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Abstract

This research is an empirical study and has thensmbn to inform the readers about
management in Sweden and China. It is well knovat the national culture of Sweden
differs a lot from the national culture of ChinaheT literature describes that people who
belong to the same nation approach things in alaimiay. However, are people aware of
that their national culture influence their waytbinking and that it affects their work within
management? And how do Swedes and Chinese achwitahagement in consequence of
their national culture? To find out, an intervievasvcarried out. The participant was asked a
number of questions mainly regarding Individualigensus Collectivism, Power Distance and
Uncertainty Avoidance. The information gatheredrfrthe interview was then discussed and
compared with the literature. The result showed tiawv aware people are of that their
national culture influence their way of thinkingdathat it affects their actions, depend on
how much experience they have from working abréadthermore, the result showed also
that the cultural differences between Swedes anitheSd are many, but there are some
similarities as well. The main factor that influeschow Chinese act in management is the
hierarchy and a similar factor between Swedes ahitheSe is their willingness to make

changes.

Key words: management, national cultures, SwedbmaC Individualism, Collectivism,

Power Distance and Uncertainty Avoidance.



Chapter 1. Introduction

1.1 Background

In society of today, it has become more and morancon for companies to have dealings
with other countries. In addition, some companibeose to move parts of their business
abroad and for that reason people from differenintries have to cooperate in working life.
This has sometimes appeared to create problemsodibe cultural differences between the

countries.

The trade between Sweden and China has duringasheduple of years increased and as a
consequence the cultural differences between tbectwntries are a topic of current interest.
It is well known that the national culture of Swaddiffers a lot from the national culture of
China. To be able to run an international busingsscessfully it is important to have

knowledge about national culture and how it infleemanagement.

1.2 Research Goals
The aim of this study is to receive knowledge ansider understanding about the cultural

differences between Sweden and China regarding geament. Swedes and Chinese seem to
approach things differently in working life anddiresearch will enter more deeply into that
area. The goal of this study is to find out how 8esand Chinese act within management in
consequence of their national culture. The mairtofacthat influence how Swedes and
Chinese act in management will therefore be argDéterences and similarities regarding

management between the two nations will also beudsed.
The main question that will be discussed throughioistresearch is:

= How do Swedes and Chinese act within managemeanisequence of their national

culture?
To be able to answer the main question, the quespeesented below will be argued.

= Are people aware of that their national cultureliince their way of thinking?



= Are people aware of that their national cultureeats their actions?
= How does management in Sweden differ from managem€hnina?

= Are there any similarities between management iedeéw and management in China?

1.3 Parameters
The word culture can be defined in a variety of svaynd for that reason it is important to

clarify that this research considers national e¢eku Furthermore, this research will only
discuss the national culture of Sweden and themalticulture of China. A national culture

contains of many different social patterns andghterns that are relevant to study in this
research are those that are related to people mgpukithin trade and industry in Sweden and
China. Furthermore, social patterns that are cdedeto management will also be discussed

in this research.

1.4 Research Method

This research is an empirical study, which meaas tiie information is based on own data
collection and the research approach that will seduis qualitative. By using this research
approach, the study’s empirical part will be hightied. The qualitative research method that
will be used is to conduct an interview and litarat will be searched. Furthermore, the

literature will be discussed and compared withitii@mation gathered from the interview.

1.5 Limitations
How the national culture of Sweden and the natiooature of China influence on

management will be discussed within three areassdlthree areas are Individualism versus

Collectivism, Power Distance, and Uncertainty Aaide.

The research time was limited to twenty weeks andhfat reason my results will only consist
of information gathered from one interview. Howewde participant was carefully chosen to
be able to receive the most valuable informatiantiies study. The interviewed person had
suitable knowledge and experience that were oft grgzortance for this research.

1.6 Dissertation Structure Overview
The literature review chapter will present the asiat literature that is of relevance to this

study. In addition, it will provide the reader withe fundamental information that underlies

-2-



this research. To begin with, the literature reviehapter explains how national culture is
defined in this research. Different theories regaydational culture will also be introduced.
Furthermore, the chapter also gives information uabpational cultures influence in
management. The research methodology chapter biadzplaining the research design that
is used in this study. This chapter will also idinoe the participant that took part of the
interview and the different instrument/tools tharevused to gather my results. The research
methodology chapter ends up by describing the relsearocedure. The results and data
analysis chapter bring in the information gathefredh the interview. Finally, the discussion
and conclusion chapter will discuss and comparerfogmation presented in the literature
with the information presented in my results. Aduahally, the research goals of this study

will be discussed and answered.



Chapter 2. Literature Review

2.1 Culture

It is well known that Sweden and China are two ¢oes that differ a lot from each other and
above all their cultures. How their cultures lodkslay depend on many factors that have
influenced the two countries during a longer pembdime. Many people seem to think that
the gap between their cultures is large becausel@wand China are located so far from each
other. However, the culture of Sweden also difeetst from the culture of Finland and these
two countries are neighbouring countries (Hofst&leHofstede, 2005). To be able to
understand the behaviour of the Swedish peopletlaadChinese people, it is important to
have knowledge of their cultures. Though, the warldure is used in many different contexts
and it can be defined in a variety of ways. Howund will be defined in this research will be

entered more deeply below.

2.1.1 Definition of Culture
Most individuals have a definition of culture, buseems to mean different things to different

people. To start with, a common factor to mostrdgfins of culture is that the word is used
to explain something that a group of people haveoimmon and share together. As Alvesson
(2002) points out, culture is a social pattern.tik@nmore, a social pattern is created by a
group of people during a longer period of time. &lsy members of a group that have spent a
lot of time together appear to act in a similar welpwever, they are unconscious of their
behaviour and do it without thinking (Bjerke, 199d¢ Dermott & O’Dell, 2001). Moore,
Reis Louis, Lundberg and Martin (1985) also agne@ e@aim that culture is something that
people take for granted. Moreover, people uncomstyostrive to create patterns that show
who they are and what they represent. In other syagdmething that makes them different

from everyone else.

According to Hofstede and Hofstede (2005), cultucesild be either organizational or
national. Furthermore, organizational culture déss the social pattern that exists among the
people working within the same organization. Howeweganizational culture is influenced
by national culture and for that reason organireticultures describe different organizations

within the same country. Consequently, nationalucaldescribes the social pattern that exists



among the inhabitants of the same country. As rapatl before, culture is shared by a group
of people and they can for instance have rituglmb®ls, heroes and values in common.
Some of these factors are seen as more supewdicthit is especially rituals, symbols and
heroes. Alvesson (2002) also support this statelmuathtsay that organizational cultures vary
most often within these factors. On the other haralues are seen as deeper and are
connected to national cultures. Alvesson carry“@mganizational culture is significant as a
way of understanding organizational life in all rishness and variation” (2002, p.2). The
culture created and shared by people within anmzgton influence how they carry out their
work. Moreover, to think and act in a similar wayalmost necessary to make the work run
smoothly. Nowadays, almost every organization miliar with culture and more and more
companies start to understand its importance aatdtthctually can benefit their business. By
also having wider understanding about another dazg#dons culture when entering

cooperation, can in fact be an advantage (Kaufn@aaufmann, 1996).

