaire 
should consist of uncomplicated background questions. The middle-part of the ques-
tionnaire should rely on easy to answer questions, amongst to announce a positive 
view in the eyes of the respondent. In the final part, the more complicated questions 
could be asked. This method is denominated as the funnel-technique.   

The questions or statements should be stated in unambiguous and clear way. The au-
thors can often become much involved in the thesis and the different terms related to 
the area studied. Terms which the people who will answer the questionnaire possibly 
think is unclear or do not understand, should be rejected. These terms should to as 
large extent as possible be expressed in a way that is adapted to the individuals which 
will do the questionnaire. The questionnaire statements also need to be precise and 
do not leave any room for questions or speculations (Babbie, 1979). 

When creating statements and questions it is important not to ask double-barreled 
questions. This means questions, which have two questions in one. Double-barreled 
questions should be avoided because the respondent will not know which one of 
them to answer, and it cannot be proven if they agree with all of the statements in 
the double-barreled statement or only part of them (Ejlertsson, 1996; Babbie, 1979). 

Questions and statements also need to be relevant for the respondent and constructed 
from their point of view. It is important for the respondent to see how the questions 
are related to the area, which is studied. This is important for the respondent to take 
the questions seriously (Ejlertsson, 1996; Babbie, 1979). 

The respondents are most likely to read the statements and questions very fast. Re-
spondents are often also unwilling to read a statement which is hard to understand 
and do not want to put any effort in to grasp its meaning. This makes it important 
for the questions to be short, precise and easy to understand. Further, it is important 
not to use negative questions, which include words such as “not” (Dahmström, 2000). 
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Using negative words makes it easy to misinterpret the question. Biased questions 
should be avoided. Biased means that they try to affect how the respondent will an-
swer to a particular statement or questions (Babbie, 1979). 

The questionnaire will be constructed and rely on both close-ended and some open-
ended questions function as complement. Close-ended particular for that it makes us 
able to draw inference that is more consistent. The statements of the questionnaire 
have been constructing keeping Babbie’s (1979) and Dahmströms (2000) arguments 
for how a questionnaire should be constructed in mind. The authors have tried not to 
ask double barreled, biased or negative questions. Further, the authors have also tried 
to keep the respondents in mind when constructing the questionnaire as well as try-
ing to state clear and short statements and questions. 

The Likert scale will be used for construction the questionnaire. The Likert scale is 
used to measure the respondents attitude towards a certain statement, which the re-
spondent is asked to agree or disagree with (Carlsson, 1984). The Likert scale works 
well when measuring attitudinal information on a specific subject (Rea & Parker, 
1997). The scale has five, seven or nine steps, an example is strongly agree, agree, neu-
tral, disagree, and strongly disagree, for the five grade scale. The Likert scale has been 
chosen because of its frequent use in questionnaires and research. It has also been 
chosen because it is unambiguous in its appearance. The Likert scale solves the prob-
lem of relative strength of the words used to represent it ordinarily (Babbie, 1979). 
Rea and Parker (1997) argue that a Likert scale can have five, seven or nine-point rat-
ing scale. The authors of this thesis have decided to use a seven-point scale to get an 
increased number of options for the respondent and to get a cleared distinction be-
tween the options. The use of a nine-point scale has not been chosen, since the au-
thors feel that this would not be of any advantage.  

It is very important that the respondents knows that the questionnaire is confidential, 
because if it is not this will influence their answers. Usually this means that there is 
nothing in the questionnaire, which can identify the respondent (Patel & Davidsson, 
1994). In the questionnaire, which will be used in this study the respondents can 
write their e-mail address if they want to have, the final thesis sent to them. The re-
spondent will be confidential to his or her coworkers and managers. Their confiden-
tiality will be protected by them putting their questionnaire in a sealed ballot box in 
the office. Only the authors of this thesis will be able to identify each respondent and 
just if they have applied the email address to the questionnaire.  

It is important to make the respondent motivated with the questionnaire; this can be 
done with an informative text in the start of the questionnaire (Patel & Davidsson, 
1994). To do this the questionnaire begins  with a part, which explains, what the 
questionnaire is about, why it is conducted, that the questionnaire is confidential and 
who the authors of the questionnaire are.  

When construction the questionnaire the authors have chosen not to use the word 
motivation as the respondents might not have the same meaning for the respondents. 
Further, the respondent might not directly know if a factor motivates them or not. 
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Hence, using the word motivation would make the questionnaire more complex than 
it is intended to be. See 2.1.4 for a discussion regarding Herzberg’s hygiene factors 
and their impact on the other two need theories. According to Maslow (2000), a need 
for something will initiate a motivational behavior. Hence, the authors draw the con-
clusion that something that is important for the respondent is something that would 
also motivate the respondent. Therefore, most of the statements ask the respondent 
to make a judgment on how important a certain motivational factor is for them in 
the work place. What is a motivational factor have been derived from the motiva-
tional theories in the frame of reference chapter.  

The questionnaire contains of 38 questions, and some background questions. The 
questionnaire has been worked over many times, taking in feedback from tutor and 
group members from the authors tutoring group.  

The questionnaire will be handed out in Swedish to the respondents; this is because 
many of them are likely to have a limited knowledge in the English language. Each 
statement will be provided in both Swedish and English in the survey, which is in 
appendices. Each statement have been tried to have as similar meaning as possible be-
tween the two languages, when translated. 

The questions have been constructed from the hypothesizes presented in the intro-
duction, the frame of reference chapters and the purpose. It should be kept in mind 
that part of the purpose is not tested with a hypothesis. This is the part, which is to 
“identify which are the motivational factors for people”. Most of the statements in 
the questionnaire are valid for both parts of the purpose. However, some of the state-
ments have been constructed to solely test the hypothesizes on sex differences. Below 
a table of which question is related to which hypothesis. Some of the questions and 
statements are derived from more than one theory. The need theories have been 
grouped together because they test the same variables. 

 

 

 

 

 

Theory Hypothesis  Statement 
Need theories HA  1-3,5-10,23,25-28,35-37 
Equity HA  11-15,17,34 
Goal  HA  4, 18-20 
Expectancy HA  16, 24, 29 
Reinforcement HA  22, 38 
Sexes HB 30-33 
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Cronbach’s alpha Test reliability 1, 21 

Table 1 Questionnaire construction 

3.3.3 Execution of the questionnaire 
As described above the authors will hand out the questionnaire in person visiting the 
different banks studied. To increase the confidentiality of the respondents a ballot 
box had been constructed where the respondents put the questionnaire after the fill it 
in.  

On the 2 May 2005 the questionnaire was presented for the personal at Svenska Han-
delsbanken in Jönköping, 28 people at the bank was given a questionnaire, and they 
got until next day fill it in. On the 3 May 2005 the ballot box was collected from 
Svenska Handelsbanken, there were 28 questionnaires in the box. All respondents 
that were given a questionnaire had filled it in, a 100% response rate. On the 3 May 
questionnaires and ballot boxes was also handed out at FöreningsSparbanken and 
Skandinaviska Enskilda Banken to be collected on 6 May. On the 10 of May Skandi-
naviska Enskilda Banken was finished with the questionnaires they got. From the 20 
handed out 16 had been filled out and put in the box. On the 12 of May, FöreningsS-
parbanken were completed with their questionnaires. From the 20 handed out 18 had 
been filled out and put in the box. Of these 18, two did not have any indication of 
sex, which meant that these could not be included in the study. A few other ques-
tionnaires did not have any indications on number of children and marital status. The 
authors decided to include these in the study since neither of these are critical vari-
ables for the study.  

The questionnaires from Länsförsäkringar bank, which got quite delayed, was col-
lected on the 18 May. From Länsförsäkringar bank four questionnaires were col-
lected out of eight handed out. After receiving many answers from men at Svenska 
Handelsbanken, we were worried that we would not get enough women, but it 
turned out good. From the 64 questionnaires in the study, 32 were from women and 
32 were from men. Hence, 64 questionnaires will be included in this thesis. Further, 
the authors had succeeded to reach the limit of 30 per subgroup studied, which is ar-
gued by Aczel (1999) to be the critical value.  

 

3.4 Data analysis  
According to Befring (1994) descriptive analysis compromise principles, methods, and 
techniques to present, questionnaire, compile and construe empirical data. The de-
scriptive statistic authority also plays an important role in many different research 
disciplines. It helps when working with empirical data gathering and thereafter when 
the need is to get an overview of the material. The real information inside all the data 
can be uncovered and the knowledge that is collected can be presented through the 
use of descriptive statistics (Britton & Garmo, 2002). The use of tables and diagrams 
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are often related to and used when presenting descriptive statistics. The compilation 
of the frequencies and calculation of variations, means and correlation are very often 
used when working with descriptive statistics as a way for analyzing and presenting 
the data. 

The frequency allocation and tabling will be done in Excel, through first encoding 
the answers, which does not have a numerical value, such as sex. From the back-
ground questions together with putting together the attitude statements. From this 
point, the data are transferred to SPSS to perform the actual analysis part. Through 
the tabling and dividing of frequencies, we will be able to see the entire allotment of 
the responses and base it upon our main variables (sex and the motivational differ-
ences in between). This data will be presented further forward entirety in the appen-
dices part.       

3.4.1Normality test 
Many of the more common statistical tests assumes normality, such as the independ-
ent t-test, hence it is important to test if there is a normal distribution in the scores 
(Pallant, 2005). The Kolmogorow-Smirnow test assesses the normality of the scores. 
The test will be done separately for each sex, since these are treated as different 
groups in parts of the analysis. 

3.4.2 Non-parametric statistics 
There are two main types of statistical techniques when doing statistical analysis. 
These two tests are categorized as non-parametrical and parametric tests. Parameter 
means characteristics of the population. Parametric tests such as t-tests and analysis of 
variance make certain assumptions on the population from which the data is col-
lected. To be able to do a parametric test certain criteria has to be fulfilled. One of 
the most important is that the data is normally distributed (Pallant, 2005). After do-
ing a test of normality with the Kolmogorow-Smirnow test we can see that our data 
is not normally distributed and we can therefore not use parametric tests. To use pa-
rametric tests of non-parametric tests have been a dilemma in writing this thesis. 
Dewberry (2004) argues that if you have at least 30 samples in each subgroup it might 
not be necessary for the data to be normally distributed. However, we have chosen to 
use non-parametric tests for this thesis since we are on the boarder line of fulfilling 
the requirements for using parametric tests.  

