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Aim: The aim of the study is to investigate the impact of national culture on female’s 

career advancement and different barriers that females may confront in University of 

Gävle and Guizhou University 

 

Method: Both qualitative and quantitative methods are employed in the current study. 

Qualitative data is collected by sixteen interviews including ten participants from 

University of Gävle and six participants from Guizhou University. And the 

quantitative data is collected by one hundred questionnaires in the two universities.  

 

Result and Conclusions: The study finds out that Hofstede’s six cultural dimensions: 

power distance, collectivism vs. individualism, uncertainty avoidance, masculinity vs. 

femininity, long-term orientation vs. short-term orientation and indulgence vs. restraint 

could affect female’s career advancement in varying degree in which power distance 

and masculinity vs. femininity differentiate the two universities to a large extent. 

Moreover, the study shows gender stereotyping, lack of networking, and lack of 

mentorship are most obvious barriers for female’s career advancement while the 

impact of glass ceiling, opportunities and self-confidence is relatively. 

 

Suggestion for further studies: Future studies could take more cultural models into 

consideration. Bigger samples in two countries should be collected to view a whole 

picture of female’s situation in Swedish and Chinese tertiary education field. 

 

Contribution of the thesis: The model of relationship between national culture and 

female’s career advancement provides a framework for the further studies relating to 

female’s under-representation in tertiary field. Barriers identified by the authors 

remind the universities to improve their organizational management. 
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1. Introduction 

This chapter introduces the background of the status of women in tertiary education field, 

in particular, the situation of women in education in China and Sweden. Purpose and 

research questions are followed, and disposition is presented in the last part. 

 

1.1 Background   

Rapid modernization processes appear to have influence upon employment opportunities 

for females and their professional development that might increase the number of women 

in teaching and educational administration (Oplatka, 2006). The topic of women’s 

underrepresentation in managerial and top managerial positions sometimes is viewed a 

central issue of gender equality. And this is despite the enormous increase in the number of 

qualified women and the fact that women technically have equal access to all academic 

posts. And also despite the numerous measures introduced to promote the advancement of 

women and reduce gender-related discrimination (Harris & Leberman, 2012).  

 

Despite improved access to tertiary education, women face considerable barriers as they 

move up the educational ladder. In order to investigate gender equality in education field, 

the differences existing in the extent to which males and females pursue education at the 

various levels which is related to their career development, United Nations educational, 

Scientific and Cultural Organization (UNESCO) has done related investigation, such as 

Figure 1.1 presents the gender composition of graduates at different stages in tertiary 

education and those employed as researchers. Globally, there is gender balance at the level 

of a Bachelor’s degree with men at 51% and women at 49% in most of the 101 countries 

with available data. Women are then more likely than men to pursue their second degree, 

representing 56% of those graduating from Master’s programmes. However, beyond this 

level, the opposite is true – men account for 56% of those graduating from Ph.D.  

programmers, and 71% of all researchers. From this Figure, we can see females have an 

edge over men of 56 to 44 percent in master’s degrees, but this ratio is exactly reversed at 

the Ph.D. level. That is to say, even though the condition of females in education field has 
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been improved, they still face different problems when climbing higher position (Fiske, 

2012). 

 

Figure 1.1: Proportion of women and men graduates in tertiary education by 

programme level and those employed as researchers, 2008 

 

Source: Adapted from Fiske (2012, p.81) 

 

Moreover, literatures indicated that gender inequality among senior university educators is 

a recognized problem with slow progress being made towards equity in many countries, 

(Davidson & Burke, 2004). Although disparities exist in other countries and in other fields 

(Davidson & Burke, 2004), statistics about university gender imbalances are particularly 

concerning; Literatures also shows an extensive range of difficulties for women in 

universities including, for instance: that they are more likely to be placed in “precarious” 

leadership positions which means many female and male managers prefer male 

supervisors to female ones, that is to say, they lack conviction about the effectiveness of 

female leaders (Bowen, Swim & Jacobs, 2000; Eagly et al., 1992;  Sczesny, 2003). Thus, 

although females have made advances in the academy and universities have increased the 

number of women entering the academic profession through recruitment efforts, they have 

not climbed career ladders with the same speed or ease as their male counterparts, and 

many women faculty remain “stuck in the middle” at associate professor or even lower 

rank and find the barriers to advancement particularly difficult to overcome 

(Glazer-Raymo, 2008; Terosky, O’Meara, & Campbell, 2014). 
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1.2 Women’s situation in education in China 

China, as a representative of a developing country and a masculine society strives to 

modernize its educational and economic systems in the twenty-first century, it can be 

expected that more women will assume leadership positions in education, although the 

process can be slow and gradual because of the strong emphasis on male dominance in the 

traditional Chinese culture. Nowadays, Chinese women are moving toward parity with 

men in university participation reaching 48 percent (Su et al., 2000). 

 

In spite of their educational improvements, females keep on dropping behind males in 

many aspects, for instance, employment, income, research and politics and so on. This 

type of inequality indicates that cultural expectations relating to the appropriate roles for 

males and females as well as biological differences between sexes are hindering female’s 

career development (Chamie, 2014). 

 

1.3 Women’s situation in education in Sweden  

Sweden, a developed European feminine country, has been regarded as one of the most 

gender-equal countries since it holds the belief that males and females should share equal 

power and influence. A larger proportion of females than males finish upper secondary 

education and adult education, equal numbers of women and men take part in 

postgraduate and doctoral studies in Sweden. Over half of all students at Sweden 

universities are women, almost half of all research staffs are women and over 40% of 

universities are women. Women in Sweden- as in the majority of countries in Europe have 

long since overtaken men when it comes to participation in education and educational 

results (Gender Equality in Sweden, 2014). 

 

Nowadays, a greater proportion of women than men complete the upper secondary 

education in Sweden, more females than males take part in adult education as well. 

Females take up roughly 60 percent of all students in undergraduate university studies. 

Nearly two-thirds of all degrees are awarded to women and equal numbers of females and 
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males now participate in postgraduate and doctoral studies (Gender Equality in Sweden, 

2014). 

 

1.4 Objectives and research questions 

On the basis of the above-mentioned discussion, concerning the differences of national 

cultures, Hofstede ś research of cultural difference is considered to be the most influential 

scholarly work in the area of culture. In this sense, Hofstede’s cultural dimensions are 

employed to analyse two countries’ cultural difference. Moreover, the previous researches 

about the relationships between female career development in tertiary educational field 

and national culture differences were relatively small in number. Therefore, when we plan 

to investigate the barriers female would meet during their career in different countries, 

China and Sweden attracted our attention since we study in Sweden and both of us are 

familiar with the Chinese tertiary educational field comparing to other countries. 

Meanwhile, the potential impact of cultural differences on female’s career advancement 

attracts our attention as well.  

 

In this consideration, the study is to investigate how national culture can influence 

women’s career advancement in educational management, in particular, women in China 

and Sweden, and identify factors which can influence female’s career advancement in 

education in a range of cultures. Thus two research questions are conducted: 

1. How does national culture influence female's career advancement in tertiary 

education field? 

2. Which factors can hinder female’s career advancement in University of Gävle and 

Guizhou University. 

 

1.5 Limitation of the study 

In this study, in order to compare different barriers female may meet during the process of 

career development in tertiary education between China and Sweden, our samples are 

chosen from two universities including University of Gävle in Sweden and Guizhou 



 - 5 -  

 

University in China in which teachers in several faculties from both universities are taken 

as examples to reach our goals. However, these samples may be not enough to stand for 

the general situation of all the universities both in China and Sweden. Moreover, the six 

faculties we chose in the two countries are not belonging to exactly same categories since 

we chose them on the basis of similar proportion of males and females in these Faculties.  

For instance, we chose the Faculty of Education and Business in the University of Gävle 

as one of our targets, however, in Guizhou University there is no exact same faculty as the 

one in the University of Gävle. Thus we chose the Faculty of Economics as the 

counterpart since the proportion of female and male staff in both universities is similar.  

 

1.6  Disposition  

This study is divided into six chapters excluding references and appendices. The 

disposition of the study can be demonstrated as follows: the first chapter introduces the 

background of the study, the general information of the status of women in target countries 

and the importance of this study. The second chapter presents the previous literatures 

which are crucial to the study including Hofstede’s national culture, organizational theory, 

organizational culture, and barriers females may face on the way of getting promoted. The 

third chapter discusses the methodology in which the research approach, research method, 

data collection, data analysis as well as reliability and validity are described. The fourth 

chapter focuses on the empirical study which shows the result of data analysis. In the fifth 

chapter, empirical findings are discussed. In the last part, the research questions are 

answered and the aim of this study is reaffirmed, and the implication of our study also 

given here and then suggestions for future studies are presented as well. 
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2. Theoretical framework 

In this chapter, previous theories related to our study are discussed including Hofstede et 

al.’s cultural dimensions, organization theory and barriers faced by women. Our 

theoretical framework is conducted as well. 

 

2.1 National culture 

National cultural differences have increasingly attracted attention in business research 

across an extensive range of disciplines in which the impact of cultural differences on 

business decision, behaviors, and outcomes has captured the main focus (Steenkamp, 

2001). Within this field of work, several cultural dimensions have been employed as the 

main conceptual models including Hofstede (2001, 2010), House et al. (2004), Schwartz 

(1994), Inglehart (1997), Hampden-Turner and Trompernaars (2012), and Hall (1977). 

Among all these models, Hofstede’s framework has received significant acceptance from 

researchers and practitioners (Drogendijk & Slangen, 2006; Kirkman et al., 2006; Smith et 

al., 2002; Parboteeah et al., 2005). And Hofstede’s cultural dimensions have 

acknowledged as a large-scale and reliable. They provide relatively comprehensive and 

simple operational model which have been frequently employed in research on a wide 

range of organizational and national issues, including leadership, teamwork, foreign 

market entry modes, international trade, and individual, company and national 

performance (Taras, Kirkman & Steel, 2010). Furthermore, Hofstede’s cultural dimensions 

provide a foundation for cross-cultural corporate training and international management 

courses in business and executive education curricula. These dimensions significantly 

influence subsequent cross-cultural researches (Taras & Steel, 2009). Our study adopted 

Hofstede’s model for several reasons including: 

 

 For better capturing the relationship between behavior and culture, it’s more 

appropriate to use values (Triandis, 1994). Hofstede’s dimensions focus on human 

values, rather than on general beliefs about the way we perceive the world.  
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 The original four cultural dimensions of this framework constitute the most widely 

adapted and recognized dimensions for studying cross-cultural issues in 

management (Leidner & Kayworth, 2006). 

 

 After examining these different models, we found that different variables in these 

models have been measured by different methods. Therefore, it’s difficult to 

compare or employ them all. 

 

2.2 Hofstede ś cultural dimensions 

Hofstede identified cultural differences from numerous researches and came up with 

dimensions to describe cultural variability. These dimensions group together a number of 

phenomena in a society, which are the aspects of culture that can be applied to compare 

cultures in different countries (Hofstede et al., 2010). In this study, we choose six 

dimensions that would help to analyse female’s career advancement issues in the view of 

culture. 

 

The difference of power, wealth and status will lead to different social hierarchies, the first 

dimension describe the inequality existed in any society (Hofstede et al., 2010). Hofstede 

explained this social inequality by using power distance, which is defined as the extent 

that the less powerful members of institutions or organizations within a country could feel 

that the power is distributed unequally among different members (Hofstede et al., 2010). 

The different power distance is existed in various families, schools, work places, state and 

ideas prevailing within the countries. In low power distance country, subordinates prefer 

for consultation and express their attitude directly; they are less dependent on their leaders. 

On the contrary, in high power distance countries, the tight dependence makes 

subordinates are afraid to contradict with their bosses directly. Other researches also 

indicate that men and women are treated differently in different conditions. For instance, 

Simmons, et al. (2012) claimed that the existence of inequality could result in bias or 

discrimination towards low power members. Lavelle (2010) considered that there are 
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often both institutional and individual behaviours that directly or indirectly work to sustain 

these traditional hierarchies. For example, in most organizations, females are always 

promoted or paid less than their male counterparts. The lack of equality often leads to the 

superior groups maintaining their status while the subordinate group remains devalued. 

(House et al., 2009) 

 

The second dimension expounds the difference of individualism vs. collectivism. This 

dimensions measure if a society pays close attention to personal interest or group interest 

(Hofstede et al., 2010). According to Hofstede et al., individualism indicates in one society, 

the ties between different people are loose, the individuals take care themselves and their 

direct families. Collectivism is opposite situations, in this society people are integrated 

into strong and closed in-group, this community provides life-long protection for people in 

exchange for absolute loyalty. The individual society gives people much develop space; 

people own their recognition by hard working. However, in a collectivist society, much 

more complicated environment factors will lead to different elements need to be taken into 

consideration (Hofstede et al., 2010). According to Triandis (1994), in a collectivist society, 

the members tend to be strong and enduring emotional attachment. However, 

individualists are comparatively less emotional. Moreover, the behaviours of individualists 

are more likely guided by attitude and personality features; while collectivists tend to be 

directed by group regulations. Besides, group achievements in collectivist cultures are 

more emphasized than in individualist societies. Obligation, authority and hierarchy are 

emphasized in collectivist societies while personal achievement, freedom and autonomy 

are the values and attitudes favored by individualist cultures. (Triandis, 1994; Hughes & 

Thomas, 2005)  

 

The third dimension is masculinity vs. femininity, which related to the gender role in the 

society. Men are thought to be more concerned about the achievements they are supposed 

to stand for assertive, competitive and tough (Hofstede et al., 2010). In masculine society, 

male’s achievement way reinforces the assertiveness and competition in this society. On 

the contrary, women behave much tender role in the society. In feminine society, females 
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concern more about the relationships and care for the living environment (Hofstede et al., 

2010). Hence, masculinity and femininity are important to analysed the different forms of 

behaves are reflected in families, occupations and cross-national studies. In the similar 

study of GLOBE cultural dimensions of House et al., (2009) assertiveness and gender 

egalitarianism. Moreover, in feminine culture, neither male nor female are expected to be 

ambitious or competitive.    

 

The fourth dimension is uncertainty avoidance, which describes the extent that “the 

members of a culture have the feelings of threatened by unknown or ambiguous 

situations” (Hofstede et al., 2010, p.191). The feeling of uncertainty is mainly coming 

from the subjective experience, which will create intolerable anxiety. In this sense, people 

pursue to finding various solutions ways in the field of technology, law and religion to 

alleviate uncertainty factors caused by the nature. Uncertainty can be caused by the nature 

environment as well as the association process involved the interaction among people. In a 

strong uncertainty avoidance country, people need for written and unwritten rules to 

reduce their stress, they tend to look for long-term employment relationship and be willing 

to spend more time for work. Opposite from this, people believe they can solve problems 

without formal rules, they prefer more relax time (Hofstede et al., 2010, p.188). In high 

UA cultures, the members are inclined to structure which makes the events more easily to 

interpret and predict. On the contrary, members in the low UA cultures relatively prefer 

ambiguity and diversity from which they can seek novelty and convenience (Lee et al., 

2007). 

 

The fifth dimension is long-term orientation vs. short-term orientation. The former stands 

for nurturing the virtues oriented toward future rewards—in particular characterized by 

perseverance and thrift. On the opposite pole, short-term orientation means the cultivating 

of virtues related to the past and present—for instance, respect for tradition, fulfilling 

social obligations and preservation of “face” (Hofstede et al., 2010, p.239). In high-LTO 

culture, the family life is an arrangement of the pragmatic, which based on real affection 

and high attention paid to small children. Regarding work, cultures ranking high on 
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long-term orientation would like to have employees with strong work ethic and show 

highly respect for status differences, individuals are expected to value social order and 

long-range goals (Samovar, Porter, & McDaniel, 2009, p.207). In short term orientation 

culture, there are two norms influence people’s attitudes towards family, one is respecting 

traditions, face-saving and advocate being a stable individual, the other is towards 

immediate need of consumption and gratification (Hofstede et al., 2010, p.240). 

Concerning about work, those cultures rank low on this index often do not place a high 

priority on status, they concern about short-term results and seek for quick gratification of 

their needs (Samovar, Porter, & McDaniel, 2009, p.207). The potential contradiction 

between these two norms leads to a wide variety of individual behaviours (Hofstede et al., 

2010, p.246). 

 

The last dimension is indulgence versus restraint. The dimension is defined as the extent 

that people try to control their impulses and desires on the basis of the way they were 

nurtured (Hofstede, 2010, p.281). Relatively weak control is called “indulgence” while 

relatively strong control is called “restraint”. Indulgence describes the people in this 

society express relatively free gratification of basic and people prefer enjoying life and 

having fun. On its opposite pole, restraint stands for a society that suppresses people’s 

needs of gratification and regulates it with the help of strict social norms (Hofstede et al., 

2010, p.282). As this is a truly new dimension, which somewhat resembles a distinction in 

U.S. anthropology regarding loose and tight societies. In loose societies norms, which are 

similar with indulgence societies are expressed with a wide range of alternative channels 

and deviant behaviour is easily tolerated. While the character of tight societies is in line 

with restrain culture, which maintains strong values of group organization and advocates 

formality, permanence, durability and solidarity (Pelto, 1968; Triandis & Suh, 2002). 