When Alvesson (2001) explains organizational celtut is first and foremost a way of
thinking that is shared by people within an orgatian that he means. On the other hand, he
claims that it is a social pattern created by aigrof people during a longer period of time.
This could in a way also refer to national culturet then it explains a way of thinking that is
shared by people within a country. In addition, Waey of thinking influences how people act.
Moreover, as pointed out before both Alvesson (}9% Hofstede and Hofstede (2005)
argue that people that belong to the same natmialre havevalues in common, not rituals,
symbols or heroes. However, in Sweden the inhaisitaelebrate for instance Midsummer
Day, which is an appreciated ritual.

Within a country there are loads of social pattefirs begin with, there are different social
groups, which all create their own social pattémrthermore, within a social group people
have for instance different political views, retigs faiths, works and gender (Bjerke, 1998).
However, all the people within a country who have $ame political view also create a social
pattern. Bjerke (1998) claims, if a research is1\gdb be carried out about national culture, it
is only suitable to study one social pattern ainzet Furthermore, the more delimited a
research is, the more reliable result will be eedlto receive. The social pattern that is
relevant to study in this research is the peopleking within trade and industry in Sweden
and China. Moreover, to specify the social pattemen more, this research will discuss

management.



2.2 Geert Hofstede’s Cultural Dimensions
Professor Geert Hofstede has made an extensivetigagon about how national culture

affects people’s behaviour in the workplace (Hafst& Hofstede, 2005). This investigation
is based on data from a questionnaire that empsogedBM in 50 countries carried out.
Furthermore, both Sweden and China are includedth®rbasis of his own research, Geert

Hofstede developed a model which is made up off éwltural dimensions:

= Power Distance Index

» Individualism

= Masculinity

= Uncertainty Avoidance Index

= Long-Term Orientation

For every dimension a score has been calculatethdfmore, this score explains a country’s
level of cultural difference and can be used whammaring nations. Geert Hofstede’s model
assumes that a country only consist of one natiomélire. According to Geert Hofstede, the
main difference between national cultures is thell®f values. The meanings of the five

cultural dimensions are described more deeply below

2.2.1 Power Distance Index
This dimension describes how people in differemintbes handle power and inequality

(Hofstede & Hofstede, 2005). Moreover, inequaléyto some extent a part of every society,
but the Power Distance Index explains that someses are more unequal than other. The
Power Distance Index is defined from below and fnoin above, in other words it is the

employees’ points of view that have been considarekis survey, not the directors.

People that come from a country that has a loweseoe less dependent on their directors
than people that come from a country that has h bapre. Furthermore, in countries that
have a low score employees are not afraid to egghesr own opinions for their directors and

both parties prefer to have a mutual and equalioelkship. In countries that have a high score

directors do not encourage or accept their empkym®ver of initiative.



2.2.2 Individualism
Collectivism is the opposite of individualism (Htdde & Hofstede, 2005). Furthermore, the

dimension of Individualism contains this scale alains to which extent a person is
integrated into a group of people. A country thas b low score is a collectivism society and
a country that has a high score is an individuaksiety. All over the world, most societies
are collectivism. Persons that belong to a colésitn society distinguish between people who
are a part of their own group and people who ateWsually, the most important group is the
family and they value the relationships with théfedent family members very high. In

addition, they choose to spend time with a groupemiple that only contains of a few close

friends.

Moreover, in an individualism country the individiganeed is more important than the
group’s. In these countries people learn from yowge that they should strive for
independence and that it is important to be abkake care of themselves. However, people
that belong to an individualism society are nofisel They still care for the weak and they
want to help their fellow beings. The inhabitantsuwo individualism country try to live for the

moment.

According to Hofstede and Hofstede (2005), in wogkilife, people that belong to an

individualism society give priority to:

= Leisure time
= Freedom

= Challenge

In working life, people that belong to a collecsim society prioritize:

= Practice
= Physical conditions
= The use of skills

2.2.3 Masculinity
Gender roles are a natural part of every society,they vary depending on the country

(Hofstede & Hofstede, 2005). Furthermore, the dismmm of Masculinity describes the
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gender role masculinity and its opposite femininity a country with a high Masculinity
score, the gender roles are clearer than in a gowith a low score. Men show generally a
more hard-boiled attitude than women and they camge about success. Women are
generally more sensible and care about having a gady life. Furthermore, in a country
with a low Masculinity score, equality is soughtattain and both men and women have more
or less the same role. In other words, both geadeigenerally more sensible and care about
having a good dalily life.

According to Hofstede and Hofstede (2005), in wagkiife, people from masculine countries
normally strive to reach high stated objectives #melr incomes are of great importance.
However, people from feminine countries find it ionfant to establish a good relationship to

their directors and it is valuable that the coligtion between the co-workers work well.

2.2.4 Uncertainty Avoidance Index
In society of today, people all over the world hagedeal with insecurity, because no one

knows what the next day will bring (Hofstede & Hwfde, 2005). Insecurity can create an
anxiety feeling and every society has developeday w deal with the situation. New
technology, laws and religion help people in evepuntry to handle their insecurity.

Moreover, different societies use these factodiffierent ways.

People that come from a country that has a low Waicgy Avoidance score feel less
insecure when dealing with an unknown situatiomtpaople that come from a country that
has a high score. Furthermore, at a workplacecouatry with a high Uncertainty Avoidance

score the employees easily feel stressed and thet/chear rules that must be followed.

2.2.5 Long-Term Orientation
This dimension includes both Long-Term Orientataod Short-Term Orientation (Hofstede

& Hofstede, 2005). People that come from a coutitag has a high Long-Term Orientation
score value things that can bring future rewards, iistance economy and endurance.
However, people that come from a country that h&saalong-Term Orientation score, in
other words a Short-Term orientated country, vahiags related to the past and current
events. This can for example be to appreciatetioadi and that it is important to fulfil social

obligations.



In working life, people that are Long-Term Orieethtbelieve it is important to be able to
adapt to all kinds of occasions. On the other haedple that are Short-Term Orientated
think it is essential with stability and self-caént.

2.3 The Cultural Differences between Sweden and 1@&hi
By using Geert Hofstede’s model and comparing tteees for Sweden with the scores for

China, cultural differences between the two coestdan be observed. As mentioned earlier,
the model is basenh data from a questionnaire that employees at iBBD countries carried
out. The data was collected between 1967 and 118#8 IGternational, 2003). Furthermore,
every dimension consists of a score and it is ingmbrto be aware of that both the lower and

upper limit varies within every dimension.

120+
1004

B Sweden
B China

Power Individualism Masculinity Uncertainty Long-Term
Distance Avoidance Orientation
Index Index

Table 1. Comparison Sweden and China based on Geéfbfstede's cultural dimensions (Hofstede &
Hofstede, 2005).

By just having a quick look above at table 1, ie&sy to see that there are cultural differences
between Sweden and China. The difference withimyedienension is large, except within the

dimension of Uncertainty Avoidance Index where Sevednd China have similar scores.

2.3.1 Power Distance Index
The lowest score within the dimension of Power &ist Index is 11 and it belongs to

Austria. The highest score within this dimensiod(gl and it is Malaysia’s score. The Power
Distance score for Sweden is 31, while China hasase of 80. Consequently, the cultural
difference between the two countries is noticeaBlgthermore, Sweden’s score is one of the

lowest and China’s score is one of the highest.



2.3.2 Individualism
On the dimension of Individualism, Sweden has gatae of 71 and China has got a score of

20. The lower limit within this dimension is 6 abdlongs to Guatemala. Moreover, the upper
limit is 91 and is United States of America’s scofiéhis implies that Sweden is an
individualism society and that China is a collestir society.