The Non-parametric test is argued by Pallant (2005) to be the ideal when you have 
data which is measured on an ordinal scales, which is the case in our study. A non-
parametric test does not have the same requirements as the parametric test regarding 
distribution of the data. Further, the non-parametric test is not as sensitive for differ-
ences as the parametric tests, and as a result parametric tests should be used when the 
requirements for data is fulfilled. The parametrical test, however have two 
requirements, which needs to be fulfilled. First, the data need to be from random 
samples and second, it needs to be independent observations (Pallant, 2005). The au-
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thors feel that the random sample requirement is fulfilled since they data has been 
collected as randomly as we did find possible. Because we could not force any one to 
fill out the questionnaire. However, it could be argued that it is not a random sample 
since we have not selected the respondents randomly. In some cases, all of the work-
ers in one bank have filled out a questionnaire, as in the case of Svenska Handels-
banken, and in the three other cases, only data from the people, which filled out the 
questionnaire, will be in the study. Further, in the case of Skandinaviska Enskilda 
Banken, Länsförsäkringarbank and FöreningsSparbanken the questionnaire was 
handed out by a person at the bank. The bank employee said that they would hand 
out the questionnaire randomly among the employees taking people from different 
positions of the bank but we cannot be sure that this was done totally randomly. Re-
garding the independent observations we experience that this requirement is fulfilled 
since each person is only counted once and does not appear in more then one sex 
group. Non-parametric tests, which will be used to analyze the data, are the Mann-
Whitney U test to test if there are any differences between genders. 

3.4.3 Mean and Median analysis 
To work with means is very useful in our research since it will tell us the average 
value for the different statements. The mean for each statement can also be connected 
to the specific sex of the person. Therefore, we will be able to get a general overview 
of what in higher extent motivates and not motivates the bank workers. In the litera-
ture (Befring, 1992) three different kinds of means are deal with, median, modus and 
arithmetical mean. We will use the arithmetical mean since it is displayed as most 
valid (Befring, 1992). It will illustrate the average point for each statement in the 
questionnaire. The median will also be used; Körner & Wahlgren (2002) claim that 
this value is important when the spread of the answers in the material are wide. This 
is true for answers on some of the statements in our questionnaire. By using the me-
dian a more robust value is in addition presented that are not affected by extremes. 
The Mann-Whitney U Test (U-test) which will be used to identify if there are any 
significant differences between the means of men and women (Pallant, 2005). Both 
the median and the mean will be presented for each statement; this to be more in-
formative (Eggeby & Söderberg, 1999). 

3.4.4 Mann-Whitney U test. 
The Mann-Whitney U test is used to see if there are any differences between two in-
dependent groups. The Mann-Whitney U test (U-test) is equal to the parametrical in-
dependent sample t-test, which was first supposed to be used in our analysis. Instead 
of comparing the means as the t-test does the U-test compare medians. The U-test 
transforms the data to ranks and assesses if the rank between men and women differ. 
To run the U-test you need one independent variable, in our case sex, and one de-
pendent variable. To identify if there is a significant difference between the sexes, the 
Sig (2-tailed) value needs to be below 0,05, with 95% confidence (Pallant, 2005). 



 Work Motivation 

 

 34

3.4.5 Cronbach’s alpha   
This test seeks to test the reliability of the data by controlling if the answers on two 
different shaped questions, but with same aim, are answered in difference. If the cor-
relation is above 0.70 between the questions, the reliability is secured and regarded as 
satisfied. A measured level under 0.70 is considered as dissatisfied and mainly outlines 
that the questionnaire is not filled in- and taken into serious consideration by the re-
spondent (Dewberry, 2004). Our two questions that are intended to measure the 
same phenomenon are number one and 21 in the questionnaire.    

3.4.6 Validity & reliability 
Two well renowned concepts in the method area are validity and reliability. These 
concepts have to do with the trust respectively objectivity, to ensure the overall qual-
ity of the thesis. The validity conception is related and used to both quantitative and 
qualitative studies (Rosengren & Arvidson, 1992). 

3.4.6.1 Validity  

One description of the validity concept in quantitative research implies that what 
were supposed to be measured is also measured. The result should be legitimate. To 
do this is of great importance that the measured result is not affected by other factors. 
(Befring 1994; Holme & Solvang, 1997; Rosengren & Arvidson, 1992).  

A second perspective of validity is that the correspondence between the theoretical 
and the empirical level in the thesis is sufficient (Rosengren & Arvidson, 1992). A 
third standpoint of the concept is that validity is the lack of systematical measure 
faults.  This implies to measure what are supposed to be measured with the right tool 
(Hardy & Bryman 2004); (Rosengren & Arvidson, 1992).    

In relation to the first definition of validity, the sample of respondents are truly rep-
resentative and therefore valid for fulfilling the purpose of the thesis, as all of them 
are representing the investigated group (e.g. bank employees). Any sample errors and 
random errors have because of that been minimized. For securing what motivates 
people, established and well renowned motivation, theories have been included in the 
frame of reference. Moreover, the respondents have further been requested to make 
notice of any opinions or problems with fulfilling the questionnaire through an open 
question in the end of the questionnaire. The result of this question has not generated 
negative criticisms about the questionnaire, except one question in one case.  

According to the second definition, we have tried to transmit the frame of reference 
to an adequate questionnaire, throughout the use of hypothesis that appears valid for 
us.  We have also included earlier empirical testing and findings to each theory, that 
helps us, and as well the reader to assimilate knowledge about the subject. For us the 
earlier research has also given us concrete knowledge about how to implement and 
carry out the thesis. The earlier studies also strengthen that the theories are valid and 
can be used satisfying the purpose of the thesis. Further, this gap has been closed 
down by the use of statements that can be directly connected to the theories and on 
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the same time easy to take personal position for. These uses of the Likert-scale are 
world widely used for investigating people’s attitudes due to different issues.    

The systematical measure faults have been undertaken by the use of adequate statisti-
cal techniques for analyzing the data and fulfilling the purpose. Further the well-
known and frequently used Likert scale, with a scale from one to seven, have act as 
an instrument for all the close-ended questions in the questionnaire. This intends that 
the Likert scale work as a suitable instrument for measuring the attitudes from the 
employees. Since it is widely used as a tool for these issues, we believe that it does not 
generate systematical measuring faults.     

3.4.6.2 Reliability 

The reliability notion means that the findings could be transferred to other research 
if a comparison is conducted. The reliability also means that the same result is estab-
lished through other investigation if performed in the same way, with the same tools 
(Rosengren & Arvidson, 1992). To ensure the reliability in the study it is important 
to minimize the measure fault and to stabilize and precise the measure precision (Be-
fring, 1994). The reliability conception is often divided into two components, exter-
nal and internal reliability. The external reliability refers to that the result from the 
study should not fluctuate if it is executed over again. This can be made by the test-
retest reliability, which means that the same test is conducted twice, with a time pe-
riod in between (Hardy & Bryman 2004). This method is both resource consuming 
(we would need to visit the banks twice) and moreover connected to problems like 
that the respondent tend to answer in the same way over again. Furthermore, we 
have restricted time for completing our thesis. Thus, we have decided to not imple-
ment the test-retest reliability in our study.     

The internal reliability refers to internal conformity of the thesis. This can be done 
through the use of the Cronbach’s alpha test which assessment the conformity be-
tween variables. It is a very common used technique use for testing and estimating the 
internal reliability in studies (Hardy & Bryman 2004). We decided to implement the 
test in our study. The evaluation was conducted between the question one and 21 in 
our study, which were shaped to measure the same phenomenon. The result 0,89 
from the Cronbach´s alpha showed that the internal reliability for our thesis is more 
than well satisfactory. 
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4 Empirical findings and Analysis 
In this chapter, the statistically calculated data, which is derived from our questionnaire, 
are presented and analyzed. 

4.1 Normality 
The normality test in overall did show that there was no normal distribution for the 
different questions, using the Kolmogorow-Smirnow (K-S) statistic test, to test nor-
mality. The K-S Sig. value needs to be above 0.05 for the distribution of the answers 
to be normally distributed. In appendice 4, we can see that only in five cases out of 
76, there is a case of normality but in those cases, there is only normality for one of 
the sexes. Hence, normality will not be assumed for data for any of the statements.  

4.2 Statement analysis 
Each statement will be analyzed separately to see if there are any differences based on 
sex and also to what extent the respondents is motivated by this factor. All state-
ments except 29-33 will be tested with the HA  hypothesis. Statement 29-33 will be 
tested with the HB  hypothesis. Each hypothesis will be followed by a number to in-
dicate which statement it is related to, e.g. H0A11 for null hypothesis A tested on ques-
tionnaire statement 11. The two hypothesizes as defined in the frame of reference are: 

H0A=There are motivational differences between bank workers divided on men and 
women. 

H1A=There are no motivational differences between bank workers divided on men 
and women. 

 

H0B= There are differences, between men and women, on how individuals are treated 
in the work place. 

H1B= There no are differences, between men and women, on how individuals are 
treated in the work place. 

If the U-test Asymp. Sig. (2-tailed) value is lower than 0,05 the H0  hypothesis is ac-
cepted. If the U-test Asymp. Sig. (2-tailed) value is higher than 0,05 the H0  hypothesis 
is rejected (Pallant, 2005). 

To make it easier for the reader to follow and to make the analysis more structured 
the statements will be presented according to which theory they are derived from as 
indicated in table 1. Some of the statements can come from more than one theory, in 
those cases the statement will be placed where the authors find them to fit the most. 
Further, the statement will only be analyzed in accordance to the theory to which is 
related in table 1. To test each statement to each theory, which it could be tested 
against, would make the analysis far too extensive. Each questionnaire statement will 
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be repeated and will be followed by an empirical and statistical value table, as well as 
an analysis of the data shown. 

4.2.1 Need theories 
1. To work physically  close to my colleagues is important for me.  

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q1 5,25 1,32 5,00 4,94 1,22 5,00 5,09 1,27 5,00 0,266 

 

U-test: 0,266 > 0,05 Hence H0A1 is rejected.  

