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Abstract 

The purpose of this thesis is to analyze and study how Swedish managers manage cross-

cultural differences and how their management style is adapted to foreign cultures. This thesis 

could contribute to getting a deeper understanding of how Swedish management is adapted to 

foreign cultures. The empirical material in this study has been collected through qualitative 

interviews with four different Swedish managers with experience of managing abroad. The 

theoretical framework is based on the concepts cultural dimensions, management and cross-

cultural adaptation which also are the three concepts in our conceptual framework. The 

conceptual framework is present in the interview template, the empirical chapter and the 

analysis to provide the thesis with a clear line of argument. The empirical chapter describes 

how the Swedish managers have dealt with the challenges of working in a foreign culture and 

how they have adapted their management to another culture.  

 

In the analysis the empirical material is analyzed with the help of the theoretical framework. 

In the analysis the effect of cultural dimensions is discussed in relations to Swedish 

management and which challenges a Swedish manager encounter when managing abroad. 

The conclusion indicates that Swedish managers seem to adapt their management style to the 

extent that they have to be more clear and strict in their management and they have to make a 

lot more decisions. It seems to be a linkage between to what extent Swedish mangers have to 

adapt their management style to the local culture and what kind of management position they 

have.  

 

Keywords 

Swedish management, Cross-cultural adaptation, Cross-cultural management, Cultural 

dimensions. 
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1 Introduction 

1.1 Background  

“For a German and a Finn, the truth is the truth. In Japan and Britain it is all right if it doesn’t 

rock the boat. In China there is no absolute truth. In Italy it is negotiable” (Lewis & Gates, 

2005:3). There have always been many differences between cultures and in today’s global 

society these cultures cross each other to a wider extent than before. The world is increasingly 

getting smaller along with the ongoing globalization and internationalization of firms. With 

this comes new and unexpected obstacles for firms that often are connected to cross-cultural 

dimensions. As organizations have spread and gained a dominant position in our daily lives, 

they also have become increasingly difficult to understand and manage (Bolman & Deal, 

2012).  

 

The word manager origins from the Latin manL and via the Italian maneggiare, which 

describes the training of horses in the “manege”. The meaning was later extended to “skillful 

handling” in general such as with musical instruments (Hofstede, 1993). Today management 

is used as a word that describes the coordination and organization of the activities that are 

necessary in order to achieve a defined goal within a business (Drucker, 2012; Maccoby, 

2000).  

 

Along with the internationalization of firms it is getting more common for managers to 

expand with the firm to a new country and culture. The degree, to which firms and managers 

are able to adapt to the demands of the international environment, has an impact on whether 

the foreign venture is successful or not. When different cultures cross each other in a business 

context it is often in inter-organizational situations such as joint ventures, mergers, licensing, 

distribution agreements and sales of products and services where negotiation has to be face-

to-face. As the extent of foreign to domestic trade increases, so does the frequency of business 

negotiations between people from different countries and cultures (Adler & Graham, 1989). 

These cross-cultural business-interactions have existed for many years and already in the 

1990’s Black & Mendenhall (1990) argued that managers that are working in a multinational 

environment, should have the skills necessary for domestic management plus the cross-

cultural and international skills that are required for effectiveness when working in a 

multicultural environment.  
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Hofstede (1993) defines the word culture as the collective programming of the mind, which 

differentiates one nation or group of people from another. There are both differences and 

similarities between cultures, and regarding management behaviors there are both universal 

behaviors and cultural specific behaviors. The unique cultural characteristics in management 

have been influenced by cultural specific variables such as language, values, beliefs and 

religion (Hofstede, 1993). “There is something in all countries called “management”, but its 

meaning differs to a larger or smaller extent from one country to the other, and it takes 

considerable historical and cultural insight into local conditions to understand its processes, 

philosophies, and problems” (Hofstede, 1993:89). This is something that Newman & Nollen 

(1996) discovered, there is no optimal universal way to manage a business, and thus different 

management practices must be adapted when facing different cultures. They argue further that 

the cross-cultural differences that challenge managers have been difficult to accept for several 

of them and the current globalization makes it even harder. According to Hofstede (1993) the 

word “management” means many different things dependent on where in the world one is 

located, it is likely that one country’s management theories do not apply abroad. Javidan et al 

(2006) however, claims that there is such a thing as a “global leader” and that the way 

multinational corporations handle their global leadership is a critical factor for being 

successful globally. The global leader must have the ability to influence people that are unlike 

him or her and that comes from different cultural backgrounds. The global leaders need to 

tolerate high level of ambiguity, show cultural flexibility and have a global mindset. 

 

The Swedish management model has its origin in the Swedish community and tradition, to 

treat each other well and with respect. In Sweden it is important to be able to co-operate with 

others and know that one helps oneself by helping others (Gullers grupp, 2007).  

Sweden is one of the most globalized and open countries in the world, and only a few 

countries match Sweden’s global orientation. The average of OECD countries’ foreign trade 

as a share of GDP, is less than half of Sweden’s level (Hatzigeorgiou & Lodefalk, 2011). 

Since many Swedish firms are internationalized or planning on expanding their business 

abroad, Sweden is a good example to study when it comes to management in a cross-culture 

perspective. Swedish business culture is often seen as very different compared to other 

cultures, and to the uninitiated it might be incomprehensible (Wästberg, 2009). In general 

Swedish organizations are flat and non-hierarchical with a more informal decision-making 

process than other countries. However, this does not mean that the Swedish process includes 

fewer meetings or less planning, it is generally the other way round (Wästberg, 2009).  
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“If an American group sets out to build a railroad, they try to find the best 

engineer, the best contractors, decide from where to where the railroad should 

go, build the team and set off. When they meet an obstacle on the way, they try 

to solve it as they go. Swedes would spend an extra year on planning and 

mapping, thinking of what could become a problem during the project and add 

the required manpower successively. When they run into problems, they have 

probably anticipated them” (Wästberg, 2009:1). 

People from other countries that have visited Sweden in business, seem to recognize that there 

is a typical Swedish leadership style with special character traits. The characteristics seem to 

be anti-hierarchal structures, low internal competition and easy communication (Wästberg, 

2009). IKEA is something that people all over the world connect with Sweden, and it is often 

portrayed as the obvious example of Swedish management. The IKEA management is 

described as a democratic leadership with focus on trust in employees, delegating and the 

reaching of consensus (Wigerfelt, 2013). This however, can be a bit problematic for IKEA in 

their business in China since the employees there often wants to be instructed. The Chinese 

managers in IKEA adapts to the Swedish values but recognizes the problems, they believe 

that the Swedish ways are ineffective with too long processes (Wigerfelt, 2013). 

 

Culture and cross cultural problems are topics that are widely discussed among theorists and 

they are especially interesting topics due to the ongoing globalization and internationalization 

of firms. Management has a different meaning in every country and the reason for that is 

founded on the many different cultural aspects of a country. Firms that are going international 

suddenly have to deal with cross-cultural problems to a larger extent than before. For many 

Swedish firms this means bringing their management culture abroad, which could be difficult 

if the foreign culture differs a lot from the Swedish culture. 
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1.2 Problem discussion 

Swedish management is an interesting topic in the context of the cross-cultural differences 

that occur in the internationalization of Swedish firms. Therefore we have studied previous 

research done on the subject of Swedish management in a cross-cultural perspective. In most 

of the previous research done about Swedish management in a cross-cultural perspective, 

Swedish management has been studied as a part of different clusters and not as a concept per 

se. 

 

In a study made by Waxin & Panaccio (2005) the Swedish management was studied in the 

context of Scandinavian management, on the subject of cross-cultural training. The 

Scandinavian management is compared with French, German, Korean and Global 

management. The main purpose of this study was to analyze the effect of the different types 

of cross-cultural training and to examine the mediator effects of the culture of origin and of 

the previous international experience of this relationship. The results indicated that 

Scandinavian managers have been sent to foreign countries during a long time, and that they 

possess a lot of international experience which works to their advantage.  

 

Swedish management has also been studied in the context of Nordic management, researchers 

such as Lindell & Arvonen (1996), Nilsson & Kald (2002) and Sippola (2009) have all 

studied this topic in different perspectives. Lindell & Arvonen (1996) have studied the Nordic 

management and compared it with the Latin-European and East European management. The 

study revolves around the question whether there is such a thing as a Nordic management 

style, and how this management style differs from Latin and East European management 

styles. The results of the study showed that there is something that could be called a Nordic 

management style and that it is characterized by planning and order, delegation of 

responsibility, friendship with subordinates and orientation toward innovation.  

 

Nilsson & Kald (2002) researched the topic of advances in performance management, both 

for the Nordic Region as a whole and each country per se. The authors studied the difference 

between interactive and diagnostic use of performance management systems and how 

developed the performance management is in the Nordic countries. The results of the study of 

the Nordic countries as a cluster, indicated that top-managers have become more centralized 

in their decision-making which indicates that they are increasingly dealing with performance 

management. However there are also cultural differences within the Nordic countries that 
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cannot be ignored (Lindkvist, 1988 referred in Lindell & Arvonen, 1996). These differences 

were found by Nilsson & Kald (2002) as Swedish managers did not follow the same pattern 

as the other countries regarding performance management. The Swedish top-managers were 

not as centralized in their decision-making as the other Nordic countries. These results 

indicates that the Swedish managers do not match the geographically close countries when it 

comes to management style, instead they tend to differ from the cluster.  

 

In a study made by Sippola (2009) Swedish management was studied in the context of Nordic 

management in unionized and non-unionized industrial enterprises in the Baltic States 

(Estonia, Latvia and Lithuania). The study was done through nine different case studies of 

Nordic subsidiary companies. The results of the study showed that Nordic managers have 

difficulties to use their Nordic management style in their Baltic operations since they are used 

to the fact that their institutional settings are nationally characterized as a coordinated market 

economy. The Nordic managers hesitate when they use this management style in their Baltic 

operations, since the conditions there are different from the Nordic economies and the Baltic 

States have a typical liberal market economy. 