2.3.3 Masculinity
The lowest score within the dimension of Mascujing 5 and it belongs to Sweden. The

highest score is 95 and it belongs to Japan. TowereSweden is the most feminine country of
the 50 countries that took part of Geert Hofsted®/gstigation. On the other hand, China has
got a score of 66, which means that China can kentas a masculine country. It is
noteworthy to point out that there are many coestithat took part of Geert Hofstede’s

investigation that are more masculine than Chiorijnistance Austria and Italy.

2.3.4 Uncertainty Avoidance Index
The lowest score within the dimension of Uncertaidvoidance Index is 8 and it is

Singapore’s score. The highest score within thisedlision is 112 and it is Greece’s score.
Furthermore, the Uncertainty Avoidance score foe@w is 29. In addition, China has got a
score of 30. In other words, within this dimensiba cultural difference between Sweden and
China is not large. In any case, it is low scovesich means that people from both countries
feel kind of secure when dealing with an unknowtnagion.

2.3.5 Long-Term Orientation
On the dimension of Long-Term Orientation, Swedas ¢jot a score of 33 and China has got

a score of 118. The lower limit within this dimemsiis 0 and belongs to Pakistan. The upper
limit is118 and it is China’s score. There is ntest country that has got a score of 118.
Therefore, China has the highest Long-Term Oriemascore of all the participated
countries. Clearly, the difference between Swedwh@hina within this dimension is large.

As a result, Swedes are Short-Term Orientated vtii@ese are Long-Term Orientated.

2.4 Bjorn Bjerke’s Cultural Dimensions
Bjorn Bjerke is another person that has made asastigation about how national culture

affect’'s people’s behaviour in the workplace (Bgrk998). His study involves fourteen

-10 -



dimensions, which is based on five different ctur-urthermore, two of the cultures that he
has compared are China and Scandinavia. The otheres that he has compared in the
study are America, Arabia and Japan (Bjerke, 19B8¢. fourteen dimensions are as follow:

= Power Distance: short or long

= Uncertainty Avoidance: low or high

= Social Orientation: individual or group

= Time Orientation: short or long

= Attitude to change: stability or change

= Attitude to trust: non-trust or trust

= Purpose: materialistic or idealistic

= Attitude to environment: exploitive or adaptive
= Measure of success: self-development or a positibtime society
= Relationships: informal or formal

= Problem-solution: traditional or scientific

= Exercise of power: democratic or autocratic

= Communication: low-context or high-context

= Demanded proficiencies: system based or persordbase

Bjerke (1998) agrees with how Hofstede and Hofst&@05) define the concept Power
Distance and the concept Uncertainty Avoidancethieamore, Hofstede and Hofstede (2005)
claim that the combination of Power Distance ana@dastainty Avoidance has a large impact
on companies’ structure, so depending on the réankeodimensions in combination to each
other, will have different outcomes on companiggicure. Bjerke (1998) also support this
statement. Consequently, these two dimensionsteresting to enter more deeply into. The

company structure affects the employees and wiNakinfluence management.

Another dimension that is interesting to enter nmageply into when comparing Sweden and
China is Individualism versus Collectivism. BjerkE998) agrees with how Hofstede and
Hofstede (2005) define the concept Individualisnd déime concept Collectivism. However,
Bjerke (1998) calls this dimension Social OrierttatiAs said before, the dimension describes
to which extent a person is integrated into a grolupeople. This will also influence working

life and management.
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2.5 National Cultures Influence on Management
As stated before, national culture explains a wWathimking that is shared by the inhabitants

of a country. In addition, the way of thinking inéinces how people act. People from the
same country share the same values. From now @nrebearch will concentrate on three
areas: Individualism versus Collectivism, Powert&ise, and Uncertainty Avoidance. How
the national culture of Sweden and the nationalucellof China influence on management

within these three areas, will be discussed below.

2.5.1 Individualism versus Collectivism Influence o Management
Sweden is an individualism society, which amongpthings means that the inhabitants care

for the weak and are not selfish that some pea@engo think. Furthermore, individualism is
more about self-realization than selfishness (Jed¢@m Robinowitz & Wener Carr, 2001,
Worm, 1997). The inhabitants of Sweden distinguistween working life and private life.
Additionally, they find it important to be able take care of themselves and create a well
functioning everyday life. Swedes care a lot alibair working conditions and they also find
their spare time very valuable. This refer to titas an individualism country and that the
population try to live for the moment. In additiagcording to Schramm-Nielsen, Lawrence,
and Sivesind (2004), Swedish people strive to reatih fulfilment. People that belong to an

individualism society strive to act independentjchihis also the case at the workplace.

That Swedes care for the weak has not only to db mdividualism, but also femininity.
According to Hofstede and Hofstede (2005), Swedamme of the most feminine countries in
the world and equality for women is sought to attdmn addition, as late as in the nineties a
big debate on women’s right to be clergymen wasig@n (Nationalencyklopedin, 2007).
The sought to attain equality also involves thatgbe do not like either hierarchy or authority
(Worm, 1997). Furthermore, hierarchy is seen as etloimy necessary to make an

organization work, but there are still attemptsléarease this system.

China is a collectivism society and the Chineseppeedistinguish between people who are a
part of their own group and people who are not (Ap2007; Trompenaars & Hampden-

Turner, 1997; Walker, Walker & Schmitz, 2003). T8uziety of China is based on hierarchy
and this refers to the philosophy of Confucius,alihs a common faith among inhabitants of

a collectivism society (Zinzius, 2004). Accordirg €onfucianism, rites and ceremonies are
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of great importance (Alon, 2003; Nationalencyklope@007). By carrying out the rites and
having the right belief, will contribute to socidarmony which is the most central
accomplishment within Confucianism. Furthermore,in€ge learn from young age the
meaning of hierarchy, for the reason that the imahips with the different family members
are hierarchically based. Additionally, the Chings®ple find their families important and
they value the relationships with the different fignmembers very high. The Five Cardinal
Relationships demonstrate this hierarchy and cbo$iemperor and subject, father and son,
husband and wife, older brother and younger broted friend and friend (Tang & Ward,
2003). Moreover, this hierarchy exists not onlyhwitthe family, but also at the workplace in
the shape of a top-down structure. Subordinates taghow respect for managers that are in
the top of the hierarchy.

Business meetings in China are usually very longttie reason that the chairman has to
invite all managers (Tang & Ward, 2003). The whaleeting consists of speeches held by the
different participants. The manager working on lingest level begins with his/her speech
followed by the managers in order of rank. This igig difference in comparison to Sweden

where the business meetings usually takes the dbardiscussion.

Chinese seem to trust only the people who aretaopé#reir own group and their opinions are
essential. For that reason, their choice of worglaust be supported by the family (Worm,
1997). Otherwise, their loyalty to the company gald. However, if the family owns the

business the loyalty is high, because then theyatk together towards a common goal,
which is to support the family and upcoming gerierst. According to Hofstede and

Hofstede (2005), Chinese have high long-term caitgort, which among others means that
they value things that can bring future rewardghla case, it is a secure family environment
that also can support upcoming generations. The® akfer to that the country is a
collectivism society and that Chinese mostly cdreua people who are a part of their own

group.