Here the mean is 5,1 implying that to feel a physical closeness to the colleagues is 
quite important for the employees in the bank sector. The difference between men 
and women are telling us that it is slightly more important for women to have con-
tact with the colleagues. The U-test shows 0,266, meaning that there are no signifi-
cant difference between men and women. From the median, we can see that there are 
no difference between men and women. The standard deviation is quite high indicat-
ing that there relatively big differences between the workers on this statement.   

The need theories argue that physical closeness is important for people to feel well 
and be motivated (Herzberg et al., 2004; Muchinsky, 1993). That the theory is sup-
ported by the bank workers can be seen from the median and mean values.  

2. To feel a belonging to my co-workers is important for me.   

Q2 6,09 0,82 6,00 5,69 0,97 6,00 5,89 0,91 6,00 0.088 
 

U-test: 0,088 > 0,05 Hence H0A2 is rejected.  

The mean for the overall is 5,9 meaning that feeling a belonging to the coworkers are 
important for the employees. The differences between the sexes state that it is more 
important for women to have this belonging. The U-test value 0,088 is close to be sig-
nificant. This means that it is close for being a significant difference between men and 
women.  

The need to fell a belongings to the co-workers has is argued by the need theories 
(Bergman & Scarpello, 2004). The theory is supported the bank employees in this 
study.     

3. To feel a belonging to the company is important for me.  

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q3 5,66 0,87 6,00 5,72 0,96 6,00 5,69 0,91 6,00 0,733 

 

U-test: 0,733 > 0,05 Hence H0A3 is rejected.  
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Here the mean is 5,7 for the both groups, telling that it is important to feel a belong-
ing to the company. There are no differences between men and women. The U-test 
value of 0,733 quite strongly indicates that there is no significant difference between 
the sexes. The median is the same for both groups. The standard deviation narrates 
that the both groups are relatively homogenous.     

According to the need-theory, the want for feeling belongings to the corporation is 
an important motivational factor (Herzberg et al., 2004). This statement is supported 
by the bank workers and therefore the need statement is important.   

5. To have shorter working days would make me work harder.  

Q5 4,09 1,44 4,00 3,97 1,82 4,00 4,03 1,63 4,00 0,790 
 

U-test: 0,790 > 0,05 Hence H0A5 is rejected.  

Here the overall mean is 4,0 indicates that the bank workers are neutral towards 
shorter working days as a reason for working harder. The U-test 0,790 indicates that 
there are no significant differences between men and women on how they are moti-
vated by shorter working days. The median is the same for both groups. The stan-
dard deviation is slightly more spread for men. The relatively high standard deviation 
is telling us that there is a large difference among the bank workers attitudes towards 
shorter working days.        

The need theory tells that having more time for your friends and family are motivat-
ing ( Herzberg et al., 2004; Muchinsky, 1993). The mean and the median informs that 
the bank employees are neutral to the statement of having shorter working as moti-
vating for working harder.   Hence, the empirical findings do not support the theory.     

6. To get appreciation from co-workers are important for me.  

Q6 5,72 0,85 6,00 5,56 0,84 6,00 5,64 0,84 6,00 0,479 
 

U-test: 0,479 > 0,05 Hence H0A6 is rejected. 

This statement with a mean of 5.6 confirms that it is important for the employees to 
get appreciation from the colleagues. The difference between men and women tells 
that this statements receive quite more support from women than men but it is only 
a difference of 0,1 on the mean. The U-test shows that there is no significant differ-
ence between the sexes about how they stand how they are motivated by apprecia-
tion from their colleagues. The median value is the same for both groups and quite 
larger than the mean value. The standard deviation is relatively small indicating that 
the attitude towards this statement is quite similar among the bank workers.  

The need theory argues that appreciation from the co-workers is of importance for 
the bank worker to be motivated (Jacobsen & Thorsvik, 2002). The empirical mate-
rial from the bank workers supports that appreciation is important.  
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7. To work in team makes me perform better.  

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q7 4,59 1,10 5,00 5,19 1,06 5,00 4,89 1,11 5,00 0,043 

 

U-test: 0,043 < 0,05 Hence H0A7 is accepted.  

In this question with a mean of 4,9 we can see that the bank employees are slightly 
agreeing to the statement that working in teams will make them more motivated. 
The men are positive while the females are just slightly positive. The U-test value 
0,043 shows that there is significant difference between the sexes on how they are 
motivated by teamwork. The median value is although the same between the two 
groups. 

The need theory clarify that teamwork makes people more motivated (Bergmann & 
Scarpello, 2000). This statement is supported as quite important for the bank em-
ployees. The difference is significant between the genders.  

8. To have the possibility to be promoted makes me work harder.  

Q8 3,84 1,69 4,00 4,38 1,41 4,50 4,11 1,56 4,00 0,163 
 

U-test: 0,163 > 0.05 Hence H0A8 is rejected.  

The promotion possibility as a reason for working harder is viewed as neutral with a 
mean of 4,1. Women have a mean which is 0,5 lower than the mean for men. The u-
test value 0,163 shows that promotion possibilities are not very far from being sig-
nificant different, between the genders. The median value is 4 in overall and for 
women while for men the median are 4,5. The standard deviation is relatively quite 
high. This says generally that the bank employees are not really homogenous to this 
statement.   

The need theory claims that possibilities for promotion are working a motivating fac-
tor (Jacobsen & Thorsvik, 2002). The bank employees are neutral towards this state-
ment. This means that theory is not supported by the bank workers attitudes.  

9. To work with something that I am interested in is important for me.  

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q9 6,31 0,78 6,00 6,06 0,91 6,00 6,19 0,85 6,00 0,243 

 

U-test: 0,243 > 0,05 Hence H0A9 is rejected.  

Here the mean are 6,2, which indicates the importance an interesting, work for the 
bank workers to be motivated. The differences between the sexes are quite low, the 
females have a mean of 6,3 which is 0,3 higher than for the males. The U-test value of 
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0,243 shows that there is no significant difference about working with something that 
is interesting.  

The need theory says that an interesting work is important for being motivated. ( 
Herzberg et al, 2004; Jacobsen & Thorsvik, 2002). The bank employees supports that 
interests is important for them when working. The need theory is therefore sup-
ported by the bank workers.  

10. To have time for leisure and other activities is more important for me than 
the job.  

Q10 5,22 1,45 5,50 5,06 1,11 5,00 5,14 1,28 5,00 0,380 
 

U-test: 0,380 > 0,05 Hence H0A10 is rejected.  

The need for spare time is quite important for the workers in the bank sector. The 
mean is 5,1. The mean differences of 0,1 between the sexes. The U-test (0.380) indi-
cates that there are no significant differences between sexes on how bank employees 
are motivated by having time for leisure. The median value is the same for both men 
and the total. Women have on this statement a median which is 0,5 higher than for 
the men, indicating that free time is important for them. The standard deviation is al-
though pretty high for the women indicating that they have different preferences. 

The need theory states that social needs are an important motivational factor 
(Muchinsky, 1993). This attitude towards this statement is quite important for bank 
employees. Hence, the empirical findings support the theory.  

23. To have an interesting work task if important for me. 

SEX Women  Men Total   
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q23 6,13 0,83 6,00 6,16 0,77 6,00 6,14 0,79 6,00 0,971 

 

U-test: 0,971 > 0,05. Hence, H0A23 is rejected. 

The need theories argue for the importance of having an interesting work task to be 
motivated. To have an interesting work is both part of Maslow’s self-fulfillment and 
argued by Herzberg to be an important motivational factor (Maslow 2000; Jacobsen 
& Thorsvik, 2002). With a mean of 6, 14 and a median of 6, this shows that the state-
ment is important, as a motivational factor for them. Hence, the bank workers atti-
tude towards the importance of an interesting job supports the need theories. The dif-
ferences between men and women is only 0,1 on the means. The U-test value of 0,971 
shows that H0A23 is rejected. Hence, there is not significant difference between men 
and women. The standard deviation is relatively low for this statement indicating 
that the among the bank workers are small. 

25. That I develop in my work is important for me. 
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Q25 6,03 1,00 6,00 6,00 0,88 6,00 6,02 0,93 6,00 0,755 
 

U-test: 0,755 > 0,05. Hence, H0A25is rejected. 

The importance of the workers feeling that they develop at work is important ac-
cording to the need theories (Jacobsen & Thorsvik, 2002). The total mean value for 
the bank workers attitude on the 7-graded Likert scale is 6,0 and the median is the 
same. This indicates that the importance of the bank workers to feel that they de-
velop at work is important, which supports what is argued by the need theories. Dif-
ferences between sexes are on this statement very low, both the means and the medi-
ans are the same for both sexes. The hypothesis test shows that there are no signifi-
cant difference between men and women. 

26. To get support from the boss is important for me. 

Q26 6,06 0,95 6,00 6,25 0,92 6,00 6,16 0,93 6,00 0,386 
 

U-test: 0,386 > 0,05. Hence, H0A26 is rejected. 

To get support from ones boss is important according to the need theories (Herzberg, 
2000). The bank workers in this study support what is argued by the need theories, in 
the mean of its importance. If a motivational factor is a motivational factor has been 
discussed before in the thesis, see a mean of 6,2 and a median of 6 shows that that it is 
important for the bank workers to get support from their boss. The women in this 
study have a mean value which is 0,2 higher than the value for men. The U-test value 
shows that the hypothesis is rejected. Hence, there is not significant difference be-
tween men and women. 

27. To have a good relation to my boss is important for me. 

SEX Women  Men Total   
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q27 6,25 0,72 6,00 5,94 0,84 6,00 6,09 0,79 6,00 0,135

 

U-test: 0,135 > 0,05. Hence, H0A27 is rejected. 

The need theories argue for people to be motivated if they have a good relation to 
their co-workers (Bergmann & Scarpello, 2000). To have a good relation with ones 
boss would satisfy a social need. A good relation with your boss would also make it 
more likely that your boss shows you recognition. The mean of 6,1 and the median 
of 6 indicates that the bank workers think that it is important to have a good relation 
with your boss. Hence, the empirical data supports the theory. The value 0,135 of the 
U-test is rather low which indicates that there is close of being a significant difference 
between men and women on this statement. We can however see that the hypothesis 
have been rejected 

28. To have responsibilities is important for me. 
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Q28 5,94 0,76 6,00 5,94 0,84 6,00 5,94 0,79 6,00 0,907 
 

U-test: 0,907 > 0,05. Hence, H0A28 is rejected. 

