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Aim – The aim of the study is to investigate the way trust and relationships can be affected by 

Cross-Cultural Training, which will ultimately enhance intercultural business performance.  

Methodology – Qualitative data is gathered by conducting semi-structured interviews which 

provide deep responses on Cross-Cultural Training among Japanese companies operating in 

Sweden. Based on secondary data, theoretical discussions are grounded serves as a foundation 

for the study. 

Findings – The study resulted in two categories of companies in which one applies Cross-

Cultural Training in order to build and maintain trust and relationships when developing 

intercultural business practices among Japanese companies and Swedish subsidiaries. Whereas 

the other type of companies have a different type of International Organizational Structure in 

which Cross-Cultural Training is redundant and relationships and trust are preserved since they 

do not interact directly with the Japanese- Headquarters or employees. 

Limitations – The research is solely based on an extensive qualitative study. Thus, a 

quantitative study should be conducted in order to support these findings to provide more 

rigidity and reliability. A complementary study from a Japanese perspective would clarify the 

reasons behind the decisions made in Sweden. 

Implications – Academicians can extend this study in order to understand the deeper reason on 

why some companies decide to work with an organisational structure which differs from the 

traditional working behaviours and dimensions of national culture. Furthermore, the study 

provides implications for business managers to anticipate different cultures when conducting 

international business. It furthermore forms a basis for academicians to conduct future research 

on Cross-Cultural -business and –training. These implications are generalizable across a 

manifold of industries since the study is based on a multiple case study. 

 

Keywords – Cross-Cultural Training, Cultural Dimensions, Globalization, International 

Business, Business Performance, Trust, Relationships.   
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Introduction 

In this chapter, an overview of the research topic is provided. The background along with the 

motivations is discussed, where after it leads to the problem formulation with its respective 

research questions. Afterwards, the aim of the study is identified and the limitations and the 

disposition are presented. 

 

Research Background 

Globalisation and Cultural Dimensions 

Czinkota and Ronkainen (2007) state that even though when the world becomes homogenous 

over time, cultures may still pose barriers among countries. Therefore, they highlight that 

cultural dimensions play an important role in international business. Trompenaars and 

Hampden-Turner (2011) also support that it is important to choose the right entry mode when 

expanding and to know and understand the possible culture clash between the local culture and 

the foreign one. 

 

If we examine Geert Hofstede’s Cultural Dimensions comparing Japan (an eastern country), to 

Sweden (western country), there are quite a few gaps as seen in Table 1. The extremes in 

Masculinity (95 and 5) and Uncertainty Avoidance (92 and 29) cannot be overlooked. Hofstede 

et al. (2010) state that Japan is one of the most masculine countries in the world. In a corporate 

situation, the employees are quite competitive when it comes to the companies’ competitors 

and fighting for the winning team. Another aspect is the drive for excellence in product and 

service quality. The work holism is an expression of their Masculinity, where as in Sweden the 

focus lies more on quality in workspace and life.   

 
 

Power Distance Individualism Masculinity Uncertainty Avoidance 

Japan 54 46 95 92 

Sweden 31 71 5 29 

Table 1. Cultural Dimensions, Japan and Sweden Index. 

Source: Adapted from Hofstede, Hofstede and Minkov, 2010, p.59, 95-96, 141-143 & 192-194. 

 

Hofstede et al. (2010) also mention that Japan has one of the most uncertainty avoiding 

countries on earth (92). This again, creates gaps between western countries such as Sweden 

(29). Over history Japan’s geographical location is one of the attributes that contributes to this 

dimension. Many environmental catastrophes such as such as tsunamis, earthquakes and 

volcanic eruptions, have been threatening Japan. These circumstances made them to prepare 
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themselves for uncertain situations. Therefore, in a business environment, they find it difficult 

to implement changes in their way of working, since they rely on their already existing 

traditions and working ways. 

 

Cross-Cultural Training 

As internationalisation is expanding in social, political and economic aspects, cross-cultural 

interactions for companies have a greater frequency. This contact between professionals from 

different countries and cultural backgrounds can occur in many circumstances related to work. 

For example; during short business trips to other countries, as well as long term work 

relationships with foreign partners. (Black and Mendenhall, 1990) 

In order to facilitate these cross-cultural interactions, Cross-Cultural Training (CCT) has been 

developed to implement in business operations (Black and Mendenhall, 1990; Mendenhall and 

Oddou, 1986). CCT involves all the training given to the employees, such as skill development, 

adaptation and performance to overcome the cultural differences between countries. Thus, 

understanding the counties’ culture is essential (MBA Skool, 18-03-2017). 

 

Taking Cross-Cultural Training and the Cultural Dimensions with their respective gaps in 

consideration, this study examines their effects on the outcome of Trust and Relationships that 

enhances the communication and efficiency. Trust is related to the acceptance of risk the parties 

have associated to each other, according to the depth of interdependence in their relationship 

(Sheppard and Sherman, 1998). Furthermore, developing trust between the parties involved can 

help to enhance the subordinate-manager relationships, as well as to facilitate the relationships 

between the organizations (Doney, Cannon and Mullen, 1998). 

All of which contribute to a company’s Business Performance. (Donaldson and O'Toole, 2007) 

 

Why Japan? 

Japan is an island with a strong identity and national culture which sets them apart from the 

world. Traditions and authority are highly respected. Most of their business ethics and ideas are 

based on ancient Japanese traditions and other oriental ideologies such as Confucianism and 

Buddhism. (Martinsons and Westwood, 1997) 

 

In an economical sense, Japan has been one of the leaders of manufacturing and research and 

development. They are considered to be one of the fastest developing economies. Thus, 

researchers consider it to be a success story in the world’s economic history, putting itself on 
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the third place globally for having the largest economy after the USA and China. (World Bank, 

16-03-2017) 

Japan has succeeded in reaching high growth even though they have an isolated agricultural 

society. They grew to be one of the world's most significant industrial powers. (Pilat, 1994) 

 

Japan is known for their unique business system. There are major business characteristics that 

define Japan. The hierarchical structure is quite high as it is influenced by Confucianism, an 

ancient oriental philosophy based on core values which considers human relationships and 

reciprocity to be the basis of society (Yum, 1988). Their business networks are of noteworthy 

importance and are completely relying on long term relationships. The employees, remarkably, 

also feel that they have a long-term relationship bond with their company. (Hasegawa and 

Noronha, 2014) 

 

Why Sweden? 

According to the nature of the intercultural study, it is quite interesting to examine countries of 

different continents. We chose to compare Japan with Sweden due to its huge cultural 

differences as shown in Table 1, which also reflects on business cultures. These countries are 

extremes, thus, one could learn from the results that emerge from this study. 

 

Sweden is known for their open mindedness, equality in social classes and gender, horizontal 

organizational structures and advanced infrastructure and education making it an interesting 

country to invest in for setting up a Scandinavian- or European headquarters. (Business-

Sweden, 21-04-2017) 

 

We, as international Master Students living in Gävle found it interesting to study business in 

Sweden, the country we are currently living in. Sweden is different in national and 

organisational cultures compared to Peru and Belgium (the originating countries of the authors), 

which for instance are predominantly high Power Distance, masculine, high uncertainty 

avoidance countries. Therefore, we wanted to learn new business perspectives by studying 

different cultures to our own to expand our horizons. (Hofstede et al., 2010) 
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Motivation 

Gaps in Research & Business Environment  

During the master program, we have had case studies about how western companies, for 

instance Swedish companies, operate in other countries with different cultures and ways of 

conducting business. During Customer Relationship Management, Marketing Theories, 

Comparative Management Culture, Emerging Markets and International Business Strategy we 

have discussed the way of doing business from the western point of view. 