It is noticeably that the Chinese people value gmdtionships very high and that trust is
important. By justspending time with people that they knows very weill perhaps not

create any big problems. On the other hand, in ingrkfe where people have to cooperate
with new colleagues frequently, difficulties cancoc For instance, when starting to

collaborate with a new company, Chinese find ialvib create a good relationship with the
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new people before entering a deal. Although, Svepeople also find trust very important,
they approach trust in a different way. Worm (198@ms, Swedes trust people that they do
not know very well and in working life they do nfgel that they have to develop a more
personal relationship before entering a deal. leuniore, Swedish people seem to trust other
people’s judgement to a great extent. That Swedd<hinese approach trust differently, can

generate problems when doing business.

Worm claims (1997), Chinese are less dedicatedh&r tworkplace than Swedes. The
population of China is first and foremost loyaltheir family members and close friends. It is
the reason why they do not prioritize loyalty te tompany. However, an exception is if the
family owns the business. It is also common thahganies employ the rest of employees’
families, because they are already a part of twm group. In Sweden, companies avoid to
employ the rest of employees’ families, becauses iseen as inappropriate. Besides, the

inhabitants of Sweden strive to be independent.

If people communicate direct or indirect refer ftthiey belong to an Individualism society or
a Collectivism society (Worm, 1997). The Scandiaavcountries are low context societies,
which mean that the inhabitants express informatieny clear. Information is expressed as
straight as possible and most of the time it iy @asunderstand the message without having
extensive background knowledge about the particsiject. On the other hand, China is a
high context society, which means that Chineseasgpsome information implicit (Gelfand &
Brett, 2004; Hendon, Hendon & Herbig, 1999; Seelf@96). To be able to understand the
information, sometimes background knowledge is iregu In addition, knowledge of the
Chinese language could be needed to obtain andsiadd the context. People moving from
a low context culture to a high context culture dand it difficult to understand given
information. According to Worm (1997), people frarow context culture must receive the
knowledge needed to be able to understand infoomatn a high context culture.

Furthermore, this is not easy and the procedurestakry long time.

Chinese find it of great importance not to looseefdGesteland, 1996; Lewis, 2003). As
maintained by Tang and Ward (2003), face awarehasso do with prestige. To win face

will contribute to maintain and improve one’s prgst For instance, a Chinese working at a
big company and having the right connections wolhtcibute to prestige. The inhabitants of

China do not want anyone to see them loose facehwhould be considered as a defeat.
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People of a collectivism society find it more imaort not to loose face, than people of an
individualism society. That explains why Swedesravevery sensitive to other people losing
face and such situation would not make them feey wencomfortable. In addition, face
consciousness influence the degree of communicgWéorm, 1997). According to Worm
(1997), “by expressing themselves ambiguously, Ghenese attempt to avoid getting into
situations where they themselves, or others, sknf face” (p.94). This can be taken as
Chinese find it almost as uncomfortable when soreezlse loose face, as themselves loose
face. Bjerke (1998) claims, face awareness alser ref honour. Many Chinese find it
insulting to ask for help and they do not like wigople tell them what to do. For the most

part, they do not like when someone do it in public

2.5.2 Power Distance Influence on Management
According to Bjerke (1998), there is a large diffiece between Scandinavia and China within

the dimension of Power Distance. The Power Distancgcandinavia is short compared to
China which has a long Power Distance (Lewis, 20Bfrke (1998) claims, in Scandinavia
there are no social classes and people want thimgse equal. However, according to
Nationalencyklopedin (2007), social classes exighiw Sweden. Workers in Scandinavia do
not find it difficult to expressing their own opams for their managers and they prefer to have
an equal relationship. This also refers to the doatlon of a low Power Distance score and a
low Uncertainty Avoidance score (Hofstede & Hofgted005). For the reason that
employees are not afraid to express their own op#sjiit is not unusual that conflicts can
occur. However, frankness and honesty are appeeciab as a consequence conflicts are
accepted. In China, it is important with order ahk and managers do not encourage or
accept their employees’ power of initiative. Chimgseople care a lot about high-status
professions and thestrive to reach high stated objectives (Hofsted®®1). Swedish people
find it important to create a good relationshiphniheir managers and it is valuable that the
collaboration between the colleagues work well. ifiddally, in Swedish workplaces, a
conflict is most of the time solved by negotiatiagd compromising. However, in Chinese
workplaces one of the parts has to win, othervhgecbnflict is not being solved.

Chinese companies are hierarchic structured, wdmebng other things involve that it is only

a few people in the top of the hierarchy that hatstige power. In other words, this is called a
top-down structure. That the structure of a companiierarchically based, refers to the
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combination of a high Power Distance score and va Wdncertainty Avoidance score

(Hofstede & Hofstede, 2005). In China, the amodra salary can differ a lot depending on if
it is a director's or an employee’s. In additionredtors have got privileges that the
employees do not have and an older director is mespected than a younger director.
However, in Sweden the difference between a direscgalary and an employee’s salary is
not that large and it is not accepted for directirshave privileges. This confirms that
directors and employees are seen as more equaleBea younger director is generally more

respected than an older.

Most Chinese do not want to take responsibility fordecision due to the possible
consequences (Worm, 1997). Furthermore, it is comthat managers with authority come
to a decision, but it is not them taking respotisjbifor it. The person that takes the
responsibility for a decision is the one taking tlamger and managers avoid this because they
are afraid that it will be used against them. ladtesubordinates are hold responsible. This
way of handling responsibility, differs a lot fronow the same factor is handled in Sweden.
To that, it is only the people with appropriate eation that are allowed to take responsibility.
That most Chinese do not want to take respongilfitit a decision, contribute to that the

decision making process in China most of the tisneery slow (Worm, 1997).

At a Swedish company, when it comes to decisioningght is most of the time a group of
people that together make the decision (Worm, 198very individual contribute with their
knowledge and point of views to be able to comthéobest common decision. This refers to
that Swedes sought to attain equality and that tleeyot like authority. Besides, according to
Jonsson (1995), to come to an agreement is arraddion in Sweden. This way of handling
decision-making enables managers to handover p@&ydetting many people be involved in
the decision-making process contribute to thatpteeedure will take longer time, because
there are many voices to be heard.

As said by Worm (1997), Chinese did not develop agament skills at the same time as
people in the Western countries did and he clainag it is because they never had the
opportunity to develop related skills during theipe of planned economy, when the Chinese
state owned the companies and controlled the ptmsudNot many managers in China have
taken part of a higher education and it is alseason why their management skills are not as

far-reached as managers’ in the Western counffigis. depend on, from year 1966 to year
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1976 the Culture Revolution in China went on andirdy this period of time the higher

education was abolished (Nationalencyklopedin, 2087study that was made 1985 among
134 state owned enterprises in Shenyang, explainotily 6% of the participated managers
had higher education (Worm, 1997). The importandeeducation and management
gualifications are now days more common, but &tik not as widespread as in the Western

countries.

In Sweden power is distributed horizontal, whicimtcibutes to that Swedes are informal in
their way to behave in working life (Worm, 1997hi3 also refers to the combination of a
low Power Distance score and a low Uncertainty Aaoice score (Hofstede & Hofstede,
2005). Furthermore, it is unusual that Swedes beg titles when talking with and about

people in working life. However, it happens thdes are used in writing and then most of the
time about people that they do not know. Moreotte,way Swedes dress in working life is
also seen as very informal in comparison to the wdwabitants of collectivism countries

dress in working life.