 

Swedish management has also been studied in a European management context, and 

researchers such as Chevrier (2003) and Javidan et al (2006) have studied this phenomenon 

through different perspectives.  Chevrier made a study in 2003 about cross-cultural 

management in multinational project groups, to get a better understanding of the dynamics of 

these international project groups. Through studying the project leader and which strategies he 

or she uses to deal with cultural diversity, she studied three different European project groups. 

In one of the three project groups the Swedish management was included in a North European 

cluster, and the results indicated that partners from Southern Europe extensively express their 

opinions while the partners from North Europe and primarily Scandinavia only express their 

opinion when they disagree with what is said.  

 

Another research where Swedish management is discussed in a European cluster is Project 

GLOBE that has studied 62 different cultures in their study about worldwide leadership 

differences (Javidan et al, 2006). In their research they use the word leadership instead of 

management, however, the use of leadership is in a business context and it is in our 

interpretation that it is used as a synonym to management. From the 62 culture sample in their 

research, project GLOBE was able to empirically verify ten cultural clusters where the 
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Swedish management was included in the Nordic European cluster. Their research resulted in 

the formation of six global leadership dimensions that differentiate in cultural profiles of 

desired leadership qualities. The results in the Nordic Europe cluster were: 

-To be a good leader it is very important to be charismatic. 

- In order to be a good leader it is important to be team oriented. 

- It is important for a good leader to be participative.  

- It is fairly important for a good leader to be human oriented. 

- It is not that important to be autonomous as a good leader.  

- Self-protective, is a characteristic that inhibits a person from being a good leader rather than 

contributing to being a good leader.  

 

After studying the existing research on Swedish management in a cross-cultural perspective, 

we find that Swedish management mostly is studied in clusters among cultural similar and 

geographically close countries. The different clusters where Swedish management was 

included were Nordic management, Scandinavian management, North European management 

and Nordic European management. In the previous studies Swedish management has been 

over all generalized together with other countries in the cross-cultural management 

perspective. The authors of this study agree with Lamsa (2010) in her discussion about 

leadership differences among cultures. Lamsa discuss leadership as in the context of business 

leaders, and therefore the authors interpret her usage of the word to be synonymous to 

management. Lamsa (2010) argues that a leadership style that is efficient in one country may 

be very ineffective in another country, which indicates that people are not always aware about 

the differences between cultures. It can be easy to assume that due to close borders, common 

history and cooperation, leadership styles would not be that different, however they are. 

Lamsa (2010) explains that there are notable cultural differences in Finnish and Swedish 

leadership, which must be taken into account when engaging in business cooperation. This 

indicates that even geographically close countries do not necessary have the same cultural 

approach regarding management. As Lamsa (2010) discussed in her research, Finnish and 

Swedish management differs from each other even though they often are clustered together in 

cultural studies about management. Lindell & Arvonen (1996); Nilsson & Kald (2002) and 

Perlitz & Seger (2004) also argues that the clusters of countries that are studied in a 

management context, involves many different management styles. These arguments indicate 

that it probably is incorrect to assume that geographically close countries have the same type 

of management style. A researcher that further confirms this argument is Taleghani (2011) 
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who has studied management in European countries. He came to the conclusion that the 

Swedish managers are those that have the most unique management style among the 

European countries. In the previously done research that involves the Swedish management in 

a cross-cultural perspective, the Swedish management is not studied per se. It would therefore 

be interesting to study how the Swedish management in specific functions when applied in 

another culture.  

This leads us to our research question: How do Swedish managers adapt their 

management to different cultures in their international business?  

 

1.3 Purpose 

The purpose of this thesis is to study and analyze how Swedish managers manage cross-

cultural differences and how their management style is adapted to foreign cultures. This thesis 

could contribute to getting a deeper understanding of how Swedish management is adapted in 

foreign cultures.  
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2 Theoretical framework 

2.1 Literature review  

2.1.1 Cultural dimensions 

In order, to some extent, describe the cultural differences between nations it possible to do so 

by using Hofstede’s (2015) six dimensions. By using this model one can make predictions 

about a country’s society, how their management processes work and which theories that are 

applicable to their management. Hofstede uses six dimensions in his cultural research, but in 

this study we have chosen to only focus on four of these dimensions; Power Distance, 

Individualism, Masculinity, and Uncertainty Avoidance. The chosen dimensions are those 

which we believe will be useful in the analysis of the empirical material. The fifth and sixth 

dimensions; Long-term versus Short-term Orientation and Indulgence versus Restraint are 

dimensions which we exclude from our cultural analysis since we will not be able to perform 

an analysis that thorough.  

 

The first dimension is called Power Distance, which refers to the degree of inequality that is 

considered normal in a country and the scale goes from relatively equal (small power 

distance) to extremely unequal (large power distance). In Societies where a high degree of 

power distance is found, the power is unequally distributed and people accept the hierarchical 

order in which everybody has a place. In societies where the power distance is low, people 

want to equalize the distribution of power (Hofstede, 2015). Power and inequality are basic 

facts of a society and all societies are unequal to some extent, but there are some societies that 

are more unequal than others (Hofstede, 2011). In societies where there is a low power 

distance, hierarchy is something that implies inequality of roles which are established for 

convenience. While in societies with a high power distance, hierarchy is inequality on an 

existential level. In small power distance cultures, subordinates expect to be consulted in 

business matters, while the subordinates in the opposite culture expect to be told what to do.  

The second dimension is called Individualism and refers to which level the people in a 

country prefers to act individualistic rather than as members of a large group (collectivism) 

(Hofstede, 2015). In individualistic cultures everyone is expected to look after themselves and 

their nearest family, while in collectivistic cultures people are often born into strong, cohesive 

groups that could be seen as extended families. In individualistic societies it is considered to 

be healthy to speak one’s mind and it is expected that people have a personal opinion 
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(Hofstede, 2011). However, in the collectivistic societies one should not speak his or her mind 

and there are no personal opinions, only the group’s opinion is the one that matters.  

 The third dimension is called Masculinity and its opposite pole is called Femininity. This 

dimension refers to which degree a society associate tough values like performance, 

assertiveness, success and competition with the role of men and how it prevail over more 

tender values like maintaining warm personal relationships, the quality of life, service, care 

for the weak and solidarity, which often are associated with women’s roles (Hofstede, 1993). 

In masculine societies there is a preference for achievement, assertiveness, heroism and 

material reward for success and these societies are more competitive than others (Hofstede, 

2015). Feminine societies prefer cooperation, the quality of life, modesty and caring for the 

weak and the feminine society is more consensus oriented. Masculine cultures versus 

feminine cultures in a business context could be seen as “tough versus gender” societies.  

The fourth dimension is called Uncertainty Avoidance and refers to which degree people 

prefers structured situations over unstructured situations and how the society tolerance 

ambiguity (Hofstede, 1993; Hofstede, 2011). This dimension indicate how the people in the 

society are programmed and if they feel either comfortable or uncomfortable in unstructured 

situations. Unstructured situations are situations that are unknown and different from usual 

situations and societies with strong uncertainty try to avoid these situations through strict 

codes of behavior, laws and regulations and the belief in the absolute truth (Hofstede, 2011). 

In cultures with weak uncertainty avoidance people are comfortable with ambiguity and chaos 

and people without authority are also seen as competent. In cultures with strong uncertainty 

avoidance there is a need for clarity and structure and people with authority is believed to 

have all the answers and competence in the society.  

 

2.1.1.1 Cultural dimensions of Sweden 

If Sweden is analyzed with According to Hofstede’s (2015) cultural dimensions Swedish 

people are independent and want equal rights. In a business context there are almost no 

hierarchy and the managers often coach, which empower the employees. The Power distance 

in Sweden is low and control is not popular, the power is more decentralized and managers 

believe in experience and skills among their team members. The communication in Swedish 

companies is direct and participative and the employees’ expect to be consulted. 

Sweden is an individualistic country, which means that Swedes are expected to only take care 

of themselves and the closest parts of the family. In societies were the individualistic 

approach is common, offence is something that causes loss of self-esteem and guilt.  
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In individualistic societies the relationship between the employer and employee is a contract 

based on mutual advantage, and the hiring and promotion decisions are supposed to be based 

on merit only and management is to manage individuals.  

When it comes to masculinity in Hofstede’s dimension (2015) Sweden scores very low, 

therefore Sweden is seen as a feminine society. Characteristics that indicates a feminine 

country are; the importance of balance in life between work and family and it is important that 

everybody is included in events and activities. As a manager in this type of society it is 

important to be supportive and to make sure that decision making is reached through 

involvement, managers also value equality, solidarity and quality in their working lives at the 

same time as they strive for harmony. Swedes are known for having long discussions and if 

conflicts occur they are solved by negotiation and compromises, which can take a long time. 

In Sweden it is motivating to get free time and to have flexible hours, place and works, and 

the whole Swedish culture is based around the word “lagom” – not too much and not too 

little. 

In the dimension uncertainty avoidance Sweden scores very low, which means that the society 

is more relaxed with rules and norms are more common. There should not be more rules than 

necessary in a country that has low uncertainty avoidance. Further, schedules are flexible, 

innovation is not seen as threatening and precision and punctuality do not come naturally.  
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2.1.1.2 Cultural dimensions: comparison between six countries 

 

 

Figure 1: Diagram of cultural dimensions based on four of Hofstede’s (2015) cultural dimensions (own 

construction) 

 

In the diagram above, all the countries presented and discussed in the empirical material are 

displayed as a comparison between the countries’ cultural dimensions. Each country is 

compared to Sweden in order to get an idea of how the culture in each country differs from 

the culture in Sweden. As seen in the diagram, the largest power distance among the six 

countries exist in China and the level of power distance in China is more than twice as high as 

in Sweden. Germany, the US, Luxembourg and England also have a higher level of power 

distance than Sweden, however, their levels are only slightly higher than the one in Sweden. 