 

In this study, we investigate the other way around. How an oriental country, such as Japan, 

apply strategies (Trompenaars and Hampden-Turner, 2011) in order to operate in a western 

country like Sweden. To answer this question, the cultural gaps between both types of countries 

are studied and analysed.  

The Japanese have a strong national culture which also reflects in a strong business culture 

giving us the curiosity to study Japan. Its strong cultural presence in the Business 

Administration field makes Japan even more interesting to investigate. This way, the challenges 

and difficulties the eastern company needs to face when entering the new market and expanding 

will be determined. 

 

The main idea from this study came from the case analysis that Fregidou-Malama and Hyder 

(2015) conducted with the company Elekta operating in Brazil. Now, we will research how 

Japanese companies deal with the cultural gap to operate in Sweden, by taking the cultural 

dimensions in consideration. 

 

Personal Motivation 

• Topic Motivation 

The main drivers for this topic came from the idea that the authors wanted to study an 

Asian country due to the strong cultural aspects of these countries. Instead of examining 

the ‘hot topic countries’ of the present, such as China and India, the authors chose to 

deepen themselves in Japan. 

 

The authors have a strong interest in different cultures, since they are both from different 

backgrounds, living, studying and working in foreign countries. We are also acquainted 

in adapting and anticipating different cultures. Since we believe we have a global mind-
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set, we found it interesting to study and investigate how global mind-sets are applied in 

the business environment. 

 

Furthermore, both authors are aiming to have an international job in which they can 

interact with people from different cultures in various parts of the world. Therefore, the 

authors found this topic interesting and crucial for their own personal and professional 

development to study and, at the same time, to learn about the significance of 

overcoming these challenges in working abroad. Once the authors find a job abroad, 

they can apply the knowledge gathered from this study to help them being prepared and 

anticipate the future challenges. 

 

• Japanese Motivation 

More personally we found some Japanese cultural aspects to be of interest and passion 

when we were growing up. We were always fascinated by the technological products 

which, in that time, were considered being of the highest quality, reflecting the drive for 

excellence in the Japanese business cultures. Both authors also have had sympathy for 

Japan and its leading position in technological advancements and research and 

development. For years, we were fond of Japanese brands and products since they are 

associated with quality and innovativeness.  

 

Problematisation 

The cultural gaps between Japan and Sweden (Hofstede et al., 2010) needs to be bridged in 

order to be able to successfully conduct intercultural business (Donaldson and O'Toole, 2007). 

Thus, Cross-Cultural Training is necessary in order to prepare them when dealing with foreign 

customers and building trust and relationships (Black and Mendenhall, 1990). 

 

Kowner (2003) mentions that miscommunication with foreigners from the Japanese perspective 

leads to difficulties and unpleasant experiences. This is due to the Japanese ‘foreigner complex’ 

which has an effect on intercultural communication. Kumayama (1991) noted that the cultural 

understanding of Japanese business negotiations is comforting both parties if the cultural gap 

is bridged.  

 

Furthermore, Professor Saini (2017) discusses that Japanese companies are facing intercultural 

problems in management on the employee relations front. When Japanese companies operate 
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Research Topic: 

CCT Effects on Trust and 

Relationships 

in other countries they tend to be ethnocentric within their management style. The host country 

must therefore follow, what Japanese managers think are the best, management practices set up 

by the Japanese. This is the reason why Japanese companies often have a Japanese expatriate 

manager on top of the subsidiary instead of a local manager. This often leads to cultural clashes 

and misunderstanding of the local cultures. Therefore, we can observe that there is a gap in 

business practices between Japan and other countries due to their ethnocentric culture. 

 

In Figure 1, a schematic overview is presented of the motivation behind studying this case based 

on the explanation in the paragraphs above. The intersection in the Venn Diagram where the 

Literature- and Business Environment- Gap and Personal Motivation come together brings out 

the gap in Cross-Cultural Training in international business practices and its effects on Trust 

and Relationships. There are no extensive studies on this specific gap; thus, we found it 

advantageous and appropriate to investigate. 

 

Figure 1. Gaps in Research and Business Environment, and Personal Motivation. 

Source: Own, 2017. 

 

Problem Formulation 

Research Aim 

Taking all the previous mentioned aspects into consideration, the research aim would be to 

investigate in which manner trust and relationships can be affected by Cross-Cultural Training 

which will enhance intercultural trust and relationships. Based on this, two research questions 

are formulated below. 

 

  

Literature

Personal 
Motivation

Business 
Environment
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Research Questions 

• How does Cross-Cultural Training comply with the dimensions of national cultures? 

• Does Cross-Cultural Training enhance Trust and Relationships when developing 

intercultural business practices? 

 

Limitations 

The study is focused on Japanese companies operating in Sweden, thus, the results might not 

be generalizable for other countries. Furthermore, only the Swedish branches are studied which 

lacks the Japanese motivation behind organisational and operational decisions coming from the 

Japanese Headquarters. 

Another issue emerges due to the fact that an extensive qualitative study with fourteen 

interviews is conducted. A quantitative study with statistical interpretations could have been 

performed in order to support these findings to provide more rigidity and reliability.  

 

Implication 

This study can serve as a basis for future academicians to do further research on the topic of 

cross cultural -business and -training. The effects of CCT on Trust and Relationships among 

Japanese companies and Swedish subsidiaries, do not have that much supportive research, 

therefore, future studies can base on this to get a grasp of the phenomenon. 

The study is applicable for business practitioners from western and eastern countries, such as 

Japan and Sweden. It provides important information for business managers to anticipate on 

how different cultures work in different parts of the world when conducting international 

business. With this study, they can consider implementing CCT-methods such as language, 

stress reductions, technical- and interpersonal skills, etc. Cross-Cultural Training and its 

importance are addressed for expatriates and local employees to consider when working across 

borders. (Black and Mendenhall, 1990) 

This study serves as a basis for those who seek to anticipate cultural differences in an 

international business setting. Employees and jobseekers can gather information on Cross-

Cultural business practices, organisational structures and anticipate interactions with colleagues 

from different countries. The gaps and aspects of CCT with their implications and the 

improvement of these theories are highlighted and, therefore, applicable for others who wish to 

gain knowledge for their career. 
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Disposition 

Below in Figure 2, the logical structure of our study is presented. Every chapter is sequentially 

interlinked with the following chapter. This gives an overview of the paper: 

 

 

Figure 2. Research Disposition 

Source: Own, 2017. 
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Theoretical Discussion 

In this chapter the theoretical basis of our study is laid. We funnel down from some broad 

theoretical concepts to a specific area we are focusing on, this leads to our research questions 

and the theoretical gap we would want to investigate. Later on, the empirical findings along 

with the interviews and the analysis will fill in the gap in the practical world. 

 

Globalisation and its Challenges 

Over the past twenty years globalisation played quite a significant role in cross border business 

practices. International business does provide benefits on multiple levels such as offering low 

cost marketing and business operations, access to local resources and people, new market 

opportunities etc. (Contractor, 2007) 

 

However, Hofstede et al. (2010) noted that barriers do arise for companies who operate 

internationally. One of these barriers is the cultural difference between countries on a national 

and international level thoroughly discussed later on in this study. Companies should, therefore, 

gather knowledge and understanding about the targeted country and culture they are wishing to 

enter. This will help to determine some strategies and modes of entry according to the local 

customs and culture. (Kogut and Singh, 1988) 

 

National culture is one of the most challenging barriers that global companies face when 

conducting international business as discussed by Hofstede et al. (2010). Hofstede defined 

national cultures to be the combination of norms, behaviours, customs, attitudes and beliefs 

which are shared by a whole society of a particular region or country. Fregidou-Malama and 

Hyder (2015) observed that the regional or national culture of a country can have an influence 

on trust and networks as well as on standardization and adaptation during the development of 

business in other markets than the country of origin. It is, therefore, quite significant for global 

companies to develop and adapt their management and business practices according to the host 

market’s culture if they seek healthy relationships and positive outcomes. Hofstede et al. (2010) 

and Cohen (1991) noted the importance of acquiring knowledge about the local language and 

cultural values and believes before developing intercultural business. These would help 

communication and understanding of the local parties involved during business practices. 