Swedish managers must be able to cooperate and woicate well with the employees
(Worm, 1997). As well, they need to feel self cdefit to be able to express their own
opinions and consequently stand for theirs opiniddisinese are formal in their way to
behave in working life (Mitchell, 2000). As said Byorm (1997), they do not have anything
to benefit from being formal when dealing with Sweidpeople. Tang and Ward (2003)
claim, Chinese people that want to do good busingsis other individualism countries,
cannot act formal. They have to spend more timensomcating casual with the co-workers
of the individualism country than what they areduse. To develop a friendly atmosphere,
will probably be a good idea. Then they will feebma dedicated to cooperate and help you

out if needed. In addition, there is no meaningdbbossy.

2.5.3 Uncertainty Avoidance Influence on Management
As verified before, the cultural gap, within Un@énty Avoidance, between Sweden and

China is not large and both societies accept inggci’he Swedish society and the Chinese
society handle insecurity by having laws and ruldewever, the two countries handle it
differently. Sweden is a democracy and China is yetita fully democracy, although the

country is moving in the right direction. Gunillandberg, The Secretary-General of the
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International Olympic Committee claims, the Olym@ames that is going to be arranged in
Beijing 2008, will make a contribution to that decnacy inside the country will be achieved
faster (SVT, 2007). Furthermore, for a country o dble to arrange the Olympic Games,
requirements regarding human rights must be actlie¥ecording to Amnesty that is

working to protect human rights (2007), China hé¥ & long way to go and oppression
within the country still exists. Consequently, t@untries’ form of government also affects

the companies.

Within companies in Sweden and China there are adaay unwritten rules that people
follow and that have become a natural part of thdeity work. The combination of Power
Distance and Uncertainty Avoidance involve amonieotthings that it is unusual with
written rules within companies (Bjerke, 1998). hettwo countries, people can work very
hard during a period of time if they have to, altgb they prefer to have a more normal pace
of work. Furthermore, people strive to reach a gbaldnce in working life. A good balance

enables them to feel less insecure.

According to Tang and Ward (2003), Chinese do resiitate to take risks in working life.
Even though the cultural difference between Sweded China is not large within
Uncertainty Avoidance, Bjerke (1998) claims, Chmese more willing to take risks than
Swedes. To stay competitive and compete with atberpanies within the business, Chinese
think that risks must be taken. However, as saifbrbeWorm (1997) claims that most
Chinese do not want to take responsibility for aislen due to the possible consequences,
because the person that takes the responsibility ttecision is the one taking the risk. Many
Chinese feel that they are responsible for themilfaand friends and for that reason they
presumably have to be answerable. As said by Hi#st#991), both Sweden and China are
two countries where the inhabitants accept risks. iRstance, they have no problem with
changing employment and workplaédes mentioned before, how people in Sweden deal with
insecurity and risks, differ from how people in Ghideal with the same things. In China, it is
common to be superstitious and for instance mangesSk look for certain signs to be able to
find out if a business deal is going to turn oubfipable. By being superstitious they can

handle their anxiety and insecurity (Bjerke, 1998).

In general, Swedish people enjoy learning new thiagd they believe that knowledge can

favour their future (Bjerke, 1998). New knowledgade the factor needed for a person to be
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able to make a change. In addition, to carry thnoaghange can sometimes be a very time
consuming process. In working life, Swedes are famor making compromises and being
careful. These are factors that can contributdab & change can take long time to carry out.
However, Swedes are capable of doing changes aidsédf-confident making changes.
According to Bjerke (1998), Swedish people do @socept when other people decide that a
change is going to be carried out. On the othedhtrey appreciate when clear information
is given. Furthermore, Chinese people also accephges. The inhabitants of China find
traditions and routine important, but they alsoueahew knowledge very high. Chinese

believe by working hard, good sides will be achdve

There are many factors within the three areas iddalism versus Collectivism, Power
Distance and Uncertainty Avoidance that would bteresting to enter more deeply into.
Above all, it would be interesting to get a cleapisture of how things stand today about
management in Sweden and China. In addition,nbtsclear from the previous text if people
are aware of that their national culture influetiogir way of thinking and that it affects their
work within management. For that reason, it woudeliciting to discuss with a person that
has a large experience of working with both Sweded Chinese how they act within

management in consequence of their national culture
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Chapter 3. Research Methodology

3.1 Research Design
The research approach that is most appropriategaruthis study is qualitative. “Qualitative

data is data in the form of descriptive accountsligfervations or data which is classified by
type” (Lancaster, 2005, p.66). By using this reskeapproach, the study’s empirical part will
be highlighted. Furthermore, qualitative data Wwél gathered to investigate the research goals
of this study, which in a few words are how theiova! culture of Sweden and the national
culture of China influence management. The qualgatesearch method that will be used is
to conduct an interview. Additionally, literatureillbe searched. By carrying through an
interview, valuable information regarding the raspents experience will be received. In

addition, the information will reflect as thingsstl today, which is an important aspect.

The literature will be discussed and compared wita information gathered from the

interview.

An interview can be carried out in different walgpending on what kind of information the
interviewer wants to find out, the structure of timerview is planned differently. The
essential information needed from the interviewthe respondent’s personal experience
within three specific areas. For that reason, tlstrauitable interview structure will be fixed
guestions within the three specific areas. By asKixed questions, the interviewer makes
sure that the information needed for this study @ received. Furthermore, a benefit by
doing a face-to-face interview is that it is possibo ask resulting questions (Lancaster,
2005). If the respondent for any reason do not ansavquestion in the right way, the
interviewer can ask resulting questions. In additid the respondent gives an interesting

answer, the interviewer can ask resulting questioriind out more valuable information.

3.1.1 Critique of the Research Design
For this study, one person has been interviewedinByviewing only one individual will

only receive that person’s point of views. On thibeo hand, the interviewed person was
carefully chosen on the basis of his knowledgeexyskrience. To that, the respondent has the
appropriate competence to take part of this stidythermore, the interview was carefully
prepared and carried out to get hold of the rigfdrmation.
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Instead of asking fixed questions, a semi-strudtun¢éerview would have been possible to
carry out. However, for the reason that the inamar was not used to carry through
interviews, the most appropriate structure was dfibquestions. Moreover, it was also
important to get hold of the respondent’s pers@xglerience within three specific areas. By
asking fixed questions followed by some resultingegiions, was in this case predicted to

give the most valuable information.

3.2 Presentation of Ostindiefararen
Ostindiefararen Goétheborg was a ship that sailestigdetween Sweden and China during

the18" century (Svenska Ostindiska Companiet, 2007). Thisow it all began, the trade
between the two countries. Unfortunately, the ship aground outside Gothenburg in year
1745 and sank to the bottom. It became the entleohip’s third trip and only parts of the
goods were towed. In year 1984, the ship was fantisome people had a strong will to try
to reconstruct the ship. After years of hard wdhe new ship Ostindiefararen Gotheborg,
was all over again ready to start a two year loipgtd China. In year 2005, the ship sailed out
from the seaport of Gothenburg, just like it didD23@&ars agoFurthermore, Ostindiefararen
Gotheborg returned successfully in year 2007, aftemiling that has attracted much attention.
In our day, the ship has become a symbol for thdetrbetween the two countries (The
Swedish Ship Gotheborg, 200K)oreover, it symbolizes the friendship between Sevednd

China and it promotes the international business.