 

2.3. The culture difference between China and Sweden 

According to Hofstede’s database, six latest cultural dimensions are displayed and 

compared in Figure 2.1 
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Figure 2.1 Sweden in comparison with China according to Hofstede’s cultural 

dimensions  

 

Source: Adapted from Hofstede et al., (2012) and own construction 

 

2.3.1 Power distance (China vs. Sweden: PDI: 80 vs. 31)   

Figure 2.1 shows that China ranks high in power distance and the inequality of power 

distribution in the society has become a main issue. In China, hierarchical system is 

existed in the status between superiors and subordinates. Centralized power is largely 

controlled in a few hands and wide gaps occurred in different power ranks. Superiors seem 

to get more privileges and the relationship between staffs and leaders is frequently loaded 

with emotions. In contrary, Sweden scores low on this dimension, which means that the  

society advocates more of equal rights. With decentralized power, managers count on the 

talents of their team members. The control of employees is light, the society gives people 

enough right to express their thoughts and encourage individual talent (Hofstede et al., 

2010, p.55). 

 

2.3.2 Individualism versus Collectivism (China vs. Sweden: IDV: 20 vs. 71)   

As a highly collectivist culture, Chinese work in groups and act for the interests of the 

group. In-group considerations promote the extent of in-group cohesion. In group work, 

people usually work better than operate individually. However, it seems that the 
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motivation for working is attached by the group instead of coming from themselves. 

Relationship should be built before any business can be done. This will lead to less 

responsibility and less commitment to the organization. In contrast, Sweden, with a score 

of 71 is a typical individualistic society; a loosely-knit social framework is prevailed, in 

which individuals are only expected to take care of themselves as well as their immediate 

families (Hofstede et al., 2010, p.119). In individualistic society people have sufficient 

personal time beside work time, and the members have considerable freedom to choose 

the way they deal with their tasks. Relationship between employer and employee is linked 

by a contract, which is based on mutual benefits. Recruitment and promotion decisions are 

supposed to be based on merits only. (Hofstede et al., 2010, p.90) 

 

2.3.3 Masculinity versus Femininity (China vs. Sweden: MAS: 66 vs. 5) 

Within a masculine society, Chinese people are more result-oriented and peruse for the 

success and achievement during the lifetime. People would rather spend more time or even 

sacrifice the time accompany with families for the work. In this culture, strongest party 

often wins in the conflicts and management tends to more aggressive. Most of the 

important positions are occupied by men. Careers for men are compulsory but optional for 

the women; hence women get low working positions in the professional field. Whereas, in 

a feminine society such as Sweden, it is important to keep the balance between life and 

work, people prefer to get more spare time rather than focus on working for the money. In 

this society, careers can be down by both genders. People in high positions support and 

care about their subordinates a lot and they fight for consensus. People value solidarity 

quality and equality in their working lives. Conflicts are resolved in gentle ways such as 

negotiation and compromise (Hofstede et al., 2010). In Sweden, the whole culture could 

be described as 'lagom', which means something neither too much nor too little, not too 

noticeable, everything in moderation (Hofstede et al., 2010, p.135). 

 

2.3.4 Uncertainty avoidance (China vs. Sweden: UAI: 30 vs. 29)    

Both of China and Sweden display low in this dimension. The Low UAI societies stand 

for a more relaxed attitude in which practices are valued more than principles. And 
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deviating from the norm is more easily to be tolerated. In low-UAI societies, people 

believe there should be no more rules unless necessary, and they will be abandoned or 

changed if they are ambiguous or do not work effetely. Schedules are flexible and 

hardworking is undertaken when it’s necessary but not for its sake. Precision and 

punctuality do not come naturally. In addition, adherence to laws and rules may be flexible 

to suit the actual situation (Hofstede et al., 2010, p.213). 

 

2.3.5 Long-term orientation versus Short-term orientation (China vs. Sweden: LTO: 

118 vs. 33) 

The distinct different comparative figure indicates China is typical long-term orientation 

culture however Sweden is characterized by short-term orientation culture (Hofstede et al., 

2010, p.240). This dimension tries to distinguish the difference in thinking between the 

East and West. Hofstede and Minkov (2010) states that the values affected by long-term 

orientation culture work towards future goals by persevering in thriftiness and 

perseverance, while a short-term orientation cultures are oriented towards past and present 

such as fulfilment of social traditions, respect for tradition and avoidance of losing face 

and honour. A culture with short-term orientation is expected to work towards immediate 

results, while a culture with long-term orientation tends to look towards future gains, and 

in order to achieve this they may disregard short-term losses (Hofstede & Minkov, 2010). 

Long-term orientated culture like China will seek long-term commitment and cooperation, 

and a higher value on networking is expected. A culture with short-term orientation as 

Sweden prefers to treasure their leisure time more; however a long-term oriented culture 

will be inclined to value more of their work than leisure time (Venaik, Zhu, & Brewer, 

2013). 

 

2.3.6 Indulgence versus Restraint (China vs. Sweden: IVR: 24 vs. 78) 

From the score of 24 in this dimension, China can be seen as a restrained society in this 

dimension. People in the societies with a low score in this dimension tend to be cynic and 

pessimistic. Opposing to the indulgent societies, people in restrained societies do not 

emphasize much on leisure time and are inclined to control the gratification of their 
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desires. Instead of indulging themselves, people with this orientation perceive that their 

actions should be restrained by social norms. However, with a high score of 78 in this 

dimension, Swedish culture belongs to indulgence. People in the society are inclined to 

enjoy life and have fun. Positive and optimistic can be seen as their attributes. Moreover, 

they highly value their leisure time and try their best to enjoy their lives (Hofstede et al., 

2010). 

 

2.4 Impact of cultures on organizations and individuals 

According to Hofstede et al. (2010), the differences of national culture can affect our 

thinking about organizations to a large extend, in particular, the dimension of power 

distance and uncertainty avoidance, and individualism and masculinity mainly influence 

the people in the organizations rather than organizations themselves. Knowing the specific 

condition of the countries can provide us a way of solving organizational problems in 

different countries.  

 

2.4.1 National culture and organizational culture 

Some of the common definitions of culture that reflect the divergence of views are that the 

organizational culture is the approach we do things for success (Schneider, 2000, p. 19). It 

is normally a pattern of basic assumptions that is adopted by a group within an 

organizational setting. By solving its problems of external adaptation and internal 

integration, it is considered valid and delivered to new members as the correct way to 

think, perceive, and feel with regard to particular problems  

 

2.4.2 National culture and organizational structure 

Henry Mintzberg, one of the leading scholar who is authorities on organizational structure 

summarized most organizational structure as five typical configurations, namely, “ the 

machine bureaucracy, the professional bureaucracy, the simple structure, the 

divisionalized form and the adhocracy” (Mintzberg, 1992). Hofstede et al. (2010) stated 

that people from different cultural backgrounds will prefer different configurations and 
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similar organizations in different countries will appear different configuration type 

because of their different cultural preferences. The link between Mintzberg’s five 

configurations and Hofstede et al.’s dimensions can be made as a diagram (figure 2.2). 

Based on this matrix, with low uncertainty and low power distance, Sweden belongs to the 

same category with Great Britain while China belongs to the category of simple structure. 

Thus, Swedish organizations place more trust in subordinates while in Chinese 

organizations such trust is lacking.  

 

Figure 2.2 Mintzberg’s five preferred configurations of organizations  

 

1. Preferred configuration 

2. Preferred coordinating 

3. Key part of organization 

Source: Adapted from Hofstede et al., (2012，p.314) 

 

Meanwhile, Swedish organizations tend to support personal planning rather than 

impersonal systems while Chinese organizations support less formal planning and more 

impersonal relationship (Hofstede et al., 2010). 

 

2.4.3 Cultures and individuals 

It is proved that culture affects individual value orientation, which can be classified into 
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two parts: universalism and particularism (Trompenaars & Hampden-Turne, 2012). 

Universalism indicates that people live in different groups; these groups have same or 

familiar values toward some issues, while particularism shows that the value differs from 

person to person. Even they live together; the value could be different toward a specific 

event. But universalism and particularism coexist in culture (Trompenaars & 

Hampden-Turne, 2012). Apart from this, personality also affects people’s behaviours, 

including motivation, achievement, communication skills and management style. With 

regard to the formation of personality, some researchers point out that personality is 

mainly influenced by culture and different characteristics of genders (Hautala, 2006).  

 

2.5 Barriers to women’s progress to managerial or top positions 

Previous researches both outside and inside academic field indicated that females who 

desire to climb to senior managerial positions may encounter expected and unexpected 

barriers (Nguyen, 2012). And there has been a range of researches to explain the 

under-representation of females. Among these researches, two most common barriers are 

from psychological and cultural perspectives. From psychological perspective, negative 

gender stereotypes can influence female’s career advancement (Eagly & Carli, 2007; 

Heilman, 2001; Schein, 2001). From cultural perspective, females will face multiple 

cultural barriers which can be divided into three levels: ‘macro’ social-political level, 

‘mesco’ organizational level, and the ‘micro’ individual level (Cubillo & Brown, 2003). At 

the first level, “think manager-think male” this attitude indicates that males are regarded 

aggressive, dominant, ambitious and forceful. These characteristics are regarded as 

successful management standard (Cubillo & Brown, 2003). However, females have long 

time been stereotyped as affectionate, gentle, sensitive and friendly which cannot be 

associated with management. At the second level, females are generally required to follow 

hegemonic cultural traditions of a region or country (Cubillo & Brown, 2003). For 

instance, in some societies females are expected to do more domestic work, and taken 

more family responsibilities. Researches have shown that such role expectation can hinder 

females from career advancement (Neale & Ozkanli, 2010; Chen & Hune, 2011; Eagly & 

Carli, 2007).  
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Besides, UNESCO (2010) summarized three perspectives that can explain the barriers 

females may encounter. The first one is from person-centred perspective in which personal 

factors including lack of self-confidence, lack of motivation to climb higher position, and 

being less assertive sometimes (Bond, 1996). The second perspective is from 

organizational structure-centred level in which few in number, little power, limited 

contacts (lack of network) are the focal points (Bond, 1996); The third one is from 

cultural-centred perspective in which the social expectation on females, for instance, the 

role of taking cares of families (Smulders, 1998). In line with the authorised investigation 

of UNESCO, our study takes all these barriers into consideration in order to investigate 

the similarities and differences between Swedish and Chinese universities, and they are 

explained one by one as follows:  

 

2.5.1 Gender stereotyping 

The concept of “Stereotyping” has been defined as complicated representations of 

different types of people including all the information that we know or believe which 

could be accurate or inaccurate generalizations about gender roles (Odekerken-Schröder, 

et al., 2001). Dines (1993) stated that stereotyped notions constitute major barriers to 

women’s carrier advancement. In some cultures, it’s difficult for females to exert authority 

over males. Women in advanced industrialized societies as well as in those developing 

world still exist old paradigms of thought that women are too emotional or too illogical for 

senior management, or best being suitable to the domestic maintenance aspects of 

administration. It does not make it any easier that women frequently share from these 

kinds of stereotypes and accept uncritically roles which leave them marginalized and with 

limited career prospects (Dines, 1993, pp.11-18). One the other hand, according to 

Alvesson and Billing (2009), a woman can be stereotyped from both positive and negative 

perspectives of view: for example, as people-oriented (typical feminine quality) or as not 

enough devoted to her work because of family preferences. However, both types of 

stereotyping contribute into division of labour that make it difficult for women to get job 

promotion as usually higher-level (managerial) position are attributed to male qualities 

and, thus, occupied by men.  
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To a large extent, gender stereotyping can influence people’s attitudes and behaviors when 

they realize the existence of stereotype they may act in different way even though they 

themselves may not believe in this way (Sweda & Reichard, 2013). Moreover, gender 

roles and stereotyping can bring negative impact on women’s intention to work efficiently 

and effectively, thus, the removal of these barriers will positively impact women in 

different aspects (Sweda & Reichard, 2013).  

 

2.5.2 Glass ceiling  

The rough way of female’s carrier advancement could be explained by the existence of 

glass ceiling, which “refers to an unacknowledged discriminatory barrier which subtle and 

transparent but strong enough to prevent women and minorities from moving forward 

higher level or stretching their abilities within an organization” (Davidson & Burke, 2000). 

As Alvesson and Billing (2009) claimed that, even though women are catching up even 

exceed men in some fields, it is still a common problem that females meet with more 

tough requirements and still underrepresented in managerial jobs, especially so at higher 

levels. Hence, to a great extent of qualified and talented women working together with 

male counterparts, it’s very difficult for them to reach to the top management levels; 

however opportunities are much easier inclining to males (Alvesson & Billing, 2009). 

 

Various types of explanation can be found to account for the effects of glass ceiling. The 

first type explanation can be attributed to historical delay. There always exists such kind of 

situation that some women with excellent education background of engineering and 

business, however they were obviously still can’t compete on an equal circumstance with 

the men for the top-level job. The second explanation dues to the multidimensional 

organizational processes which tend to use glass ceiling effects to limit the career 

development of women, this process usually led to explicit or implicit discrimination 

against women. A third factor impedes women managers from moving towards top –level 

as women’s own career strategy and ambivalent attitude towards a ‘masculine” type of 

career, which caused by their tensions and uncertainty to keep a balance between 

professional and family responsibilities (Davidson & Burke, 2000). These three types of 
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factors illustrated above could explain the reason resulting in glass ceiling. Due to the 

cultural constraints and religious restrictions, women are vulnerable to glass ceiling effects 

and have less power to reverse the situation. 

 

In spite of the changes in attitude, educational demographics and legislation have moved 

some forward steps to reduce the gender inequality. The glass ceiling especially at top 

management has still remained without substantial change (Burke & Mattis, 2005). In 

another aspect, the glass ceiling indicates an invisible but strong enough barrier settled up 

to prevent female to be promoted in the management hierarchy (Davidson & Burke, 2000). 

Influenced by the male-dominant culture, it’s obviously that no matter how hard the 

women work, the opportunities are tend to benefit to males (Alvesson & Billing, 2009). 

This phenomenon will eliminate female leaders’ working enthusiasm, which is bad for the 

development of the whole organization. Female leaders have different characteristics from 

male managers. They tend to be much gender equal to every employee, and they are much 

sensible and pay more attention to team harmony (Kanter, 1993). These features are 

necessary for male leaders. Hence, it’s obligatory to break through the barriers caused by 

glass ceiling to give females equal rights as males. 

 

2.5.3 Opportunities to the top 

Kanter (1993) claimed that the opportunity is one of the most decisive factors “for men 

and women’s career aspirations” in which “sexual segregation of occupations” – the 

situation when the majority of a certain type of jobs are occupied by representatives of one 

sex is Kanter’s main focus. Thus, high managerial positions are traditionally occupied by 

men when lower-level jobs such as those of secretaries or clerks are associated with 

women. Some studies revealed that even with same education qualification, age, 

experience, time contributed to work, etc., women still hold lower rate of success than 

their male colleagues. Women managers in a low proportion are regarded as a 

discriminated group in which women cannot obtain same opportunities as men in general 

career situation and possibilities to a managerial position (Alvesson & Billing, 2009). 
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2.5.4 Self-confidence 

Self-confidence has been defined as an individual's recognition of his or her own abilities 

and awareness of his or her emotions. Self- confidence may also be regarded as feelings of 

well-being owing to deepening positive emotions. The state of feeling well can be the 

explanation of an agreement with oneself and with ambient people (Carson et al., 2001). 

On the basis of Lee (2001), when people discuss their development, they consider it as a 

journey of learning and discovery. Researches indicate that increased self-confidence 

could lead to performance improvement (McCormick, 2001). Meanwhile, self-confidence 

has been identified as a key element of effective leadership and leadership development 

(McCormick, 2001). Hollenbeck and Hall (2004) claims that self-confidence can affects 

performance directly and has an indirect relationship with an individual’s motivation, 

perception, and thinking processes.  

 

McCormick (2001) argued that self-confidence is very closely connected with 

self-efficacy as well as Dickerson and Taylor (2000). Their findings suggested that 

building self-efficacy may prevent self-selection out of leadership roles (p. 203). The 

concept of self-efficacy was first used to introduce the belief a person has in his or her 

capability to finish specific work. It can greatly impact a person’s resilience, perseverance 

and self-confidence when facing different problems (Sweda & Reichard, 2013). 

Researches also indicated that women have perceived themselves as the second class 

internally which leads to decrease of self-confidence to meet their leaders’ expectation or 

fight for their rights when they confront discrimination (Appelbaum et al., 2002), on the 

other hand influences their self-efficacy of reaching their goals. Self-efficacy may be 

enhanced if one can have the opportunity to interact in a positive environment. According 

to Kirkpatrick and Locke (1995), self-confidence can increase emotional stability or the 

capability to maintain one’s composure, which can be very essential to resolve 

interpersonal conflicts or when representing an organization 

 

2.5.5 Mentorship  

The generic meaning of mentorship is the process that a father figure who guide a younger 
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individual. According to Byrne (1989), mentorship should be divided into three categories: 

traditional mentorship, institutionalized mentorship and professional mentorship. In our 

study, we focus on professional mentoring for the women staff in university. The 

under-presentation of women in leadership and management has long been a hot focus of 

different researchers. And women are a minority group in the educational administration 

or senior positions. Kanter (2009) employed the word “tokens” to describe the 

phenomenon that the number of women is smaller than the number of men in an 

organization. According to Torchia et al. (2011), imbalance between minority and majority 

one should be valued and minority needs to be moved to obtain a sense of normality in 

case that it becomes a critical mass. Moreover, the recruitment to educational 

administration and senior positions of the academic part will not be sustained and the 

minorities will continue to face attitudinal barriers which will play as obstacles in 

man-dominated world. However, according to the research of Ehrich (1993) in higher 

educational institution, she found that female staffs were excluded mentoring for both 

implicit and explicit reasons which is one main reason for the less proportion of female 

staffs in leadership and management. Thus, one of the most popular mentoring methods is 

cross-sex mentoring. As mentor relationship is introduced to mobilize the careers of  

aspiring female teachers, support from male or female principles is necessary for female 

educators since getting male mentors to accept the fact that females have the potentials to 

be leaders and females deserve more opportunities as mentees. Therefore, the status of the 

minority can be gradually improved. 