The mean of 5,9 and the median of 6 indicates the importance of having a job with 
responsibilities to be motivated at work is important, according to the bank workers. 
These findings are supported by the need theories, which states the importance of 
having responsibilities to be motivated (Jacobsen & Thorsvik, 2002). The hypothesis 
is strongly rejected here due to the U-test value of 0,907. The mean difference be-
tween men and women are 0. The standard deviation is quite low. 

35. That I am hungry affects my ability to do my work. 

Q35 4,84 1,51 5,00 4,81 1,51 5,00 4,83 1,50 5,00 0,907 
 

U-test: 0,907 > 0,05. Hence, H0A35 is rejected. 

The basis of the need theories are the physiological needs, which are the most basic 
factors which motivates a behavior (Maslow, 2000). Both men and women with and 
identical mean and median argue for the bank workers to support the theory. The 
hypothesis is strongly rejected.  The standard deviation is relatively high indicating 
that there are quite large differences between the attitudes among the bank workers. 

 

36. That I am tired affects my ability to do my work. 

Q36 5,31 1,40 5,50 5,41 1,10 5,00 5,36 1,25 5,00 0,895 
 

U-test: 0,895 > 0,05. Hence, H0A36 is rejected. 

The need theory argues for the importance of having physiological needs such as 
sleep to be a motivational factor (Muchinsky, 1993). The bank workers attitude to-
wards how they are affected by a need of sleep is that would affect their work. The 
empirical data supports the theory that a need for sleep affects a behavior. The differ-
ence between men and women are small with a mean difference of 0,1. The U-test 
value of 0,895 makes the hypothesis to be strongly rejected. 

37. To feel safe at work is important for me. 

Q37 6,34 0,83 7,00 5,91 0,73 6,00 6,13 0,81 6,00 0,016 
 

U-test: 0,016 < 0,05. Hence, H0A37 is accepted. 

To feel safe is a very basic need according to the need theory (Maslow, 2000). When 
looking at the mean of 6,1 and median of 6 we can see that the bank workers think 
that it is very important for them to feel safe. Hence, the theory is supported by the 
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empirical data. When looking at the differences between men and women we can see 
that there is a difference of 1 on the median and 0,4 on the mean. The U-test value 
shows that they null hypothesis is accepted. Hence, there is a significant difference 
between men and women, where women see safety as more important than men. 

4.2.2 Equity theory 
11. To receive a salary, which is equal to my work performance, is important for 
me. 

SEX Women  Men Total   
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q11 6,25 0,84 6,00 6,28 0,63 6,00 6,27 0,74 6,00 0,860

 

U-test: 0,860 > 0,05. Hence, H0A11 is rejected. 

With a total mean of 6,2 and a Median of 6, we can see that an equity relation be-
tween salary and work performance is important for the bank workers. Hence, if the 
bank workers feel inequity they will be motivated to work towards reaching a state 
of equity. The difference between the men and women attitude towards salary related 
equity is quite small, only 0,1. When looking at the U-test of 0,860 it can be seen that 
there is far from being any significant difference, between men and women regarding 
this statement.  

The equity theory argues for the importance equity in the input/output ratio of the 
worker (Foster, 2000). If you look at the bank workers, the salary is an important 
part of the output. The bank workers also feel the importance of their pay being re-
lated to their work performance. We can see that the median and mean value sup-
ports the theory. 

 

12. To receive the respect that is equal to my work performance is important for 
me.  

Q12 6,19 0,78 6,00 6,13 0,83 6,00 6,16 0,80 6,00 0,818
 

U-test: 0,818 > 0,05. Hence, H0A12 is rejected. 

The total mean for this statement is 6.2 and the median is 6. The equity relation be-
tween received respect at work and work performance is also important for the bank 
workers. When looking at differences between men and women, the U-test of 0,818 
is a very high value and do show that there is no significant difference between men 
and women on this statement. The median and mean for men and women are very 
close to being the same. 

Respect as a reward for performance is seen as an important factor by the bank 
workers. This is supported by the Equity theory which argues for respect as being an 
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important part of individual’s rewards and that it should be equal, to an individuals 
work performance (Bergmann & Scarpello, 2001). 

13. That me and my coworkers is promoted based on our work performance is 
important for me. 

Q13 5,19 1,57 5,00 5,13 1,24 5,00 5,16 1,41 5,00 0,499 
 

U-test: 0,499 > 0,05. Hence, H0A13 is rejected. 

That the respondents and their coworkers is promoted based on work performance is 
quite important for the bank workers. The mean of 5.2 and median of 5 indicates 
that performance equity is not as important as the previous variables. Differences be-
tween sexes on this statement was quite small with a mean difference of 0,1. The U-
test value 0,499 shows that there is no significant difference between men and 
women. 

The equity theories argue for the importance of the individual being promoted on 
the basis of work performance (Muchinsky, 1993). The mean and median values are 
not very far above 4  which is the neutral value, looking at the standard deviation of 
1,41 in total we can see that there are a quite big difference between the respondents 
attitudes. Hence, the empirical findings give a low support for the equity theory, that 
a promotion is not a reward, which is strongly seen, as being the factor, which should 
be the basis for a promotion. Further, the bank worker would not to a great extent 
be motivated to perform better when having a promotion as the reward. 

14. To be able to influence my co-workers work effort is important for me. 

Q14 3,94 1,34 4,00 4,34 1,45 4,50 4,14 1,40 4,00 0,302 
 

U-test: 0,302 > 0,05. Hence, H0A1 4 is rejected. 

The mean value for this statement is 4,2 and the median is 4,0. A value of four on the 
Likert scale argues for the respondent to be neutral regarding this statement. Hence, 
the respondents neither agree nor disagree. The median of 4,0 indicates that the bank 
workers do not see it as important to be able to influence the work effort of their col-
leagues. When analyzing differences based on sex, we can see that it is more impor-
tant for men than women to be able to influence their co-workers. The differences on 
means between men and women is 0,4 which. With a U-test value of 0,302, it is not a 
significant difference between men and women. 

The equity theory argues for the individual to be motivated to change their own be-
havior or to affect his or her co-workers if they feel inequity (Foster, 2000). The me-
dian of 4 indicates that it is nor important for the bank workers to be able to affect 
their co-workers behavior. Hence, the bank worker is more likely to change their 
own behavior than the behavior of their co-workers if they feel inequity.  

15. To be fairly treated at work is important for me. 
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SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q15 6,63 0,49 7,00 6,44 0,80 7,00 6,53 0,67 7,00 0,532 

 

U-test: 0,532 > 0,05. Hence, H0A15 is rejected. 

The importance of being fairly treated at work is very important for the bank work-
ers, which is indicated by the mean of 6,5 and a median of 7,0. The sex differences on 
this statement is about 0,1 on the mean. The differences between men and women are 
according to the U-test value of 0.532, which is not significant. 

To be treated fairly is what the equity theory is all about (Bergmann & Scarpello, 
2000). The median is as mentioned 7 on this statement, which is the highest value the 
median can have. This indicates the importance of the equity theory and that it sup-
ports what is said in the theory. 

17. To be rewarded according to my performance is important for me. 

Q17 6,09 1,00 6,00 5,84 0,99 6,00 5,97 0,99 6,00 0,264 
 

U-test: 0,264 > 0,05. Hence, H0A17 is rejected. 

That performance is rewarded accordingly is important for the bank workers. Both 
the mean and the median is at 6,0 which is quite high. Differences between sex means 
are about 0,3. This difference is not significant according to the U-test value of 0,264. 
The equity theory argues for the importance of people receiving an out put which 
the individual feel is in line with the persons input, considering the ratio for the indi-
viduals co-workers Muchinsky (1993). The sex theory argues for women to feel that 
they have to perform at higher levels to get the same output as men. That could be 
the reason for why women have a higher value of the importance of being rewarded 
according to performance (Wilson, 1995). However, there is as mentioned not a sig-
nificant difference.  

34. To be treated unfairly well would make me feel guilt. 

Q34 3,56 1,50 4,00 3,91 1,47 4,00 3,73 1,48 4,00 0,305 
 

U-test: 0,305 > 0,05. Hence, H0A34 is rejected. 

To be treated unfairly well at work would not make the bank worker feel guilty ac-
cording to the result of this statement. A mean value 3,69 and a median of 4,0 argues 
for the bank worker to be neutral towards the statement. When looking at differ-
ences between men and women the men mean is about 0,3 higher than for the 
women. The U-test value of 0,305 shows that the differences based on sex is not sig-
nificant. One of the underlying arguments for the equity theory is that people will 
feel guilty if they are treated unfairly well and that this will cause them to lower their 
own input (Vroom, 1995). The median value of 4 shows that bank workers would 
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not feel guilty if they get an equity ratio, which is higher than the one of their col-
leagues. Hence, the empirical findings go against what is one of the assumptions of 
the equity theory. The difference in mean between men and women is about 0,4 ar-
guing for men to feel be more likely to feel guilty if they get treated unfairly well. 
However, this is not a significant difference. 

4.2.3 Goal setting theory 
4. To get feedback from my boss on tasks performed is important for me.  

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q4 6,03 0,86 6,00 5,94 0,84 6,00 5,98 0,85 6,00 0,612 

 

U-test: 0,612 > 0,05. Hence, H0A4 is rejected. 

The empirical data of a mean of 5,98 and a median of 6 shows that the bank workers 
think it is important to get feed back from the boss on their performance. The goals 
setting theory says that it is important for the employees to get feed back on their 
performance (Foster, 2000). We can see that our empirical data supports this. The 
values for men and women are the same. This is supported by the U-test, which 
shows the high figure of 0,612. Hence, there is no significant difference, in how im-
portant feedback is, between men and women. 

18. To participate in the formulation of the goals, which I work towards, is im-
portant for me. 

Q18 6,06 0,88 6,00 6,03 0,93 6,00 6,05 0,90 6,00 0,893 
 

U-test: 0,893 > 0,05. Hence, H0A18 is rejected. 