3.3 Participant

The person interviewed in this study was recommeniale the chief executive officer at
Svenska Ostindiska Companiet AB. The participarg the project manager for all the stops
the ship made in China. The different stops werar@ahou, Shanghai and Hong Kong. This
means that the person has a large experience égingowith Chinese people. Furthermore,
the participant had before the project with Ostfaiaren worked abroad for many years and
is used to get in contact with various nationatwels. During a longer period of time he
worked in France. He has also experience from wagrkiith projects in Asia, mainly
Singapore and Indonesia. In Europe, the participeast worked in Belgium and Holland.
Nevertheless, during his earlier carrier in Swetlen participant worked at an organization
that had cooperation with an organization in FidlaBuring this period he experienced

cultural differences between the two neighbouriogntries.
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As is notable, the participant has a personal @sten cultural theories and he has given talks

about culture in business.

3.4 Instrument / Tools
To prepare for the interview, a document with fixagestions was established, see appendix

1. Furthermore, the document consists of fixed toes within three specific areas. All the
guestions were based on information from the liteea review chapter of this study.
Moreover, the document was also reviewed by thersigor to receive feedback. During the
interview, a tape recorder was used. This is alaep while the interview is going on and it
makes sure that all the information offered willdi#ained (Gill & Johnson, 2002).

3.5 Research Procedure
The knowledge and skills received from the educaitiolnternational Project Management at

Chalmers University of Technology, Gothenburg anorthumbria University, Newcastle
upon Tyne, have established the foundation ofghigly. To be able to answer the research
goals of this study successfully, a careful literatresearch has been carried out. The
literatures that consist of books have been gathé&@m different libraries in the cities:
Gothenburg, Landskrona and Newcastle upon Tyneth&umore, parts of the literature
consist of articles and have been collected frofferdint databases that are linked to the
universities homepages. The databases used werengtance Chans, Libris, Gunda,
Nationalencyklopedin and Nora. Articles from newsgd have also been used. Moreover,
information from different homepages on internets Haeen used to complement the

mentioned literature.

To arrange the interview, people were contactegligne and email. The interview lasted
almost one hour and took place at the participamtgkplace. To be able to receive the most
valuable information from the interview, the pregéon work is important (Howe & Lewis,
1993). The interviewer has to be well prepared & dapable of establishing a calm
environment, so the respondent feels comfortablghtoe information. The respondent was
before the interview started informed about theppse of the research and the person also
agreed to be audio taped. Furthermore, the interwas held in Swedish which is both the
interviewer’s and the respondent’s first languadée information gathered from the

interview was later on translated into English. érckng to Howe and Lewis (1993), it is
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important to consider if the information given dwgian interview is reliable. Sometimes the
respondent is sure that he/she gives the rightnrditon, but it is possible that the person has
received the wrong information from the beginnimghat he/she remembers it wrong.

-23-



Chapter 4. Results and Data Analysis

4.1 Interview Results
The purpose of the interview was to receive valeabiormation regarding the participant’s

experience. Accordingly, is the participant awairéhat his national culture influence his way
of thinking and that it affects his work within megement? And how do Swedes and Chinese
act within management in consequence of their natioulture? To find out, the participant
was asked a number of questions mainly regardiedhtee specific areas that were selected
to be investigated further in this study. As saédobe, these areas are Individualism versus
Collectivism, Power Distance and Uncertainty Aveoida. The results from the interview will
be presented below within the three specific ateass easily as possible be able to see the

connection to the literature.

4.1.1 Background Results

Have you considered if you think in a certain wayhen carrying out your work because
you are from Sweden?
The participant believes that his national cultun#uence his way of thinking and that it

affects his work.

Where you aware of the cultural differences betweBweden and China before the project
with Ostindiefararen started?
For the reason that he has many years’ experiehesrking abroad, he was aware of the

cultural differences.
Did you do anything in your work to prepare yoursek for the Chinese culture?
The participant did not do anything in his workpgrepare himself for the Chinese culture

before the project began.

According to the participant, both the Swedes dmd €hinese had from the start a very
positive attitude towards the project. Howevereatly during the preparation work the
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Swedes noticed cultural differences between thecoumtries. For instance, China is a nation

where the inhabitants find it very important to raakprofit.

The purpose with the project Ostindiefararen waistaanake money and the Swedes just
wanted to cover one’s expenses. Furthermore, tihee€& were aware of that. For that reason,
the Swedes did not expect any problems to occuceromg money, but it did. The

participant found it very unnecessary and the Swedre not prepared for the money issue.

The participant claims, the Chinese created problgnat never should have existed.

Where the Chinese used to do business with peapla fwestern countries?

The Chinese peoples’ experience of working with piedrom western countries varied
depending on which level they were working on ia kherarchy. People working on a higher
level were usually very experienced of working wople from western countries. On the
other hand, people working on a lower level wereveoy experienced and some did not have

any experience of it at all.

How did the occasions look when you were doing axgjood in your cooperation with the
Chinese?

When the Swedes and the Chinese had been workgeghter for a while and got to know
each other better, they also started to cooperateerb As said by the respondent, the

relationship started as professional but develapidfriendship.

How did the occasions look when there arise probgenm your cooperation with the
Chinese?

Most of the problems occur because the people wgrkin a lower level were expecting
bribes. At every time, the Swedes refused to dmeent money and after a while they learned
that they were not going to receive any. Howeves, 3wedes thought the whole process was

very time consuming.
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4.1.2 Individualism versus Collectivism Results

Where the Chinese people clear in theirs desirestdAvhere it easy to understand the

content of the information?

According to the participant, the Chinese wererciedheirs desires. Furthermore, if there at
any time were problem to understand the contenh®finformation, it depended on lack of

knowledge of languages, nothing else.

How did you communicate with the Chinese people?
To be able to communicate, they used interprekost Chinese working on a high-level can
speak English, but it is unusual that they use taeglish skills when doing business.

Do you believe it influenced the work how you comnicated?

By using interpreters made the whole process slandrit made the work harder to carry out.
However, some of the interpreters spoke both Swedisd Chinese. As said by the
participant, that was a big help and it facilitated process. For that reason, they all received
the right translation. Furthermore, the interpretalso had knowledge about the countries’

cultures, which also contributed to that the comizafion run smother.

On the other hand, the participant believes thahroanication is not only about verbal
language but also about body language. He thinksiths possible to receive information
from observing how people act. For instance, ipassible to see if people are telling the
truth.

Do you believe that there is a difference betweame8es and Chinese regarding their view
on duty and loyalty?

Both Swedes and Chinese are very dutifully, budifferent ways. As said by the respondent,
Chinese are dutifully because they have to, noalse they want to. Chinese do not carry
through a task because they have taken it uponsileges. Instead, they do it because
someone working on a higher level has told thenddat. However, Swedes are dutifully
because they want to and as the respondent clthemswould feel ashamed if they were not

able to carry out a task that they have taken tipemselves.
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To be able to achieve good results regarding therkyavhere it important to develop
personal relationships with the Chinese? Comparedibing business with Swedes?
Chinese are suspicious when they meet new peopleoiking life. They do not take for
granted that people are honest. The respondenislhiat Swedish people are generally very
honest. However, the Chinese had a hard time terstahd that and it took a long time for

them to realize that.

The Chinese did not have any desires before thek vetarted to develop personal
relationships with the Swedes. However, both theds and the Chinese were curious about
each others’ national culture and wanted to find more. According to the participant,
personal relationships grow over time. When thégai to know each other better, they also
started to cooperate better and it was suddenigrelmscarry through the work. In addition,

they trusted each other.

4.1.3 Power Distance Results

Chinese companies are more hierarchic structurecithSwedish, how did you experience
that it affected the work?