 

2.5.6 Network 

According to the predominant view of leadership development, building up multiple 

developmental relationships is necessary for women’s career development (Higgins & 

Kram, 2001; Higgins & Thomas, 2001). As Gibson (2008) indicated that entering into 

developmental relationships within organizations is limited for women leaders, due to 

their exclusion from informal male dominated networks and the small number of suitable 

potential mentors. Hence, breaking down this barrier, especially developing 

extra-organizational relationships for women leaders might be more important to help 
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them get advancement into leadership (Harris & Leberman, 2012). 

 

A well-established network could help to balance the power between two genders 

(McCarthy, 2004). Many of the networks are set up by individuals or a group of 

individuals for an identified need (Coleman, 2010). As Coleman indicated that the 

majority of networks combine two functions of support that is “expressive” function 

involves friendship and trust (Perriton, 2006) as well as “instrumentality” function helps to 

build up the business contacts that will benefit the working practices for network members 

(Harris & Leberman, 2012). Scholars found out successful women agree with the pivotal 

role of informal networks for career development (Linehan, 2001; Simpson & Altman, 

2000). Networks help women set up alliances, acquire more information, gain visibility 

and build a community to support each other (Cross & Armstrong, 2008). 

 

2.6 Theoretical Framework 

Based on the above-presented literature review, we applied the theory of Hofstede’s 

national cultural dimensions, barriers which may affect career advancement of women as 

the basic to develop our theoretical framework. Figure 2.3 shows how culture can 

influence women's career advancement.  

 

According to the theories presented above, females may confront different kinds of 

barriers on process of career development. Thus, this framework is to investigate the 

impact of national culture on female career advancement. Arrow 1, 2, and 3 stands for the 

causal relationship that implies that national culture can influence organization and then 

affect individual behaviour through the influence of the organization, and finally affect 

female career advancement. Arrow 4 stands for the elements in the box could be potential 

barriers that could affect female’s career advancement.  
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Figure 2.3 Impact of culture on female’s career advancement  

 

Source: Own construction 
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3. Methodology 

In this chapter, research methods used to carry out the study are presented. The process of 

data collection is stated as well. Then we analyze and present the results of data collection. 

Reliability and validity are described in the last part.  

 

3.1 Research design 

The underlying study is mainly based on both qualitative and quantitative methods. Figure 

3.1 shows different research choices. Mono-method refers to a single data collection 

technique is employed, such as in-depth interviews or questionnaires, with quantitative 

data analysis procedures. Multiple methods refer to the combination of different data 

collection procedures and techniques. According to Tashakkori and Teddlie (2003), there 

are two major advantages to use multiple methods in one same research project. Firstly, 

different purposes may need different methods, for instance, interviews at an exploratory 

level, for obtaining a feel for the key issues before employing questionnaires to collect 

descriptive or explanatory data. Secondly, a wealth of data can be provided by uses of 

multiple methods. Thus unpredictable outcomes may be discovered in the process of 

analysis. Therefore, in order to ensure reliability and validity of the paper and investigate 

the relationship between national cultures and different barriers faced by women from 

China and Sweden, multiple methods are employed. Multiple methods combine data 

collection techniques and analytical procedures together; there are four different 

possibilities. Multi-method refers to using one kind of data collection technique 

combinations with corresponding analysis techniques, which would not mix quantitative 

and qualitative techniques and procedures (Tashakkori & Teddlie, 2003). Mixed-methods 

approach can be subdivided into two categories, namely, mixed-method research and 

mixed-model research (Saunders et al., 2009, p.151). Both quantitative and qualitative 

data collection techniques and analysis methods are employed in mixed method research 

either at the same time (parallel) or one by one but could not combine them (Saunders et 

al., 2009, p.152). 
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In this regard, within this method, collecting data is analyzed quantitatively and 

qualitatively. In contrast, quantitative and qualitative data collection techniques and 

analysis procedures are combined in mixed-model research as well (Saunders et al., 2009, 

p.152). In our study, we use mixed-method research to collect and analyze our data. 

Mixed-method research is useful and helpful since they can provide better opportunities 

for you to answer your research questions and meanwhile you can better evaluate the 

extent to which your study findings can be trusted (Tashakkori & Teddlie, 2003). 

 

Figure 3.1 Research choices  

 

Source: Adapted from Saunders, et al. (2009, p.152). 

 

3.2 Qualitative and quantitative research 

Quantitative and qualitative are two terms widely used in business and management 

research to tell the difference both data collection techniques and analysis procedures. The 

focus on numeric or non-numeric data can be one way of differentiating them. 

Quantitative research is primarily employed as a synonym for describing any data 

collection techniques or data analysis procedures that generate numerical data, such as 

questionnaires. On the contrary, qualitative method is used primarily as a synonym for any 

data collection techniques or data analysis procedures that uses non-numerical data, such 

as interviews (Saunders et al., 2009). 

 

However, researchers have recognized both of the methods have limitations and they have 

found that biases existing in any single method could neutralize or cancel the biases of 
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other methods. Besides, the results from one method can help develop or improve the 

other method (Green, Caracelli, & Graham, 1989). Alternatively, one method can be 

embedded into another method to examine thoroughly within different levels of analysis 

(Tashakkori & Teddlie, 1989). Considering the weakness and the strong points from both 

methods, mixed method therefore was employed to reach our objective. Firstly, we 

collected quantitative data through questionnaires for investigating the cultural impact on 

females’ career advancement and the factors which may affect females’ career 

advancement and then we had in-depth interviews to observe and analyse these potential 

factors.  

  

3.3 Data collection 

Generally speaking, there are two major methods of collecting information relating to 

different studies, and on the basis of these methods, two types of data are collected, 

namely, primary data and secondary data. Primary data can be gathered through 

interviewing, observation and questionnaire which can provide first-hand information with 

regard to the study. Secondary data can access to the second-hand information through 

different categories of documents including previous researches, census, and government 

publications and so on. Figure 3.2 shows various methods of data collection. (Kumar, 

2005)  

 

Based on the research methods we mentioned above, both primary data and secondary 

data are therefore employed to reach our purpose. In our study, primary data is mainly 

collected by questionnaire, face to face interviews as well as the observation to the 

participant and non-participant. These primary data is collected from research 

targets-University of Gävle in Sweden and the Guizhou University in China. The 

secondary data are collected by literature review of culture, organization, and gender 

theory, the internet resources and organization’s brochures. 
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Figure 3.2 Methods of data collection 

 

Source: Adapted from Kumar (2005, p. 118) 

 

3.3.1 Sample selection 

Sample selection is a process of selecting a few from a bigger group to form the basis to 

estimate or predict the tendency of an unknown piece of information, situation or outcome 

regarding to the bigger group (Saunders et al., 2009). In current study, the authors focus on 

exploring women’s career advancement in tertiary educational field. As it’s a comparative 

study, the staffs from University of Gävle in Sweden and Guizhou University in China 

were chosen as the target samples. Besides, as Saunders et al., (2009) indicates that the 

sampling frame is a complete list of all the cases in the population for any possible sample 

from which your sample will be drawn. In this sense, as the study emphasizes on 

analysing the situation in academics area, the authors plan to set three faculties in each 

university as our sampling frame and select our sample from different departments in each 

faculty to make our data broadly representative for the overall population. 

 

Furthermore, the calculation of sample size reveals to obtain acceptable levels of 

confidence and accuracy (Saunders et al., 2009, p.227). Due to lack of time, the authors 

selected 50 participants as the target samples in each university. According to the ratio of 

the amount of staffs in each faculty occupied the overall number of staffs in all the 

faculties, same ratio people from our 50 sample size were selected. After getting the 

sample size from each faculty, systematic sampling was employed to conduct the sample 
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selection. Systematic sampling means selecting the samples at regular intervals from the 

sampling frame, which could stand for the overall situation of the sampling frame 

(Saunders et al., 2009, p.226).  

 

Moreover, regarding collecting the qualitative data from interview, as the sex ratio of each 

faculty is different (Liljeroth, 2012). In order to make the interview sample representative 

for the whole population, the authors choose different amount of male and females 

interviewees according to the proportion of male and female teachers of target faculty to 

conduct our in-depth interview. For instances, in the faculty with high women proportion 

such as the Faculty of Health and Occupational Studies in Sweden and the Faculty of 

Foreign Languages in China, we select more female teachers based on the sex ratio since 

it could stand for the majority’s attitude. Meanwhile, for the sake of making our interview 

data comprehensive, the samples cover professors, assistant professors and lectures of 

both genders.  

 

In University of Gävle, there are three different faculties including the Faculty of 

Education and Business, the Faculty of Engineering and Sustainable Development and the 

Faculty of Health and Occupational Studies. In Guizhou University, the authors chose 

three faculties as the target as well. They are Faculty of Foreign Languages, Faculty of 

Mechanical Engineering and Faculty of economics. These three faculties in both countries 

are our sampling frame, the amount the questionnaire respondents and interviewees are 

declared in Table 3.1-3.3 in the parts of Design of questions and interview. 

 

3.3.2 Design of questions  

Most of the questionnaires contain a combination of open and closed questions. Each 

question should be designed based on the data you need to collect (Saunders et al., 2009). 

Thus, in order to meet our objectives, we develop our own questionnaire and divide it into 

four main sections. The first section is designed to know basic information of respondents 

from which we can acquire gender, position, and working experience, etc. The second 

section is about culture effects which are designed according to different cultural 
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dimensions. We will analyse different attitudes towards different context. In the third 

section, differences between Swedish and Chinese organizations will be investigated, 

which will help us to test how does the national culture influence the organization culture 

so as to affect female's Career Advancement. The fourth section includes the factors that 

can influence female’s job promotion, in particular, glass ceiling, gender stereotyping, 

self-confidence and opportunities.  

 

Figure 3.3 describes the structure of our questionnaire. And Table 3.1 lists the detailed 

information about how we designed our questions based on each dimension and barrier. 

Since it’s impossible for all of our respondents to understand the cultural dimensions and 

the barriers that females may meet, we simplify our questions based on their original 

meanings and main characteristics. In this configuration, the wording of questions also 

needs to be considered carefully to ensure validity of responses. Therefore, the source of 

our questionnaire is designed in English and then translated in Chinese. According to 

Usunier (1998), there are four translation techniques for questionnaires, namely, direct 

translation, back-translation, parallel translation and mixed techniques. The four 

techniques contain advantages and disadvantages. Parallel translation is finally employed 

due to its advantage of good wording of target questionnaire. 

 

Figure 3.3 Questionnaire setting  

  

Source: Own construction 
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Table 3.1 Questionnaire setting  

QUESTUIONS

1 Power Distance 1，2，3，17，18，

2 Individualism vs. Collectivism 4，5，6，7，20，21

3 Masculinity vs. Femininity 8，9，10，19

4 Uncertainty Avoidance 11，12，22

5 Long-term vs. Short-term orientation 13

6 Indulgence versus Restraint 14，15，16，23，24，25

1 Gender stereotyping 27，28，29，31，35

2 Glass ceiling 26，34

3 Opportunities to the top 30，36

4 Self-confidence 32，38

5 Mentorship 39

6 Network 33，37

CATEGORY

CULTURE:

BARRIERS:

 

Source: Own construction 

 

 Sample and respondents 

To collect our quantitative data, we choose University of Gävle in Sweden and Guizhou 

University in China as our target samples. We created a webpage for our questionnaire, 

which is easy to be answered by our respondents. As the Swedish target group is easy to 

contact, we went to different faculty of University of Gävle to find the most suitable 

questionnaire investigators. It took two weeks to collect the filled questionnaires. With the 

kindly help of the teachers, we collected 50 questionnaires, which are covered the three 

faculties of University of Gävle, namely the Faculty of Health and Occupational Studies, 

the Faculty of Engineering and Sustainable Development and The Faculty of Education 

and Business. As each of these faculties has three subordinated departments, we delivered 

our questionnaire to each department to obtain the general viewpoint. During the 

investigation in Chinese, we send our translated questionnaire to Guizhou University and 

collected 50 questionnaires were collected as well; we also chose three typical faculties to 

conduct our research, which are the Faculty of Foreign Languages, the Faculty of 

Mechanical Engineering and the Faculty of economics. Table 3.2 shows the information 

about the respondents. 
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Table 3.2 Information about the respondents 

Faculites 
Number of

respondents

Health and Occupational Studies 14

Engineering and Sustainable Development 15

Education and Business 21

Foreign Languages 18

Mechanical Engineering 13

Economics 19

Sweden-University of Gävle

China-Guizhou university 

 

Source: Own construction 

 

3.3.3 Interview 

Table 3.3 and Table 3.4 show the information of our interviewees in Guizhou University 

and University of Gävle respectively. We interviewed 16 staffs including males and 

females from two universities in which 6 of them are from Guizhou University in China, 

and 10 of them are from the University of Gävle. Detail information is presented 

according to interview data, faculties, position, gender, age and interview time. Since 

some of our interviewees are not willing to share their full name information, thus we 

adopt semi-anonymous way to present their name. 

 

Table 3.3 Information about the Interviewees in China 

Date Name Faculty Position Gender Age
Interview

Time

5.23 Miss. Liu Foreign Languages Lecturer F 30 -49 30min

5.23 Miss. Yang Foreign Languages Lecturer F 30 -49 41min

5.27 Mrs. Teng

Mechanical

Engineering Lecturer F 30 -49 35min

5.27 Mr.Zhao

Mechanical

Engineering Assistant Professor M 30 -49 42min

5.27 Miss. Li Economics Teaching assistant F ≦ 29 30min

6.4 Mr.Zhang Economics Professor M 50-59 45min  

Source: Own construction 
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Table 3.4 Information about the Interviewees in Sweden 

Date Name Faculty Position Gender Age
Interview

Time

5.23 Maria

Education and

Business Assistant professor F 50-59 25min

5.23 Jonas

Engineering and

Sustainable

Development

Head of the

department M 30 -49 61min

5.27 Maria

Education and

Business Lecturer F ≦ 29 27min

5.27 Agneta

Education and

Business Assistant professor F 50-59 20min

5.27 Dr.E

Education and

Business

Senior Lecture and

Assistant professor M 30 -49 21min

6.4 Susana

Health and

Occupational Studies Lecturer F ≦ 29 21min

6.5 Annika

Health and

Occupational Studies

Head of the

department F 30 -49 49min

6.9 Gunilla

Health and

Occupational Studies Study director F 30 -49 38min

6.9 Svend Erik

Health and

Occupational Studies Research director M 30 -49 54min

6.12 Elisabeth Administration University director F 30 -49 40min  

Source: Own construction 

 

3.3.4 Data collecting through observation 

Observation has been applied for collecting primary data. It is often collected to do a 

qualitative study, but is also applied for quantitative research. It is not as frequently used 

as questionnaires and interviews (Saunders et al., 2009). However, it can considerably 

add richness to your research data for several reasons. Firstly, it can help to gather 

original data at the moment when it just occurs which can reduce the retrospective biases. 

Moreover, it can help to secure the information that the participants may ignore (Cooper 

& Schindler, 2011). In the study, the authors could observe different ways that the 

participants answer the questionnaires and interview questions. Then the similarities or 

differences of the answers between interviews and questionnaires could be learned. For 

instance, the question “If you’re qualified to get job promotion, will you apply for that 
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initiatively?” is related to self-confidence. From the answers, whether the participants or 

respondents are confident or not could be found. Most of the participants gave positive 

answers which the authors could draw the conclusion that self-confidence may be a 

barrier but not a decisive one to hinder female’s career advancement. When mentioned 

about gender stereotyping, most of the participants showed that females are expected to 

take care more family responsibilities from which the authors could see gender 

stereotyping obviously affect female’s career advancement. 

 

However, observation has some limitations as well. Observers may draw some biased 

inferences since they obtained the results by overt actions or surface indicators (Cooper & 

Schindler, 2011). Furthermore, it’s hard to obtain the information about intentions and 

preferences. These limitations according to Cooper and Schindler (2011) can be made up 

by interviews.  

 

3.4  Data presentation 

Here the basic scoring criterion was described for setting up a unified standard to analyse 

the answers of each question. In order to make the answers more intuitive, we assign 

values to different options. By using the method of means analysis as well as standard 

deviation analysis, respondents’ attitude and the differences in attitude can be clearly 

observed.  