England and the US are the countries with the highest level of individualism while China has 

the lowest level and could instead be seen as a collectivistic culture. Germany, the US, 

Luxembourg, England and China all have extremely high levels of masculinity compared to 

Sweden which is seen as a very feminine country. Sweden, England and China have a quite 

weak uncertainty avoidance and they are approximately on the same level. Luxembourg and 

Germany however, have a strong uncertainty avoidance compared to the rest of the countries 

and the US level of uncertainty avoidance is somewhere in between weak uncertainty 

avoidance and strong uncertainty avoidance.  
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2.1.2 Management 

2.1.2.1 Swedish management  

Birkinshaw (2002) explains that in Sweden it is very common that the employees are 

attending in the decision making processes and they want to have as much freedom as 

possible in their work. As a manager in Sweden, one must be prepared to get challenged by 

the subordinates and the manager must learn to trust his staff. In Sweden there is a strong 

belief of putting the whole group ahead of one individual person, which means that there is a 

strong collectivist culture. There is a lack of power distance in Sweden and in many 

companies hierarchy is avoided. The masculinity in Sweden is not as high as in the US or in 

UK, Swedes are seen as more feminine in their values and work ethics. There is also a high 

level of tolerance of uncertainty in Sweden, which means that people are not afraid of 

crashing or falling off their path. This makes the Swedes less resistant to changes and they are 

much more open to new ways of thinking and more tolerant towards foreigners (Birkinshaw, 

2002). 

In the article “Chinese views on Swedish management”, Isaksson (2009) explains how the 

Swedish management looks through a Chinese perspective. The result of his study shows the 

following results: 

- The management culture in Sweden takes it for granted that both staff and managers work 

well without much supervision. 

- A lot of the Swedish managers attention is focused on empowering employees. 

- The Swedish culture is highly built on trust and it is something that is central in the Swedish 

management style.  

- Sweden has frequently held staff meetings where employees are expected to share their 

opinions, which is something that seems strange and alien to foreign cultures. 

- It is common for Swedish managers to avoid conflicts and to hope that people work it out 

themselves. However, when a conflict becomes acute the Swedish managers will address it 

head on. 
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2.1.2.2 Cross-cultural management  

According to Javidan et al (2006) it is important how multinational corporations handle their 

global management, and it is important to implement global management in order to be 

successful globally. The “global leader” must be able to influence people with different 

cultural backgrounds, show cultural flexibility, tolerate a high level of ambiguity and have a 

global mindset. 

  

Holden (2002) claims that the term cross-cultural management no longer can be described as 

the management of cultural differences. The cross-cultural management is instead related to 

managerial activities in the new international business era, where it is important with global 

networking, organizational learning and to practice knowledge management. Knowledge 

management is when a manager together with his employees shares his or her know-how and 

experience. Further Browaeys & Price (2008) refers to Adler (2002) when defining cross-

cultural management as; ”the behavior of people in organizations around the world and shows 

people how to work in organizations with employees and client populations from many 

different cultures. Cross-cultural management describes organizational behavior within 

countries and cultures; compares organizational behavior across countries and cultures; and, 

perhaps most important, seeks to understand and improve the interaction of co-workers, 

managers, clients, suppliers, and alliance partners from countries and cultures around the 

world.” 

 

Oertig & Buergi (2006) explains that there are several challenges for a manager when 

managing in a cross-cultural context, especially in an organization with the structure of 

several levels of authority. There are several factors that are particularly important for the 

cross-cultural manager to have in mind: 

- It is important for the manager to be creative and have a collaborative leadership style 

as well as outstanding communication skills.  

- The manager needs to lead by influence rather than authority and it is important to be 

able to manage functional and cultural mindsets as well as personal issues of the 

personnel. 

-  It is also vital for the cross-cultural manager to be creative with finding new ways in 

order to communicate across different time zones and also work around geographical 

barriers.  
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- Relationships building and face-to-face communication is important for the manager 

to keep on doing and not just rely on the technology that has the trend to increase more 

and more. The face-to-face communication is the most important factor in order to 

build and develop a trust among the personnel.  

It is valuable to invest in education regarding interaction communication and the language 

used in the foreign country. The training will help to reduce potential distrust and it will get 

positive response in terms of efficiency at work (Oertig & Buergi, 2006).  

 

Caligiuri & Tarique (2012) discuss global managers, and the importance for a manger to have 

a high tolerance of ambiguity and a high level of cultural flexibility in order to be effective in 

a global workplace. The results of the study indicate that dynamic cross-cultural competencies 

are essential for the global manager to be able to do a good performance. Individuals that 

possess dynamic cross-cultural competencies are able to more effectively meet the challenges 

of working in a complex global environment. Non-work related cross-cultural experiences are 

some of the factors that lay the foundation for dynamic cross-cultural competencies. The 

results imply that all cross-cultural experiences, also the non-work related, have an impact on 

individuals’ attitudes and behaviors. This can affect the development of global manager 

competence. Conclusively the findings suggest that cross-cultural experiences are positively 

related to tolerance of ambiguity and to cultural flexibility. 

 

2.1.3 Cross-cultural adaptation 

Haslberger (2005) defines cross-cultural adaptation as a complex process in which a person 

becomes capable of effectively functioning in a culture that differs from his or hers own 

culture. Another definition of cultural adaptation is made by Jun et al (2001) whom defines it 

as a social cognitive process that reduces anxiety and uncertainty in international business.  

When it comes to cultural adaptation, Francis (1991) came to the conclusion in his study that 

a moderate adaptation to the foreign culture is necessary to develop a good business 

relationship. The findings indicated that some degree of similarity improves the attraction in a 

business relation, therefore a moderate adaptation to the foreign culture is beneficial to 

successfully establish business relations abroad.  

Cross-cultural differences that challenge managers could be difficult to overcome sometimes 

and the current globalization makes it even more difficult. Newman & Nollen’s (1996) study 

further discuss the theory that it is important to some extent adapt to the local culture, since 
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they argue that there is no optimal universal way to manage a business. Their results indicated 

that the performance of a firm is better if the management practices are equivalent to the 

national culture. Thus, in order to be successful in their international business the managers 

should adapt their management style to the local culture. Lin (2004) argues that cultural 

adaptation is beyond simply adapting business practices, it involves adjustment, 

understanding and learning about the other party through a cultural perspective. The results of 

Lin’s study showed a positive association between business relationship commitment and 

cultural adaptation. Which means that the more committed a party is, the more effort he or she 

will invest in this relationship including adapting culturally. 

Jun et al (2001) claim that business expatriates adaptation to the host marketplace is 

dependent on how successful their cultural adaptation to the host society is in general. It is 

therefore important to be able to adapt to the host society’s culture in general before being 

able to adapt to the local business culture successfully. 
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2.2 Conceptual framework 

In order to connect the theoretical chapter with the empirical findings and the analysis, we 

have created a conceptual framework based on our study’s three main concepts; management, 

cross-cultural adaptation and cultural dimensions. These three concepts are linked together. 

As Hofstede (1993) argues, management style is something that is based on the cultural 

dimensions of a country, and when a manager brings his or her management style abroad in 

international business it is not likely that those management practices are applicable. Javidan 

et al (2006) suggest that a manager that works internationally should be culturally flexible and 

have a “global mindset”. Further, Newman & Nollen’s (1996) research indicates that the 

international performance of a firm becomes improved if the management practices are 

adapted and equivalent to the local culture. These three statements indicates that the concepts; 

management, cultural adaptation and cultural dimensions are connected to each other. By 

connecting the different chapters with a conceptual framework the line of argument in this 

study becomes clearer. The figure below displays the connection between the three main 

concepts; in order to understand how Swedish managers adapt their management style abroad 

it is important to first analyze and understand the cultural dimensions of the foreign culture as 

well as how Swedish managers work in general.  

 

 

Figure 2: conceptual framework (own construction)  
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3 Method 
3.1 Research approach 

According to Bryman & Bell (2011) there are two methodology research approaches that 

could be proceeded from when collecting empirical material; deductive approach and 

inductive approach. Both concepts represent different ways of shifting between empirical data 

and theory (Yin, 2013). The inductive approach has a tendency to allow empirical data lead to 

theory, while the deductive approach has a tendency to let theory lead to the relevant 

empirical material. According to Dubois & Gadde (2002) there is a third research approach 

that is called abductive approach, which is to be seen as a separate concept rather than a 

mixture of inductive approach and deductive approach. This approach is useful if the 

researcher’s has the intention to discover new things, such as other relationships and 

variables. The authors are not supposed to confirm existing theories, instead they should 

develop new theoretical models. If the authors are relying on abduction, they should modify 

their original framework successively as a result of unanticipated empirical findings or 

potential theoretical insights gained along with the research process (Dubois & Gadde, 2002). 

 

Our study had an abductive research approach which was the most suitable approach for the 

purpose of this qualitative study. Since the purpose was to study how Swedish managers adapt 

to cross-cultural differences it was difficult to know which type of theories that could be used 

and therefore, in this study the empirical chapter and the theoretical chapter were constructed 

along with each other. This approach meant that the theoretical framework was under 

construction until the empirical material was gathered. Since there are hardly any theories 

about Swedish management in a cross-cultural perspective, the abductive approach gave us 

the possibility to adapt our theoretical framework to the empirical findings. There were some 

uncertainty about what the results of the empirical findings would indicate, therefore this 

strategy was suitable. When the empirical data was collected it became clearer which theories 

we needed in order to analyze the empirical findings and answer the research question. Since 

there was a theoretical gap in the matter of Swedish management in a cross-cultural 

perspective, we wanted to further study the phenomenon and build our own theoretical 

framework successively along with the creation of the empirical chapter.  
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3.2 Research method 

According to Bryman & Bell (2011) there are two kinds of research method; quantitative 

research and qualitative research. In a qualitative study, the researcher is more thorough with 

analyzing and gathering of data than in a quantitative study. Qualitative research can be 

described as interpretative, inductive and constructionist (Bryman & Bell, 2011).  

According to Yin (2013) qualitative research offers a much bigger freedom in the choice of 

topic compared to other research methods. There are five features that distinguish qualitative 

research (Yin, 2013): 

 It studies people’s lives in a real life context. 

 The research refers to the opinions and perspectives of the people involved in the 

study. 

 The research covers the different contexts and circumstances that people live in. 

 The research aim to use several different sources instead of one type of evidence.  

Bryman & Bell (2011) describes that there are special steps to follow when working with a 

qualitative study. The first step is to formulate general research problems and questions. 