 

Wild and Wild (2016) discuss two outcomes and impacts due to globalisation whilst conducting 

international businesses. The first being, that globalization is eradicating some cultural gaps 
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among groups of people. Protesters, have a negative view on globalisation and its impacts. For 

instance, they claim that it damages rich cultural diversity and homogenizes it. However, there 

is also a positive outcome which needs to be addressed. Due to globalisation, different countries 

can specialise efficiently in their own homemade services and goods production, for example; 

commodities or other resources that a country requires but does not produce in their country. 

This opens up new opportunities by being able to answer a market’s demands. 

 

International Organisational Structure 

The way of dividing of a company’s activities among cross border business-units and the 

coordination of those units is considered to be the International Organisational Structure. 

Reaching targets can be a lot more effective and efficient when a strategic structural approach 

is applied according to the host country’s cultures and values. Therefore, having a multinational 

or multicultural strategy will suit the host country’s preferences better and therefore, deliver 

better results instead of implementing the same strategies from the country of origin. (Fouraker 

and Stopford, 1968; Wild and Wild, 2016) 

 

Cultural Dimensions 

Further developing Hofstede et al. (2010) Cultural Dimensions, a four dimensional model is 

created and presented in Figure 3. As mentioned in the introduction, Japan has huge cultural 

differences compared to the western world.  

 

 

Figure 3. Japan vs. Sweden: Comparison of the Cultural Dimensions from Both Countries. 

Source: Adapted from Hofstede et al., 2010, p.59, 95-96, 141-143 & 192-194. 
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Based, on literature, supporting this model Japan and Sweden are compared to each other and 

cultural gaps emerge. For the sake of this study, we narrow down on four dimensions of the 

six which contributes to our literature gap and research questions. 

 

• Power Distance 

The dimensions of Power Distance states that all individuals in a society are not equal 

and power is distributed unequally among its members. In an organisation this reflects 

in to the vertical hierarchical structure where the employees are subordinates of the 

higher management. Having a low level of Power Distance means that a company tends 

to lean more towards a horizontal structure. 

 

Japan has a score of 54 meaning that they have are a fairly hierarchical society, although, 

not as vertical as other Asian countries. Some foreigners, however, can experience the 

Japanese to be extremely hierarchical especially when it comes to decision making. This 

is a long and slow process which has to be confirmed through each hierarchical layer 

before being approved by the top management. In theory, this dimension would collide 

with the Swedish low Power Distance society and their horizontal hierarchy which, 

according to Hofstede et al. (2010), would result in painstaking and nerve wrecking 

business practices. 

 

• Masculinity / Femininity 

Having a high level of Masculinity, means that a society is mainly driven by 

achievement, competition and success. This value system starts in the early stages of 

life during school and continues throughout the business environments. A low level 

results in a society being Feminine. These societies are more caring for others and focus 

on quality of life. Unlike the Masculine societies where the motivation is to be the best 

in a particular field, the Feminine societies’ motivation is to do what an individual 

prefers to do. 

 

Japan is one of  the countries with the highest level of Masculinity in the world (95). 

Sweden on the other hand is an opposite in the extremes with a score of 5, which again, 

would collide in many ways with the Japanese.  

The Japanese business society thrives on driving for excellence and perfection in their 

production, services and other aspects of business. Notoriously, the Japanese work-
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holism is an expression of their Masculinity, working long hours is common among the 

Japanese. The Swedes, on the other hand, prefer having a supportive manager focusing 

on solidarity, equality and quality in working environment. Conflicts can be resolved 

by negotiations and discussions, while the Japanese employees do not even consider 

discussing or negotiating with their superiors. All of these aspects contribute to an 

extreme gap in culture between the two societies. 

 

• Uncertainty Avoidance 

This dimension deals with how societies anticipate the unknown future. In other words, 

it is the extent in which individuals feel threatened by unknown situations and how they 

try to avoid these. 

 

Japan and Sweden, again, differ extremely on these dimensions. Japan has the highest 

level of Uncertainty Avoidance in the world (92). An explanation for this phenomenon 

could be due to the fact that natural disasters have been recurring events for the country. 

Tsunamis, earthquakes, typhoons and volcanic eruptions have been threatening Japan 

for over centuries and these forces of nature affect how the Japanese behave and think. 

The Japanese learned to prepare themselves for any uncertain situation. Therefore, they 

are not so eager to implement changes in their business practices. In contrary, Sweden, 

with a low level of Uncertainty Avoidance (29), is more likely to be innovative and to 

take more risks. Punctuality and precision are not natural traits and flexibility is keen 

for the Swedes. 

 

• Individualism / Collectivism 

The degree the interdependence among the members of a society is measured by the 

level of Individualism in Hofstede's Cultural Dimensions. In an individualistic society 

people only look after themselves and their families, whereas in collectivistic societies 

people belong to groups in which they have long term reciprocal relationships. 

 

Japan has quite a collectivistic society with a score of 46 in Individualism. Having 

harmony in a society, losing face -, having reciprocal relationships are some 

characteristics within their collectivistic society. They do share some characteristics of 

the Chinese Confucianism philosophy. However, the Japanese are more reserved and 

private compared to other Asian countries. In a business environment, the Japanese have 
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strong, respected and long lasting relationships with their stakeholders from the bottom 

employees to the top suppliers. Sweden, on the other hand, has a highly individualistic 

society where employee, supplier and owner- relationships are contract based. Benefits 

they get from other individuals are considered to be more important than maintaining a 

relationship. All of which, again, results in a clash of cultures creating gaps that need to 

be bridged. 

 

However, it must be noted that researchers, such as Fang (2003), criticise Hofstede's model for 

being static and suggest that issues related to cultures are dynamic, vibrant and intricate. 

Overtime (organizational-) cultures can change according to their respective environment in a 

specific timeframe. As resulted from the case studies of Trompenaars and Hampden-Turner 

(2011) the Swedes are more likely to be adaptable if it is for the good of the company. The 

study found that the factors that encourage internationalisation are present with the Swedes, 

therefore making them quite successful in doing business on an international level. 

 

Approach while Entering a Market with Different Culture 

Leung, Bhagat, Buchan, Erew and Gibson (2005) noted that there are different levels of culture 

within societies as shown in Figure 4. These levels start from the behaviours and values on the 

Individual's level, followed by the Group and Organisational Culture that entail it. These three 

levels are part of the National Culture of a particular country. Furthermore, they also analysed 

an interesting phenomenon; when individuals experience a feeling of global belongingness 

while adopting practices and lifestyles internationally followed, they are considered to be part 

of a Global Culture. However, it must also be noted that this Global Culture can never change 

the values and behaviours from the individual's point of view. Hence, Leung et al. (2005), 

pointing out the importance of the first level of culture. 
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Figure 4. The Dynamic of Top-down & Bottom-up Processes across Levels of Culture. 

Key: → The Direction of the Approach Strategy of Foreign Cultures.  

Source: Leung et al., 2005, p. 363. 