The primary data of our study was collected by both quantitative approach and qualitative 

approach. In the fourth chapter of empirical study, the quantitative data was showed from 

two perspectives, which are culture angle and barrier angle. The qualitative data includes 

the respondents’ basic information as well as the organizations information will be 

presented below. In addition, the interviewees’ answers are also presented from culture 

and barrier two perspectives in order to compare with quantitative data. Furthermore, the 

arithmetic mean, standard deviations are calculated and these data was presented with two 

digits after the decimal point. Finally, all of the data are summarized and present in the 

fifth chapter of analysis and discussion. 
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3.4.1 Basic scoring criteria 

In order to obtain an intuitional recognition of each question and use Analysis of Means 

Method as well as Standard Deviation Analysis to analyze our data, we develop a standard 

scoring criterion to make the options of each question much clearer. As we have set five 

different degrees of options for all the questions, which are definitely no, no, neutral, yes 

and definitely yes. The statistic results are presented with the form of specific numbers as 

well as percentage. In order to make the results more intuitive, we value these five options 

based on the order from definitely no to definitely yes as five natural numbers, which are 1, 

2, 3, 4, 5.Then we go in-depth to analyse our data by using Analysis of Means Method as 

well as Standard Deviation Analysis. 

 

3.4.2 Analysis of means method 

Analysis of means method was firstly introduced by Ellis R. Ott in 1969, which was 

usually used in seeking for differences in several groups (Ofungwu, 2014). When testing a 

group value, mean is a simple and easily understanding indicator. According to Ofungwu 

(2014), it is believed that mean as average stands in the centre of sample, which can stand 

for the general value of the sample. On this basis, approaches like classified statistics and 

cross-over analysis can be applied (Ofungwu, 2014). Mean is used to reflect the general 

situation and the average level of data (Holladay, 1997). In our research, the arithmetic 

mean can investigate the degree of culture influence on women’s career advancement as 

well as our target research groups’ attitude towards the barriers for women’s job promotion. 

According to Lind, Marchal, & Wathen, (2006), the formula of mean is as follows: 

 

 

 

In this formula,  stands for the mean of the sample, i stands for the ordinal number of 

one respondent, xi means the x specific value of the answer of the respondent i and n is the 

total number of respondent answers analysed. ∑xi is the sum of all the x answers. In our 

statistics, we retain two decimal places of the data. 
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According to our questionnaire, we design the same answers for each question. We 

assigned numerical values answers to different options: Definitely No is valued as 1, No as 

2, Neutral as 3, Yes as 4 and Definitely Yes as 5. By using these values, we get the 

arithmetic mean of each question. As each option was assigned as a numerical value, then 

3.0 is defined as the most neutral answer. Question with the arithmetic mean more than 3.0 

stands for the attitude incline to a positive answer, on the other hand, the value less than 

3.0 means lean to negative answer. As this is a measure of random distribution, it is not as 

exact as can be defined by the decimals. These averages are used in qualitative analysis to 

indicate changes. 

3.4.3 Standard deviation analysis method 

Standard deviation (s) is an approach of the distribution of a set of data from its mean 

(Sarhan, 1954). The more spread apart the data shows the higher the deviation number 

while the lower standard deviation number means the smaller spread among the data 

(Rubin, 1984). As we taste a sample and use this sample to estimate the entire population 

hence the sample standard deviation is used as an estimator of the entirety. In our research, 

the sample standard deviation can help to explain the conformity of our research 

individuals’ attitude towards female’s careers advancement. According to Lind, Marchal, 

& Wathen, (2006), sample standard deviation is calculated as the square root of variance 

and the formula is described as below: 

s =  ∑(xi- )
2 

                                             
n-1 

As the formula illustrates, s is sample standard deviation; xi is the value of each 

observation in the sample;  stands for the mean of the sample and n means the number 

of the sample. In our statistics, we retain two decimal places of the data. We use this 

formula to estimate the standard deviation of each question and make a comparison. After 

comparing the standard deviation of each question, the smallest numeric value of standard 

deviation means that the difference of the individuals’ attitude in this question is small. 

While the biggest numeric value means respondents’ attitudes on this question are 
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relatively different. By identifying the lowest and highest value of standard deviation, we 

find an indication of what values are likely to be interesting to be studied further. 

The data analysis of this study is presented in Chapter 4. The analysis structure follows the 

theoretical framework which has been showed in Chapter 2. We make an in-depth 

comparison and analyse the similarities and differences of the answers between interviews 

and questionnaire, then the summary of primary data will be drawn. Moreover, the 

primary data we got from questionnaire as well as in-depth interview and secondary data 

we present in chapter 2 will be compared in order to complete our theoretical framework.  

3.5 Reliability and Validity 

The concept of reliability is commonly related to whether the measures created for 

concept is consistent or not, in particular, it can be employed to test whether a measure is 

stable or not in quantitative study (Bryman & Bell, 2007). According to Robson (2002), 

there are four threats to reliability which are participant error, participant bias, observer 

error and observe bias. From participant’s perspective, the elements such as time, place, 

and event all can affect their reaction to the questions. For instance, the participants may 

tell the observers what their bosses want them to say. Or they may give different answers 

in different period of time. From observer’s perspective, when conducting interviews, 

observers may use different ways to ask questions. Meanwhile, observer may interpret the 

replies in different ways if there is more than one author, which may result in biases or 

even errors. In our study, most of our questionnaires are sent to respondents’ private 

emails and the rest were conducted in their personal office. Moreover, our respondents and 

interviewees were given enough time to answer all our questions.  

 

The concept of validity is collected to investigate whether the findings are really in line 

with the objectives or not (Saunders et al., 2009). There are also several threats which can 

affect the findings of a research including the time of your study, ambiguity about causal 

direction. In order to ensure the validity of our study, we employed different methods to 

collect primary data and secondary data. Questionnaires, interviews and observation are 
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applied in our study to make sure that our primary data can be enough to help to figure out 

the answers of our research questions. Meanwhile, we also employ Standard Deviation 

Analysis Method and Mean method to analyse our quantitative data in a clear and logic 

way. Face to face interviews were also conducted to investigate the factors which can 

affect female’s career advancement. Observation was used to observe different ways of 

answering questions of the participants or respondents. 
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4. Empirical study  

This chapter is divided into four parts. The basic information about the two universities 

will be presented in the first part. Detail information of interview of University of Gävle 

and Guizhou University will be presented in the second and the third respectively, and the 

last part will present questionnaire data. 

 

4.1 Information of Gävle University in Sweden and Guizhou University 

In our study, two universities are used as main examples to analyze the basic information 

of Chinese and Swedish universities. Swedish one is called University of Gävle, and 

Chinese one is Guizhou University. University of Gävle belongs to a university college. It 

has about 14500 students in total, three main faculties, and more than 50 study 

programmes. To reach our objectives, the information of staffs in both universities is our 

main focus of the investigation, in particular, the status of female staffs in different 

positions. There are three main parts in University of Gävle: Academics, administration, 

and library. According to the statistics from personal department, the proportion of male 

and female staffs is very different from different positions, especially in academic faculties. 

In the Faculty of Education and Business, 60% of lectures are females, 38% of females are 

senior lectures and only 17% of females have reached the position of full professor. In the 

Faculty of Engineering and Sustainable Development, 40% of females are lectures, 27% 

of senior lectures are females and no females have reached full professor. In the Faculty of 

Health and Occupational Studies, 69% of the lectures are females, 63% of senior lectures 

are females, but at full professor position, only 20% are females. Moreover, in 

administration part, 68% of the staffs are females, and in the library, females take up 73% 

of the staff (University of Gävle, 2014). 

 

Guizhou University, one of the most popular universities in China, has had a long time 

cooperation relationship with University of Gävle since the year of 2001. Since it is 

comprised with 33 faculties and 46,099 students in total, we choose three of them which 

are similar with Swedish ones on the basis of the proportion of females and males 

http://www.hig.se/Ext/En/University-of-Gavle/Organisation/Akademier/Faculty-of-Engineering-and-Sustainable-Development.html
http://www.hig.se/Ext/En/University-of-Gavle/Organisation/Akademier/Faculty-of-Engineering-and-Sustainable-Development.html
http://www.hig.se/Ext/En/University-of-Gavle/Organisation/Akademier/Faculty-of-Health-and-Occupational-Studies.html
http://www.hig.se/Ext/En/University-of-Gavle/Organisation/Akademier/Faculty-of-Health-and-Occupational-Studies.html
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including the Faculty of Economy, the Faculty of Mechanical Engineering and the Faculty 

of Foreign Languages. There are 192 staffs including females and males working in the 

Faculty of Foreign Languages, 75% of the lectures are females, 70% of the senior lectures 

are females, and 51% of professors the are females. In the Faculty of Mechanical 

Engineering, 26% of the professors are females, 37% of the senior lectures are female, and 

40% of the lectures are females. And in the last Faculty, 20% of the professors are females, 

31% of the senior lectures are females and 40% of lectures are females. (Guizhou 

University, 2014) 

.  

4.2 Survey Data Presentation 

For the purpose of investigating the impact of different culture on female’s career 

promotion, our questionnaire is divided into four parts. The first part is the basic 

information about the participants. The second is cultural impact on career development, 

the third one is organizational influence and the last part is about the barriers females may 

meet during the process of career development. One hundred staffs working in the two 

universities have taken part in our data collection. All of the staffs have helped us fill the 

questionnaire in person or online. We have received 100 reliable answers in total. In order 

to analyze our data in a logic way, we divided our analysis into two main parts: culture 

effects and barriers females may confront. In the following tables, the numbers in the 

“Options” stands for the number of the opponents, and the percentage stands for the 

proportion of each option in all opponents. For instance, under the option “Definitely Yes” 

14 (28%) means 14 of the participants chose this option and the percentage in the total is 

28%. 

 

4.2.1 Culture and organization culture effects 

According to Table 4.1, 60% of the participants in University of Gävle are inclined to 

positive answer to Q1. In Q2, 62% of them prefer to choose Yes from the first two 

questions we can see that participants from Sweden reckoned that it is easy for females to 

get promoted if they are qualified. However, 44% of them are negative to Q3 which 
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Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

1.Is it easy for qualified

females to get promotion in

your organization?

14(28%) 16(32%) 15(30%) 4(8%) 1(2%) 50(100%) 3.76

2.Do you have the freedom

to apply for a higher position?
15(30%) 16(32%) 11(22%) 1(2%) 7(14%) 50(100%) 3.62

3.The Leaders always ask

the subordinates' opinion

when making decisions.

7(14%) 5(10%) 16(32%) 18(36%) 4(8%) 50(100%) 2.86

17.Does your organization

have a hierarchical structure?
21(42%) 24(48%) 4(8%) 1(2%) 0(0%) 50(100%) 4.30

18.Does the power belong to

few people in your

organization?

18(36%) 24(48%) 6(12%) 2(4%) 0(0%) 50(100%) 4.16

1.Is it easy for qualified

females to get promotion in

your organization?

4(8%) 11(22%) 21(42%) 12(24%) 2(4%) 50(100%) 3.06

2.Do you have the freedom

to apply for a higher position?
7(14%) 7(14%) 18(36%) 12(24%) 6(12%) 50(100%) 2.94

3.The Leaders always ask

the subordinates' opinion

when making decisions.

5(10%) 12(24%) 17(34%) 15(30%) 1(2%) 50(100%) 3.10

17.Does your organization

have a hierarchical structure?
11(22%) 22(44%) 14(28%) 3(6%) 0(0%) 50(100%) 3.82

18.Does the power belong to

few people in your

organization?

15(30%) 23(46%) 11(22%) 1(2%) 0(0%) 50(100%) 4.04

Total
Average

Score

Power

Distance

(Sweden)

Options 
QuestionDimension

Power

Distance

(China)

indicates that the subordinates’ suggestions have not always been taken into consideration 

when the bosses make decisions. Moreover, from Q17, 90% of them chose hierarchy as 

their organizational structure. In Q18, 84% of the respondents admitted that the power of 

management belongs to just few people in their organization.  

 

On the other hand, in the answers from Guizhou University of China, only 30% of the 

participants are positive to Q1 which shows us that they are quite negative to the status of 

females in their organization. The proportion of 28% of positive answers to Q2 also 

indicates that they are not optimistic to the opportunities for getting a higher position. 

From 78% of the proportion of Q17, we can figure out the structure of the organization is 

hierarchical not plat. From Q18, we could see as in our target Chinese university, 76% of 

the participants believe that power belongs to few people.  

 

Table 4.1 Influence of power distance on female's career advancement 

Source: Own construction  
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In Table 4.2, average score (3.86) of Q4 indicates that the more of participants in 

University of Gävle admit working motivation is coming from themselves other than 

comes from the group. What’s more, 36% of the participants think that the job promotion 

is to develop the interests of individuals, the average score of 3.16 also indicates that the 

participants tend to regard job promotion as the way of raising their own interests rather 

than improving in-group cohesion. Regarding to personal interests, only 14% hold positive 

attitude from which we can conclude that only a small part of the staffs hold the view that 

the organization pays more attention on to personal interests. On the other hand, 26% of 

the participants reckon that their organization pay more attention to group interest.  

 

Table 4.2 Influence of individualism vs. collectivism on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

4.Your working motivation is

coming from yourself.
13(26%) 28(56%) 3(6%) 1(2%) 5(10%) 50(100%) 3.86

5.Your working motivation is

coming from the group you

work with.

4(8%) 27(54%) 10(20%) 4(8%) 5(10%) 50(100%) 3.42

6.Do you think the job

promotion is to raise the

interest of the individuals?

4(8%) 14(28%) 24(48%) 2(4%) 6(12%) 50(100%) 3.16

7.The job promotion is for

improving in-group cohesion.
1(2%) 17(34%) 19(38%) 7(14%) 6(12%) 50(100%) 3.00

20.Does your organization pay

more attention to personal

interest?

1(2%) 6(12%) 30(60%) 13(26%) 0(0%) 50(100%) 2.90

21.Does your organization

pay more attention to group

interest?

1(2%) 12(24%) 25(50%) 7(14%) 5(10%) 50(100%) 2.94

4.Your working motivation is

coming from yourself.
16(32%) 21(42%) 12(24%) 1(2%) 0(0%) 50(100%) 4.04

5.Your working motivation is

coming from the group you

work with.

3(6%) 10(20%) 23(46%) 11(22%) 3(6%) 50(100%) 2.98

6.Do you think the job

promotion is to raise the

interest of the individuals?

10(20%) 18(36%) 11(22%) 8(16%) 3(6%) 50(100%) 3.48

7.The job promotion is for

improving in-group cohesion.
8(16%) 16(32%) 14(28%) 10(20%) 2(4%) 50(100%) 3.36

20.Does your organization pay

more attention to personal

interest?

0(0%) 8(16%) 27(54%) 10(20%) 5(10%) 50(100%) 2.76

21.Does your organization

pay more attention to group

interest?

2(4%) 23(46%) 19(38%) 3(6%) 3(6%) 50(100%) 3.36

Dimension Question
Options 

Total
Average

Score

Individualism

vs.

Collectivism.

(Sweden)

Individualism

vs.

Collectivism.

(China)

 

Source: Own construction 
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According to the answers of the participants in Guizhou University, 72% of the 

participants stated that their working motivation come from themselves, 26% of them 

indicate that their working motivation is from the group they work with. 56% of the 

participants agreed that job promotion is to raise personal interests, 48% of them 

considered that job promotion is for improving in-group cohesion. 2.76 out of 5 of the 

average score to Q20 shows that their organization pays less attention to the staffs’ 

interests, 3.36 of the average score proves that a bigger amount of staffs believed that the 

organization pay more attention to the group development. 

 

From Table 4.3, 24% of the participants from Sweden tend to be negative to Q8 which 

indicates that fewer staffs in the university are willing to sacrifice family or leisure time 

for career development and more of them prefer to enjoy life. Concerning Q10, 72% of the 

participants consider that all types of jobs can be done by one gender, and 3.82 out of 5 of 

the average score shows that there are more participants agreeing that more male leaders 

than female ones working in their organization. 

 

From the Chinese university, 16% of the participants are inclined to enjoy their life instead 

of sacrificing their leisure time with family. And 42% of them stated that they tend to 

agree that enjoying life is more important than career achievement. Moreover, 2.8 out of 5 

of the average score shows that more of the participants disagree with that all the types of 

job can be done by both genders. Different from the answers from Swedish participants, 

68% of them believe that there are more male leaders than female leaders. 

 

Regarding with the questions relating to uncertainty avoidance, from Swedish side, only 

18% of the respondents show that they work hard for being afraid of losing their job, and 

78% of them admit that they work hard because they like the job. 46% of them are 

negative to the evaluation promotion system of their organization. From Chinese side, 

66% of the participant chose to work hard because they are afraid of losing job. 42% of 

them show they work hard because they like the job. And 36% of them consider that there 

is a clear evaluation promotion system.  



 - 43 -  

 

Table 4.3 Influence of masculinity vs. femininity on female's career advancement    

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

8.Will you sacrifice family

and leisure to work for

getting career advancement?

6(12%) 6(12%) 7(14%) 19(38%) 12(24%) 50(100%) 2.50

9. Do you think career

achievement is more

important than enjoying life?

6(12%) 2(4%) 6(12%) 18(36%) 18(36%) 50(100%) 2.20

10. Do you think all types of

jobs can be done by both

genders?

22(44%) 14(28%) 3(6%) 5(10%) 6(12%) 50(100%) 3.82

19. Does your organization

have more male leaders than

female?

6(12%) 14(28%) 18(36%) 11(22%) 1(2%) 50(100%) 3.26

8.Will you sacrifice family

and leisure to work for

getting career advancement?

3(6%) 6(12%) 14(28%) 19(38%) 8(16%) 50(100%) 2.54

9. Do you think career

achievement is more

important than enjoying life?