Thereafter the focus should lie on finding relevant study objects to interview in order to 

collect the necessary data. The next step is to study, interpret and analyze this data in the 

context of relevant theories and concepts. The comparison of empirical material and theories 

will help specify the research question even further (Bryman & Bell, 2011). 

 

This study is of a qualitative character, and it fulfills the necessary criteria of a qualitative 

study as mention in the text above. Our study process is similar to the steps that Bryman & 

Bell (2011) mention that is common to follow when doing a qualitative study. We began our 

research process by choosing topic, which was Swedish management with an international 

approach. In the first stages of the working process of our thesis we screened the previously 

done research that touched upon this field of study. By searching through keywords such as 

management, cross-cultural management, cross-cultural dimensions, cross-cultural 

adaptation and Swedish management we were able to get a picture of the previously done 

research on the topic. We found a theoretical gap when it came to Swedish management in a 

cross-cultural perspective. Thus we began to formulate our problem and research question; 

How do Swedish managers adapt to different cultures in their international business? The 

next focus was to find suitable study objects to interview in order for us to collect necessary 

data. The best way for us to collect empirical material was trough conducting qualitative 
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interviews with individuals with a lot of knowledge within the field of research. Through 

interviewing several different Swedish managers we were able to obtain knowledge from the 

interviewees’ reality concerning how to adapt to a foreign culture as a Swedish manager in an 

international business environment.  

 

The purpose of this thesis was to study Swedish managers, where the interviewees’ opinions 

and perspectives regarding their management in foreign cultures were in focus. The purpose 

was to get a deeper understanding of the social reality that was the Swedish management in a 

cultural perspective, thus a quantitative research method would not have been suitable for this 

kind of study. A quantitative study would not have given us enough detailed answers which 

were needed in order to get a deeper understanding of the reality.  

  

3.3 Data collection 

There are different ways to collect data and Yin (2013) mentions that the most common 

methods are: interviews, observations, collection and reviewing of e.g. printed material. The 

chosen way to collect data in this study is through interviews. There are three types of data; 

primary data, secondary data and data collected from third-hand experience.  In this study, the 

empirical material will be based on primary data. Primary data is explained as data collected 

from first-hand experience, and it is something that is registered through hearing or vision. 

The primary data in this study will be collected through qualitative interviews with several 

different Swedish managers.  

 

We chose to use qualitative interviews based on the reason that it is possible to be flexible in 

the questioning, and therefore be able to capture the interviewee’s thoughts and opinions to a 

wider extent by the usage of follow-up questions. Bryman & Bell (2011) claims that there are 

two types of qualitative interviews; unstructured interviews and semi-structured interviews. 

Our interviews were semi-structured, which means that we followed an interview-template 

with specific concepts and questions that were relevant for the study. This type of interviews 

gave us flexibility to choose the order of priority regarding the questions and also the ability 

to add attendant questions. This method of data collection was the most suitable method for 

this study, and it provided us with the right conditions to be able to get as detailed answers as 

possible.  
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In this study we have used the type of online-interviews which concept is called 

asynchronous, which means that our data material was gathered through e-mails. Bryman & 

Bell (2011) explains that the formulation of questions in qualitative interviews made online is 

the same as the one in a qualitative interview made face-to-face. An important choice that the 

researcher must consider when doing interviews online is if they should happen in 

synchronous or asynchronous. Interviews online done synchronously means that the interview 

questions were asked at one and the same occasion, while online-interviews done 

asynchronously means that the interview questions were asked at several different occasions.  

It is more risky with online-interviews since the interviewees might not answer all the 

questions. However it is possible to create trust between the researcher and the interviewee so 

that this situation does not occur. If the trust exists there are a lot of opportunities for the 

researcher to send the interviewee follow-up questions if needed, which is more difficult after 

a face-to-face interview.  

 

There are many pros and cons when it comes to interviewing online and some of them are; 

Pros; 

 It is much cheaper with online-interviews. 

 Online interviews are preferable if the interviewees are people that are difficult to 

meet with and get a hold of, e.g. if they are living in another country or have a very 

high position.  

 It is possible for the interviewees to decide on their own when they want to answer the 

questions instead of having the pressure of having to schedule a time for an interview.  

 The interviews do not need to be recorded which reduce the tensions that many people 

can experience when being interviewed.  

 There is no need to transcribe the interview, which is an advantage if time and 

recourses are limited.  

Cons; 

 To answer online interviews the interviewee has to have access to a computer, e-mail 

and internet which can limit the amount of potential interviewees.  

 When conducting online interviews it is more difficult for the researcher to make 

contact with the interviewees and create a good relationship. 

 There is a risk that the interviewee does not answer all the questions.  

http://tyda.se/search/asynchronous?lang%5B0%5D=en&lang%5B1%5D=fr&lang%5B2%5D=es&lang%5B3%5D=sv
http://tyda.se/search/asynchronous?lang%5B0%5D=en&lang%5B1%5D=fr&lang%5B2%5D=es&lang%5B3%5D=sv
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 The researcher cannot be sure if the interviewee is the person that he or she claims to 

be.  

It was not possible for us to get face-to-face interviews with our interviewees, since one of the 

managers was away on a business trip to Japan, two of them at that time busy in the US and 

the fourth travelling a lot and living in Luxembourg. It was challenging to get phone or skype 

interviews since there were time differences and all four interviewees were very busy. We 

decided that it was best, due to the circumstances, to question each interviewee via email 

since this meant that the managers could answer the questions when they got time. We were 

also able to ask follow-up questions on the matters where we wanted a more developed 

answer. In order to avoid as much irrelevant information as possible our interview questions 

were based on our conceptual framework. Interviews via email were not the most preferable 

method for us, but due to the circumstances this was the best way of getting answers from our 

interviewees. We were aware that conducting interviews via email might not have been the 

best way to conduct qualitative interviews, and that this data collection method could have 

affected the quality of the answers.  However, even though the method might have been 

somewhat less preferable, we believe that this data collection method gave us enough detailed 

answers to be able to fulfill our purpose and answer our research question.  

 

In order to find measures on a certain concept, Bryman & Bell (2011) claims that it is 

necessary to have one or more indicators for the concept per se. There are different techniques 

on how to create these indicators, e.g. one or more concepts could be formulated and become 

a part of an interview schedule. There are also other ways to shape indicators; usage of public 

statistics and review of the content in media, this made by a content analysis. Our interview 

guide is based on our conceptual framework to simplify the analysis process of the empirical 

material. By using this strategy we are able to structure the empirical material in a way that 

will create a line of argument through the whole study. On the next page, our concept-based 

interview template is displayed, note that our interview questions can be found as attachments 

in the end of the study.  
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Table 1: Operationalization scheme (own construction) 

 

Main concepts  Sub-concepts Interview questions 

Management Management responsibilities 

 

Management values 

Question 1 

 

Question 2 

 

Cross-cultural 

management 

Management in a cross-

cultural perspective 

 

Which efforts that has been 

made in order to adapt the 

management style to the 

local culture 

 

Preparation before 

international work 

 

Question 3 

 

 

Question 4 

 

 

 

 

 

Question 7 

 

Cultural dimensions The cultural differences that 

are present in the 

international business abroad 

 

Question 5  

 

Question 6 

 

 

This is our concept-based interview guide, where the main concepts and the sub-concepts of 

our interview questions are displayed. The interview questions can be found in the first 

appendix in the end of this paper.  
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 3.3.1 Sample 

According to Bryman & Bell (2011) it is important to describe how the interviewees were 

selected or how many interviews that were made, in order for the reader to get the right idea 

of how the study was made. It is therefore important for researchers that work with qualitative 

methods and interviews to thoroughly explain if the sample is based on coincidence, purpose 

or through convenience (Bryman & Bell, 2011; Yin, 2013). There could be several reasons for 

working with a convenience-based sample, such as the appearance of certain restrictions. A 

possible restriction that could lead to a convenience-based sample could be that the 

organization itself wants to choose the interviewees (Bryman & Bell, 2011).  

 

Our sample of interviewees is built on convenience. Since our purpose was to study Swedish 

managers in other cultures, we wanted to find Swedish managers that had worked or were 

working abroad to interview. At first we looked at different Swedish companies in order to do 

a case study, but it was difficult to find companies that were interested in participating. We 

decided that it would be more profitable to study objects on an individual level since it would 

provide us with a more trustworthy result if the empirical data came from different individuals 

independent of each other. Thus we started searching for several different Swedish managers 

from different companies to interview and we began to look around for potential interviewees 

in our surroundings. After asking around among friends and family we finally found our four 

interviewees, whom were all independently signed. All four interviewees were Swedish 

managers working abroad in different countries and they all had different backgrounds. Our 

first interviewee was Mikael Blomquist, a CEO, principal owner and investor in different 

companies and he had a lot of experience of managing abroad in countries such as the US, 

Germany, China and South Africa. The second interviewee was Anders Lindell, a financial 

adviser and sole owner of a Swedish incorporated company and he had previous experience of 

managing abroad in countries such as England, Germany and the US. The third interviewee 

was Jesper Magnusson, a CEO of a company called Les Mills in the US. The fourth 

interviewee was Lennart Rutholm, the head of Catella Wealth Management in Luxembourg. 

We believe that this diverse type of sample contributed to getting a trustworthy empirical 

material and a result based on reality. This sample was suitable for this study and provided us 

with the empirical material needed in order for us to be able to fulfill our purpose.  
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3.4 Quality of research  

It is significant for a study to be both valid and reliable in order for the research to indicate 

good quality.  A valid study has gathered and interpreted data in a correct way so that the 

conclusions correctly projects and reflects the studied part of the reality (Yin, 2013). 