 

When companies enter and operate in a foreign market, the implementation of a Bottom-Up 

strategy is more likely to book positive results. The Bottom-Up strategy approaches the levels 

of culture starting from the individual's behaviours and values and goes up through the group-, 

organisational- and national culture. By following this strategy, a person is not changing his or 

hers values in an extensive degree in order to accomplish the best possible results while entering 

the new market. (Leung, et. al., 2005)  

Some companies and countries, however, do not appreciate changes in their own manner of 

conducting business as discussed by Hofstede et al. (2010). Japanese companies, with their high 

level of Uncertainty Avoidance, tend to stick to their traditional way of working. They apply 

their own organisational structure and business practices into the foreign markets, thus, 

approaching the market with a Top-Down strategy where the levels of culture are adapting to 

the culture of the country of origin. 

 

Cross-Cultural Training 

Globalisation is pushing companies in a good way to expand their businesses internationally. 

Nowadays, it is easier for companies to conduct business in international markets due to the 

improvements of technologies (communication, travel and transport) (Levitt, 1993). 

Internationalisation and business expansion increase the frequency of negotiations between 

people from different countries and cultures. These negotiations are also referred to cross-

cultural interactions and they can occur during business trips outside the company’s city or 

country that can build long term relationships with the national- or international partner (Black 
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and Mendenhall, 1990). Zeithaml, Bitner and Gremler (2006) state that running a successful 

business is complex when the target market differs from the company’s originating location. 

Furthermore, Hofstede et al. (2010) share that it is of great importance, when developing 

intercultural negotiations, to acquire knowledge about the other country’s language, the way 

they communicate, the cultural values and their organization skills. They also state that the 

quality of intercultural encounters when negotiating with different cultures can contribute to 

avoid unintentional conflicts. Cohen (1991) supports that to reach successful negotiations, the 

people involved in these negotiations should know about the deferring culture and have a good 

set of communication skills. This will facilitate the managers to transmit and understand 

correctly the messages.  

 

In order to help the companies to develop successful businesses with the international partners, 

Adler and Graham (1989) suggest that Cross-Cultural Training (CCT) should be applied. They 

also state that CCT is necessary since 50% of the time of international managers is spent in 

negotiations.  

CCT is the training given to the local employees and expatriates who interact with individuals 

from different cultures. Littrell, Salas, Hess, Paley and Riedel (2006) define expatriates as 

employees that are relocated from their home country to another for a period of time. 

This training includes cross-cultural skill development, adaptation and performance, which will 

allow them to overcome the differences in cultures (Black and Mendenhall, 1990) and to 

improve their ability to interact with their foreign colleagues (Littrell et al., 2006). Researchers, 

such as Littrell et al. (2006), define CCT as an educative process which is used to improve the 

intercultural learning by developing the affective, cognitive and behavioural competences. 

These competences are required to succeed when interacting with diverse cultures. Managers 

need to know how to communicate and influence their international partners (Adler and 

Graham, 1989). 

 

Importance of Cross-Cultural Training 

CCT is of significance for companies operating abroad for several reasons. First of which, being 

the cost of expatriate's failure. Expatriates experience some difficulties when leaving their home 

country to work abroad, such as inadequate managerial practices or when adjusting to the 

foreign culture (Rahim, 1983; Caligiuri, Phillips, Lazarova, Tarique and Bürgi, 2001).  These 

factors are considered as stressors for the expatriate that can lead to the expatriate leaving the 

country before completing his or her assignments, which can cost the company a lot of financial 
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resources (up to 40% of the investment) (Black and Mendenhall, 1990). This situation is also 

considered to be a failure even when the expatriate stays at the foreign location since the level 

of his or her productivity and effectiveness decreases (Bennett, Aston and Colquhoun, 2000). 

Therefore, it is of great importance to implement CCT in order to reduce these costs of sending 

out unprepared expatriates.  

Secondly, many researchers state that the time given between the selection and departure of an 

expatriate, is too short to provide an effective form of CCT since technical skills and 

development are the most important factors that leads to success of the company and it 

consumes more time. Thus, CCT needs to be well planned and structured from the start rather 

than implementing it last minute. If not done properly, it will lead to failure of preparing the 

expatriate. (Black and Mendenhall, 1990; Baumgarten, 1995).  

Finally, CCT is important in order to keep pace in the companies which require continual 

changes on a global scale. International companies are becoming more diverse and 

multicultural, thus, international employees have become significant these days (Littrell et al., 

2006). 

 

Cross-Cultural Training Success Components 

Researchers such as Baumgarten (1995), Bennett et al. (2000) and Foster (2000) have shown 

that there are three components that lead to success when applying CCT whilst developing 

intercultural businesses. The three components entail; personal adjustment to the new culture, 

professional effectiveness when achieving business tasks and interpersonal adjustment. For this 

reason, they suggest that companies should provide expatriates the necessary skills, knowledge 

as well as the abilities required for cross-cultural adjustment and interactions. Below training 

methods are discussed which contribute to develop the mentioned components.  

 

Cross-Cultural Training Methods 

There are three methods for CCT, which include skill development, adjustment and 

performance.  

• Skill Development 

Black and Mendenhall (1990) divide the skills needed to succeed in a new culture in 

three dimensions. The first dimension concerns self-orientation. This includes the 

attributes and activities that contributes to the expatriate’s self-esteem. This dimension 

is divided in the following three subcategories (Black and Mendenhall, 1990); 
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o Stress reduction; encountering a new culture generates stress for the 

expatriate, thus, it is significant to be able to handle it. Stress reduction 

techniques help expatriates to avoid having feelings of being depressed 

or lonely. For instance, it is easier for the Japanese managers to adapt to 

the new culture when correctly dealing with the psychological stress 

factors (Abe and Wiseman, 1983). Ratiu (1983) states that one way of 

dealing with stress for expatriates is the “stability zones”, for example; 

meditation, engaging in pastimes or writing a diary. These stability zones 

are useful when expatriate managers become stressed in situations while 

facing the new culture, since they can retreat to these stability zones as a 

solution to feel better. 

o Reinforcement substitution; this subcategory involves replacing the 

activities that provide happiness and pleasure to the expatriate manager 

with similar activities that can be practiced in the new country. 

Expatriates that find substitute activities, tend more to succeed when 

adjusting to the new culture than those that do not. For example; An 

Indian manager that enjoys playing cricket can find a substitute hobby 

of playing baseball in the United States of America. 

o Technical competence; as every expatriate is supposed to accomplish a 

task when being assigned overseas, it is important to be confident and to 

have the necessary technical expertise in order to achieve these tasks 

(Tung, 1981). For example; receiving training to acquire the know-how 

of specific computer systems abroad. 

It is also of great importance for companies to identify additional information such as 

assignment objectives, job responsibilities as well as the expatriate’s past international 

experience in order to develop the most suitable training for them (Bennett et al., 2000; 

Caligiuri, et al., 2001). 

 

The second is the others-oriented dimension which includes all the activities and 

attributes related to the interacting ability of expatriates with the local employees. This 

dimension has two main sub-factors (Black and Mendenhall, 1990): 

o Relationship development; this sub-factor includes the ability to build 

long term relationships with the local partner, which is important to 

succeed internationally. The experience of building relationships with a 
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local person can be explained as the effect a mentor has on an employee. 

The local partner acts as a guide for the expatriate when dealing with the 

culture and organization, as well as protecting and helping him or her. 

This helps expatriates to overcome cultural challenges by having 

someone to rely on. 

o Willingness to communicate; it is important to have the ability to 

communicate in the local market, but it is even better when the expatriate 

has the willingness and the ability to communicate in the local language. 

This has a positive effect on the adjustment since expatriates become 

more intimate and familiar with the locals. Thus, the local language is 

considered to be a crucial tool for foreigners in order to create 

interpersonal relationships and expatriate adjustment. In sum, the 

communication skills included in this sub-factor include the confidence 

to interact with locals, the willingness to use the local language and the 

willingness to build a relationship with the locals. 