To participate when formulation the goals, which the employees is working towards, 
is according to the goal setting theory, important for the outcome of the work to-
wards the goal (Bergmann & Scarpello, 2000). The median of 6 and the mean of 6 
that the bank workers think it are important that they are involved in formulating 
the goals, which they work towards. Hence, our empirical data supports the theory. 
The mean and the median values indicate that there is no difference between men’s 
and women’s attitude towards this statement. There is according to the Mann-
Whitney U-test value of 0,893 very far from being any difference between men and 
women. 

19. To work towards specific goals is important for me.  

Q19 4,97 1,00 5,00 5,50 0,98 6,00 5,23 1,02 5,00 0,062 
 

U-test: 0,062 > 0,05. Hence, H0A19 is rejected. 
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The median value of 5 and mean of 5,23 indicate that the bank workers think that it 
is fairly important to work towards specific goals. The goal setting theory argues for 
the important of working towards specific goals (Foster, 2000). Hence, the empirical 
data supports the theory. The median and mean for women is 5 and 4,97. The me-
dian and mean for men is 6 and 5,50. Both the mean and the median indicate on dif-
ferences between men and women when it comes to the importance on working to-
wards specific goals. The U-test of 0,062 is very close of showing on a significant dif-
ferent between men and women. 

20. To work towards a goal which is hard, but not impossible to reach, is impor-
tant for me. 

Q20 4,91 0,78 5,00 5,28 1,33 5,00 5,09 1,09 5,00 0,114 
 

U-test: 0,114 > 0,05. Hence, H0A20 is rejected. 

The goal setting theory says that it is important to work towards goals, which are dif-
ficult but not impossible to reach (Foster, 2000). The median of 5 and the mean of 5,1 
indicates that working towards a goal, which is hard but not impossible to reach, is 
important for the bank workers. Hence, the empirical data supports the goal setting 
theory. When looking at differences between men and women we can see that there 
is a difference of 0,4 on the mean. The U-test of 0,014, is quite close to indicate a sig-
nificant difference between men and women. However, since the U-test value is 
above 0,05 there is no significant difference between the sexes. 

4.2.4 Expectancy theory 
16. To be able to influence my work situation is important for me. 

 

U-test: 0,690 > 0,05. Hence, H0A16 is rejected. 

One of the important underlying assumptions of the expectancy theory is that it is 
important for the worker to be able to affect the outcome of his work task (Berg-
mann & Scarpello, 2000). The mean of 6,2 and the median of 6,0 indicates, in support 
to the theory, that the bank workers think that it is important to be able to affect the 
outcome of their work. Men and women have similar mean and median on this state-
ment. The U-test value of 0,690 indicates that it is far from being any significant dif-
ference between men and women. 

24. That the company’s rewards are suitable for me is important. 

Q24 5,97 0,90 6,00 5,94 0,88 6,00 5,95 0,88 6,00 0,812 
 

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q16 6,16 0,88 6,00 6,28 0,73 6,00 6,22 0,81 6,00 0,690 
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U-test: 0,812 > 0,05. Hence, H0A24 is rejected. 

The importance of having rewards, which is valuable for the worker, is argued for by 
the valance part of the expectancy theory (Muchinsky, 1993). The median value of 6 
and the mean value of 6 indicate that this is important for the bank workers. Hence, 
the empirical findings support the theory. When looking at mean and median for 
men and women respectively we can see that they are very similar. The U-test value 
0,812 shows that there is far from being any significant difference, between men and 
women. 

29. That my work is actively evaluated and rewarded is important for me. 

Q29 5,69 0,82 6,00 5,56 1,05 6,00 5,63 0,93 6,00 0,647 
 

U-test: 0,647 > 0,05. Hence, H0A29 is rejected. 

That a person’s work is evaluated and rewarded accordingly is argued by the instru-
mentality part of the expectancy to be important for the worker to see the relation-
ship between effort and outcome (Bergmann & Scarpello, 2000). The bank workers 
attitude towards the importance of their work being evaluated and rewarded can be 
seen to be rather important, with a median of 6,0 and a mean of 5,63. Hence, the 
bank workers attitude supports the theory. There are very small differences between 
the attitude between men and women. The U-test value shows that there is no sig-
nificant difference between men and women. 

4.2.5 Reinforcement theory 
22. To get a salary, which is based on a fixed ratio rather than a fixed interval, is 
important for me. 

 

U-test: 0,164 > 0,05. Hence, H0A22 is rejected. 

The reinforcement theory mention two types of rewards, fixed ratio and fixed inter-
val, where fixed ratio is more related to a certain behavior (Muchinsky, 2000). The 
low mean of 2,8 and the median of 3,0 shows that the bank workers do not think 
that a fixed ratio reward system is better than a fixed interval reward system. The 
median difference between men and women is 1 and the mean difference is 0,5 indi-
cating that men think it is more important to have a fixed interval reward system. 
The U-test of 0,164 does however, prove that there is close to being a significant dif-
ference between men and women. 

38. To get punished because it do not perform well enough inspires me to work 
harder. 

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q22 2,53 1,54 2,00 3,06 1,54 3,00 2,80 1,56 3,00 0,164 
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Q38 2,03 1,31 1,50 2,66 1,81 2,00 2,34 1,60 2,00 0,159 
 

U-test: 0,159 > 0,05. Hence, H0B38 is rejected. 

The punishment alternative for motivating an undesired behavior to not be repeated 
is argued for by the reinforcement theory (Bergmann & Scarpello, 2000). When look-
ing at the bank workers attitude towards punishment, the median of 2 and the mean 
of 2,34, we can see that they strongly disagree to being motivated by any punish-
ments. There is a difference of 0,5 on the median and 0,6 on the mean between men 
and women. This difference is however, as indicated by the U-test value of 0,159 not 
significant. 

4.2.6 Sexes in the work place 
30. That women recognize their sex is important for me. 

 

U-test: 0,024 < 0,05. Hence, H0B30 is accepted. 

Theory regarding how men and women are supposed to behave based on their sex, 
argues for men and women to be supposed to act in different ways (Burn, 1996). The 
median of 4,0 and mean of 4,4 indicates that the bank workers are neutral regarding 
how important it is for them that women recognize their sex and act according to 
cultural norms. Both the mean and the median shows on a big difference between the 
attitude of men and women. There is difference of 1 on the median and 1,1 on the 
mean, and we can see that there are, according to the U-test value of 0,024, which is 
below 0,05, a significant difference between the attitude of men and women. Hence, 
the theory is not supported by the men’s attitude but the women’s. In total the bank 
workers attitude does not support the theory, but we can see that the standard devia-
tion is high, which indicates on a big difference among the respondents. 

31. That men recognize their sex is important for me. 

Q31 4,78 1,41 5,00 3,88 1,60 4,00 4,33 1,56 4,00 0,034 
 

U-test: 0,034 < 0,05. Hence, H0B31 is accepted. 

Theory argues for men and women to be supposed to act in different ways to con-
form to certain norms (Burn, 1996). The bank workers attitude towards the impor-
tance of men recognizing their sex in how they act is neutral. Hence, the median 
value of 4 and the mean value of 4,33 indicate that they neither agree nor disagree to 
this statement. The difference between men and women is 1 on the median and 1,1 
on the mean, which is a significant a significant difference according to the U-test 

SEX Women  Men Total    
  Mean Std. Med. Mean Std. Med. Mean Std. Med. U-test 
Q30 4,84 1,44 5,00 3,91 1,59 4,00 4,38 1,58 4,00 0,024 
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value of 0,034. In overall, the theory is not supported by the neutral attitude of the 
bank workers. But when looking at each sex we can see that the theory is supported 
by women but not by men. 

32. I am expected to behave in a certain way based on my sex. 

Q32 4,03 1,62 4,00 3,31 1,57 3,50 3,67 1,62 4,00 0,146 
 

U-test: 0,146 > 0,05. Hence, H0B32 is rejected. 

Burn (1996) argues for men and women to having to conform to different cultural 
norms. The attitude of the bank workers, with a mean of 3,67 and 4 indicates that 
they are neutral towards this statement. Hence, the results do not support the theory. 
When looking on the results for each sex we can see that the median for women is 0,5 
higher than the one for men, also the mean is higher for women with a difference of 
0,7. Women do not feel that they have to behave in a certain way based on their sex 
but they do however agree more to the statement than the men does. But this is not a 
significant difference according to the U-test value of 0,146. 

33. My sex influences how I am evaluated and rewarded. 

Q33 3,69 1,86 3,50 3,31 1,51 4,00 3,50 1,69 4,00 0,571 
 

U-test: 0,571 > 0,05. Hence, H0A33 is rejected. 

Burn (1996) argues that men and women have to conform to certain different norms. 
The differential reinforcement theory argues for men and women to be rewarded on 
different grounds (Burn, 1996). The bank workers attitude with a mean 3,5 and a me-
dian of 4 indicates that the empirical data does not support the theory. The difference 
between the attitudes of men and women is 0,4 for the mean and 0,5 for the median. 
This difference is however, far from being significant according of the U-test value of 
0,571. Also here the standard deviation of 1,7 is pretty high, indicating that there is a 
big difference between the respondents attitudes. 

4.3 The most important motivational factors 
In the presentation of the analysis and the empirical findings, no consideration has 
been taken to the relative order of the motivational factors. Here the factors have 
been ranked according to their median and mean. The only factor, which can be said 
to be the most important among the bank workers, when looking at the median, is 
the importance of being treated fair. Then the 18 following factors have been pre-
sented, which have a median of 6 and therefore are argued to be among the most im-
portant motivational factors for the bank workers. Since each statement has been 
analyzed above, no further analysis will be done here. 