3(6%) 11(22%) 15(30%) 18(36%) 3(6%) 50(100%) 2.86

10. Do you think all types of

jobs can be done by both

genders?

3(6%) 12(24%) 11(22%) 20(40%) 4(8%) 50(100%) 2.80

19. Does your organization

have more male leaders than

female?

16(32%) 18(36%) 10(20%) 3(6%) 3(6%) 50(100%) 3.82

Masculinity

vs.

Femininity

(Sweden)

Masculinity

vs.

Femininity

(China)

Dimension Question
Options

Total
Average

Score

 

Source: Own construction 

 

Table 4.4 Influence of uncertainty avoidance on female's career advancement  

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

11. Do you work hard

because you are afraid of

losing your job?

6(12%) 3(6%) 10(20%) 27(54%) 4(8%) 50(100%) 2.60

12. Do you work hard

because you like the job?
12(24%) 27(54%) 4(8%) 2(4%) 5(10%) 50(100%) 3.78

22. Does your organization

have clear evaluation

promotion system?

1(2%) 8(16%) 18(36%) 15(30%) 8(16%) 50(100%) 2.58

11. Do you work hard

because you are afraid of

losing your job?

3(6%) 15(30%) 18(36%) 10(20%) 4(8%) 50(100%) 3.06

12. Do you work hard

because you like the job?
8(16%) 18(36%) 21(42%) 2(4%) 1(2%) 50(100%) 3.60

22. Does your organization

have clear evaluation

promotion system?

2(4%) 16(32%) 19(38%) 8(16%) 5(10%) 50(100%) 3.04

Dimension Question
Options 

Total
Average

Score

Uncertainty

avoidance

(Sweden)

Uncertainty

avoidance

(China)

 

Source: Own construction 
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Based on the Table 4.5, both of Swedish and Chinese respondents prefer to seek for 

long-term achievements in education field. For the Swedish side, 26% choose to seek for 

long-term achievements instead of pursuing short-term achievements. Comparing to 

Chinese respondents, 10% more of respondents than Swedish ones choose to build a 

long-term relationship with the organization. 

 

Table 4.5 Influence of long-term orientation vs. short-term orientation on female's 

career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

 Long-term

vs. Short-

term

orientation

(Sweden)

13. Will you seek for  lone-

term achievements instead of

pursuing for short-term

achievements?

1(2%) 25(50%) 12(24%) 10(20%) 2(4%) 50(100%) 3.26

Long-term

vs. Short-

term

orientation

(China)

13. Will you seek for  lone-

term stable job instead of

pursuing for short-term

achievements?

5(10%) 30(60%) 11(22%) 4(8%) 0(0%) 50(100%) 3.72

Dimension Question
Options 

Total
Average

Score

 

Source: Own construction 

 

From Table 4.6, we could see the answers from these two countries are quite different. The 

first three questions are used to test the individuals’ personal attitude towards career 

advancement; the last three questions are related to the organization structures which are 

influenced by organizational culture. From the answer of Q14 and Q15, we could see 

Swedish teachers prefer a job with less working pressure instead of choosing a job with 

more opportunities but high working pressures. Concerning Q16, 34% of the respondents 

have a strong desire to pursue career advancement. From the answers of last three 

questions, all the average scores are less than 3, which mean more of the respondents 

show a negative attitude towards these three questions. However in Chinese respondents, 

the average scores of each question is higher than Swedish, 36% of the respondents tend 

to choose more promotion opportunities but high pressure job, however 24% of them are 

likely to choose the job with less working pressure and less promoting opportunities. 3.26 
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out of 5 average score of Q16 indicates more than half of the respondents have a strong 

desire to pursue career advancement. All the average score of last three questions are 

above 3, which mean more than half of these respondent present positive attitudes to these 

three questions.  

 

Table 4.6 Influence of indulgence vs. restraint on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

14.Will you prefer a job with

promotion opportunities but

high working pressure?

3(6%) 8(16%) 6(12%) 30(60%) 3(6%) 50(100%) 2.56

15. Will you prefer a job with

less working pressure but less

promotion opportunities?

5(10%) 20(40%) 10(20%) 12(24%) 3(6%) 50(100%) 3.24

16. Do you have strong

desire to pursue for career

advancement?

6(12%) 6(12%) 11(22%) 18(36%) 9(18%) 50(100%) 2.64

23. Does your organization

have working time schedule?
5(10%) 17(34%) 7(14%) 14(28%) 7(14%) 50(100%) 2.98

24. Do they carry out the

working time schedule

strictly?

8(16%) 8(16%) 10(20%) 17(34%) 7(14%) 50(100%) 2.86

25. Does your organization

often require staff to work

overtime?

8(16%) 8(16%) 10(20%) 20(40%) 4(8%) 50(100%) 2.92

14.Will you prefer a job with

promotion opportunities but

high working pressure?

4(8%) 14(28%) 20(40%) 9(18%) 3(6%) 50(100%) 3.14

15. Will you prefer a job with

less working pressure but less

promotion opportunities?

2(4%) 10(20%) 22(44%) 11(22%) 5(10%) 50(100%) 2.86

16. Do you have strong

desire to pursue for career

advancement?

6(12%) 15(30%) 18(36%) 8(16%) 3(6%) 50(100%) 3.26

23. Does your organization

have working time schedule?
4(8%) 24(48%) 15(30%) 5(10%) 2(4%) 50(100%) 3.46

24. Do they carry out the

working time schedule

strictly?

5(10%) 21(42%) 18(36%) 6(12%) 0(0%) 50(100%) 3.50

25. Does your organization

often require staff to work

overtime?

4(8%) 11(22%) 22(44%) 10(20%) 3(6%) 50(100%) 3.06

Dimension Question
Options

Total
Average

Score

Indulgence

vs.

Restraint

(Sweden)

Indulgence

vs.

Restraint

(China)

 

Source: Own construction 
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4.2.2 The impact of different barriers on females’ career advancement 

From the answers from Table 4.7, in the University of Gävle, 18% of the participants 

think that males should pursue more career advancement, and 18% of them consider that 

females should take more responsibilities for family and children than males. 18% of them 

agree that the labor in their organization is not divided according to gender difference. 

38% of them think consider that there should be more female leaders in their organization. 

What’s more, 68% of them think of that females don’t need to work harder than males 

when they compete with male counterpart.  

 

Table 4.7 The effect of gender stereotyping on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

27. Do you agree that males

should pursue more for

career advancement?

5(10%) 4(8%) 7(14%) 27(54%) 7(14%) 50(100%) 2.46

28. Do you agree that

females should fulfill more

family responsibilities than

males?

6(12%) 3(6%) 2(4%) 17(34%) 22(44%) 50(100%) 2.08

29. Does your university

divide labor according to

gender differences?

0(0%) 9(18%) 10(20%) 24(48%) 7(14%) 50(100%) 2.42

31. Do you think there should

be more female leaders in

your organization?

5(10%) 14(28%) 22(44%) 4(8%) 5(10%) 50(100%) 3.20

35. Do you think females

should work much harder

than males when they

compete with them?

0(0%) 12(24%) 4(8%) 19(38%) 15(30%) 50(100%) 2.26

27. Do you agree that males

should pursue more for

career advancement?

4(8%) 20(40%) 18(36%) 6(12%) 2(4%) 50(100%) 3.36

28. Do you agree that

females should fulfill more

family responsibilities than

males?

2(4%) 12(24%) 23(46%) 10(20%) 3(6%) 50(100%) 3.00

29. Does your university

divide labor according to

gender differences?

1(2%) 8(16%) 16(32%) 20(40%) 5(10%) 50(100%) 2.60

31. Do you think there should

be more female leaders in

your organization?

3(6%) 8(16%) 30(60%) 9(18%) 0(0%) 50(100%) 3.10

35. Do you think females

should work much harder

than males when they

compete with them?

9(18%) 26(52%) 9(18%) 5(10%) 1(2%) 50(100%) 3.74

Total
Average

Score

Gender

stereotyping

(China)

Gender

stereotyping

(Sweden)

Dimension Question
Options 

 

Source: Own construction 
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The obvious differences between these two universities could be observed. 48% of the 

Chinese respondents consider that males should pursue more for career advancement. And 

28% of them tend to think of that females should fulfill more responsibilities family. 

Similar to the condition of the Swedish university, only 18% of the participants agree that 

the labor force is allocated according to the differences of gender. Moreover, 22% of them 

state that they expect more female leaders in their organization. Concerning to Q35, 70% 

of the participants indicate that females need to work harder to compete with males.  

 

Table 4.8 The effect of glass ceiling on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

26. As long as females have

enough qualifications, it's

easier for them to get job

promotion.

9(18%) 10(20%) 16(32%) 15(30%) 0(0%) 50(100%) 3.26

34. Have you ever met unfair

competition when you

pursued for higher position?

9(18%) 7(14%) 11(22%) 20(40%) 3(6%) 50(100%) 2.98

26. As long as females have

enough qualifications, it's

easier for them to get job

promotion.

3(6%) 18(36%) 14(28%) 13(26%) 2(4%) 50(100%) 3.14

34. Have you ever met unfair

competition when you

pursued for higher position?

8(16%) 12(24%) 14(28%) 13(26%) 3(6%) 50(100%) 3.18

Dimension Question
Options 

Total
Average

Score

 Glass ceiling

(Sweden)

 Glass ceiling

(China)

 

Source: Own construction 

 

Concerning glass ceiling, 3.26 out of 5 of the average score to Q26 shows that more 

respondents believe that it’s easier for them to get job promotion as long as they are 

qualified enough for the job, and 46% of the negative answers to Q34 shows that a big 

part of staffs haven’t confronted unfair competition. However, on Chinese side, 42% of 

the positive answers to Q26 and the average score of 3.14 out of 5 indicate that there are a 

bigger number of staffs who believe females can get job promotion easier as long as they 

have enough qualifications. 40% of respondents indicate that they have met unfair 

competition.  
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With regard to opportunities for female staffs in the organization, in Table 4.9 only 8% 

respondents from Sweden hold negative attitude towards from which we can see that most 

of the staffs consider that the opportunities for males and females are same. And only 16% 

of them think of that the opportunities are inclined to males. From Chinese respondents, 

38% of the participants chose to agree that females have same opportunities as males and 

48% of them feel that opportunities are inclined to males. 

 

Table 4.9 The effect of opportunity to the top on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

30. Do females always have

same opportunities as males

to get job promotion in your

university?

15(30%) 18(36%) 13(26%) 4(8%) 0(0%) 50(100%) 3.88

36. Do you feel opportunities

always favor males?
0(0%) 8(16%) 19(38%) 22(44%) 1(2%) 50(100%) 2.68

30. Do females always have

same opportunities as males

to get job promotion in your

university?

4(8%) 15(30%) 21(42%) 8(16%) 2(4%) 50(100%) 3.22

36. Do you feel opportunities

always favor males?
9(18%) 15(30%) 17(34%) 7(14%) 2(4%) 50(100%) 3.44

Dimension Question
Options 

Total
Average

Score

Opportunities

to the top

(Sweden)

Opportunities

to the top

(China)

 

Source: Own construction 

 

In Table 4.10, from the average score of 3.08 out 5 of Q32 in Sweden, we can see that more of the 

participants consider that females are confident to climb to a higher position, the figure of China is 

3.28 out of 5, which is little bit higher than Sweden. After comparing the answer of Q38, we could 

find in Sweden 70% of participants are confident about their performance, while in China, 56% of 

respondents are confident about their performance and think they have enough ability to get job 

promotion. 

 

In Table 4.11, in the Swedish university, 21% of the respondents indicate that females are 

sometimes excluded when they are few in number, and 36% of them tend to agree that 

there are more male leaders than female leaders on high managerial positions. However, in 

the Chinese university, 62% of the respondents consider that females are excluded from 

males’ network when they are the minority, and 80% of them think of that there are more 
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male leaders than male leaders in high managerial positions. 

 

Table 4.10 The effect of self-confidence on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

32. Do you think your female

colleagues are confident to

climb to higher position?

2(4%) 16(32%) 21(42%) 6(12%) 5(10%) 50(100%) 3.08

38. Do you think you have

done your job well and have

enough ability to get job

promotion?

12(24%) 23(46%) 8(16%) 7(14%) 0(0%) 50(100%) 3.80

32. Do you think your female

colleagues are confident to

climb to higher position?

2(4%) 18(36%) 23(46%) 6(12%) 1(2%) 50(100%) 3.28

38. Do you think you have

done your job well and have

enough ability to get job

promotion?

6(12%) 22(44%) 18(36%) 2(4%) 2(4%) 50(100%) 3.56

Dimension Question
Options 

Total
Average

Score

 Self-

confidence

(Sweden)

 Self-

confidence

(China)

 

Source: Own construction 

 

Table 4.11 The effect of network on female's career advancement 

Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1

33. Do you think females are

excluded from male's

networking when they are

minority?

1(2%) 10(20%) 27(54%) 7(14%) 5(10%) 50(100%) 2.90

37. Are there more male

leaders than female leaders in

high managerial positions?

3(6%) 15(30%) 21(42%) 10(20%) 1(2%) 50(100%) 3.18

33. Do you think females are

excluded from male's

networking when they are

minority?

3(6%) 28(56%) 14(28%) 5(10%) 0(0%) 50(100%) 3.58

37. Are there more male

leaders than female leaders in

high managerial positions?

18(36%) 22(44%) 9(18%) 1(2%) 0(0%) 50(100%) 4.14

Total
Average

Score

Network

(Sweden)

 Network

(China)

Dimension Question
Options 

 

Source: Own construction 

 

4.3 Interview data presentation (University of Gävle) 

Since our objective is to analyze the differences and similarities between these two  
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universities, fifteen staffs in total both males and females from different faculties were 

interviewed. In order to present these interviews in a logic way, we divide our data 

according to different categories of barriers females may confront on the way to higher 

positions, and mix similar perspectives from different participants.  

 

 Gender stereotyping  

According to Maria, the assistant professor, the female colleagues have been much less 

than male ones. And she has been the only female senior lecturer for a long time. 

Fortunately, there are more females trying to climb on a higher position now. Concerning 

gender stereotyping, she told us that the mainstream of male-dominated leadership and 

management should be changed. Instead of taking more responsibilities for their families, 

females should feel free to do any work they want to do. However, one of reason for 

gender stereotyping is females perceive themselves as the ones who need to take most of 

the responsibilities for their children. Thus, it’s very important that young female students 

should realize there are female seniors who are working on the position they are desirous 

to pursue. 

 

The lecturer Maria who is unmarried and much younger than the assistant professor told 

us since she is not married yet, thus she doesn’t need to think about babies and husband. 

Concerning stereotyping attitude, she has not experienced stereotyping in her area. She is 

still a lecturer now, so most of her working time has been spent on teaching work, less 

time can be distributed into research which also a main reason for delaying promotion.  

  

Jonas agreed that the mainstream of leadership is still man-dominated. However, in his 

point of view, gender stereotyping is not obvious in the organization since the principal is 

a female. Moreover, he considered that no one is hindering female from pursuing higher 

position, social culture are more important to influence people’s choice on career at a large 

extent. Some female’s own expectation is to have more time with children and families 

which is also an important fact. Furthermore, female lecturers tend to work harder to do 

their job well, and they spend more time focusing on the teaching work. But for getting to 
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a higher position, researches need to be done to a fixed amount.  

 

As assistant professor, Angneta said that stereotyping views on females still exists. When 

females have small children, they tend to spend more time taking care of children. From 

her own side, she doesn’t have small children, but her husband thinks she work too much 

which makes her reconsider her work plans.   

 

Dr.E doesn’t think females should take more responsibilities on family. However, he 

thinks that in his department mostly females hold themselves back, and sometimes they 

keep silent when they are needed to speak loudly. Instead of stereotyping females as 

“house wives”, he considered that females work harder than males. They are more open to 

communicate than male colleagues sometimes. He prefers to work with females.  

 

Susanna is a female lecturer who is 30 years old. She has worked as a teacher for a short 

time. With regard to the barrier of gender stereotyping, she told us that one of the main 

reasons is normally females are supposed to take more responsibilities for children. 

Females are not so motivated to pursue higher positions. And the social perceive 

leadership should be strong and tough.  

 

As a senior lecturer and also the head of her department, in Annika’s department, the 

status of female staffs is quite equal to male staffs since the number of senior lecturers and 

professors of female and male ones is almost the same. Gender stereotyping is not obvious 

in her department. However, she once faced gender stereotyping when she just started to 

work in a male-dominated atmosphere. At that time, almost all her colleagues regarded her 

just as a “little girl”.  In order to convince her male colleagues that she was qualified 

enough to the job, she worked more time and much harder than others.  

 

Gullina was once a nurse before. According to her description, most of the staffs in caring 

science are females, and very few males are in the position of senior lecturers or 

professors. On the basis, the fact that the proportion of females is much bigger in the area 
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of nursing, stereotyping comments from male colleagues are not as obvious as other 

departments. However, females sometimes stereotype themselves. For instance, female 

teachers are inclined to take more responsibility for families and their teaching jobs, thus 

less time will be allocated to do more research. 

 

 Glass Ceiling 

According to the statements of the interviewees, educational field especially higher 

educational field, the condition of females are different from other fields. The 

requirements of the promotion to a higher position are the same to both males and females. 

Our female interviewees all agreed that the policies for obtaining a higher position are 

quite transparent, and the opportunities for females are equal to males. Females can apply 

for any positions if they have done enough record of reach work. Therefore, in higher 

education field glass ceiling cannot be regarded as a reason for the under presentation of 

female teachers in Sweden. 