 

The third is the perceptual dimension which refers to the ability understand the 

foreigners behaviour and its importance to cultural adjustment (cognitive skills). This 

ability allows the expatriates to predict how the foreigners will behave toward him in 

the future. In other words, it allows reducing the level of uncertainty in intercultural and 

interpersonal relations.  

 

Finally, the cultural-toughness dimension refers to how well does the expatriate adjust 

to the international experience. This depends on the assigned country since each of them 

has different cultures. For instance, some expatriates adapt easier to some countries than 

others. (Black and Mendenhall, 1990) 

 

• Adjustment 

CCT’s purpose is to make it easier for individuals to adjust to a new culture, thus being 

more effective when developing their new roles. Torbiorn (1982) states that adjustment 

“...involves the gradual development of familiarity, comfort, and proficiency regarding 

expected behaviour and the values and assumptions inherent in the new culture, all of 

which are different from the individual's native culture”. Many studies (Black and 

Mendenhall, 1990) have proved that CCT has a positive relationship with adjustment. 
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• Performance 

Since companies send their employees overseas to perform their operational tasks (e.g. 

negotiating, teaching, managing, etc.), which deals with different cultures, the 

relationship between CCT and performance is crucial. There is a significant relationship 

between performance and CCT (Black and Mendenhall, 1990). 

 

Other authors, such as Brewster (1995), Caligiuri et al. (2001) and Gomez-Mejia and Balkin 

(1987), state that besides the methods chosen by the companies to apply CCT, it is important to 

have some key elements in consideration. Firstly, besides identifying the expatriate’s strengths 

and weaknesses, regarding the skills mentioned above, it is also important to look at their 

spousal’s and children’s needs since they could influence the expatriate’s success abroad. 

Secondly, the program quality is also vital, companies should make sure that the training is 

build and also delivered by experts from the destination country on the topic (Bennett et al., 

2000). Furthermore, the training should be evaluated and the company should get feedback 

from the trained expatriate about his or her opinion on the training and the level of preparedness 

(Littrell et al., 2006). Last but not least, the training should be customised according to the 

expatriate’s individual needs and situation, as well as the training design and techniques to be 

used regarding skill development (Bennett et al., 2000, Caligiuri et al., 2001). 

 

Business Performance 

There are many parameters that define and measure business performance. For the sake of our 

study we chose Trust and Relationships as parameters. Donaldson and O’toole (2007) noted 

that high quality relationships and trust affect business practices positively. Therefore, we chose 

these parameters to analyse business performance which are discussed in-depth below. 
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Trust and Relationships 

Trust can be defined as the confidence that all the parties in a relationship have, by not 

exploiting their weaknesses. (Sabel, 1993; Rousseau, Sitkin, Burt and Camerer, 1998). There 

are some types of trust according to the nature of the parties involved in the relationship. In this 

case, institutional trust is most suitable, since it is the trust developed between institutions 

(Bachman, 1998). While mentioning organizations, Blois (1999) stated that it is important to 

increase the knowledge, interaction and understanding between the parties involved in order to 

realize that they can trust one another. As noted by researchers such as Håkansson and Snehota 

(2000), trust is generated over a longer period of time during social exchange processes where 

after both parties learn to trust each other.  

Trust is related to the acceptance of risk the parties have associated to each other, according to 

the depth of interdependence in their relationship (Sheppard and Sherman, 1998). This means 

that when one of the parties possess the skills and know-how of the processes, the other party 

tends to depend on that, which leads it to accept the risks involved and trust the party. (Luo, 

2002) 

Furthermore, developing trust between the parties involved can help to enhance the 

subordinate-manager relationships, as well as to facilitate the relationships between the 

organizations (Doney, Cannon and Mullen, 1998). 

 

Donaldson and O’Toole (2007) defined Relationships to be the mutual exchanges that keeps 

repeating over time. Having high quality relationships helps the efficiency and effectiveness of 

business practices. Good communication and positive business performances can be a result of 

high quality relationships within an organization (Morgan and Hunt, 1994). Long lasting trust 

bonds and recurring business interactions result in healthy relationships (Donaldson and 

O’Toole, 2007). Inkpen and Beamish (1997) stated that the international relationships between 

companies can be quite challenging to cope with. Therefore, mutual trust and strong 

relationships between the two parties are significant factors in order to avoid cross-cultural 

conflicts. 

 

In international business, there might be some complications, since it is more difficult to build 

trust between organizations with people of different nationalities and cultures (Perlmutter, 

1969). The topic from this study involves studying the link and the effect of CCT on trust with 

all the stakeholders from the company when developing business in another country with a 

different national culture, such as Japan and Sweden. Luo (2002) states that the cultural gap 
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between international partners is identified as a factor that can decrease the level of trust. Thus, 

it is important that both parties make efforts to overcome the cultural gap between them, in 

order to have a positive progress while doing business (Yuki, 2003) and lead to preserve the 

exchanges among both partners, building a stronger and closer relationship (Brewer, 1981). 

Scientists such as Aurier and N’Goala (2010), Madhok (2006) and Ford (2004) state that in 

order to build long term relationships trust must be considered as a significant factor since it 

means being confident that none of the partners would not exploit their weaknesses. 

 

In Table 2, an overview of the theories in this study is presented. The authors that contribute to 

forming each theoretical part are also listed below these theories. This gives an overview of 

which authors supported which theory and it makes these comparable accordingly. 

Theories Authors 

Globalisation and  

its Challenges 

Cohen, 1991 

Contractor, 2007 

Fregidou-Malama and Hyder 2015 

Gullén, 2003 

Hofstede et al, 2010 

Kogut and Singh, 1988 

Wild and Wild, 2014 

International Organisational  

Structure 

Fouraker and Stopford, 1968 

Wild and Wild, 2016 

Approaching Cultural  

Differences 

Cohen, 1991 

Fang, 2003 

Fregidou-Malama and Hyder, 2015 

Hofstede et al, 2010 

Leung et al, 2005 

Trompenaars and Hampden-Turner, 2011 

Cross - Cultural  

Training 

Abe and Wiseman, 1983 

Adler and Graham, 1989 

Baumgarten, 1995 

Bennett, Aston and Colquhoun, 2000 

Black and Mendenhall, 1990 

Black and Mendenhall, 1990 

Caligiuri et al, 2001 

Cohen, 1991 

Foster, 2000 

Gomez-Mejia and Balkin, 1987 

Levitt, 1993 

Littrell et al, 2006 

Rahim, 1983 

Ratiu, 1983 

Torbiorn, 1982 

Torbiorn, 1982 

Tung, 1981 

Zeithaml et al, 2006 

Business Performance: 

Trust - Relationship 

Bachman, 1998 

Blois, 1999 
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Brewer, 1981 

Donaldson and O’Toole, 2007 

Doney et al, 1998 

Håkansson and Snehota, 2000 

Inkpen and Beamish, 1997 

Luo, 2002 

Morgan and Hunt, 1994 

Perlmutter, 1969 

Rousseau et al, 1998 

Sabel, 1993 

Sheppard and Sherman, 1998 

Yuki, 2003 

 

Table 2. Overview of Theories. 

Source: Own, 2017. 

 

Theoretical Framework 

Taking all the theoretical findings along with their gaps in consideration we can now formulate 

our theoretical framework. Globalisation and the rapidly changing international business 

environments have a direct effect on CCT (Rahim, 1983; Caligiuri et al., 2001). CCT has been 

considered to be a significant tool to overcome the cultural differences between countries 

(Littrell et al, 2006). 