Total     
Mean Std. Med Statement Factor 
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6,53 0,67 7,00 Q15 To be treated fair 
6,27 0,74 6,00 Q11 That the salary related to performance 
6,22 0,81 6,00 Q16 To be able to affect work outcome 
6,19 0,85 6,00 Q9 To work with something interesting 
6,16 0,80 6,00 Q12 To get respect related to performance 
6,16 0,93 6,00 Q26 To get support from the boss 
6,14 0,79 6,00 Q23 To have a interesting job 
6,13 0,81 6,00 Q37 To be safe at work 
6,09 0,79 6,00 Q27 To have a good relation with the boss 
6,05 0,90 6,00 Q18 To participate in the goal formulation 
6,02 0,93 6,00 Q25 To develop 
5,98 0,85 6,00 Q4 To get feedback from the boss 
5,97 0,99 6,00 Q17 To be reward related to performance 
5,95 0,88 6,00 Q24 That the rewards are suitable 
5,94 0,79 6,00 Q28 To have responsibility 
5,89 0,91 6,00 Q2 To feel a belonging to the co-workers 
5,69 0,91 6,00 Q3 To feel a belonging to the company 
5,64 0,84 6,00 Q6 To receive appreciation from the co-workers 
5,63 0,93 6,00 Q29 That the work is evaluated and rewarded 

 

4.4 Cronbach’s alpha 
The Cronbach´s alpha was used for testing question 1 and 21 to see if the question-
naire is reliable. If Cronbach’s alpha is larger than 0.70, the questioner is reliable. The 
alpha value for question 1 compare with question 21 is 0,89. Hence, the questionnaire 
is reliable. See appendice 3 for further details on the Cronbach’s alpha test. 
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5 Conclusions 
In this chapter, the conclusions from the analysis will be presented, and the purpose and 
problem will be answered. 

The purpose of this thesis is to identify which are the motivational factors for people 
working in the bank sector and to see if there are any motivational differences be-
tween men and women. 

What motivates the bank workers have been found to be most of the factors, which 
were tested. The motivational theories presented in the frame of reference have in 
general been supported by our empirical findings and analysis. However, an impor-
tant criticism to the reinforcement theory is that the bank workers would not ac-
cording to them, be motivated by punishments. The reasons for this attitude from 
the bank workers could be that, if that if punishment are recognized as a motiva-
tional factor, the bank workers might think that the bank managers would start to 
use punishment reinforcements, which the bank workers does not want.  

The most important motivational factor for the bank workers are to be treated fair at 
work. What is fair can be very different between people and we think that all of them 
have their own mind of what is fair and what is not. Hence, to be treated fair is not 
to be treated in a common way but in a way, that fits the individual.  

Further, important motivational factors are for the job to be interesting, include re-
sponsibilities and to develop the individual.  

Other important motivational factors are to be paid in relation to once performance. 
This is very interesting since the bank workers do not say that they would work bet-
ter if they had a fixed ratio pay system. A fixed ratio pay system would give a pay, 
which is related to performance. Hence, it is hard to say if the bank workers really 
will be motivated on performance related pay. It can also be concluded that being 
treated fair at work is not mainly focused on pay rewards. The bank workers will be 
more motivated if they get rewards, which have a value for them. This is supported 
by the factors, respect related to performance and to be rewarded based on perform-
ance, which both are important motivational factors for the bank workers.  

The bank workers also get motivated by being part of the goal formulation process. 
To work towards specific goals and goals which are hard to reach are also motiva-
tional factors but not as strong as being part of formulating the goal. However, argu-
ing against the goal setting theory is that the bank workers would not feel guilty if 
they were treated better than their co-workers. 

From our analysis, we can see that there are much easier to identify the factors which 
are argued to be motivational factors by the theory, but which are not motivational 
factors for the bank workers. This is since the number of factors, which does not mo-
tivate are very few. Hence, we recommend the reader to read the analysis if you want 
to get detailed list of which factors that motivate the bank workers. Promotion is a 
factor, which does not motivate the bank workers. Hence, Herzberg’s theory regard-
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ing advancement as motivational factors is not applicable on bank workers. This 
statement also indicates that bank workers does not have Maslow’s self recognition 
needs or self esteem needs which is related to a bank career. The bank workers do not 
support the part of the equity theory, which argues for the need of people to be able 
to affect their co-workers contribution. 

The bank workers would not get motivated by having shorter working days. Shorter 
working days would give the bank workers more time for friends and family to sat-
isfy their social needs. Hence, the bank workers do get their social needs satisfied at 
work. This is supported by the bank workers attitude towards being supported, re-
ceiving feedback and to have a good relationship with their manager, which could be 
a way of satisfying social needs. Further, the social needs are supported by the bank 
workers being motivated by working close to their co-workers, to get appreciation 
from the coworkers and to feel belongingness to the organization they work for. 

The motivational differences between men and women are very small. Only on two 
factors the men and women differs in what motivates them. One of these is the im-
portance of teamwork, where men find working in a team to be more motivating 
then for women. The second motivational factor, where there are a difference be-
tween the sexes, are the importance of feeling safe at work, which women thinks are 
more important than men thinks. Going back to the purpose, which partly is to see if 
there are any differences between men and women, we can see that there are only a 
motivational difference on two out of 33 factors. Hence, it can in general be said that 
there are no motivational differences between men and women. This argues against 
what are said in our frame of reference regarding differences between men and 
women.  

The theory regarding men and women are also wrong when it comes to people hav-
ing to conform to special norms based on their sex, which is not supported by the 
bank workers (Wilson, 1999; Burn 1995). There are however significant differences 
between men and women here. Women think that it is more important that men and 
women behave differently based on their sex. Men do not think that this is impor-
tant. A reason for men to be neutral towards this statement here could be that they 
do not want to think of themselves as a man who thinks that there should be differ-
ences between men and women, since this is seen as bad for a man in our society. 

In short can be said that all motivational theories discussed in this thesis did in gen-
eral prove to be correct also for the bank workers, and they are motivated by most 
factors argued for by these theories. For motivational differences between men and 
women, there are in general no motivational differences. 
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6 Final discussion 
In this final chapter, we discuss the development of the thesis, the theoretical and the practi-
cal benefits of the study. Finally, we also debate about future studies that can be carried out 
in the field.   

The study have showed what motivates employees in the bank sector based on men 
respectively women. Since the study was conducted in a quantitative way, we have 
been able to analyze what motivates the bank employees here in Jönköping. The 
studied have showed that motivation theories in broad can be adapted to the bank 
environment and that most of them can be seen as justified by the employees in the 
sector. The certain factors that motivates in greatest way and the overall aspects, we 
think can be used for managers in banks for further developing their work in the sec-
tor. Furthermore, the aspects can be used for improving the work situation for the 
employees in the sector. The study might be transferred to other near lying branches, 
which are of the same characteristics. The insurance branch could work as one exam-
ple. Critics could be hold for; that we have not called attention to if the bank em-
ployees actually is motivated. However, earlier conducted extensive study has 
pointed out that conditions.           

Recommendations for future studies are to further take care of the exposed knowl-
edge and findings in the field and from our study. From a motivational standpoint 
the differences between the men and women working in the bank sector based on in-
terviews with managers, can perhaps a give different perspective to the problem area. 
Additionally a diverse focus on how the managers actually work and how they act, 
regarding motivating the employees could complement this thesis.     

Another approach could be to implement a qualitative study, that further and more 
extensive focus on a sex, and/or a gender perspective, about how it is to work in the 
bank sector. An investigation regarding the consequences of being a man or a woman 
in the bank sector, the possibilities and the hindrance might give an even deeper focus 
in the area.  

Our brief focus about how to behave and expectations from the men and the women 
in the bank sector could further be developed, since we discovered that the employ-
ees experienced differences regarding their appearance in the work environment. In-
terviews with the employees could further illustrate how the workers perceive their 
situation in the workplace.  

Possibly connections from a sex or gender perspective, and/or the motivation point 
of view, to how the business culture in the banks are function, affecting and stimu-
lates the employees in the banks, can be researched. This can be argued since the 
business culture in the bank sector are seen as traditional and accountant analogous 
by employees in the sector (R. Matsson, personal communication, 2005-05-20).                   
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Appendice 1 Questionnaire 
We are two students at Jönköping International Business School which writes our 
master thesis within motivation at work. 

Here below, a number of statements will be presented which we want you to mark 
your attitude at, respond as spontaneous and honestly as you can. 

All information will be treated confidentially. All data which have been handed in 
will be presented through tables and graphs, no single response will be shown in the 
thesis. It is voluntarily to respond to the questions, but it will be of great value to our 
research if you respond. 

 

Questions: 

Indicate the alternative which is closest to your opinion! 

 

1. To work physically close to my colleagues is important for me. 

Totally disagree                      Totally agree 

1             2             3             4             5             6             7   

2. To feel a belonging to my co workers is important for me. 

1             2             3             4             5             6             7   

3. To feel a belonging to the company is important for me. 

1             2             3             4             5             6             7   

4. To get feedback from my boss on tasks performed is important for me.  

1             2             3             4             5             6             7   

5. To have shorter working days would make me work harder. 

1             2             3             4             5             6             7   

6. To get appreciation from co-workers are important for me.  

1             2             3             4             5             6             7   

7. To work in team makes me perform better. 

1             2             3             4             5             6             7   

8. To have the possibility to be promoted makes me work harder.  
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1             2             3             4             5             6             7   

 

9. To work with something that I am interested in is important for me.  

Totally disagree                     Totally agree 

1             2             3             4             5             6             7   

10. To have time for leisure and other activities is more important for me than 
the job.  

1             2             3             4             5             6             7   

11. To receive a salary which is equal to my work performance is important for 
me. 

1             2             3             4             5             6             7   

12. To receive the respect that is equal to my work performance is important for 
me. 

1             2             3             4             5             6             7   

13. That me and my coworkers is promoted based on our work performance is 
important for me. 

1             2             3             4             5             6             7   

14. To be able to influence my co-workers work effort is important for me.  

1             2             3             4             5             6             7   

15. To be fairly treated at work is important for me. 

1             2             3             4             5             6             7   

16. To be able to influence my work situation is important for me. 

1             2             3             4             5             6             7   

17. To be rewarded according to my performance is important for me.  

1             2             3             4             5             6             7   

18. To participate in the formulation of the goals which I work towards is im-
portant for me. 

1             2             3             4             5             6             7   

19. To work towards specific goals is important for me.  

1             2             3             4             5             6             7   
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20. To work towards a goal which is hard, but not impossible to reach, is impor-
tant for me. 