  

 Lacking of Networking 

According to Maria from the Faculty of Education and Economics, she doesn’t have small 

children anymore, and her husband supports her job. Her problem of getting higher 

position is how to get contacts with different resource relating to academic research. Since 

there are just few female staffs in her department, especially on senior lecturer or 

professor position, sometimes she feels are excluded from her male colleagues. It’s easier 

for her male colleagues to discuss with each other about different topics. Comparing to her 

male colleagues, it’s more difficult for her to reach more contacts for research since it’s 

not so easy to integrate into male’s networking.  

 

In Jonas’s point of view, male’s networking exists in certain area or culture, for instance, 

business industries and engineering area. In academic world, in order to be promoted to 

higher position, teachers need to have certain record of research work, thus, concerning 

networking, he doesn’t think it is so important comparing to the chances for female staffs 

to do research.  
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Due to Dr.E’s experience, males have been better than females to build network and 

alliance. He has seen some excellent female colleagues who tried hard to make a areer by 

their own. In order to get a higher position, females need the help from male colleagues; 

it’s very difficult for them to reach the goal if they totally depend on themselves.  

 

According to Susanna, in her department, because most of the staffs are females, it’s easy 

for them to communicate with each other. Networking is not a problem hindering them 

from getting higher positions. And due to the reason that she is a quite new in the field of 

teaching, she didn’t provide us more information about networking.  

 

From a teaching assistant to senior lecturer, Annika has not met some specific barriers. By 

the reason that the number of female and male staffs is quite equal, she has not met the 

condition of lack of networking; that is to say, she has not experienced male’s tight 

networking which excluded her from discussion. But when looking into other department, 

for instance, business administration, we could see the difference. Therefore, the work 

atmosphere depends on the culture of the faculty or even department.  

 

In Gullina’s department, much more females than males work there, so there are few male 

colleagues to fight with. As a result, she has never felt excluded or isolated with regard to 

networking. However, she also needs to compete with other female colleagues. 

 

When we mentioned about male’s networking, Erik told us in some sector, the male boss 

or male staffs may feel more comfortable to work with male subordinates or colleagues. 

But he claimed that this kind of traditional networking is powerful in some sectors but not 

all. He also mentioned that if go back to 50 years ago, there were definitely only male 

doctors or professors. However, this kind of condition has been broken down in some area, 

for examples, in the medical area. Therefore, he believed that the status of females in the 

business department or similar department will be better and better gradually. 

 

Elisabeth told us that if the majority of the research is either male or female in a research 
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group, it’s probably true that it’s harder for the opposite gender to get access to the group. 

But she does not believe that females are hoping less with getting money or access to a 

great network. The problem is that they need to work harder to get there. In the academic 

world, knowledge and genius are always valued no regarding to the gender of the staffs. 

 

 Opportunities to the top 

According to the description of our interviewees, their opinions on opportunities of getting 

to a higher position are quite similar, that is opportunities in the academic field are quite 

equal since the requirement for all teaching staff is same. All of the staffs are required 

certain amount of research work. However, on the process of reaching higher positions, 

females may miss some opportunities which are supposed to be there due to the reason 

that some females focus more on teaching work than their male colleagues. Moreover, 

females are sometimes inclined to follow the rules or just listen to others not to stand out 

to pursue a higher position thus they hold them back for some reasons. Furthermore, some 

females think males do the job differently from them. Females spend more time on taking 

care of students and teaching job, males do not follow the way of working, thus they save 

more time on doing research, and therefore can reach more opportunities than female 

teachers. What’s more, if females are not in the network, they will never know the 

opportunities they should have. 

 

 Self-confidence 

According to the description of our interviewees, they agreed that self-confidence is an 

important element for female’s career advancement. Male participants consider that 

female staffs sometimes are inclined to hold themselves back or work very hard to prove 

themselves. One of male staff from the engineering department told us that this statement 

can be proved by meetings. Females are always the quiet ones who tend to listen to others. 

However, one of the interviewee who comes from business administration told us that she 

is confident enough to pursue any jobs she wants, and she also thinks that no one of her 

female colleagues is lack of self-confidence. Recently, more and more young females are 

trying to get into some area that they had not tried before since there have been more 
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females working in the position they are looking for. When talking about the future of 

females, all of the females claimed that if there are more females as role models working 

in the area, young females will be more confident to enter into male-dominated world, 

cooperate with males and compete with them equally.  

  

 Mentorship  

All our interviewees considered that mentoring for young female students is essential for 

helping more females to enter into some area where females have been the minorities for a 

long time. They agreed thought some regular mentoring rules or policies should be made 

to stimulate females break some stereotyping perceptions to pursue their career 

advancement bravely. For instance, in business administration, females are becoming 

more than before, and more female Ph.D. students are coming into this area. However, 

since there are no standard mentoring policies in the organization, the whole process of 

getting more females are moving forward slowly. 

 

What’s more, all of the male interviewees told us that increasing the number of female 

staffs has been one of their important plans in their department. Fortunately, in the 

academic world, opportunities for females and males are the same, thus mentoring for the 

younger generation has become one of the indispensable steps to getting more females 

involved into different area. They also mentioned that females can not work without the 

help from male colleagues or mentors. Cooperation with males can help them to reach 

more contacts for doing research or getting promoted easier. However, when we talked 

about their mentoring plans, they all told us there are no specific plans or rules or policies 

in their department.  

 

4.4 Interview data presentation (Guizhou University) 

 Gender stereotyping  

In line with the statements of two females from the Faculty of Foreign Languages, they 

both young teachers just with 4 years teaching experience. However, combing their own 
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experience with that of their colleagues, they have faced stereotyping both from male 

colleagues and themselves. Almost of their colleagues who are unmarried tend to think 

about marriage first instead of career advancement. And those of who have small children 

are inclined to spend more time with their children less time on doing research. Those who 

do not need to think over marriage or children have fallen behind of their male colleagues, 

consequently, they need to work much harder to catch up with their male colleagues.  

 

Another female from Faculty of Mechanical Engineering seemed pessimistic to female’s 

professional development in her department. According to her representation, she work 

much harder than her male colleagues and spent more time on teaching and teaching. 

However, she feels that it’s always easier for her male colleagues to get promoted, and she 

feels sometimes she was isolated from their research network because they thought that 

she could not contribute to the job as them. Even she herself thought sometimes that she 

should not sacrifice time with family. As a result, it’s quite difficult for her to getting 

higher position on the way of her professional development. The rest of the interviewees 

hold similar opinions on the barrier for females. They on one hand admitted that females 

have been stereotyped as the one should take more responsibilities of family.  

 

 Glass ceiling  

When asking about possible invisible barriers females may confront, female participants 

from Faculty of Foreign Languages both agreed that females have long been 

underestimated because of social culture, social structure, and so on. Foreign languages 

have been stereotyped as girl’s subjects. Young students are inclined to choose foreign 

languages as their majors for further study after high school in China. Hence, both female 

students and teachers take up the majority of their department; on the other hand, the 

working atmosphere is good for their career development. On the contrary, the female 

participants from the other two faculties have confronted different condition since they 

belong to the minorities in their department. They considered that they are not regarded as 

important as their male colleagues even though they have tried to work hard to prove 

themselves. Therefore, even though they are entitled to equal rights and requirements, it’s 
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more difficult for them to climb to higher positions.  

 

Concerning glass ceiling, our male participants told us that the status of female faculties 

have been improved as the development of the society. More and more females have 

stepped into engineering and economic area; there are still some invisible barriers for them, 

such as male boss’s expectation on female’s work, females’ own expectation for 

promotion, and so on. Normally, male bosses feel more comfortable to work with male 

colleagues thus they prefer to hire males as their subordinates.  

 

 Opportunities to top  

With the regard to opportunities to the top, our female and male interviewees hold similar 

views. They all agreed that the job promotion system has been improved in the university 

in recent years. Requirements of position promotion are definitely the same for male and 

female faculties. That is to say, the door for job promotion is always open for both females 

and males. In their organization, ability and talent are always the first consideration for 

recruitment.  

 

 Self-confidence 

Both of the two female interviewees have oversea study experience. When we mentioned 

about self-confidence for the job, they were both confident enough about the ability of 

dealing with their job. They indicate that lack of confidence can prevent females from 

getting promoted. From males’ perspectives, they don't agree that females are not 

confident enough for climbing a higher position, but females prefer to choose family when 

there are conflicts between family responsibilities and career development. According to 

our interviewees from the Faculty of Mechanical Engineering, when females are few in 

number, they tend to hold them back and stay away from the opportunities for promotion.  

 

 Networking  

In the Faculty of Foreign Languages, since males are just small part of the staffs, our two 

interviewees have not experienced the situation that they are excluded from male’s 
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network. Concerning the networking, they stated that gender have not been the obstacles 

from them to get contacts to do research or climb on a higher position. However, females 

are the minority from the other faculties in which females feel difficult to integrate into 

males’ world. Therefore, opportunities for getting promotion are less than their male 

colleagues. From all of their descriptions, they all believe that networking is essential to 

job promotion, but there are big differences from males and females from different 

department.  

 

 Mentorship 

When we talk about mentorship topic, the teaching assistant-Miss Li from Faculty of 

Economics held the view that it’s really significant for young teachers to get more precise 

advice and encouragement from experienced old professors. This teaching assistant is 

doing her Ph.D. degree now; she is also doing teaching assistant job at the same time. 

Another interviewee form this department is her Ph.D. supervisor, which is a prestigious 

professor in the University. Her Ph.D. supervisor-Mr. Zhang helped her a lot with her 

study as well as her work. Mr. Zhang usually took her to some academic symposium and 

helped her with some academic research. With the mentor of this elder professor, Miss. Li 

avoided lots of “roundabout ways”. Now she has fulfilled her one-year auxiliary teaching 

work, encouraged by the teacher, she is going to apply for the lecturer in the next step. 
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5. Analysis and Discussion 

In this chapter, quantitative and qualitative research results are combined to give a deep 

analyse based on our literature review. We will explore whether each cultural dimension 

could influence female's career advancement in tertiary education field and which factors 

can hinder female's career advancement in different countries. 

 

5.1 Culture influence on female's career advancement 

From the quantitative research results of empirical analysis part, we could see there is 

quite different between Sweden and China regards to power distance’s influence on 

female’s career progressing. As national culture has a direct influence on organizational 

culture, which is sequentially affects the barriers women faced during the job promotion 

(Hofstede et al., 2010). From the results of our questionnaire survey we could see, 

different power distance between China and Sweden (PDI: 80 vs. 31) doesn’t make 

educational organization’s structure in these two countries have big difference (Table 4.1). 

Both of two universities in these two countries have a hierarchical organizational structure 

and the power belongs to few people in their organization while the effect on female’s 

career advancement is quite different. Comparing to China’s figure, Swedish respondents 

feel it is much easier for qualified females to get promotion, and the female teachers are 

endowed with more freedom to apply for a higher position. However, when it comes to 

make decisions, Swedish respondents think their leaders tend to make decisions by 

themselves while Chinese leaders would ask their subordinates’ suggestion when they are 

making decisions. The influence of power distance is clearly presented after the survey, 

females’ working ability is much easier to be valued in Sweden and the females have more 

rights to pursue their rights. But in China, because of high power distance people have 

quite less freedom to apply for a higher position, for those female teachers, even they are 

qualified it’s still not that easy to get promoted. According to Kanter (1993), this 

powerless situation of females can be attributed to the fact that the power is controlled 

most in male leaders’ hands, while majority of females were occupied the lower-rank 

positions. Thus, we can see that power and opportunities were not distributed equally. 
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Male managers are holding upper positions which made their female subordinates have to 

work much harder to prove their ability. 

 

According to Hofstede’s score on the dimension of Individualism vs. collectivism, there is 

a big difference between China and Sweden (IDV: 20 vs. 71). China belongs to typical 

collectivism country while Sweden belongs to distinct individualism country (Hofstede et 

al., 2010). When this cultural attribute reflected in educational field, from our 

questionnaire results of Q 20 and Q21, we could see Chinese educational organization 

pays more attention to group interests than to personal interests and the job promotion is 

more for improving the group internal solidarity. Besides, people’s working motivation is 

coming from themselves instead of the group they work for; they pay more attention to 

personal interests. This research result in line with Hofstede’s opinions, as China is a 

highly collectivist culture where the organization benefit always put in the first place 

beyond people’s individual benefit. In-group considerations affect the organization prefers 

to hire and promote the relatives, hence the employee commitment to the organization is 

low (Hofstede et al., 2010). Personal relationships prevail over task and company. In this 

sense, for those females who don’t have a good relationship, it’s harder for them to get 

career advancement under such cultural background. For the situation in Sweden, the 

organization pays more attention to group interest as well as individual interest. The job 

promotion is more for raising the interest of the individuals and people’s working 

motivation is mostly coming from themselves. As Sweden is an Individualistic society, 

under the “loosely-knit” social framework, the employer/employee relationship is aiming 

to achieve the mutual advantage (Hofstede et al., 2010). Merit is supposed to be the only 

consideration factor when making hire and promote decisions. For those excellent females 

in working, they are easy to be promoted under this cultural background and their ability 

could get proper utilized. 

 

When we tend to analyse the impact of Masculinity vs. Femininity, from our questionnaire 

results we could see under the influenced of this cultural dimension, female career 

advancement situation is quite different between China and Sweden. We could see the 
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obvious difference from our quantitative study. In Chinese university, there are obviously 

more male leaders than female, which is easy to form invisible male-dominated 

organization (Kanter, 1993). Our Chinese respondents don't agree that all types of jobs in 

the university can be down by both genders. From our interview we could know some of 

our interviewees think females are delicate, they are more suitable to do some low 

requirement job instead of striving in the workplace, while struggling for career 

advancement tend to be male’s responsibility. This attitude in line with the gender 

stereotyping explained by Alvesson and Billing (2009). Even China is a typical 

Masculinity country, the teachers in the university don’t think career achievement is that 

important than enjoying life and they won’t sacrifice family and leisure time to pursue 

career advancement. In this sense, we could figure out females career blocks could come 

from male majority organizational environment as well as from people’s gender 

stereotyping, when females are minority, they tend to be more disadvantage when 

competing with males (Alvesson & Billing, 2009; Kanter, 1993). On the contrary, from 

our quantitative survey, we could see the male leader in our target Swedish university is 

quite the same as female leaders. Besides, most of our respondents hold the view that all 

types of jobs can be done by both genders. The teachers also valued families and leisure 

time instead of pursuing for career achievements blindly. People’s attitude is influenced a 

lot by the Femininity country attributes. In a feminine society, keeping the balance 

between life and work balance is more important than focusing on working for the money 

(Hofstede et al., 2010). In feminine societies the role of men and women overlap, people 

take care of each other and focus on quality of life and quality of life is considered as the 

sign of success (Hofstede et al., 2010). In this sense, we could figure out fewer women get 

to the key positions in high MAS society organizations conversely in feminine societies 

they have more equal status as compared to masculine societies. 

 

The next dimension is uncertainty avoidance, which also has an obvious impact on 

Tertiary Educational Field. By comparing the quantitative research result of uncertainty 

avoidance between China and Sweden, we could see in China people work hard because 

their passion to the jobs and also come from their anxious of afraid losing their jobs. 
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Chinese educational organizations usually have clear evaluation promotion system to 

regularize people’s behaviour and stimulate people to work much harder. However in 

Sweden, people’s working passion is mainly from their enthusiasm instead of the 

losing-job pressures. The working organization don’t have clear evaluation promotion 

systems, they pay more attention to people’s individual ability other than setting up too 

many rules for them (Hofstede et al., 2010). Even both China and Sweden exhibit low in 

UAI, but from both questionnaire and interview result we could see in China’s educational 

field there are lots of rules to regularize people’s behaviour, and the employees’ personal 

actions will be influenced by their predictions for the future. From the observation during 

our interview, we could feel Chinese people more afraid of the uncertainty in the future so 

they tend to finish their basic duties instead of taking adventure to pursue for career 

advancement. However, Swedish people have more confidence for their choices, they 

choose what they like to do and have more passion for their jobs. 

 

Regarding long-term and short-term orientation, culture different in this dimension leads 

to different attitude towards woman’s career advancement. From the quantitative results 

we could know influenced by long-term orientation culture, Chinese teacher tend to seek 

for long-term stable job instead of pursuing for short-term achievements. Their working 

behaviours driven by future goals, be perseverant when facing the difficulties and be 

committed to their jobs is their typical working attitude, this character is in line with 

Hofstede and Minkov’s academic theory (Hofstede & Minkov, 2010). Besides, From both 

of the quantitative and qualitative research we could find, Chinese female teachers pay 

high attention to their families and show lofty respects to leaders with higher power. In 

this sense, when facing with the promotion opportunities, Chinese teachers are relatively 

conservative and don’t show too much competitive (Samovar, Porter, & McDaniel, 2009). 

Difference as China, Swedish teachers value long-term achievements but they tend to 

caring more about short-term achievements. Their attitude towards work is driven by 

current goals. After comparing, we found Swedish teachers more initiative to catch up 

present opportunities and they tend to pursue for immediate gratification (Hofstede et al., 

2010). 
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In addition, from the data in empirical study we could see big difference is existed 

between Sweden and China regard to the cultural dimension of Indulgence vs. Restraint. 