 

By this, we study how trust and relationships can be affected by CCT which theoretically should 

enhance intercultural business performance. CCT entails Skill Development, Adjustment and 

Performance as shown in Figure 5, which are the methods utilised by companies to prepare the 

expatriate in the most suitable way as studied by researchers such as Black and Mendenhall, 

(1990). This training allows expatriates to achieve their tasks more efficient and potentially 

bridging the cultural gap whilst enhancing trust and relationships (Tung, 1981; Abe and 

Wiseman, 1983; Black and Mendenhall, 1990).  
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Figure 5. Theoretical Framework: The Effect of Cross-Cultural Training on Trust and  

Relationships in Intercultural Business Practices. 

Key:   Direct effect 

Entailing 

Source: Own, 2017. 

 

Research Questions 

After developing the Theoretical Framework, the following Research Questions of the study 

are formulated. 

• Do foreign companies apply Cross-Cultural Training as a tool to enhance trust and 

relationships when developing intercultural business practices? 

• How does it comply with the dimensions of national cultures in mind? 
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Methodology 

In this chapter the method used by the researchers to gather the data for the study is laid. It 

also includes how the research questions were tested and the way the findings were evaluated. 

Furthermore, reliability and validity are also discussed as well as the interview guideline.  

 

Many different techniques were implemented in order to gather information concerning 

intercultural business between Sweden and Japan. Therefore, all the types of techniques and 

methods are discussed, whilst explaining why each type is relevant to the study. Afterwards, in 

the operationalisation section, the link between the theories and the interview questions, as well 

as the purpose of each question to the study, is clarified. 

 

Research approach 

Deductive Approach 

This study is based on a deductive approach since it starts with developing research questions 

based on existing theory followed by a strategy to prove the research questions (Wilson, 2010). 

Gulati (2009) refers to the deductive approach as the reasoning from the particular to the 

general. This means that the conclusion of the study are related to the theory and the data 

gathered, in other words, the theory is tested in reality.  

 

Qualitative Data 

In this study, a qualitative research method will be used in order to gather information to support 

the literature review, which includes semi-structured interviews (Cameron and Molina-Azorin, 

2011). Bryman and Bell (2007) state that qualitative studies are based on variables, which get 

deeper responses and provide a detailed picture. Cortina and Landis (2013) support that this 

type of research provides tales about what people do and what do they think about it in a specific 

time or place. Qualitative studies are quite difficult to specify because of its flexibility and the 

many forms it can take. Another, limitation of using this type of research method is that since 

it is based on an extensive qualitative study including interviews, a quantitative research with 

statistical interpretations could have been conducted in order to support the research even more 

(Cortina and Landis, 2013). 
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Research Design 

The research design is the mix of procedures and methods implemented to collect as well as to 

analyse the variables from the research’s problematisation (Saunders, Lewis and Thornhill, 

2009; Jalil, 2013). This study is based on exploratory research since its aim is to understand a 

problem. Neuman (2003) states that an exploratory research is also utilised when the researchers 

want to have a general picture of the matter by developing methods which can measure the 

results. 

This study investigates the antecedents affecting CCT and how it affects the trust, relationship 

and effectiveness of expatriates and the host country managers. Reid and Walsh (2003) stated 

that “...in seeking to understand international business, it is essential to understand the 

countries involved and the particular local market conditions prevailing. This is best achieved 

by conducting personal, in-depth interviews with leading executives engaged with international 

businesses” (p.294). Based on this assumption, an exploratory research is conducted since there 

are few studies taking in consideration the cross-cultural effect on expatriates and the variables 

that can influence it. A qualitative research is conducted in this study, basing on in-depth 

interviews with leading executives who are engaged with international business practices. 

 

Data sources 

The data used in this study was collected through two different methods; primary and secondary 

data (Bryman and Bell, 2007; Cameron and Molina-Azorin, 2011). 

 

Primary Data 

Primary data refers to the information the authors gather themselves to analyse the research 

question (Hox and Boeije, 2005). These data is used to get information about a specific area 

(Hair, Babin, Money and Samouel, 2003). In this case, the primary data has been collected by 

in-depth interviews in order to get new knowledge regarding Cross-Cultural Training and its 

effects on trust and relationships between an expatriate and the local people. The in-depth 

interviews provide abundant information for the type of research (exploratory) (Palmer and 

Quinn, 2005). Furthermore, the empirical findings will be compared to the literature review in 

the discussion chapter.  
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Secondary Data 

Secondary data refers to the information that is already accessible. This efficient and accessible 

data has been collected by other researchers and studies. In this study, the secondary data was 

collected from different sources such as previous researches, scientific articles (journals), books 

and websites. These data can also be used to find out new research findings (Bryman and Bell, 

2007). Google Scholar was utilized in order to gather the articles from different journals and 

publishers in a more efficient and convenient manner. 

 

Population and Sample 

The samples taken for the interviews were of the key people in companies that deal with 

international business practises between Japan and Sweden. The managers within the Swedish 

subdivisions of the company pass orders through to the employees and train them further to 

deal with the company’s policy, therefore, making them a quite significant target group for the 

study. 

 

By utilizing the non-probability sampling technique, we eliminated redundant results providing 

the study with relevant information from key people (Greener, 2008). Reaching these top level 

managers was quite a challenging task. For example, sending out emails at the right moment of 

the day, getting through the receptionists and convincing them to provide contact details. When 

calling companies and sending out emails, timings were taken into consideration in order to 

reach the managers at a suitable time to reply to our request. 

 

For the study a sample size of 13 employees responsible for international communication and 

business were taken in order to form reliable results by validating them to one and another as 

suggested by Cresswell (2013) in his study of Research Design. 

 

Considering the difficulties of gathering contact details of the potential interviewees over phone 

and e-mail, we decided to take matter in own hands and visited companies directly in Stockholm 

and Gävle where we were warmly welcomed and helped further. The employees and 

interviewees showed interest in our study and were willing to participate and contribute. The 

company visits were spread out over a couple of days (March 30th, April 19th and May 3rd) 

where we travelled from business-park to business-park. Twenty individual companies were 

visited of which thirteen were able to participate considering the requirements of the study such 
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as having an international presence and being the head office instead of a sales department (see 

Appendix B). 

 

We as master student researchers took time, costs, sample size and resources in consideration 

in order to get the samples needed for this study due to the time and resource limitations as 

discussed by Greener (2008). Greener also noted that generalisation has to be taken in 

consideration when opting for a small sample group as these results cannot always be 

representative. Due to the nature of this study, these results provide a general supportive idea 

to the existing literature along with its gaps. 

 

Operationalisation  

The motivation and purpose of the interview questions are presented in this part of the study as 

well as how they are related to the theory in order to provide an overview of how and why those 

questions were used. The interview questions were divided in three sections, Background, 

Organizational Culture and structure and Cross-Cultural Training (Appendix A). 

 

Section 1: Background 

As shown in Table 3, questions were formulated and asked in order to get some information 

about the background of the interviewees and their relationship with the company. For example; 

the time the interviewee has worked for the company, his or her role and experience with 

international business, etc. 

 

SECTION 1: BACKGROUND 

Questions Motivation 

How long have you been working for your 

company? 

To determine the years of experience in the 

company. The answers could be more verifiable 

according to that. 

What is your main role within the company? This question determines what the role of the 

interviewee is, and how it relates to our study. 

Do you have any experience with international 

business? 

With this, the interviewee can explain more in 

detail what he or she did related to international 

business practices 

Did you ever get any form of training for 

working together with different cultures 

(Sweden – Japan)?  

Did the participant ever have had some form of 

training before? Keeping CCT in mind. 

 
Table 3. Operationalisation, Section I: Background. 