As said by the participant, it is the people wogkin the top of the hierarchy that decide
exactly what the employees are going to do. Intamdiall employees get their own task that
they have to solve. The people working on a hidéeel do not ask the employees for help.
However, the people working in the top of the hielng keep all the employees well

informed.

The participant believes, many Chinese want to makeareer and they are very hard
working. They strive to climb higher in the hiedayc Additionally, by working hard and

doing a good job, they believe they can succeedth®rother hand, many Swedes also want
to make a career. The participant claims, in Sweunple want to achieve consensus and
they do it together as a group. For that reasas, nbt that common as in China to strive to

make a career.
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Who made the decisions, did the directors in Chinge their employees to come to
decisions?

Decisions were only made by people in the top efttierarchy. When a highly placed person
made a decision, everybody was expected to adeemutcome of the decision. Furthermore,
so was also the case. All the employees made inatedgiwhat the highly placed person

ordered. No one working on a lower level was alldw@make a decision.

The respondent believes that the decision makinggss in China is very time consuming.
However, in the end when a decision is made, peagilat once. Furthermore, it was also the

people in the top of the hierarchy that were hekponsible for the decisions.

Regarding decision making, the participant beliettest the difference between the two
countries is that in China one individual makes final decision and in Sweden instead a

group of people together makes the final decision.

The participant gave an example regarding his exjgeice of hierarchy in China:

During their work in China with the ship Ostindiedeen, the Chinese wanted to show the

Swedes that they were hard working and capableowfgda good job. For that reason, the

Chinese interfered in everything, even things reigarthe ship that the Swedes considered as
only their business. In addition, big problems agoshen the Chinese stopped people from

going on board at the ship. They were afraid thate were too many people on board at the

same time. However, the Swedes calculations shdvetdhere was no reason to worry.

According to the participant, the people workingaolower level had not been given the right
information from the people working on a higherde\Additionally, the people working on a

lower level did not know that they were not allowedinterfere in anything regarding the

ship. To solve the problem, the Swedes had tottaHome people working on a higher level,
because even if they told the people on the loeslInot to interfere, it did not help. As soon
as the Chinese people working in the top of theahohy had talked to the people on the
lower level, the problem was solved. The partictghought the whole process was very time

consuming.
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Do you believe that there is a difference betweaswhformal Swedes and Chinese are in
working life?

The participant did not observe any noticeablesd#iice between Swedes and Chinese.

4.1.4 Uncertainty Avoidance Results

Regarding willingness to take risks, do you belietreat there is a difference between
Swedes and Chinese?

The participant believes that Chinese are morangilto take risks than Swedes. He thinks
that most Chinese find it very important to makeneyand strive to make a career. For that
reason, it is possible that Chinese are willingake risks in working life. However, the
participant also claims that Chinese employees evaowdver do anything on one’s own
initiative, because they are afraid of the hiergrdfrom that point of view, Chinese are not

willing to take risks.

Regarding handling changes, do you believe thatrthes a difference between Swedes and
Chinese?

It is only the people working on a higher leveltthee allowed to make a change. In addition,
if a director suggests a change, all employees dtbeyrders. No one working on a lower

level would ever dare to suggest a change.

4.1.5 Comments

As said by the respondent, as a foreigner it isoatnimpossible to learn how the Chinese
culture works. People from both cultures have teept the differences and learn to
cooperate. Furthermore, together they have toemabmmon way to carry out the work. It

is neither possible to follow one nor the othertwrd.

The participant believes that the young well ededaChinese women will be China’s
strength in the international business. He claimas they are brave and talented. In China, the
business life is very male dominated. In the futtine participant predicts that a conflict can
take place, because the Chinese women start toetermith the Chinese men in the world of

business.
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Chapter 5. Discussion and Conclusion

5.1 Discussion
Overall, the literature describes that people wloitg to the same nation approach things in

a similar way. It is well known that the nationalltare of Sweden differs a lot from the
national culture of China. However, are people anarthat their national culture influence
their way of thinking? And that it will affect thelactions? According to my results, the
interviewed person is convinced that his nationatuce influence his way of thinking and
that it affects his work within management. Furthere, it is then interesting to bring up that
the participant did not do anything in his workgrepare himself for the Chinese culture
before the project began. For the reason that lsenteny years’ experience of working
abroad, it is an expected outcome that he is awfatkat his national culture influence his
way of thinking. On the other hand, only becauge@on has a large experience of working
abroad and has been in contact with many diffecahitires, it does not mean that the person
will have knowledge about the national culture @iir@a. It is also important to point out that
only because countries are located close to eddr, ot does not mean that they have similar
national cultures (Hofstede & Hofstede, 2005).

5.1.1 Individualism versus Collectivism Influence o Management
So how do Swedes and Chinese act within managemerinsequence of their national

culture? Regarding trust, the literature maintaimst Swedes and Chinese approach trust
differently and that it can generate problems wHeimg business (Worm, 1997). However,
my results explain that trust was not an issue wd@@ng business. The literature makes clear,
Chinese value good relationships very high and #&sm to trust only the people who are a
part of their own group. Furthermore, when doingibess, Chinese find it important to create
a more personal relationship with the new peopferbeentering cooperation. On the other
hand, my results state that either the Chinesheo6ivedes found it important to get to know
each other better before the work started. It imlle though, the participant thought that the
Swedes and the Chinese cooperated better wherh#ltepeen working together for a while
and developed a more personal relationship. Itossiple that the result of the project had
turned out better if they had got to know each obefore the project started.
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My results describe that both Swedes and Chineseeay dutifully. This was an interesting

finding for the reason that the literature maingatihat Chinese does not prioritize loyalty to
their workplace (Worm, 1997). On the other hane, literature also clarify that Chinese do
not want anyone to see them loose face (Tang & W&@3). The Chinese would consider it
as a defeat to loose face. It is possible thatGhmese found it of great importance not to
loose face in front of the Swedes. Moreover, thggat had also attracted much attention.
Perhaps the Chinese wanted to make a good impneast show the Swedes that they were

dedicated to do a good job.

As said by the literature, Swedes express infownatiearer than Chinese, because Chinese
express some information implicit (Worm, 1997). Msults show that the Swedes did not
have any big problems to understand the Chinesthelfe at any time were problem to
understand the content of the information, it deleehon lack of knowledge of languages.
However, most of the time interpreters were use@ important to take into consideration
that some of the interpreters spoke both SwedishGinnese and for that reason also had
knowledge about the countries’ cultures, which aleatributed to that the communication
run smother. The participant was also aware offikatould receive information by observing

the Chinese body languages.

My results describe that in China all the employ@esle immediately what the highly placed
person ordered. In the literature this refers ® lirerarchy and order of rank (Hofstede &
Hofstede, 2005). However, the literature also stdtat many Chinese find it insulting when
people tell them what to do. For the most party tthe not like when someone do it in public
and this depend on that they do not want anyosed¢dhem loose face (Tang & Ward, 2003).

5.1.2 Power Distance Influence on Management
My results show that decisions in China are onlyleny people in the top of the hierarchy.

In addition, this is also what the literature iraties. Worm (1997) explains that it is common
that managers with authority come to a decisionjtha not them taking responsibility for it.
However, my results claim that it is also the peapl the top of the hierarchy that are held
responsible for the decisions. According to my lssuhe difference between Swedes and
Chinese regarding decision making is that in China individual makes the final decision

and in Sweden instead a group of people togethkesnthe final decision. At this standpoint
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the literature and my results agree. Furthermao#) the literature and my results claim that
the decision making process in China is very tinoasaming. On the other hand, the
literature argues that the decision making processow because most Chinese do not want
to take responsibility for a decision. My resultgue that the decision making process is slow

because it is only people in the top of the hidrarttat are allowed to make the decisions.