1             2             3             4             5             6             7   

21. To work close to my co-workers is important to me. 

1             2             3             4             5             6             7   

22. To get a salary which is based on a fixed ratio rather than a fixed interval is 
important for me. 

Totally disagree                      Totally agree 

1             2             3             4             5             6             7   

23. To have an interesting work task if important for me. 

1             2             3             4             5             6             7   

24. That the company’s rewards are suitable for me is important. 

                       1             2             3             4             5             6             7   

25. That I develop in my work is important for me. 

1             2             3             4             5             6             7   

26. To get support from the boss is important for me. 

1             2             3             4             5             6             7   

27. To have a good relation to my boss is important for me. 

1             2             3             4             5             6             7   

28. To have responsibilities is important for me. 

1             2             3             4             5             6             7   

29. That my work is actively evaluated and rewarded is important for me. 

1             2             3             4             5             6             7   

30. That women recognize their sex is important for me. 

1             2             3             4             5             6             7   

31. That men recognize their sex is important for me. 

1             2             3             4             5             6             7   

32. I am expected to behave in a certain way based on my sex. 

1             2             3             4             5             6             7   
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33. My sex influences how I am evaluated and rewarded. 

1             2             3             4             5             6             7   

34. To be treated unfairly well would make me feel guilt. 

1             2             3             4             5             6             7   

35. That I am hungry affects my ability to do my work. 

1             2             3             4             5             6             7   

36. That I am tired affects my ability to do my work. 

Totally disagree                      Totally agree 

1             2             3             4             5             6             7   

37. To feel safe at work is important for me. 

1             2             3             4             5             6             7   

38. To get punished because it do not perform well enough inspires me to work 
harder. 

1             2             3             4             5             6             7   

 

Background information (Confidential): 

Are you:   Woman  or Man 

Do you have any other comments or opinions about the questionnaire? 

_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
____________________ 

Do you want get the thesis sent to you? 

If so what is your email address: ________________ 

Thank you for your participation! 

Andreas Bergström (de01bean@ihh.hj.se) & Mattias Ternehäll (ie01tema@ihh.hj.se) 
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Appendice 2 Frågeformulär (Questionnaire in Swedish) 
Vi är två studenter vid Internationella Handelshögskolan (IHH) i Jönköping som 
skriver en Magisteruppsatts inom motivation på arbetsplatsen.   

Här nedan kommer vi att presentera ett antal påståenden som vi vill att du tar ställ-
ning till och svarar så spontant och ärligt som möjligt till.  

All information kommer att behandlas konfidentiellt. Samtliga inlämnade uppgifter 
kommer att presenteras genom tabeller och diagram, inga enskilda svar kommer att 
redovisas. Det är frivilligt att svara på frågorna, men det är av stort värde för vår un-
dersökning att just du svarar.     

 

Undersökningsfrågor: 

Gör en cirkel runt det svarsalternativ som bäst överensstämmer med din åsikt! 

 

1. Att jobba i fysisk närhet med mina arbetskamrater är viktigt för mig. 

Instämmer inte alls                     Instämmer helt och 
hållet 

1             2             3             4             5             6             7   

2. Att känna tillhörighet till medarbetarna är viktigt för mig. 

1             2             3             4             5             6             7   

3. Att känna tillhörighet till företaget är viktigt för mig. 

1             2             3             4             5             6             7   

4. Att få återkoppling av chefen för utförda prestationer är viktigt för mig.   

1             2             3             4             5             6             7   

5. Att ha kortare arbetsdagar skulle göra att jag jobbar hårdare.          

1             2             3             4             5             6             7   

6. Att få uppskattning från medarbetare är viktigt för mig. 

1             2             3             4             5             6             7   

7. Att jobba i team gör att jag presterar bättre. 

1             2             3             4             5             6             7   

8. Att ha möjligheten till befordran gör att jag jobbar hårdare. 
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1             2             3             4             5             6             7   

 

9. Att jobba med något som jag är intresserad av är viktigt för mig. 

Instämmer inte alls                     Instämmer helt och 
hållet 

1             2             3             4             5             6             7   

10. Att ha tid för fritid och övriga aktiviteter är viktigare för mig än jobbet.  

1             2             3             4             5             6             7   

11. Att få en lön som motsvarar min arbetsinsatts är viktigt för mig. 

1             2             3             4             5             6             7   

12. Att få den respekt som motsvarar min arbetsinsats är viktigt för mig. 

1             2             3             4             5             6             7   

13. Att jag och mina kollegor blir befordrade baserat på vår prestation, är viktigt 
för mig.  

1             2             3             4             5             6             7   

14. Att kunna påverka mina kollegors arbetsinsats är viktigt för mig.  

1             2             3             4             5             6             7   

15. Att bli rättvist behandlad på jobbet är viktigt för mig.  

1             2             3             4             5             6             7   

16. Att kunna påverka min arbetssituation är viktigt för mig.  

1             2             3             4             5             6             7   

17. Att bli belönad i samma utsträckning som jag presterar är viktigt.  

1             2             3             4             5             6             7   

18. Att delta i utformningen av de mål jag jobbar mot är viktigt för mig. 

1             2             3             4             5             6             7   

19. Att arbeta mot specifikt uppsatta mål är viktigt för mig.  

1             2             3             4             5             6             7   

20. Att arbeta mot ett mål som är svårt, men inte omöjligt att nå, är viktigt för 
mig. 
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1             2             3             4             5             6             7   

21. Att arbeta fysiskt nära mina arbetskamrater är viktigt för mig. 

1             2             3             4             5             6             7   

22. Att få en lön baserad på prestation (ackord) i stället för att ha en fast lön 
(timlön/månadslön) är viktigt för mig. 

1             2             3             4             5             6             7   

23. Att ha en intressant arbetsuppgift är viktigt för mig. 

Instämmer inte alls                     Instämmer helt och 
hållet 

1             2             3             4             5             6             7   

24. Att företagets belöningar (t.ex. lön, befordran, ledighet) passar mig är vik-
tigt. 

1             2             3             4             5             6             7   

25. Att jag utvecklas i mitt arbete är viktigt för mig. 

1             2             3             4             5             6             7   

26. Att få stöd från chefen är viktigt för mig.  

1             2             3             4             5             6             7   

27. Att ha en bra relation med chefen är viktigt för mig. 

1             2             3             4             5             6             7   

28. Att ha ansvar är viktigt för mig. 

1             2             3             4             5             6             7   

29. Att arbetsuppgifterna aktivt utvärderas och belönas är viktigt för mig. 

1             2             3             4             5             6             7   

30. Att kvinnor bejakar sin kvinnlighet är viktigt för mig. 

1             2             3             4             5             6             7   

31. Att män bejakar sin manlighet är viktigt för mig. 

1             2             3             4             5             6             7   

32. Jag förväntas bete mig på ett visst sätt på grund av mitt kön. 

1             2             3             4             5             6             7   
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33. Mitt fysiska kön påverkar hur jag utvärderas och blir belönad på arbetsplat-
sen. 

1             2             3             4             5             6             7   

34. Att bli fördelaktigt behandlad skulle få mig att känna skuld. 

1             2             3             4             5             6             7   

35. Att jag är hungrig påverkar min arbetsförmåga.  

1             2             3             4             5             6             7   

36. Att jag är trött påverkar min arbetsförmåga.  

1             2             3             4             5             6             7   

 

37. Att känna mig trygg på jobbet är viktigt för mig.  

Instämmer inte alls                     Instämmer helt och 
hållet 

1             2             3             4             5             6             7   

38. Att bli bestraffad för att jag inte presterar tillräckligt, inspirerar mig att job-
ba hårdare. 

1             2             3             4             5             6             7   

 

Bakgrundsfrågor (konfidentiellt): 

Är du:   Kvinna  eller Man 

Har du övriga kommentarer och synpunkter kring undersökningen? 

_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
_______________________________________________________________________
____________________ 

Vill du ta del av resultatet från vår undersökning? 

Om ja, ange e-mail adress: ________________ 

Stort tack för din medverkan!  

Andreas Bergström (de01bean@ihh.hj.se) & Mattias Ternehäll (ie01tema@ihh.hj.se) 
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Appendice 3 Cronbach’s Alpha 
****** Method 2 (covariance matrix) will be used for this analysis 
****** 
_ 
 
 
 
  R E L I A B I L I T Y   A N A L Y S I S   -   S C A L E   (A L P H 
A) 
 
 
                             Mean        Std Dev       Cases 
 
  1.     Q1                5,0938         1,2689        64,0 
  2.     Q21               4,9063         1,1915        64,0 
 
 
                    Correlation Matrix 
 
                Q1          Q21 
 
Q1              1,0000 
Q21              ,8038      1,0000 
 
 
 
        N of Cases =        64,0 
 
                                                   N of 
Statistics for       Mean   Variance    Std Dev  Variables 
      Scale       10,0000     5,4603     2,3367          2 
 
 
Item-total Statistics 
 
               Scale          Scale      Corrected 
               Mean         Variance       Item-         Squared          
Alpha 
              if Item        if Item       Total         Multiple        
if Item 
              Deleted        Deleted    Correlation    Correlation       
Deleted 
 
Q1             4,9063         1,4196        ,8038         ,6461           
. 
Q21            5,0938         1,6101        ,8038         ,6461           
. 
 
 
 
Reliability Coefficients     2 items 
 
Alpha =   ,8903           Standardized item alpha =   ,8912 
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Appendice 4 Tests of Normality   

Kolmogorov-Smirnov(a) Shapiro-Wilk 
  SEX Statistic df Sig. Statistic df Sig. 