Source: Own, 2017. 
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Section 2: Organizational Culture 

In this section, includes all the questions related to the company’s culture and entry mode 

strategies, as well as the cultural differences and barriers they experienced when working with 

two countries with different backgrounds as illustrated in Table 4. The interviewees share 

whether or not if they work directly with employees from the other country (Sweden or Japan) 

and their way or doing business taking into consideration the cultural dimensions (Power 

Distance, Individualism/Collectivism, Masculinity/Femininity and Uncertainty Avoidance). 

 

SECTION 2: ORGANISATIONAL CULTURE AND STRUCTURE 

Questions Theoretical Concepts Authors Motivation 

Which entry mode did 

your company use 

when they entered the 

Swedish market?  

Globalisation and its 

Barriers  

 

International 

Organisational 

Structure 

Cohen, 1991 

Fouraker and Stopford, 

1968 

Hofstede et al., 2010 

Kogut and Singh, 1988 

To find out if they 

considered cultural 

clashes while entering 

the market. (JV vs 

Acquisitions) 

Were there any 

cultural barriers when 

they entered the 

Swedish market?  

Globalisation and its 

Barriers  

 

Cultural Dimensions 

Cohen, 1991 

Hofstede et al., 2010 

Leung et al, 2005 

Trompenaars and 

Hampden, 2011 

To see what the 

barriers were from the 

interviewees point of 

view 

Are there any cultural 

barriers today in your 

opinion?  

Globalisation and its 

Barriers  

 

Cultural Dimensions 

Cohen, 1991 

Hofstede et al., 2010 

 

 

To determine if there 

are barriers still and 

how it is dealt with 

Do you have any 

Japanese employees 

in the Swedish office? 

(Amount and 

Functions) 

International 

Organisational 

Structure 

 

 

Fouraker and Stopford, 

1968 

Wild and Wild, 2016 

To figure out if there is 

a mixed culture in the 

offices. 

Is there a Japanese 

expatriate manager on 

top of the hierarchy 

for the division of 

Sweden? 

International 

Organisational 

Structure 

Fouraker and Stopford, 

1968 

Wild and Wild, 2016 

Similarly, to find if 

there is a mix of 

culture in the 

management. 

Do you think you 

work more efficiently 

and effective acting as 

your own entity rather 

than getting orders 

from Japan and their 

way of working  

International 

Organisational 

Structure 

 

Cultural Dimensions 

 

Business Performance 

Donaldson and 

O’toole, 2007 

Fang (2003) 

Hampden (2011) 

Hofstede et al., 2010 

Trompenaars and  

If the interviewees 

think that they can 

work more efficient 

than their current way 

of working. (if they 

work under Japanese 

guidelines) 

Do you have other 

expatriates coming in 

the Swedish office as 

well? 

International 

Organisational 

Structure 

 

Fouraker and Stopford, 

1968 

Littrell et al., 2006 

To determine if there 

are Japanese visiting 

expatriates interacting 

with the Swedes. 
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Table 4. Operationalisation, Section 2: Organisational Culture and Structure. 

Source: Own, 2017. 

 

  

Do these expatriates 

guide, train or inform 

you with things 

coming from the 

headquarters in 

Japan? 

International 

Organisational 

Structure 

 

Cultural Dimensions 

 

Business Performance 

Donaldson and 

O’toole, 2007 

Hofstede et al., 2010 

Inkpen and Beamish 

(1997) 

This question will 

point out how the 

company is structured 

and whether or not the 

expatriates have a say 

in the Swedish office. 

Would you say the 

organizational 

structure is horizontal 

or more vertical? 

(High hierarchy and 

slow decision-making 

process?) 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Power Distance is 

analysed. 

Would you say the 

company’s motivation 

lies in reaching goals 

and targets or does 

the motivation lie in 

quality of workspace 

and life? 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Masculinity is 

analysed. 

How are conflicts 

resolved? Do you 

negotiate and discuss 

or follow guidelines 

from superiors? 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Masculinity is 

analysed. 

Do you think your 

company is flexible in 

implementing 

changes? Or do they 

stick to a safe 

traditional way of 

working? (For 

example taking risks) 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Uncertainty avoidance 

is analysed. 

Do employees stay 

for long years in the 

company; is there a 

form of loyalty 

towards the 

company? 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Individualism is 

examined. 

Does your company 

set individual goals 

per employee, or team 

goals per division? 

Cultural Dimensions 

 

Hofstede et al., 2010 

 

The dimension of 

Individualism is 

examined. 
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Section 3: Cross-cultural Training 

In this section, the questions are related to the type of training the company offers to the 

employees and expatriates to lead with the cultural differences from Section 2. Furthermore, it 

also includes their opinion about the effectiveness of CCT, which are shown in Table 5. 

 

SECTION 3: CROSS CULTURAL TRAINING 

Questions Theoretical 

Concepts 

Authors Motivation 

Does your company 

provide some form of 

Cross-Cultural Training to 

the Swedish employees or 

the Japanese expatriates?  

Cross-Cultural 

Training 

Adler and Graham, 

1989 

Littrell et al., 2006 

Determine if CCT is 

provided to the 

Swedes or Japanese 

Does your company apply 

any of the following 

training strategies as set by 

researchers and scientists? 

Cross-Cultural 

Training Methods 

Baumgarten, 1995 

Bennett et al., 2000 

Black and 

Mendenhall, 1990 

Foster, 2000 

To determine which 

types of training 

methods are used in 

the company 

concerning CCT 

Do you think Cross-

Cultural Training helps the 

expatriate or the local 

employees to deal with the 

cultural differences, or it is 

not necessary?  If it does, 

in what way do you think 

it helps? 

Cross-cultural 

Training Success 

Components 

 

Business 

Performance 

Black and 

Mendenhall, 1990 

Littrell et al., 2006 

Torbiorn, 1982 

The link between 

CCT and intercultural 

Business and whether 

or not CCT is 

necessary and 

helpful. 

Do you think Cross-

Cultural Training 

improves trust, 

relationships and 

understanding between the 

international and local 

employees? If not, what 

would you suggest to 

improve it? 

Cross-Cultural 

Training Success 

Components 

 

Business 

Performance 

Fregidou-Malama 

and Hyder (2015) 

Sabel, 1993 

The outcome when 

implementing CCT in 

the business. Is 

business performance 

affected by it? If not, 

what can be done to 

achieve it? 

Is there an evolution in 

international business and 

understanding of cultures 

or did your company deal 

with it the same way as in 

previous years? 

Cross-Cultural 

Training Success 

Components 

Cultural Dimensions 

Business 

Performance 

Hofstede et al., 2010 

Torbiorn (1982) 

Trompenaars and 

Hampden, 2011 

 

The outcome when 

implementing CCT in 

the business. And 

how it was in the 

past. 

Do you think there is a 

need for Cross-Cultural 

Training or some other 

form of training within 

your business? If so, could 

you elaborate?  

Cross-Cultural 

Training Success 

Components 

 

{Polling question, 

looking for a gap and 

trend, for future 

research too} 

Polling if the 

employees have a 

need for CCT or 

some other form of 

training. And how it 

can be in the future 
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Table 5. Operationalisation, Section 3: Cross-Cultural Training. 

Source: Own, 2017. 

 

The last two sections’ questions are based on the theories mentioned in the Theoretical 

Discussion Chapter as shown in Appendix A. 

 

The Companies’ Presentation 

In order to complete the study, thirteen Japanese companies with a global presence were 

interviewed and analysed. These companies’ Swedish- and Scandinavian headquarters were 

visited in Stockholm and Gävle. The information contained qualitative data that will provide 

answers to the research questions. It will furthermore give an insight of how Japanese 

companies nowadays operate and function in Sweden during the present trend of globalizing 

where national and cultural barriers are somewhat disappearing (Czinkota and Ronkainen, 

2007). 