With the average score of Q14 and Q15, Swedish respondents prefer the job with less 

working pressure even there might be less promotion opportunities. On the contrary, 

Chinese respondents they pay more attention to whether the job could offer them more 

promote opportunities, they prefer to choose a job with high pressure and more 

opportunities rather than choose a less pressure job with few promote opportunities. With 

the average score of Q16, Chinese people have much stronger desire to pursue for career 

advancement than Swedish. From the statistical data of Q23, 24 and 25, in Swedish 

university, the organization doesn't have very strict working time schedule, the working 

time is relatively flexible and they seldom require stuff to work overtime, however in 

China, the situation is quite different. In high education field, the organization usually has 

a fixed schedule and the school carries out the working time schedule strictly. Working 

overtime has seemed to be a quite common phenomenon in China. These findings are also 

in line to Hofstede’s theories, which declared that China is a restrained society; people in 

this society do not put much emphasis on leisure time and control the gratification of their 

desires. People’s actions are restrained by social norms and feel that indulging themselves 

is somewhat wrong. Different from China, Swedish culture is one of indulgence. People in 

societies classified by a high score in indulgence generally exhibit a willingness to realise 

their impulses and desires with regard to enjoying life and having fun. Based on data 

comparison, we could find out Sweden is typical indulgence culture, this is also reflected 

in Swedish educational field, while Chinese culture tend to be more restraining, people get 

lots of invisible pressures form the society (Hofstede et al., 2010). 

 

5.2 Comparison of barriers between University of Gävle and Guizhou 

University 

5.2.1 Gender stereotyping  

According to previous researches on gender stereotyping, we can see Cubillo and Brown 

(2003) consider that females are always expected as homemaker or housewives. And 
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females are not considered as candidates of managers or leaders at first place since they 

don't have the attributes of being a successful leader. According to our interviewees both 

from China and Sweden, both females and males indicated that females have been marked 

as the one who should take more responsibilities for the whole family. Pursuing career 

advancement may sacrifice the time with family members. Both of our Chinese and 

Swedish male interviewees mentioned that females are less assertive and competitive 

sometimes. On the other hand, from our respondents of the questionnaire from both 

countries, the options from yes to definitely no were all chosen from which we can see 

that they hold similar thoughts on this aspects of barriers. 

  

Apart from the similarities, we found differences as well from the data we’ve collected. 

China, as masculine country according to Hofstede (2010), people tend to believe that 

males are ones who are better to be leaders. However, Sweden, as a feminine country, the 

status between females and males is relatively equal (Hofstede, 2010). From the answers 

to Q27, Q28, and Q29, the lower percentage of Swedish respondents than Chinese one 

indicates that more Chinese tend to be negative to the condition of female’s career 

development. With a higher percentage of negative answers to Q31 and Q35, negative 

impacts of stereotyping can be seen more in Chinese respondents.  

 

5.2.2 Glass ceiling 

Concerning the invisible discrimination on females, as discussed by Davison and Burke 

(2000) in theoretical part, three types of invisible discrimination on females can be the 

obstacles for females from climbing on a higher position. Table 4.8, we can see that both 

Chinese and Swedish chose both negative and positive answers to the two questions 

relating to glass ceiling from which we can see that both Swedish and Chinese 

respondents have met the obstacles from glass ceiling. Comparing to Swedish respondents, 

more Chinese respondents indicated that they have met unfair competition. From the 

reflections of our interviewees, females who are from male dominate faculties, such as 

engineer; tend to be negative to their professional development. Most of them feel difficult 

to compete with their male colleagues since they are not valued as important as males in 



 - 65 -  

 

most instances. In this consideration, our Swedish female interviewees also have the same 

problem when they are the minorities. Therefore, we can see that females both in Chinese 

and Swedish universities share the same problem when it comes to female career 

advancement.  

 

5.2.3 Lack of confidence  

Self-confidence, as a personal factor or a psychological factor, has been regarded as an 

important factor which can directly or indirectly influence the performance when pursuing 

career development (McCormick, 2001). Both of our female and male interviewees agreed 

that self-confidence is essential to their career development. According to one of the 

Swedish female leader, the reason she can be the present position is because she believed 

she is suitable for the job and applied it with hesitation at the first place. However, some of 

our female interviewees indicated that confidence is not the most obvious barrier 

hindering their career development because sometimes even they are confident enough 

about their capabilities for job promotion, lack of network can prevent them from getting 

opportunities to get promoted. 

 

5.2.4 Lack of opportunities  

From all our interviewees both in China and Sweden, opportunities for their professional 

development are almost the same since the requirements for all of the teachers are exactly 

the same. However, according to our interviewees, the condition of females is different 

from different faculties. In the faculty where females are few, for instance, the faculties 

relating to engineering, female staffs tend to be less active than the ones larger in number. 

Most of the interviewees have experienced the where females are excluded from male’s 

network. Therefore, even the opportunities are same for both genders in paper; females 

have fewer opportunities because of this tendency. 

 

5.2.5 Lack of networking  

From the Table 4.11 above, we could see distinctly difference existed between two 

Countries’ target groups. From referring to the average score of Q37 (Sweden 3.18 vs. 
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China 4.14 out of 5) we could know both Swedish and Chinese organizations have more 

male leaders than female leaders in high managerial positions. But Chinese score is quite 

bigger than Swedish, which means in China the amount of male leaders is much bigger 

than female leaders obviously. Hence, those organization has more male leaders is easy to 

form invisible male network, which is hard for females to enter into (Alvesson & Billing, 

2009). According to the average score of Q33, Sweden scores 2.90 out of 5 and China gets 

3.58 out of 5 related to the network. Swedish respondents hold the view that even female 

stuffs are minority; they aren’t excluded from male’s network. By contrast, Chinese 

female teachers are easy to get excluded from male’s networking when they are the 

minority 

 

5.2.6 Lack of mentorship 

According to Kanter (1993), when males are the majority in number, it’s easier for male 

subordinates to get contacts with their boss, and it’s easier for them to get promoted. So 

from males’ perspectives in our investigation, there is a tendency that male leaders are 

inclined to promote or mentor their male subordinates. Since there are no specific 

mentoring policies in both universities, some well-qualified females are still working 

alone. Based on some of our male interviewees, females especially those young female 

students need both male and female mentors who can help them on the way of getting to 

higher positions.  

 

5.3 Similarities and differences of the barriers between Swedish and 

Chinese universities 

According to our investigation, females in both universities confront similar barriers. 

However, influenced by different cultures, differences can be found as well. Table 5.1 

presents the results of our investigation.  
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Table 5.1 Similarities and differences of barriers  

1. Females are excluded from the networking in

male’s dominated area like Engineering

department;

2. Lack of networking prevents females from

getting contact with the recourse relating to

academic research;

3. In female’s dominated area like nursing

department, networking is not a barrier for them.

Network

In male-dominated departments, it is harder for

Chinese female teachers than the Swedish ones

to obtain research resourc. in male’s networking.

Mentoring

1. Mentoring is essential to help more young

female students enter into the area where females

are in minority;

2. Lack of mentorship can hinder females getting

promotion.

1. Swedish female teachers are more stimulated

than Chinese ones to try to get rid of stereotyping

mark on them;

2. Male leaders or colleagues in Swedish side

present more positive and willing attitude towards

helping their female subordinators or colleagues.

Feminine culture provides Swedish females a

relatively fair circumstance to climb on higher

positions; Due to masculine culture, the invisible

block in Chinese university is more of an obvious

obstacle.

1. Females should take more responsibilities of

taking care of family;

2. Females tend to do more teaching work;

3. Young females tend to spend more time on

taking care of small babies.

Transparent policies for career advancement in

the university provide equal chance for all staffs.

Opportunity

to the top

1. Opportunities to the top are equal;

2. Talent is always the first consideration;

3. Females may miss chances due to lack of

networks and less time on research.

Self-

confidence

1. Lack of self-confidence can be a barrier that

prevents females from climbing on higher position,

but not a decisive one.

2. More females entering into male dominated

world can stimulate young female students.

Gender

stereotyping

Glass ceiling

Barriers Similarities Differences

Specific fund is provided for helping females in

Swedish university which offers these females

more opportunities to pursue career advancement

that the Chinese counterparts.

 

Source: Own construction 

 

5.4 Analysis of women’s career advancement with Standard Deviation 

As Ofungwu (2014) indicates, the standard deviation method provides a method for 

researchers to have a deep look at the distributions of each group. Generally speaking, it 

stands for the degree of deviation between data and average value. The higher degree of 

the deviation means the measured variable may be less meaningful, because the choices of 

individuals have wide distribution, showing there may not be any common norm within 

the group regarding the value the variable measures. Hence high score of standard 

deviation cannot stand for general situation (Ofungwu, 2014, p.120). In this sense, we use 
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standard deviation to conduct an analysis about people’s attitude differentiation towards 

cultural influence on female’s career advancement. The low score of standard deviations 

stand for the general attitude which could contribute to our research results while high 

score of standard deviations indicates what further studies may focus on, as a reason why 

these differences exist should be analysed more in-depth.  

 

To exemplify the difference, Figure 5.1 exhibits the line chat of the largest standard 

deviation and the smallest standard deviation in our sample. Blue line comes from Q20 

regarding Swedish attitude towards individualism vs. collectivism, from extremely strong 

fluctuations line, we could know respondents’ attitudes are obviously different. Different 

from this, red line interprets the most consistent attitude, which comes from Q34 regarding 

Chinese attitude towards glass ceiling. 

 

Two lines with obviously different volatility are presented in Figure 5.1. Blue line shows 

the highest standard deviation (s= 4.18) in our questionnaire while red line indicates the 

lowest (s=2.53). We can visually find the difference between these two extreme values. 

Blue line shows concentrated answers indicating that the attitude of the respondents 

towards this question is obviously different while the red line shows that the flat answers, 

which indicates the attitude of the respondents regarding this question is quite similar. 

 

Figure 5.1 Example with the largest and the smallest standard deviation  

 

Source: Own construction, with the answers from Sweden of Q20 and China of Q34.  
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Table 5.2 shows the standard deviation of the questions from culture perspective and 

illustrates the questions of the highest and lowest standard deviation. We can see from the 

answers of Swedish respondents, the lowest standard deviation (s= 2.69) regarding Q2 

which is related to power distance. Combined with the average score of 3.62 out of 5, we 

could conclude respondents hold similar opinions of having freedom to seek for a higher 

post. However, the highest standard deviation (s=4.03) regarding Q14 illustrates 

respondents’ opinions are quite different regarding choosing a job with promotion 

opportunities but high working pressure.  

 

Table 5.2 Standard deviation from culture perspective and questions of extreme values 

Question 
Score Definitely

Yes-5

Definitely

No-1

Average

Score s���
Definitely

Yes-5

Definitely

No-1

Average

Score s
1 14 1 3.76 2.82 4 2 3.06 3.09

2 15 7 3.62 2.69 7 6 2.94 2.68

3 7 4 2.86 2.94 5 1 3.10 2.93

4 13 5 3.86 3.72 16 0 4.04 3.26

5 4 5 3.42 3.51 3 3 2.98 3.24

6 4 6 3.16 3.39 10 3 3.48 2.60

7 1 6 3.00 3.13 8 2 3.36 2.64

8 6 12 2.50 2.88 3 8 2.54 3.01

9 6 18 2.20 3.28 3 3 2.86 3.01

10 22 6 3.82 3.00 3 4 2.80 3.03

11 6 4 2.60 3.68 3 4 3.06 2.91

12 12 5 3.78 3.53 8 1 3.60 3.32

13 1 2 3.26 3.50 5 0 3.72 3.94

14 3 3 2.56 4.03 4 3 3.14 2.99

15 5 3 3.24 2.88 2 5 2.86 3.16

16 6 9 2.64 2.74 6 3 3.26 2.80

ChinaSweden

 

Source: Own construction 
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From the average score of 2.56, most of Swedish respondents hold negative opinions to 

this question. Therefore, it’s necessary to analyse the answers of those respondents in 

minority who hold positive opinion to this question so as to make clear why this question 

has highest standard deviation. Regarding Chinese side, the standard deviation of Q2 is 

lowest (s=2.60) while Q13 gets the highest score (s=3.94). In this sense, the attitude 

towards long-term and short-term orientations should be analysed in depth.  

 

Table 5.3 Standard deviation from organization perspective and questions of the extreme 

values

Question 
Score Definitely

Yes-5

Definitely

No-1

Average

Score s
Definitely

Yes-5

Definitely

No-1

Average

Score s
17 21 0 4.30 3.77 11 0 3.82 3.20

18 18 0 4.16 3.53 15 0 4.04 3.36

19 6 1 3.26 2.88 16 3 3.82 2.82

20 1 0 2.90 4.18 0 5 2.76 3.73

21 1 5 2.94 3.48 2 3 3.36 3.59

22 1 8 2.58 3.04 2 5 3.04 3.04

23 5 7 2.98 2.69 4 2 3.46 3.38

24 8 7 2.86 2.56 5 0 3.50 3.31

ChinaSweden

 

 

Source: Own construction  

 

From Table 5.3, the lowest standard deviation is presented in Swedish respondents in Q24 

(s= 2.56), on another side, Q20 has the highest score (s= 4.18). While in Chinese group, 

Q19 gets the lowest score (s= 2.82) and Q20 has the highest score (s= 3.73). In this sense, 

both Swedish and Chinese respondents have evidently the dissimilar attitude towards Q20 

which is related to if the organization pays attention on personal interests. The impact of 

organization culture on the female career advancement should be analysed by exploring of 

the cultural influence by the dimension of individualism and collectivism in future study. 
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From table 5.4, it’s easy to find Sweden gets the lowest standard deviation score in Q26 

(s= 2.82), which indicates that Swedish respondents hold similar opinions on the question 

“it’s easier for excellent females to get job promotions”. While the highest score of Q36 

(s= 3.72) demonstrates that the respondents’ attitudes are varying regarding the 

opportunities for males. For Chinese side, the lowest standard deviation score is coming 

from Q34 (s= 2.53), and the highest standard deviation is Q31 (s= 4.02). Inconsistent 

views of the respondents are around the attitude towards more female leaders should be 

appointed in the organization. Thus, future study could be conducted based on different 

gender or different ages of female teachers. 

 

Table 5.4 Standard deviation from barriers perspective and questions of the extreme 

values

Question 
Score Definitely

Yes-5

Definitely

No-1

Average

Score s
Definitely

Yes-5

Definitely

No-1

Average

Score s
25 8 4 2.92 2.84 4 3 3.06 3.10

26 9 0 3.26 2.82 3 2 3.14 2.99

27 5 7 2.46 3.65 4 2 3.36 3.20

28 6 22 2.08 3.60 2 3 3.00 3.29

29 0 7 2.42 3.48 1 5 2.60 3.26

30 15 0 3.88 2.93 4 2 3.22 3.13

31 5 5 3.20 3.12 3 0 3.10 4.02

32 2 5 3.08 3.20 2 1 3.28 3.56

33 1 5 2.90 3.66 3 0 3.58 3.83

34 9 3 2.98 2.88 8 3 3.18 2.53

35 0 15 2.26 3.34 9 1 3.74 3.38

36 0 1 2.68 3.72 9 2 3.44 2.72

37 3 1 3.18 3.22 18 0 4.14 3.39

38 12 0 3.80 3.12 6 2 3.56 3.38

Sweden China

 

Glass ceiling
26. As long as females have enough qualifications, it's easier for them to get job

promotion.

Gender stereotyping 31. Do you think there should be more female leaders in your organization?

 Glass ceiling 34. Have you ever met unfair competition when you pursued for higher position?

Opportunities to the top 36. Do you feel opportunities always favor males?

Barrier Question

 

Source: Own construction 
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From Table 5.2 to 5.4, we marked the highest and the lowest standard deviation in each 

part of our questionnaire, which we could know that with lower standard deviation, the 

answers could stand for more general attitude of all the respondents while concerning the 

questions with higher standard deviation. Future study should go in-depth to investigate 

which factors lead to these answers. 
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6. Conclusion 

In this chapter, three parts will be introduced. Apprehension of our research questions will 

be presented in the first part, and the second part will present our contribution, then 

reflections and further research will be followed. 

 

6.1  Apprehension of Research Questions 

In our study, two research questions were conducted. The first one is “How does national 

culture influence female's career advancement in tertiary education field?” and the second 

one is “Which factors can hinder female’s career advancement in University of Gävle and 

Guizhou University?”  On the basis of the analysis and comparison of our primary data 

and secondary data, we can draw the following conclusions:  

 

 With regard to the first question, we found that female’s career advancement 

in tertiary education field could be influenced by following cultural 

dimensions:  

 

1. In tertiary field, the impact of power distance on the organization structure is not as 

obvious as the other field since both universities belong to hierarchical structure. And 

the communication ways between leaders and subordinates in both universities are 

proved to be plat. However, our respondents and interviewees from both sides 

admitted that the power belongs to few people. And according to the study, when the 

power is dominated by males, female teachers in Swedish university tend to be more 

positive towards pursuing career advancement than Chinese counterparts who are 

influenced by high power distance culture. Thus it can be concluded that power 

distance could directly affect females’ career advancement.  

 

2. From collectivism vs. individualism perspective, personal interests are valued more in 

University of Gävle than in Guizhou University. Group in-group cohesion in both 

universities however is regarded as an important aspect which cannot be ignored. Thus, 
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females’ interests can be valued more by the University of Gävle than Chinese 

females’ interests in Guizhou University.  