1,00 ,206 32 ,001 ,909 32 ,011 Q1 
2,00 ,208 32 ,001 ,932 32 ,046 
1,00 ,236 32 ,000 ,837 32 ,000 Q2 
2,00 ,221 32 ,000 ,879 32 ,002 
1,00 ,248 32 ,000 ,875 32 ,002 Q3 
2,00 ,209 32 ,001 ,872 32 ,001 
1,00 ,267 32 ,000 ,836 32 ,000 Q4 
2,00 ,280 32 ,000 ,847 32 ,000 
1,00 ,182 32 ,008 ,915 32 ,015 Q5 
2,00 ,152 32 ,059 ,941 32 ,078 
1,00 ,223 32 ,000 ,872 32 ,001 Q6 
2,00 ,230 32 ,000 ,875 32 ,001 
1,00 ,237 32 ,000 ,893 32 ,004 Q7 
2,00 ,216 32 ,001 ,898 32 ,006 
1,00 ,144 32 ,090 ,944 32 ,097 Q8 
2,00 ,176 32 ,013 ,937 32 ,060 
1,00 ,280 32 ,000 ,777 32 ,000 Q9 
2,00 ,254 32 ,000 ,808 32 ,000 
1,00 ,205 32 ,002 ,883 32 ,002 Q10 
2,00 ,177 32 ,012 ,915 32 ,016 
1,00 ,282 32 ,000 ,797 32 ,000 Q11 
2,00 ,296 32 ,000 ,771 32 ,000 
1,00 ,257 32 ,000 ,793 32 ,000 Q12 
2,00 ,228 32 ,000 ,831 32 ,000 
1,00 ,203 32 ,002 ,886 32 ,003 Q13 
2,00 ,196 32 ,003 ,892 32 ,004 
1,00 ,223 32 ,000 ,882 32 ,002 Q14 
2,00 ,175 32 ,014 ,949 32 ,134 
1,00 ,402 32 ,000 ,615 32 ,000 Q15 
2,00 ,353 32 ,000 ,717 32 ,000 
1,00 ,242 32 ,000 ,809 32 ,000 Q16 
2,00 ,275 32 ,000 ,783 32 ,000 
1,00 ,256 32 ,000 ,809 32 ,000 Q17 
2,00 ,250 32 ,000 ,856 32 ,001 
1,00 ,253 32 ,000 ,833 32 ,000 Q18 
2,00 ,257 32 ,000 ,815 32 ,000 
1,00 ,262 32 ,000 ,825 32 ,000 Q19 
2,00 ,226 32 ,000 ,880 32 ,002 
1,00 ,267 32 ,000 ,851 32 ,000 Q20 
2,00 ,175 32 ,014 ,877 32 ,002 
1,00 ,235 32 ,000 ,895 32 ,005 Q21 
2,00 ,253 32 ,000 ,899 32 ,006 

Q22 1,00 ,245 32 ,000 ,811 32 ,000 
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  2,00 ,235 32 ,000 ,902 32 ,007 
1,00 ,284 32 ,000 ,800 32 ,000 Q23 
2,00 ,263 32 ,000 ,814 32 ,000 
1,00 ,295 32 ,000 ,824 32 ,000 Q24 
2,00 ,247 32 ,000 ,858 32 ,001 
1,00 ,240 32 ,000 ,827 32 ,000 Q25 
2,00 ,216 32 ,001 ,843 32 ,000 
1,00 ,255 32 ,000 ,817 32 ,000 Q26 
2,00 ,262 32 ,000 ,754 32 ,000 
1,00 ,258 32 ,000 ,790 32 ,000 Q27 
2,00 ,217 32 ,001 ,855 32 ,001 
1,00 ,283 32 ,000 ,843 32 ,000 Q28 
2,00 ,280 32 ,000 ,847 32 ,000 
1,00 ,305 32 ,000 ,847 32 ,000 Q29 
2,00 ,202 32 ,002 ,872 32 ,001 
1,00 ,144 32 ,088 ,932 32 ,044 Q30 
2,00 ,211 32 ,001 ,929 32 ,036 
1,00 ,148 32 ,073 ,935 32 ,054 Q31 
2,00 ,219 32 ,000 ,924 32 ,027 
1,00 ,195 32 ,003 ,911 32 ,012 Q32 
2,00 ,169 32 ,021 ,921 32 ,023 
1,00 ,152 32 ,058 ,925 32 ,029 Q33 
2,00 ,207 32 ,001 ,919 32 ,020 
1,00 ,208 32 ,001 ,934 32 ,051 Q34 
2,00 ,244 32 ,000 ,920 32 ,021 
1,00 ,146 32 ,080 ,920 32 ,021 Q35 
2,00 ,206 32 ,001 ,919 32 ,020 
1,00 ,188 32 ,005 ,906 32 ,009 Q36 
2,00 ,231 32 ,000 ,871 32 ,001 
1,00 ,317 32 ,000 ,761 32 ,000 Q37 
2,00 ,238 32 ,000 ,809 32 ,000 
1,00 ,285 32 ,000 ,773 32 ,000 Q38 
2,00 ,236 32 ,000 ,838 32 ,000 

a  Lilliefors Significance Correction 
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Appendice 5 Mann-Whitney U Test 
Test Statis-
tics(a)   

M-W U-
test 

Wilcoxon 
W Z 

Asymp. Sig. (2-
tailed) 

 Q1 432,000 960,000 -1,111 0,266

 Q2 391,500 919,500 -1,708 0,088

 Q3 488,000 1016,000 -0,341 0,733

 Q4 477,000 1005,000 -0,507 0,612

 Q5 492,500 1020,500 -0,266 0,790

 Q6 462,500 990,500 -0,708 0,479

 Q7 366,500 894,500 -2,021 0,043

 Q8 410,000 938,000 -1,396 0,163

 Q9 431,500 959,500 -1,169 0,243

 Q10 448,500 976,500 -0,878 0,380

 Q11 500,000 1028,000 -0,176 0,860

 Q12 496,000 1024,000 -0,230 0,818

 Q13 463,000 991,000 -0,676 0,499

 Q14 437,500 965,500 -1,032 0,302

 Q15 472,000 1000,000 -0,625 0,532

 Q16 484,500 1012,500 -0,399 0,690

 Q17 433,000 961,000 -1,117 0,264

 Q18 502,500 1030,500 -0,135 0,893

 Q19 379,500 907,500 -1,866 0,062

 Q20 399,500 927,500 -1,579 0,114

 Q21 413,500 941,500 -1,387 0,165

 Q22 410,500 938,500 -1,392 0,164

 Q23 509,500 1037,500 -0,037 0,971

 Q24 495,500 1023,500 -0,238 0,812

 Q25 490,000 1018,000 -0,312 0,755

 Q26 452,000 980,000 -0,867 0,386

 Q27 408,000 936,000 -1,494 0,135

 Q28 504,000 1032,000 -0,117 0,907

 Q29 480,000 1008,000 -0,458 0,647
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 Q30 347,500 875,500 -2,260 0,024

 Q31 358,000 886,000 -2,118 0,034

 Q32 406,000 934,000 -1,454 0,146

 Q33 470,500 998,500 -0,567 0,571

 Q34 438,000 966,000 -1,026 0,305

 Q35 503,500 1031,500 -0,117 0,907

 Q36 502,500 1030,500 -0,131 0,895

 Q37 344,500 872,500 -2,401 0,016

 Q38 412,000 940,000 -1,409 0,159

Grouping Variable: Sex     
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Appendice 6 Mean, Median & Std. deviation  
SEX Women   Men   Total   
  Mean Std. Med Mean Std. Med Mean Std. Med
Q1 5,25 1,32 5,00 4,94 1,22 5,00 5,09 1,27 5,00
Q2 6,09 0,82 6,00 5,69 0,97 6,00 5,89 0,91 6,00
Q3 5,66 0,87 6,00 5,72 0,96 6,00 5,69 0,91 6,00
Q4 6,03 0,86 6,00 5,94 0,84 6,00 5,98 0,85 6,00
Q5 4,09 1,44 4,00 3,97 1,82 4,00 4,03 1,63 4,00
Q6 5,72 0,85 6,00 5,56 0,84 6,00 5,64 0,84 6,00
Q7 4,59 1,10 5,00 5,19 1,06 5,00 4,89 1,11 5,00
Q8 3,84 1,69 4,00 4,38 1,41 4,50 4,11 1,56 4,00
Q9 6,31 0,78 6,00 6,06 0,91 6,00 6,19 0,85 6,00
Q10 5,22 1,45 5,50 5,06 1,11 5,00 5,14 1,28 5,00
Q11 6,25 0,84 6,00 6,28 0,63 6,00 6,27 0,74 6,00
Q12 6,19 0,78 6,00 6,13 0,83 6,00 6,16 0,80 6,00
Q13 5,19 1,57 5,00 5,13 1,24 5,00 5,16 1,41 5,00
Q14 3,94 1,34 4,00 4,34 1,45 4,50 4,14 1,40 4,00
Q15 6,63 0,49 7,00 6,44 0,80 7,00 6,53 0,67 7,00
Q16 6,16 0,88 6,00 6,28 0,73 6,00 6,22 0,81 6,00
Q17 6,09 1,00 6,00 5,84 0,99 6,00 5,97 0,99 6,00
Q18 6,06 0,88 6,00 6,03 0,93 6,00 6,05 0,90 6,00
Q19 4,97 1,00 5,00 5,50 0,98 6,00 5,23 1,02 5,00
Q20 4,91 0,78 5,00 5,28 1,33 5,00 5,09 1,09 5,00
Q21 5,13 1,07 5,00 4,69 1,28 5,00 4,91 1,19 5,00
Q22 2,53 1,54 2,00 3,06 1,54 3,00 2,80 1,56 3,00
Q23 6,13 0,83 6,00 6,16 0,77 6,00 6,14 0,79 6,00
Q24 5,97 0,90 6,00 5,94 0,88 6,00 5,95 0,88 6,00
Q25 6,03 1,00 6,00 6,00 0,88 6,00 6,02 0,93 6,00
Q26 6,06 0,95 6,00 6,25 0,92 6,00 6,16 0,93 6,00
Q27 6,25 0,72 6,00 5,94 0,84 6,00 6,09 0,79 6,00
Q28 5,94 0,76 6,00 5,94 0,84 6,00 5,94 0,79 6,00
Q29 5,69 0,82 6,00 5,56 1,05 6,00 5,63 0,93 6,00
Q30 4,84 1,44 5,00 3,91 1,59 4,00 4,38 1,58 4,00
Q31 4,78 1,41 5,00 3,88 1,60 4,00 4,33 1,56 4,00
Q32 4,03 1,62 4,00 3,31 1,57 3,50 3,67 1,62 4,00
Q33 3,69 1,86 3,50 3,31 1,51 4,00 3,50 1,69 4,00
Q34 3,56 1,50 4,00 3,91 1,47 4,00 3,73 1,48 4,00
Q35 4,84 1,51 5,00 4,81 1,51 5,00 4,83 1,50 5,00
Q36 5,31 1,40 5,50 5,41 1,10 5,00 5,36 1,25 5,00
Q37 6,34 0,83 7,00 5,91 0,73 6,00 6,13 0,81 6,00
Q38 2,03 1,31 1,50 2,66 1,81 2,00 2,34 1,60 2,00
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