The literature argues that Chinese are formal éir tway to behave in working life (Worm,
1997). However, Swedes are informal in their wayétave. According to my results, the
participant did not observe any noticeable diffeeerbetween Swedes and Chinese. In
addition, this could actually be an interestingliimg. The literature also argues that Chinese
do not have anything to benefit from being formalew dealing with Swedish people and that
Chinese people that want to do good business witierdndividualism countries have to
adapt to their culture and act less formal. Fot teason it is possible that the Chinese valued

the cooperation with the Swedes very high and fauatigreat importance to do one’s best.

A common factor that can be found in the literatasewell as in my results is that both
maintain conversely that there is a large diffeecbetween the directors and the employees in
China. As Tang and Ward (2003) explain, employemsho show respect for directors that
are in the top of the hierarchy. In addition Hoflgeand Hofstede (2005) claim, it is important
with order of rank and managers do not encouragacoept their employees’ power of
initiative. As said by the participant, it is thegple working in the top of the hierarchy that
decide exactly what the employees are going toQlonese employees would never do
anything on one’s own initiative, because it is sapported by the people working on a
higher level. Both the literature and my resultbdwe that in Sweden the difference between

the directors and the employees are not as large@sina.

5.1.3 Uncertainty Avoidance Influence on Management
That Chinese employees would never do anything r@isoown initiative, could also be

interesting to discuss from the viewpoint of rigkihg. As said before, my results show that
Chinese are not willing to take risks because treyafraid of the hierarchy. However, this is
not what the literature upholds. According to Tamgl Ward (2003), Chinese do not hesitate
to take risks in working life, because they wanstay competitive and compete with other
companies within the business. At the same timee|iterature claims that many Chinese feel
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that they are responsible for their family andrfds, so they have to be answerable. The last
statement refers to the hierarchy and for thatoeasipports my results. Still, why do Tang
and Ward (2003) claim that Chinese are willingaketrisks? The participant thinks that most
Chinese find it very important to make money. F@attreason, it is possible that Chinese are
willing to take risks in working life. In additiormany Chinese strive to make a career. Both

the literature and my results state that Chineserare willing to take risks than Swedes.

A view that my results bring up that cannot be fbun the literature is that the Chinese
employees were expecting bribes. Furthermore,nbtable that the participant mentions that
issues regarding bribes created most of the prabientheir cooperation with the Chinese.
The literature does not mention anything about dsjlout it talks about unwritten rules.
Bjerke (1998) claims that within companies in Chihare are many unwritten rules that
people follow and that have become a natural pather daily work. It is possible that

demanding payment for favours is accepted amongriifdoyees within companies in China.
That issues regarding bribes created most of tloblgms in their cooperation depend
probably on that demanding payment for favours @ accepted within companies in

Sweden.

Both the literature and my results show that Chenescept changes in working life.
However, my results maintain that they are afrdithe hierarchy and if a person working on
a higher level suggests a change, all employedshaly the orders. As the literature states,
Chinese value new knowledge very high and theyhard working. It seems like the Chinese
agree with the Swedes regarding that knowledgefaawur their future (Bjerke, 1998). For
that reason, it is possible that the Chinese emegloywould carry through a change if the

hierarchy would allow it.

5.2 Conclusion
It is clear that people act in a certain way withianagement in consequence of their national

culture. However, how aware people are of thatrthational culture influence their way of
thinking and that it affects their actions, dep@nobably on how much experience they have
from working abroad. This study has shown thatdéural differences between Swedes and
Chinese are many. Moreover, some similarities lads@ been found.
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To start with, the main factor that this study lmgued influences how Chinese act in
management is the hierarchy. The order of rankctffeow the Chinese act in working life.
Furthermore, the hierarchy is constantly presergmthe Chinese carry out their daily work.
That Chinese are afraid of the hierarchy influerfoesnstance the Chinese people’s power of
initiative, willingness to take risks and their itftle towards changes. In Sweden, the
hierarchy does not exist to the same extent. Tfiereihce between directors and employees
in Sweden are not as large as in China. Conseguend hierarchy is almost certainly the
factor that creates the largest difference betwbew Swedes and Chinese act in
management. For that reason, it is also the hieyatttat generates the most problems when

Swedes and Chinese are doing business.

A similar factor between Swedes and Chinese thatimeresting to highlight is their
willingness to make changes. Both Swedes and Ghiaesept changes in working life, but
Chinese employees would never carry through a ehéngmselves, because the hierarchy
does not allow it. However, this study indicateatth the hierarchy would not exist to the

same extent, the employees would carry throughgg®an

Even if people are aware of that their nationaturel affects their actions in working life and
that the national culture of Sweden differs a totrf the national culture of China, they do not
prepare themselves for entering cooperation. Tésgarch has shown that the cooperation
would have run smoother if they would have spenetio get to know each other before the
cooperation started and developed a more persaialionship. However, it is worth
mentioning that it seems like the Chinese valueddboperation with the Swedes very high

and that they tried to act less formal.

Finally, doing business with people from other does are not easy, but by having
knowledge and a wider understanding about eachrsothational cultures, will almost
certainly facilitate the work. As said by the peigiant of the interview, “people from both
cultures have to accept the differences and leacodperate”. “It is neither possible to follow
one nor the other culture”. Furthermore, “togetitery have to create a common way to carry

out the work”. The author agrees.
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5.3 Future Research
Topics for future research could be the two areasddlinity and Long-Term Orientation that

were not chosen to be investigated further in stigly. Above all it could be interesting to
enter more deeply into the area Masculinity vefsemininity for the reason that Sweden is a
feminine country and China in a masculine countny.that, the person interviewed in this
study predicts that in the future a conflict caketplace because the Chinese women start to
compete with the Chinese men in the world of bussn@&his could be an interesting view.
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Appendix 1.

Interview Guide

Background

Before the project with Ostindiefararen, have yarked abroad? Which cultures?

Have you considered if you think in a certain wayew carrying out your work
because you are from Sweden?

Where you aware of the cultural differences betwaereden and China before the
project with Ostindiefararen started?

Did you do anything in your work to prepare youvssl for the Chinese culture?
Where the Chinese used to do business with peaptewestern countries?

How did the occasions look when you were doingaegtod in your cooperation with
the Chinese?

How did the occasions look when there arise problanyour cooperation with the
Chinese?

Individualism versus Collectivism

Where the Chinese people clear in theirs desiresPwhere it easy to understand the
content of the information?

How did you communicate with the Chinese people?
Do you believe it influenced the work how you conmuated?

Do you believe that there is a difference betwesrd&s and Chinese regarding their
view on duty and loyalty?

To be able to achieve good results regarding thé& wehere it important to develop
personal relationships with the Chinese? Compareibing business with Swedes?

Power Distance

Chinese companies are more hierarchic structued $twedish, how did you
experience that it affected the work?

Who made the decisions, did the directors in Chs&their employees to come to
decisions?

Do you believe that there is a difference betwemn formal Swedes and Chinese are
in working life?



Uncertainty Avoidance

= Regarding willingness to take risks, do you belithad there is a difference between
Swedes and Chinese?

= Regarding handling changes, do you believe thaetisea difference between Swedes
and Chinese?
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