 

3.4.1 Validity 

Validity is an important criteria for a researcher, and it refers to which degree the data has 

been gathered and interpreted in a correct manner so that the final conclusions projects the 

studied part of the reality (Bryman & Bell, 2011; Yin, 2013). Yin (2013) explains that when it 

comes to all types of research, especially qualitative research, it is important that the validity 

of the research and its results is tested in order to determine the quality of the study. In a valid 

study the data has been gathered and interpreted in a suitable way that correctly reflects the 

reality of the field of research that was studied. All studies include arguments that can be 

either valid or invalid, and it is in the authors best interest to see to that as many arguments as 

possible is valid in order to strengthen the validity of the whole study. Bryman & Bell (2011) 

describes four primary types of validity; concept validity, internal validity, external validity 

and ecological validity. Concept validity is a criteria most commonly used in quantitative 

research where there is an attempt to reach a measurement on social concepts. The internal 

validity often concerns causality and whether a conclusion that includes a causally 

relationship between two or more variables are reliable or not. E.g. if it is stated that X are 

affecting Y, is it guaranteed that it is X that are affecting Y or can there be another underlying 

relationship? External validity is a criteria that questions whether the results from a study 

could be generalized outside the specific study-context. Thus the selection of individuals and 

organizations for the study becomes important. The ecological validity is a criteria that 

concerns whether the results can be applicable in the everyday life that people live in and in 

their natural social environment. 

 

It is difficult to fully fulfill the internal validity of this research since we cannot be entirely 

sure that we have covered all possible perspectives in this study, and that the discovered 

relation between the variables are not instead due to some other factor. However, we have 

read and analyzed a lot of scientific article and books related to our field of study and our 

conclusions are based on both our empirical findings and theoretical data, which contributes 

to strengthen our internal validity. We were able to get four detailed interviews from the 

observations in the field of Swedish management in a cross-cultural perspective. The four 
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interviewees were entirely independent of each other and all four of them worked in different 

types of companies over the world, which we believe are factors that help to strengthen the 

validity of our study. We interpreted the interview material from each interviewee 

independently in order to create one as trustworthy picture as possible. It is fair to say that this 

study has external validity since the data has been gathered and interpreted in a correct way 

and in combination with a diverse sample, our conclusions projects a generalizable part of the 

reality that is Swedish management in a cross-cultural perspective. This study is applicable in 

the everyday life and captures the social reality of Swedish managers working in abroad. We 

have studied people in their natural social environment without interfering or creating an 

unnatural study environment, thus this study fulfills the ecological validity.  

 

3.4.2 Reliability 

Reliability refers to the question whether the results from the study would be the same if the 

study were to be repeated, or if the results are affected by haphazard or coincidental events 

(Bryman & Bell, 2011). The concept is often used in context with the question whether the 

developed measuring’s within business administration are consistent and consequential. The 

reliability criteria is often current when a quantitative study is being performed, since the 

researcher with a quantitative approach would be interested in whether a measurement is 

stable or not. Yin (2013) argues that it is important for the research process to be transparent, 

which means to record every part of the qualitative study so that it is available for 

examination. The main idea about transparency is that everyone should be able to review your 

research and the findings that support your conclusions. It is very important that the 

researcher document his or her working process, which includes the chosen methodology that 

might have impacted the study and its result through e.g. the choice of study environment or 

study objects. It can be difficult to maintain reliability when conducting a qualitative study, 

since qualitative studies require a whole other transparency regarding the author’s personal 

role and traits. Personal circumstances and the author’s demographical profile can affect the 

qualitative study and its results.  

 

As Yin (2013) explains it could be difficult for our qualitative study to maintain reliability, 

since our roles as authors possibly can have affected the outcome of the study. If this study 

were to be performed again, it is not certain that the results would be 100 % equivalent with 

our results since we could have unknowingly affected the results in some way. However, we 

believe that if our study would be performed again the results would be somewhat similar 
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with our results. The reason why we believe this is due to the fact that management is based 

on cultural dimensions and culture is something that evolves very slowly, thus rarely change. 

By connecting the empirical material with the theoretical chapter through our conceptual 

framework we are able to strengthen the reliability and the results can be connected back to 

the theories. All the interviews are attached in the end of the thesis, where the interview 

questions also can be found.  

 

3.5 Methodological criticism  

After finishing this study there are somethings that we in hindsight would have done 

differently. For starters we would have chosen a larger sample of interviewees in order for our 

empirical material to be even more trustworthy. We are aware that performing interviews via 

email is not preferable and that this data collection method could have affected the depth of 

the interviews. Therefore, if we had done this study differently we would have tried to do the 

interviews face-to-face or via the telephone in order to get even more detailed answers.  
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4 Empirical findings 

Below is a short description of the interviewees, whom will be referred to as Blomquist, 

Lindell, Magnusson and Rutholm. The empirical material will be structured after the 

conceptual framework, and after each headline we will present each interviewee’s answer 

concerning the concept.  

 

4.1 Presentation of the interviewees 

Mikael Blomquist (2015) 

Blomquist has a long history of being CEO in different larger international companies. Today 

he works as a CEO, principal owner and investor for different companies at the same time. 

Blomquist has a lot of experience of working internationally and he has previously worked in 

countries such as Germany, the US, China and South Africa. In his role as a manager, 

Blomquist believes that everyone is equally important and that it is substantial that the 

employees are aware of the company’s goals in order for them to be able to contribute. He 

also believes in a work environment that is open and where everyone can freely express 

themselves regardless of their position.  

 

Definition of a manager by Blomquist (2015):  

A manager should be operative with focus on strategic management and financial control. 

 

Anders Lindell (2015) 

Lindell has worked in managing positions in different companies, and has a lot of experience 

of working abroad in countries such as Germany, the US and England. Today he works as a 

financial consultant in a Swedish incorporated company where he is the sole owner. As a 

manager Lindell believes that it is important to be able to get the employees to cooperate with 

each other so that everyone is participating fulfilling the company’s goals. He also believes 

that it is important that the employees work independently and take initiative on their own. 

 

Definition of a manager by Lindell (2015): 

A manager is a leader that should be able to motivate and lead his or her employees to a 

specific goal. The main task as a manager is to find a suitable strategy in order to be able to 

reach the goals.  
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Jesper Magnusson (2015) 

Magnusson is currently the CEO of Les Mills in the US where he is responsible for 

development, results and to create a functioning team of leaders in order to lead the company 

to success. In his role as a manager Magnusson believes that it is important to appreciate 

differences and that every employee should be able to use his or her abilities and knowledge 

to a maximum level. He also consider it to be essential to be honest and to point out the 

positive achievements and focus on the good things. 

 

Definition of a manager by Magnusson (2015):  

Management is all about creating and communicating a strategy that leads the company to 

success.  

 

Lennart Rutholm (2015) 

Rutholm is working as head of Catella Wealth Management in Luxembourg. Rutholm works 

daily with different nationalities and within his team there are people from Luxembourg, 

Belgium, France, Germany, Ireland and Sweden. Rutholm believes that it is essential for a 

manger to believe in the individual and to give him or her responsibility and the freedom to be 

initiative.   

 

Definition of a manager by Rutholm (2015):  

A manager is someone that should be able to lead and delegate tasks in a way that stimulates 

the employees and make them feel happy and valuable without losing their focus.  

 

4.2 Cultural dimensions 

Blomquist 

When working internationally Blomquist has encountered many cross-cultural differences and 

believes every country differs from each other when it comes to business culture. One of the 

most difficult cultural differences he has experienced has been to witness how different other 

cultures deal with human rights. In countries such as Germany, the companies have a more 

hierarchical structure which can be difficult to adapt to as a Swedish manager. Blomquist 

explains that from his experience abroad, most managers have a different management 

approach than the one we have in Sweden, and each management approach is based on the 

fact that every culture’s beliefs and values are different.    
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Lindell 

Lindell has encountered many cultural differences when working internationally. The most 

obvious cultural difference he has experienced is that countries such as Germany, the US and 

England are more hierarchical in their company structure. Lindell explains that it occur 

friction when the employees in other cultures solve problems in a different way than he would 

prefer and is used to.  

 

Lindell explains that in the American culture it is common to argue for the individual opinion 

and discussions do often occur, and Americans are general more confident than Swedes. In 

Sweden people are afraid to speak up in larger groups, this however is not the case in England 

and the US. When it comes to the culture in England he has experienced that they have a 

different kind of society and it could be explained as society built on different classes. High 

education from good universities is automatically high class and provides an advantage in the 

corporate sector, while the low class people get treated in whole different way. Lindell claims 

that England is still masculine, which can be seen in their business culture, and the fact that 

the society is not yet equal. 

 

Magnusson 

Magnusson explains that Americans are very good at talking in front of others and they are 

very social and good at expressing themselves. However, this is in most cases only a façade 

and it is important to be able to see through the “bullshit”. In America there is a strong service 

centered culture which can be both positive and negative. Magnusson explains that the 

Americans do everything for their customers even if it effects the company in a bad way, and 

many of the employees have difficulties saying no and to be clear about what the company 

can offer and not. From his experience, Magnusson has noticed that the Americans are more 

hierarchical in their company structure. This has been difficult to manage since Magnusson 

has had to actively work to create a more non-hierarchical structure, where employees dare to 

confront him and take part in the decision-making process.  

 

Rutholm 

The main cultural difference that Rutholm has encountered is the hierarchical difference 

between other cultures and Sweden. The employees are used to a hierarchical company 

structure and he is not, which creates a cross-cultural problem for him in his Swedish 

management. Another cross-cultural difficulty is the language, and the fact that they speak 
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several different languages in Luxembourg; French, German and Luxembourgish. It is easy to 

misunderstand each other since there are many different ways to express oneself.     

 

4.3 Management 

Blomquist 

When it comes to his management style in a cross-cultural perspective Blomquist explains 

that his experience of managing abroad has in general been positive. He believes that the 

reason for his successful experience is the fact that he has had plenty of time to implement his 

management style in the foreign cultures. Thus, he has had time to adapt his employees to his 

Swedish management style. When working as the CEO for a big factory in Germany 

Blomquist experienced that the employees were a bit afraid of the manager, and were almost 

bit too formal and respectful towards the person in charge. This was something that did not 

match Blomquist’s way of managing and did not accord with his previous experience from 

Swedish work environments. An example of this was that the German employees did not want 

to address him by his first name, even though this was something he preferred.  