 

3. Feminine Swedish culture creates relatively equal environment to Swedish females in 

the university and supportive policies provide a better working circumstance for them 

as well. Nearly equal number of male and female leaders set good examples for female 

staffs and stimulate them to pursue career advancement. Influenced by masculine 

culture, female staffs in the Chinese university are not as positive and active 

concerning career advancement as Swedish counterparts. More male leader forms an 

invisible male-dominated organizational culture which makes female staffs blocked on 

the way of getting higher positions.  

 

4. The impact of uncertainty avoidance can be seen in tertiary educational field in the 

respect of following rules. Both Sweden and China belong to low UAI, in Guizhou 

University, female staffs tend to follow the rules made by male leaders to avoid risks 

which can influence their attitude towards job promotion. In University of Gävle, 

females are more flexible towards the policies that Chinese ones. 

 

5. Influenced by short-term orientation, Swedish female teachers are more initiative to 

pursue career advancement than Chinese female teachers. They pay more attention to 

current achievements and immediate gratification. However, Chinese female teachers 

tend to maintain a stable job and pursue for long-term achievements.  

 

6. The influence of indulgence culture on the Swedish university can be observed as well. 

In restrained culture, females in Chinese university, have much stronger desire to 

pursue career advancement while Swedish more willing to balance the work and 

leisure time.  

 

 Concerning the second question, we found both similarities and differences 

between the two universities which can be demonstrated as follows: 
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1. Concerning gender stereotyping, young females with small kids tend to believe that 

they should take more family responsibilities than career advancement. The other 

female staffs who don't need to take care of small babies tend to pursue career 

development. Furthermore, males consider that social culture influence females’ 

attitude towards the balance between career and family life. Females themselves are 

inclined to choose to sacrifice their career for their family which can lead to career 

stagnation or discontinuation. As a result, gender stereotyping can be regarded as a 

main reason for hindering female teachers from job promotion in both universities.  

 

2. What’s more, we found that females from both universities are affected by glass 

ceiling. However, in the Chinese university, glass ceiling is more of an obvious barrier 

comparing to the Swedish one. The principal of the Swedish university is a female and 

some special funding is provided for helping and encouraging females to develop 

career. Meanwhile, there are more females in managerial positions in University of 

Gävle than in Guizhou University. Therefore, we can conclude that glass ceiling may 

gradually disappear if there are more supportive policies.  

 

3. Another barrier on the organizational level is lack of networking which is treated 

crucial factor to job promotion in higher educational field especially for females who 

are working in male-dominated faculties. Females in both universities face similar 

situation that is females feel excluded from the networking when males are the 

majority, particularly in Chinese part, when males are in power, it’s harder for them 

than their Swedish counterparts to integrating into male networking.  

 

4. Furthermore, mentoring from both female and male seniors is necessary to the 

development of female career. Mentoring provides more opportunities for females and 

stimulates them to climb on higher positions. Lack of mentoring may block the way of 

acquainting with the field that they tend to be interested.  

 

5. Besides, from personal factor, on the basis of our investigation, lack of confidence 
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could be a reason that holds females back. However, it can not be regarded as the most 

obvious barrier since we found in the interviews that females who have confidence can 

be destroyed by other obstacles as well. 

 

6.2  Contribution 

Female’s under-representation in top-management positions in education system is 

commonly investigated from social, historical, economical and organizational perspectives 

by researchers and studies from the cultural perspective are few.(Powell & Graves, 2003, p. 

239). In this respect, the underlying study contributes to investigate the fact that national 

culture can affect female’s career advancement. Thus, a model of the relationship between 

national culture and female career advancement has been created which provides a 

reference for the further studies concerning female’s underrepresentation in tertiary 

education area.  

 

Moreover, based on Hofstede’s culture dimensions, the current study identifies that the 

impact of different dimensions of culture on female’s career advancement are various in 

which power distance, masculinity versus femininity and indulgence versus restraint 

(Hofstede et al., 2010) can obviously affect female’s career advancement. Furthermore, 

influenced by national cultures, different barriers confronted by females in the two target 

universities provide a guideline for researchers to conduct deep analysis on female’s 

under-representation on the road to top management or professional positions from 

cultural perspective.  

 

From a methodological perspective, using two data collection method provides the authors 

a clear understanding of different barriers female may confront in two cultures. Thus, the 

combination of both methods can be taken as a good example for Master thesis writing in 

the similar field. 

 

From a managerial perspective, the underlying study recognizes that the impact of these 
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barriers on females exists to varying degrees in the two countries. In Swedish university, 

females are encouraged more than Chinese ones to pursue career advancement, for 

instance, supportive policies and special funding for females. In order to stimulate females 

to enter into male-dominated area to achieve an efficient school management, the findings 

suggest policy makers of both universities or even other organizations to devote attention 

to these barriers and craft better strategies to tackle problems relating to female’s 

under-representation, in particular, policy makers in the Chinese university ought to take 

essence of Swedish measures to improve the organizational management. 

 

6.3  Reflections on our study and suggestions for future studies                                          

In order to investigate the influence of culture differences on female’s career advancement, 

and find out the barriers confronted by females on the road of getting promoted, the study 

was aimed to answer the two questions, “How does national culture influence female's 

career advancement in tertiary education field?” and “Which factors can hinder female’s 

career advancement in Gävle University and Guizhou University?” In this consideration, 

questionnaires and interviews were employed to conduct both quantitative and qualitative 

study. Thus, staff members in the University of Gavle and Guizhou University were 

chosen as our target samples to answer our research questions.  

 

During the data collecting process, based on remarkable literatures including Hofstede, et 

al (2001, 2010), Kanter (1993), Alvesson & Billing (2009), Trompenaars & 

Hampden-Turner (1994), and House (2004) etc., we conducted ten face to face interviews 

with the educators in different departments in University of Gävle, and 50 questionnaires 

were collected as well. In Guizhou university, we managed to interview 6 educators via 

internet and 50 questionnaires were collected online. Fortunately, all the participants 

answered our questions with great patience from which we obtained plenty of detailed and 

useful information. Then on the basis of Bryman & Bell (2007), Lind, Marchal & Wathen 

(2006), Kumar (2005), and Saunders (2009) etc., the collected data was analyzed with 

mean method and standard deviation analysis method. Therefore, based on the remarkable 
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literature works, rich first-hand data and comprehensive data analysis, our conceptual 

framework was testified: national culture could influence female’s career advancement in 

tertiary educational field. And in our study, Hofstede’s six cultural dimensions were 

employed to analyse and answer our first research question, and concerning the barriers, 

we concluded that gender stereotyping, lack of networking, and lack of mentorship are 

most obvious barriers for female’s career advancement; the impact of glass ceiling, 

opportunities and self-confidence is relatively obscure in tertiary education field.  

 

However, our study also has limitations. Since the study focuses on comparing the 

difference between two universities from two different countries, Hofstede’s national 

culture has been regarded as the sole model to analyze the collected data. Further study 

could combine more models to conduct a comprehensive investigation on the impact of 

cultural differences on females’ career advancement in tertiary educational field. Moreover, 

all of the evidence in the underlying study was collected from two universities. In order to 

perceive the whole picture of the situation of female’s career advancement in Sweden and 

China, future study would extend the scope of the samples which means more universities 

in both countries should be taken into consideration. Furthermore, the study mainly 

analyses the data from cultural perspective. The collected data was not analysed from 

gender-based or age-based perspective. Future study could divide male and female 

respondents or participants into two groups and analyze their attitude separately. Or 

respondents of different ages could be divided as well. Additionally, strategies of tackling 

the barriers are not provided in the current study. Therefore, further study could expand to 

deal with barriers in different countries. 
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Appendices  

Appendix I Questionnaire  

 

QUESTIONNAIRE 

Dear participants, we are two MBA students from the University of Gävle, We are Ying Wang and 

Hong Liu. Now we are writing our master thesis about “Female's Career Advancement in Tertiary 

Educational Field”, which is a comparative study between China and Sweden. This questionnaire is 

designed to help us make our investigation. We would like to thank you in advance for taking time to 

help us doing our survey. Please select the appropriate options according to the situation in your 

working place. Best regard and thank you for your cooperation. 

The purpose of the study: to investigate which kind of barriers females will meet during their career 

advancement. How do they react when facing these barriers? We will explore the situation based on 

different culture between China and Sweden. 

Your cooperation will make contribute to helping us and females pursue for their rights in Tertiary 

Educational Field. 

Section A 

1. Your age  1) ≦ 29;  4) 30 -49;  3) 50-59;  4) ≥60     

2. Gender    Female / Male                                                                                   

3.  Your department: ………………………………………     

4.  Your position: ………………………………………….. 

5. How long have you been working in Tertiary Educational Field? ………years. 

Section B-Culture background 1)Definitely     

   Yes 

2) Yes 3) Neutral 4) No 5)Definitely  

     No 

1. Is it easy for qualified females to get 

promotion in your organization?   

     

2. Do you have the freedom to apply for a      
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higher position?  

3. The Leaders always ask the subordinates’ 

opinion when making decisions. 

     

4. Your working motivation is coming from 

yourself. 

     

5. Your working motivation is coming from 

the group you work with. 

     

6. Do you think the job promotion is to raise 

the interest of the individuals? 

     

7. The job promotion is for improving 

in-group cohesion. 

     

8. Will you sacrifice family and leisure to 

work for getting career advancement? 

     

9. Do you think career achievement is more 

important than enjoying life? 

     

10. Do you think all types of jobs can be done 

by both genders? 

     

11. Do you work hard because you are afraid 

of losing your job? 

     

12. Do you work hard because you like the 

job? 

     

13. Will you seek for lone-term achievements 

instead of pursuing for short-term 

achievements? 

     

14. Will you prefer a job with promotion 

opportunities but high working pressure? 

     

15. Will you prefer a job with less working 

pressure but less promotion opportunities? 

     

16. Do you have strong desire to pursue for      
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career advancement? 

Section C-Organization influence 1)Definitely     

   Yes 

2) Yes 3) Neutral 4) No 5)Definitely  

     No 

17. Does your organization have a 

hierarchical structure? 

     

18. Does the power belong to few people in 

your organization? 

     

19. Does your organization have more male 

leaders than female? 

     

20. Does your organization pay more 

attention to personal interest?  

     

21. Does your organization pay more 

attention to group interest? 

     

22. Does your organization have clear 

evaluation promotion system? 

     

23. Does your organization have working 

time schedule? 

     

24. Do they carry out the working time 

schedule strictly? 

     

25. Does your organization often require 

staff to work overtime? 

     

Section D-Barriers 1)Definitely     

   Yes 

2) Yes 3) Neutral 4) No 5)Definitely  

     No 

26. As long as females have enough 

qualifications, it's easier for them to get job 

promotion.  

     

27. Do you agree that males should pursue 

more for career advancement?  
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39. Do you want to add something ralating to the barriers (For instance, mentorship)? 

Tack så mycket  

28. Do you agree that females should fulfill 

more family responsibilities than males?  

     

29. Does your university divide labor 

according to gender differences?  

     

30. Do females always have same 

opportunities as males to get job promotion 

in your university? 

     

31. Do you think there should be more 

female leaders in your organization?  

     

32. Do you think your female colleagues are 

confident to climb to higher position   

     

33. Do you think females are excluded from 

male’s networking when they are minority?  

     

34. Have you ever met unfair competition 

when you pursued for higher position?  

     

35. Do you think females should work 

much harder than males when they 

compete with them?  

     

36. Do you feel opportunities always favor 

males? 

     

37. Are there more male leaders than 

female leaders in high managerial 

positions?  

     

38. Do you think you have done your job 

well and have enough ability to get job 

promotion?  
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Appendix II Interview questions                                       

 Interview questions 

Personal Information 

1. What is your position within the department? Could you describe your duty briefly? 

2. How many staffs are working under your management? 

3. What kind of knowledge and experience do you need to be a manager? 

4. How long have you been working in the University of Gävle? 

5. How long have you been in this position? 

6. Do you have experience of working in other universities? 

 

Information about the organization 

1. What’s your organizational structure? 

2. How do you make decision in the organization? Do you discuss with subordinates or 

deciding alone? 

3. Is it easy or difficult for you to get close to the top peoples in the organization to 

express your opinion?  

4. What’s the proportion of male and female staff on managerial positions in your 

department? 

 

Barriers in female career development 

1. Nowadays, there is a tendency that male still control the mainstream of leadership. How 

do you think about that? Why do you think there are more male managers in top position? 

2. Generally speaking, what are the barriers female staffs meet during the way of career 

advancement in University of Gävle?  

3. Are you afraid that pursuing job promotion may affect your family life? 

4. What is important for developing your career? (Self-confidence or opportunities) 
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5. If you’re qualified to get job promotion, will you apply for that initiatively? 

6. What’s the most important factor helping females to get higher position? 

(Self-confidence, mentorship and opportunities etc.) 

7. Do you think female staffs have the same opportunities with male staffs in your 

department? 

8. Have you experienced that certain types of occupations are occupied by one gender? 

Can you give examples? 

9. Is it easy for well-qualified females to be promoted in your organization? 

10. What do you think about the future of women in educational field to reach top 

position? 

11. How did you get to your present position? Have you ever encountered barriers during 

your career advancement? 

12. Is there anything more about female advancement barriers you want to add? 
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Appendix III The Arithmetic Mean and the Standard Deviation of  

Each Question 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Question 
Score Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1 Total
Average

Score s
Definitely

Yes-5
Yes-4 Neutral-3 No-2

Definitely

No-1
Total

Average

Score s
1 14 16 15 4 1 50 3.76 2.82 4 11 21 12 2 50 3.06 3.09

2 15 16 11 1 7 50 3.62 2.69 7 7 18 12 6 50 2.94 2.68

3 7 5 16 18 4 50 2.86 2.94 5 12 17 15 1 50 3.10 2.93

4 13 28 3 1 5 50 3.86 3.72 16 21 12 1 0 50 4.04 3.26

5 4 27 10 4 5 50 3.42 3.51 3 10 23 11 3 50 2.98 3.24

6 4 14 24 2 6 50 3.16 3.39 10 18 11 8 3 50 3.48 2.60

7 1 17 19 7 6 50 3.00 3.13 8 16 14 10 2 50 3.36 2.64

8 6 6 7 19 12 50 2.50 2.88 3 6 14 19 8 50 2.54 3.01

9 6 2 6 18 18 50 2.20 3.28 3 11 15 18 3 50 2.86 3.01

10 22 14 3 5 6 50 3.82 3.00 3 12 11 20 4 50 2.80 3.03

11 6 3 10 27 4 50 2.60 3.68 3 15 18 10 4 50 3.06 2.91

12 12 27 4 2 5 50 3.78 3.53 8 18 21 2 1 50 3.60 3.32

13 1 25 12 10 2 50 3.26 3.50 5 30 11 4 0 50 3.72 3.94

14 3 8 6 30 3 50 2.56 4.03 4 14 20 9 3 50 3.14 2.99

15 5 20 10 12 3 50 3.24 2.88 2 10 22 11 5 50 2.86 3.16

16 6 6 11 18 9 50 2.64 2.74 6 15 18 8 3 50 3.26 2.80

17 21 24 4 1 0 50 4.30 3.77 11 22 14 3 0 50 3.82 3.20

18 18 24 6 2 0 50 4.16 3.53 15 23 11 1 0 50 4.04 3.36

19 6 14 18 11 1 50 3.26 2.88 16 18 10 3 3 50 3.82 2.82

20 1 6 30 13 0 50 2.90 4.18 0 8 27 10 5 50 2.76 3.73

21 1 12 25 7 5 50 2.94 3.48 2 23 19 3 3 50 3.36 3.59

22 1 8 18 15 8 50 2.58 3.04 2 16 19 8 5 50 3.04 3.04

23 5 17 7 14 7 50 2.98 2.69 4 24 15 5 2 50 3.46 3.38

24 8 8 10 17 7 50 2.86 2.56 5 21 18 6 0 50 3.50 3.31

25 8 8 10 20 4 50 2.92 2.84 4 11 22 10 3 50 3.06 3.10

26 9 10 16 15 0 50 3.26 2.82 3 18 14 13 2 50 3.14 2.99

27 5 4 7 27 7 50 2.46 3.65 4 20 18 6 2 50 3.36 3.20

28 6 3 2 17 22 50 2.08 3.60 2 12 23 10 3 50 3.00 3.29

29 0 9 10 24 7 50 2.42 3.48 1 8 16 20 5 50 2.60 3.26

30 15 18 13 4 0 50 3.88 2.93 4 15 21 8 2 50 3.22 3.13

31 5 14 22 4 5 50 3.20 3.12 3 8 30 9 0 50 3.10 4.02

32 2 16 21 6 5 50 3.08 3.20 2 18 23 6 1 50 3.28 3.56

33 1 10 27 7 5 50 2.90 3.66 3 28 14 5 0 50 3.58 3.83

34 9 7 11 20 3 50 2.98 2.88 8 12 14 13 3 50 3.18 2.53

35 0 12 4 19 15 50 2.26 3.34 9 26 9 5 1 50 3.74 3.38

36 0 8 19 22 1 50 2.68 3.72 9 15 17 7 2 50 3.44 2.72

37 3 15 21 10 1 50 3.18 3.22 18 22 9 1 0 50 4.14 3.39

38 12 23 8 7 0 50 3.80 3.12 6 22 18 2 2 50 3.56 3.38
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