 

In the US Blomquist worked as the CEO and was head of several manufacturing companies 

within the heavy automotive sector where he experienced the opposite of working in 

Germany. The employees in the US were as the Germans afraid of the manager, however 

instead of being respectful and formal they behaved in a disrespectful and informal way 

towards the manager. This was something that Blomquist experienced as difficult and 

challenging and he discovered that the best way of handling this problem was to have a 

confident and strict approach in his management. In China where Blomquist was the CEO and 

founder of a manufacturing facility it was common with bad working conditions which were a 

challenge for Blomquist when he wanted to create a better working environment for his 

employees. His efforts were not appreciated by other Chinese managers and they threatened 

to withdraw their offering of manufacturing facilities. Before leaving China, Blomquist found 

two Chinese managers that shared his beliefs and values regarding working conditions and 

they embraced his Swedish way of thinking and implemented it in their daily work.  

 

Lindell 

Lindell’s experience of managing abroad has been over all positive. However, he claims that 

it has been a bit of a cultural chock when working abroad. Every culture has its own 

stereotypical manager and Lindell believes that this is something that contributes to the 
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cultural chock. He has a lot of experience of working in multinational companies in both 

England and Germany, where the cross-cultural dimension becomes more apparent.  

 

According to Lindell Swedish managers appears as sissy and a bit unclear since they are more 

democratic in their way of managing than what is expected of them. In Germany the manager 

is expected to make a lot of decisions, and this was something that Lindell was not used to in 

his management. The employees in Germany were not used to be a part of the decision 

making process and therefore they did not oppose decisions even if they were incorrect, since 

it was not “their responsibility”. This was something Lindell found difficult and he did not 

agree with this way of working. In some cultures it was common that the employees withheld 

bad information due to the fact that they were too ashamed and afraid to bring it to the 

manager. When working in the US he experienced that the employees were less liable to 

confront and argue against the manager, this since the American employees have lower work 

protection and is afraid of being fired. Lindell explains that Americans are more hierarchical 

in their way of working, which is something that reflects upon the American business culture 

in general. In their managerial decisions, the American managers tend to use a lot of statistical 

data which can feel bureaucratic and circumstantial for a foreign manager.  When it comes to 

management style, Lindell claims that Swedes have a more friendly approach to their 

employees while the managers in England and the US want to have a certain distance between 

themselves and their employees.   

 

Magnusson 

Magnusson has mainly worked in the US as a manager where he has experienced that his 

management style in general has functioned well. When working in the US he tried to 

maintain his Swedish management style along with his values, which was difficult sometimes. 

Magnusson had to clearly explain his beliefs and values and why he did things in a certain 

way. In the US he had to get to know his team and work to earn their trust.  

 

Rutholm 

Rutholm works daily with many different nationalities in Luxembourg and he explains that 

the major difficulty to manage as a Swede is the fact that most of these nationalities are more 

hierarchical in their culture. The employees have a lot of respect and fear for the manager and 

do not dare to take initiative on their own. This is something that Rutholm has found difficult 

and has led to a lot of extra work for him as a manager. The company structure in 
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Luxembourg differs from the one in Sweden and Rutholm believes that the dynamics in the 

organization disappears in Luxembourg. 

 

In his role as a manager, Rutholm believes that it is important to give each individual 

responsibility and encourage initiative and independency. This is however something that has 

been difficult to implement in his management in Luxembourg, since there is a possibility that 

it can generate the opposite results and he could be seen as a weak manager. 

 

4.4 Cross-cultural adaptation 

Blomquist 

When it comes to adapting to a new culture, Blomquist explains that he never has changed his 

beliefs and values in order to adapt. However, in some occasions it has been necessary for 

him to adapt in order to be able to take the command. Since Blomquist has had high managing 

positions through most of his international experience, he has had the benefit of being able to 

dictate his own terms. However, he believes that if he were managing on a lower level he 

would not been able to fully manage in a Swedish way. Continuously he claims that his 

Swedish management style and previous results are the reasons behind his success as a 

manager and that in his experience the Swedish way of managing has been successful in other 

cultures.   

 

Blomquist has not received any preparing cultural education before working abroad, he 

however believes that it would have helped him if he had gotten the opportunity to work with 

someone that had previous experience working abroad.  

 

Lindell 

Lindell believes that the major cross-cultural difference when it comes to management lies in 

the decision making process. When working abroad he has experienced that he has had to 

adapt his way of managing regarding the clarity when delegating tasks to employees. 

Continuously he explains that in many other cultures it is important to be thorough as a 

manager about which decisions that should be made on employee level and which decisions 

that should involve the manager. This is something that Lindell has had to adapt his 

management style to, when working abroad. He further explains that he in some situations has 

had to adapt his management style to an individual level. An example of this is to think “How 

can I communicate with this person to get him / her to do what the group wants?”  
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Lindell has not had any particular education preparing him for working as a manager in other 

cultures. However, he believes that a preparation of how the Swedish manager functions in 

other cultures could have helped him to be a better international manager.  

 

Magnusson 

In his management role in the US, Magnusson claims that he has never had to adapt his 

management style to the local culture. He has stood by his beliefs and values and has 

implemented his Swedish management style in his daily work. Magnusson believes that it is 

important to stand by ones beliefs and values and instead of changing approach one should 

explain why he or she manages in a certain way. One difficulty that he has come across is the 

fact that the American employees have a tendency to wait for orders and do not often take 

initiative on their own, which is frustration since Swedes are much more independent and 

enterprising. Thus Magnusson has had to be clearer in his way of managing and clearly 

explain how he prefers to work.  

 

Magnusson has not received any preparing education before working abroad but believes that 

the American culture is something that Swedish people are familiar with, and therefore he 

claims that education would not have been necessary.  

 

Rutholm 

Since there are a lot of different nationalities in Rutholm’s work environment, he has had to 

adapt his management style to both a cultural and individual level. Rutholm has not made any 

major changes in his management style. However, he has had to be clearer in his delegations 

of work tasks since many of the employees lack the ability to be initiative due to the fact that 

they come from more hierarchical cultures.  

Rutholm has not received any education before working abroad but he believes that it would 

have helped him a lot, due to the fact that it would have spared him the blood, sweat and tears 

in his international career.  
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5 Analysis  

5.1 Cultural dimensions 

Blomquist and Lindell argue that the companies in Germany have a more hierarchical 

structure which is seen in the way that the employees behave in the work place. The German 

employees were very formal and respectful towards the manager and the employees were not 

used to be a part of the decision making process, since it was not “their” responsibility. 

Lindell explains that it is expected of the German manager to make a lot of decisions and he 

was surprised of the amount of decisions he had to make, a lot more decisions than a Swedish 

manager would have to make. When Germany is analyzed with Hofstede’s (2015) cultural 

dimension model, Germany has a larger power distance than Sweden, however there is no big 

difference. When comparing Germany with Sweden there is a large difference when it comes 

to uncertainty avoidance, in Germany there is a strong uncertainty avoidance while in Sweden 

the uncertainty avoidance is much weaker. Even if the degree of power distance do not differ 

that much between Germany and Sweden, it is possible to see differences within the two 

business cultures. The employees in Germany seem to want to be told what to do to a large 

extent which indicates a society with a large power distance. Since the two interviewees that 

have worked in Germany both have experienced the same working conditions, it is clear that 

there is a distinct difference in the business environment between Sweden and Germany. The 

Germans have a more hierarchical business structure than the one existing in Sweden and the 

manager in Germany has a lot more central role with a lot more responsibility than the 

manager in Sweden, which both are indicators of a larger power distance. Another reason to 

why the German employees lack initiative and independency in their work is the fact that 

Germany has a strong uncertainty avoidance. The German employees are in need for clarity 

and structure in their work environment which is something that Swedish mangers are not 

used to. The Swedish managers are used to the fact that the Swedish employees can work on 

their own without much supervision, therefore it is not strange that the interviewees find it 

difficult to manage German employees. Even if Germany and Sweden in general seem to have 

similar cultures, they seem to have quite different business cultures.  

 

According to Lindell and Magnusson it is common in the US to have a strong individual 

opinion and the Americans are in general more confident than Swedes which often results in 

discussions. In most of the cases the confidence is only a facade and it is important to be able 

to see through all the “bullshit”. Blomquist has experienced that the Americans often speak 
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their mind which sometimes could be seen as disrespectful and informal. Lindell has 

experienced that in the US the employees are less liable to confront and argue against the 

manager, which he believes is due to the fact that the employees have low work protection 

and are afraid of being fired.  Lindell and Magnusson claims that the American business 

culture is more hierarchical structured than the business culture in Sweden. Since the 

American employees are used to a hierarchical work environment they have to be instructed 

thoroughly what to do and they are not used to being involved in the decision making process. 

When analyzing the US and Sweden with Hofstede’s (2015) cultural dimensions it is possible 

to distinguish the fact that the US has a slightly larger power distance than Sweden. The 

American and Swedish culture are both very individualistic, however the American culture is 

even more individualistic than Sweden according to these cultural dimensions. The US has a 

stronger uncertainty avoidance than Sweden. The American employees are used to be told 

what to do in a more hierarchical work environment which probably is the result of a large 

power distance. It is not that strange that the Swedish managers find it difficult to manage in 

the American work environment that is more hierarchical than the one that they are used to. 

The American culture is very individualistic and the people often have strong opinions and 

often speak their mind, which is something that people in Sweden do not do to the same 

extent. Blomquist, one of the three interviewees that have experience of working as manager 

in the US, claims that the American employees were quite informal and disrespectful, this was 

however something that Magnusson and Lindell did not agree with. A possible explanation 

for why the interviewees experienced the American employees in different ways could be that 

Blomquist had such a high position (CEO) in a very large multinational company. Thus in this 

company he managed other managers which could explain why the employees dared to 

confront and question Blomquist. The other two interviewees experienced the opposite, which 

was the fact that the employees were used to a hierarchical company structure and therefore 

rarely argued against the manager. Since there is a high uncertainty avoidance in the US and 

the fact that Lindell point out, the existing low work protection in the country, it is more 

logical that the employees do not usually dare to argue against the manager. Therefore 

Blomquist’s statement seems to be an exception since he is the one with the highest manager 

position among the three interviewees. The interviewees’ experiences from working in 

Germany and the US seem to be quite similar which indicates that they have larger power 

distance and stronger uncertainty avoidance than Sweden.  
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In his experience of working in England, Lindell explains that the managers want to have a 

certain distance between themselves and the employees which makes the business 

environment a lot more hierarchical than Sweden. In Sweden people usually are afraid of 

speaking in front of larger groups, this however is not the case in England. Lindell describes 

England as a country with a very different society where the people are divided into classes 

and this is something that is reflected in their business environment. People with high 

education from recommended universities are automatically seen as high class which provides 

them with an advantage in corporate sector. Lindell also argues that England is still to be seen 

as a masculine society that is not completely equal which also can be reflected in their 

business environment. When analyzing England and Sweden with Hofstede’s (2015) cultural 

dimensions there is not that much of a difference when it comes to power distance, however 

when it comes to individualism and especially masculinity, England scores way higher than 

Sweden. Even though the power distance in England is not much higher than in Sweden, there 

seem to be a lot more hierarchical business environment in England where the managers want 

to have a certain distance between themselves and their employees. The fact that the society 

seems to be divided into classes would according to Hofstede’s (2011) classification indicate 

a country with a large power distance. The Englishmen as well as the Americans have strong 

opinions and are not afraid to speak up, which is due to the fact that these two cultures are 

more individualistic than Sweden. There is an extremely high degree of masculinity in 

England while Sweden is more feminine which is reflected in the business environment. The 

masculinity can be related to the class society in England and the fact that the community is 

still quite unequal. It is not that strange that Lindell experience the English business 

environment as different compared to Sweden, due to the fact that their business environment 

is more masculine and hierarchical.  

 

When Blomquist worked in China he encountered a lot of challenges since he wanted to 

implement his Swedish management values regarding the working conditions. The work 

conditions in his soon-to-be manufacturing facility were bad, which was something that 

Blomquist wanted to change. These Swedish opinions regarding working conditions were not 

appreciated by the Chinese managers whom threatened to end the cooperation with the 

Swedish company. When analyzing China and Sweden with Hofstede’s (2015) cultural 

dimensions it is clear that China has a lot more power distance than Sweden and that their 

society is a lot more masculine than Swedish society. These are probably the reasons why 

Blomquist experienced Chinas management ethics as very different from his Swedish 
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management ethics. The bad working conditions in China are a clear reflection of the power 

distance that exists in the country, where the hierarchy not only exists within the companies it 

also means existential inequality. The large power distance combined with the high level of 

masculinity in China means that the inequality among people in the society is substantial and 

that the acceptance of these conditions is high. Therefore it is not surprising that the working 

conditions and work ethics in China usually are a lot worse than in Sweden.  It is probably 

difficult as a Swedish manager to change the Chinese way of managing since their beliefs and 

values regarding business culture seem to be strongly connected to their country’s culture, and 

therefore it is probably easy to insult the Chinese managers when suggesting drastic changes 

in their work environment. 

 

Even though Luxembourg consists of many different nationalities and cultures Rutholm is 

able to distinguish the fact that Luxembourg is very hierarchical in its business culture. The 

employees have difficulties working independently and they have a lot of respect and fear of 

the manager. He also describes the organizational structure as less dynamic in Luxembourg 

than in Sweden which makes the way of working less flexible. Another cultural dimension of 

working in Luxembourg is the presence of three official languages; German, French and 

Luxembourgish that can create misunderstandings if interpreted wrong. When analyzing 

Luxembourg and Sweden with Hofstede’s (2015) cultural dimensions it is possible to 

distinguish the fact that Luxembourg has a slightly higher level of power distance than 

Sweden. When it comes to uncertainty avoidance, Luxembourg has much stronger uncertainty 

avoidance than Sweden. The power distance is reflected in the Luxembourgish work 

environment, as the employees have a lot of respect and fear for the manager and the clear 

hierarchical way of working. Once again, even though the power distance in Luxembourg is 

not that much larger than in Sweden, it seems to be enough difference between the two 

countries to create two different business environments. The Luxembourgish employees are 

unable to work without strict guidelines and supervision, which is the result of the strong 

uncertainty avoidance in the country. The business culture in Luxembourg seems to be as 

different from the Swedish business culture as the ones in England, the US and Germany. The 

experienced cultural differences that seem to be mutual among all these countries, are the 

larger power distance and the high uncertainty avoidance. China however, is very different 

from the other cultures. China has a huge power distance and is a lot more masculine than 

Sweden, but when it comes to uncertainty avoidance China and Sweden are approximately on 

the same level. When analyzing the experienced cultural dimensions in the empirical material 
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it is possible to see a line of argument regarding how the business cultures in England, 

Luxembourg, the US and Germany differ from the Swedish business culture. In these 

countries the managers have a more important role with a lot of responsibility, since the 

employees are not independent and initiative and require a lot of strict guidelines and 

supervision. The business environment in these countries are very hierarchical where the 

employees do not dare to confront the manager or be a part of the decision making process. 

This however is not the case in Sweden, where the employees want to work independently 

and want to be a part of the decision making process. The business culture in Sweden is very 

non-hierarchical, which as a result makes the work environment more open and relaxed where 

the employees feel as they are a part of the company.  

 

5.2 Management  

When it comes to management values, Blomquist; Lindell; Magnusson and Rutholm all 

believe that it is important to encourage the employees to be independent and initiative. They 

all agree on the fact that the employees should be able to express their opinion and that they 

should be a part of the decision making process, since collaboration is a key factor for 

reaching the company’s goals. They all seem to argue for the fact that it is important to 

provide the employees with freedom and responsibility in order for the employees to be able 

to develop in their position and contribute to the company’s goals. Blomquist present the 

importance of having an open work environment where everyone freely can express 

themselves irrespective of their position. Magnusson argues that positive achievements should 

be in focus and that honesty is essential for a manager. These management values match the 

definition of Swedish management that is made by Birkinshaw (2002) to a large extent. 

Birkinshaw explains that Swedish managers usually involve the employees in the decision 

making process and that the employees have a lot of freedom in their work. It is also common 

that employees question and confront the manager regarding decisions. In Sweden it is 

important to collaborate and to work as a group instead of individually and that the manager 

must learn to trust his or her employees. Isaksson (2009) agrees to the fact that trust is a 

central concept in the Swedish management culture as well as the fact that Swedish managers 

have a collectivistic thinking. In Sweden it is common with frequently held meetings where 

the employees are expected to contribute with their ideas and opinions. Swedish managers 

trust in their employees and take it for granted that all employees work well independently 

and without much supervision. When comparing the interviewees’ management values and 

the theories about Swedish management values there are many similarities. The Swedish 
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managers want to have a work environment were collaboration is a key factor and everyone 

are contributing to the company fulfilling its goals. It is also important for the Swedish 

managers that the employees are independent and initiative and that they dare to speak their 

minds in the presence of the manager. Trust and honesty is also two essential factors for the 

Swedish manager. Even though the interviewees work in different lines of business and are 

spread out in different cultures they seem to have similar values and opinions regarding 

management. These values and opinions match the theoretical definitions of Swedish 

management to a large extent and therefore confirm that there is a common way of thinking as 

a Swedish manager. Since the interviewees’ have a common way of thinking it is not that 

surprising that they also encounter similar challenges when managing abroad. 

 

When working abroad Blomquist found that the most challenging elements for him as a 

Swedish manager was the fact that the foreign work environments were structured in a more 

hierarchical way, which meant that the employees were very formal, respectful and almost 

afraid of the manager. This phenomenon is something that Lindell; Magnusson and Rutholm 

also noticed in their role as Swedish managers working abroad. The employees that are used 

to a hierarchical structure do not dare to confront the manager or express his or her opinions, 

which all the interviewees see as problematical since the employees did not oppose decisions 

even if they were incorrect. Another challenge for a Swedish manager working abroad is 

according to Blomquist; Lindell and Rutholm the fact that the foreign employees are not used 

to work independently and take initiative, which is frustrating for a Swedish manager that is 

accustomed to be able to trust that the employees work automotive. Lindell and Rutholm 

explains that as a Swedish manager working abroad, there is a risk to be seen as weak and 

unclear since the Swedish manager is not that hierarchical in his or her way of managing.  

Blomquist and Magnusson both agree that their experience of working as Swedish managers 

abroad have been overall positive and that they have been able to implement their values and 

opinions in their management abroad to a large extent. As Birkinshaw (2002) explains, in the 

Swedish business culture there is a lack of power distance and most companies in Sweden 

avoid hierarchical structures. The Swedish managers are used to a work environment where 

the employees are initiative, independent and not afraid to be a part of the decision making 

process. It is not strange that the interviewees find these circumstances difficult to work with 

since they are accustomed with the Swedish business environment, which often is non-

hierarchical and with a low power distance. Since the interviewees are accustomed to the fact 

that employees are initiative and work independently, it is obvious that it becomes 
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challenging when the foreign employees behave in the opposite way. The same thing goes for 

the challenge to get the foreign employees to be involved in the decision making process. 

 

5.3 Cross-cultural adaptation and cross-cultural management 

Blomquist and Magnusson claims that they have never really changed their Swedish 

management style, values and beliefs when working abroad in order to adapt to the local 

culture. However, Magnusson explains that he has had to be tougher and clearer with his 

delegations as a manager. Blomquist has had the advantage of being able to authorize his own 

terms since he has worked as CEO in his international work experience. Lindell and Rutholm 

have been forced to adapt their way of delegating tasks to employees, in the way that they had 

to be clearer as managers. Lindell has also had to adapt to the fact that the manager role in the 

countries he has worked in has a lot more decisions to make than the typical Swedish 

manager, which meant that he had to make more decisions than he usually had to. Both 

Lindell and Rutholm have adapted their management style to an individual level when it was 

necessary. According to Haslberger (2005) cross-cultural adaptation is a complex process in 

which an individual becomes able to effectively functioning in a culture that is foreign for him 

or her. Further Jun et al (2001) explains that cultural adaptation is a social process that helps 

to reduce anxiety and uncertainty in international business. When it comes to cultural 

adaptation Francis (1991) and Newman & Nollen (1996) claims that it is important for 

managers to some extent adapt to the local culture, in order for the company to be successful 

in their international business activities. Jun et al (2001) and Lin (2004) argues that to be able 

to adapt to the local business culture it is important to be able to adapt to the host society’s 

culture in general, and that it involves adjustment, understanding and learning about the other 

party through a cultural perspective. Lindell and Rutholm have been forced to adapt their 

Swedish management style to some extent, when working as managers in other cultures. 

When managing abroad they have adapted and adjusted their management style through being 

a lot more explicit in their way of delegating tasks to their employees. The manager role in 

these foreign cultures has a lot more decisions to make than the usual Swedish manager, 

which was further a factor they had to adapt to. The employees in England, Germany, the US 

and Luxembourg were a lot more incapable of being initiative and independent than the 

employees in Sweden, which clearly is due to the fact that these countries have a lot more 

power distance and uncertainty avoidance than Sweden. Since these differences are that 

substantial it is not that strange that Swedish managers must adjust a bit to these foreign 

business cultures. Blomquist and Magnusson claims that they never really have had to adapt 
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their management style, however, it is clear that Magnusson had to adjust to some conditions 

in the US. Magnusson had to, as Rutholm and Lindell, adjust his Swedish management style 

in the US by being more tough and clear in his delegations as a manager. Blomquist is 

therefore the only one of the four interviewees that has not had to adapt his Swedish 

management style to a foreign culture. He has stood by his values and beliefs and never 

adjusted his way of managing to the local culture. A possible reason for why Blomquist never 

have had to adapt his management style is due to the fact that he has had such high 

management positions (CEO) in all countries he has worked in. Magnusson has adjusted his 

management to a very low extent, which probably is because he also has had the position as 

CEO in his international work experience. Lindell and Rutholm have not had as high 

management positions as Blomquist and Magnusson which probably is the reason to why they 

are the two interviewees that have had to adapt their management styles the most. As the 

cultural adaptation theories suggests it is probably important to some extent, as a foreign 

manager, adapt and adjust to the local culture in some ways to be able to establish sustainable 

and good business relations. It also seems to be important to be able to adapt to the host 

society’s culture in general, to be able to successfully adapt to their business culture. Lindell, 

Rutholm and Magnusson have all lived in the countries that they have worked in for a longer 

time, while Blomquist has never lived in any of the countries for a longer time. This could be 

the reason to why Magnusson and especially Lindell and Rutholm have experienced that they 

have adapted their management to the local business culture. When living and working abroad 

for a longer period it is presumable to believe that the individual has adapted to the host 

society’s culture in the first place, in order for him or her to effectively live in this 

environment. This would suggest that the individual after that also should be able to adapt to 

the business culture more easily.  

 

Javidan et al (2006); Holden (2002); Browaeys & Price (2008); Oertig & Buergi (2006) and 

Caligiuri & Tarique (2012) all argue that there is such a thing as a global manager, also called 

a cross-cultural manager. Javidan et al (2006) describes the global manager as someone that 

tolerates a high level of ambiguity, show cultural flexibility and also has a global mindset. 

Holden (2002) explains that since the appearance of the new international business era, it is 

important for a manager to be global in his management, networking and learning. It is 

important for a global manager to have cross-cultural competencies which is something that 

Caligiuri & Tarique (2012) argues for and they suggest that all cross-cultural experiences are 

important even if they are non-work related experiences. All cross-cultural experiences 
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together form the foundation for dynamic cross-cultural competencies, which can affect the 

development of global management competencies. Cross-cultural competencies are positively 

related to cultural flexibility and the tolerance of ambiguity. Since the interviewees barely 

have not adapted their management style to the local cultures, their management styles could 

not really be seen as global management. In order to be a global manager it is important to be 

able to adapt to different cultural environments, and also to have cross-cultural competencies. 

It is possible to determine that Blomquist and Lindell are the two interviewees that possess the 

most cross-cultural competencies, since they have worked as managers in many different 

cultures. With a lot of cross-cultural competencies it is easier for the manager to develop a 

global mindset, therefore Blomquist and Lindell are those interviewees that seem the most 

likely have a global mindset. Blomquist and Magnusson were those that wanted to stand by 

their Swedish management and not adapt or change their management to a different culture 

and the reason for that view being possible, is probably the fact that they both are CEO’s and 

can to a larger extent decide the working conditions. Rutholm and Lindell however, seemed to 

be a bit more open to adaptation and adjustment regarding their management in their foreign 

work place, which also would suggest that they have a global mindset. This is probably 

because Rutholm and Lindell do not have as high management positions as Blomquist and 

Magnusson. It is fair to say that all four interviewees have some sort of global mindset, 

however they are probably not to be seen as global managers since they do not possess all of 

the necessary features that a global manager should have.  

 

None of the four interviewees have received any preparing education for managing abroad, 

however this was something that all of them would have appreciated since they believed that 

it would have helped them to more effectively manage abroad. Training and education 

regarding the foreign culture will according to Oertig & Buergi (2006) help to reduce 

potential distrust and uncertainty and result in more efficient work. A possible reason for why 

the interviewees do not possess all the necessary features that makes a global manager is the 

fact that none of them have received any training or education regarding how to manage in the 

foreign cultures. It seems important that the managers have been trained and received 

education in order to become global managers. There are a lot of cultural differences between 

countries, and it is important to know how other cultures work when working there as a 

foreign manager.   
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6 Conclusion 

 

The research question that has been a central part of this study is; How do Swedish managers 

adapt their management to different cultures in their international business? The purpose of 

this thesis was to study and analyze how Swedish managers manage cross-cultural differences 

and how their management style is adapted to foreign cultures. This thesis has contributed to 

getting a deeper understanding of how Swedish management is adapted in foreign cultures. 

When studying this phenomenon, there are clear differences between the business culture in 

Sweden and the business cultures in England, the US, Germany, Luxembourg and China. In 

these countries it is apparent that there are similar factors that differs them from the business 

culture in Sweden. The most common differences seen in England, the US, Germany, 

Luxembourg and China are the larger power distance and stronger uncertainty avoidance, 

which generates managers that have to take more responsibility, make more decisions and in 

general be more strict and tough. 

 

There is a common way of thinking as a Swedish manager and in general Swedish managers 

seem to experience the same challenges when working as managers abroad. Thus there are 

similar ways in how Swedish managers have to adapt and adjust their management style.  

 

It seems to be a linkage between to what extent Swedish managers have to adapt their 

management style to the local culture and what kind of management position they have. 

Managers with a high management position as CEO, seem to be unaffected by the fact that it 

is important to adapt to the local business culture in order to be successful in their 

international business activities. While Swedish managers with a lower management position 

are forced to adjust and adapt to some extent to successfully be able to manage in this other 

business environment. There is a possible connection between how long an individual has 

lived in this foreign culture and how much he or she adapts to the local business culture. A 

manager that has lived in a foreign culture for a longer time probably adapts a lot more to the 

local business culture than a manager that only stay in the country for a brief time.  

 

To be a global manager it takes a lot of experience, preparation and knowledge. It seems that 

Swedish managers do not receive any preparing education for their international management 

operations. In order to become a global manager, education and preparation regarding how to 

manage in foreign cultures is vital.  
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So, How do Swedish managers adapt their management to different cultures in their 

international business? Swedish managers seem to adapt their management style to the extent 

that they have to be more clear and strict in their management and take on more responsibility 

and decision making processes. Swedish managers prefer to stand by their Swedish values 

and opinions regarding management but sometimes it is vital to adapt or adjust the Swedish 

management style to some extent to be able to get the foreign employees to work effectively. 

Swedish managers have a tendency to be a bit unclear in their management and to take for 

granted that the employees are self-driven when it comes to work. This however is not the 

case in most other cultures, which require the Swedish managers to be more clear and strict in 

their management, to take on more responsibility and make more decisions. 

 

6.1 Recommendations  

Our main recommendation for Swedish managers is to prepare themselves before working 

abroad through training and education concerning cultural differences and challenges that a 

Swedish manager can encounter. Through education and training it will become a lot easier 

for a Swedish manager to work internationally and to know when to adapt his or her 

management style or not. We also recommend that Swedish managers “when in Rome do as 

the Romans” and adapt their management style to the local culture when necessary.  

 

6.2 Limitations 

For this type of study a sample of four interviewees might seem to be an insufficient amount 

of sources for the gathering of the empirical material. This sample of interviewees was 

surprisingly diverse and made it possible to detect a pattern of which challenges Swedish 

managers experience when working abroad. However, it was difficult to generalize how 

Swedish managers adapted their management style to foreign cultures. This was probably due 

to the fact that the number of interviewees in this sample was not enough and that in our 

choice of Swedish managers, we did not take into consideration which kind of management 

position the interviewees had. Management position is likely to have an effect on how the 

Swedish managers adapt their management style to foreign cultures and the fact that two of 

our interviewees were CEO’s and two of them were not, probably had an effect on the 

different answers regarding cultural adaptation. 
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6.3 Future research 

Since there is a theoretical gap when it comes to Swedish management in a cross-cultural 

perspective it would be interesting to see some more research regarding this subject. A 

possible approach could be to study Swedish managers working in other cultures by studying 

them in each culture as such, in order see if there are any differences between the cultures to 

how the Swedish managers adapt their management style. Further it could be interesting to 

take into consideration management position, and to study if there really is a linkage between 

what kind of management position the manager has and to what extent he or she adapts his or 

her management style when managing abroad.   
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Appendix 1 

Interview template 

 

Beskriv kortfattat din nuvarande befattning. 

 

1. Hur skulle du beskriva rollen som manager? 

 

2. Vilka är dina värderingar som manager? 

 

3. Hur har din ledarskapsstil fungerat i andra kulturer? (Beskriv gärna en kultur som 

du har erfarenhet av) 

 

4. Har du fått anpassa din ledarskapsstil till denna kultur på något sätt?) 

 

5. Vilka kulturella skillnader har du upplevt? (Jämförelse med Sverige) 

 

6. Har vissa kulturella skillnader varit lättare respektive svårare att hantera än andra? 

– I så fall vilka? 

 

7. Har du fått delta i någon utbildning gällande förberedelse inför internationellt 

arbete och bemötandet av andra kulturer?  

- Om nej, tror du att det hade hjälpt dig i ditt internationella ledarskap? 

 