 

From the initial plan of focusing on solely one company, we changed the idea and focused on 

thirteen companies instead. The reason behind that was that due to the uncooperativeness of our 

initial company, we had to find another. Since we contacted many other companies personally 

by visiting them, most of them agreed on participating with our study.  

 

Furthermore, having a multiple case study and more interviews of different companies provides 

different angles and perspectives over the topic. It gives comparable information which is also 

supportive to the theories. Single case studies cannot provide generalisation, thus, single case 

studies are not able to contribute to scientific developments. (Flyvbergj, 2006)  

Therefore, the authors agreed on performing a multiple case study. As we visited these 

companies we learned that these companies range from different types of industries and sizes. 

Most of the companies are focused on providing products and services in (information) 

technology, consumer- and industrial electronics, appliances. Other companies are focused on 

Do you have some extra 

interesting information to 

add for us about this topic 

or you have some general 

comments about these 

questions. Please feel free 

to do so. 

 

{Not based on 

Theories, 

Exploratory} 

{Exploratory 

question, gives the 

interviewee to talk 

freely about 

something he or she 

finds important} 

To gather some 

general and extra 

information the 

interviewee might 

want to share and can 

be useful. 
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the Automotive Industry where they serve the Scandinavian market from Stockholm. Some 

more detailed background information about these companies can be found in Table 6 below. 

Some of these companies belong to the world leaders in their field and are among the largest 

companies globally. Others are smaller and have interesting operation strategies for their niche 

markets. All of which make them quite significant to our study for understanding intercultural 

business practices, whilst providing comparable results. 

 

Company 
Amount of 

Employees 
Revenue (¥) European HQ 

Operating 

in Sweden 

 

348,877 

(2016) 
28.40 trillion (2016) Belgium 1985 

 

186.336 

(2014) 
11.38 trillion (2014) Finland 1988 

 
350.000 

(2015) 
60,13 trillion (2015) The Netherlands 1996 

 
159,000 

(2015) 
4.739 trillion (2015) Belgium 1971 

 

249,520 

(2016) 
7.553 trillion (2016) Sweden 1999 

 
50,253 

(2014) 
2.927 trillion (2014) United Kingdom 1993 

 
191,889 

(2015) 
355.21 billion (2015) United Kingdom 1987 

 
67,605 

(2015) 
1.092 trillion (2015) The Netherlands 2008 

 
70,153 

(2017) 
1.423 trillion (2017) The Netherlands 1991 

 
25,415 

(2015) 
857.8 billion (2015) The Netherlands 1997 

 
39,727 

(2011) 
847 million (2011) Germany 1992 

 
87,809 

(2011) 
875.73 billion (2011) Germany 2000 

 
56,240 

(2014) 
1,783 billion (2014) Belgium 1982 

 

Table 6. Interviewed Companies: Presentation of Key Figures (Employees, Revenue and European 

Headquarters) 

Source: Adapted from Allabolag, 25-05-2017. 

 

Companies such as Toyota, Nissan and Mitsubishi offer consumer cars but are also distributors 

of heavy duty transportation vehicles and industrial vans.  

The technology based companies such as Fujitsu, Panasonic, Sharp and Canon do not only 

provide consumer electronics but also business grade appliances such as barcode scanners, 

office printers, data warehouses, etc. Technological appliances ranging from displays to 

washing machines to heavy duty appliances for consumers, as well as for industries are also 
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among their product lines. Furthermore, they also provide business to business consultancy and 

solutions on large scales for their clients to implement in their businesses.  

Epson and Kyocera mainly deal with printers and projectors, whereas Nikon and Olympus focus 

on camera technologies for consumers and professionals. TDK, formerly known for their VHS 

video cassettes, focuses now on electromagnetic technologies for storage media such as hard 

drives, CDs, USB sticks etc.  

Daikin is a solution provider for Heating, Ventilation and Air conditioning (HVAC).  

 

The niche branches (Epson, Kyocera, Nikon, TDK and Daikin) do not have as many sales as 

some other companies in the study. However, it must be noted that this makes them experts in 

their branches having a lot of knowledge and experience on their specific products.  

 

The Interviewees 

As we visited the companies out in the field, we presented our research direction and sought 

for the suitable person according to our study. Luckily the front desk employees were very 

cooperative for providing us the contact details of these key managers. Some employees, in 

fact, wanted to do the interview right away. 

These interviewees have different roles in the different companies as shown in Table 7, 

however, in their branch; they were the most suitable people since they were the ones acting 

internationally with the headquarters either in Japan or the European Headquarters elsewhere 

than Sweden. Names are not included in this table upon request of the interviewees to insure 

their anonymity. In the Table 7 below, a code is provided for each respective interviewee, as 

well as their professional role in the company, the channel and the language used during the 

interviews. 
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Code Company Date Professional Role Channel Language 

I1 Fujitsu 19/05 Integration Manager EMEIA  English 

I2 Toyota 03/05 Communications Manager ☺ English 

I3 Nissan 19/04 Business Sales Manager ☺ English 

I4 Nissan 19/04 PR & Communications Manager ☺ English 

I5 Canon 03/05 Customer & Channel Marketing Manager ☺ English 

I6 Panasonic 03/05 Business Partner HR ☺ English 

I7 Mitsubishi 03/05 Manager ☺ English 

I8 Nikon 03/05 Head of Product Management ☺ English 

I9 Olympus 19/04 Regional Division Manager  English 

I10 Sharp 03/05 Nordic CFO ☺ English 

I11 Kyocera 19/04 Business Controller ☺ English 

I12 TDK 19/04 Sales Engineer  English 

I13 Daikin 03/05 CFO Corporate Planning ☺ English 

I14 Epson 19/04 PR & Marketing Communication Manager ☺ English 

 

Table 7. List of Interviewees and Interviews Details: Channel and Language. 

Key: ☺ – Face to Face,  – Skype,  – Email. 

Source: Own, 2017. 

 

Analysis Method 

After gathering the interviews and transcripts an analysis session began. The transcripts at the 

moment were unstructured and quite challenging to process. However, by utilizing a powerful 

qualitative data analysis software tool, such as NVivo 11, nodes of the recurring words and 

topics were created where after the transcripts were linked to the patterns that arose and, 

therefore, becoming easier to process and analyse. By the use of the more extensive query tools 

of NVivo such as the Word- Trees, Map and Cloud some key words and key topics with their 

respective detailed answers forming an overview of the patterns. An example of a WordCloud 

can be found in Figure 6. Consequently, these results were the basis for analysing the interviews 

extensively and forming conclusions of the study. The analysis itself was performed manually 

since, as experienced researchers know, “…no software will do the analysis for you” (Walsh, 

2003, p. 255). These advanced tools assist to visualise findings and create patterns and links. 

However, we found that some researchers argue that these tools tend to oversimplify complex 

processes which could impose rigidity (Walsh, 2003). Therefore we verified these patterns by 

drawing them on a sheet of paper where after the data was put in Excel processed a second time. 

In our experience we find that these tools can be essential, if used correctly. It should assist a 

qualitative study, but researchers should not depend fully on it, since it does not analyse more 

comprehensive and complex processes. 
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Figure 6. WordCloud – Nvivo. 

Source: Adapted from Interview Answers (Appendix C) Own, 2017. 

 

To analyse the empirical material gathered from the interviews a thematic analysis was chosen 

to categorise and interpret the data (Bryman and Bell, 2015). Braun and Clarke (2006) suggest 

this method which consists in 6 phases in order to identify and to distinguish the relevant themes 

from the empirical data. 

Phase 1:  Get familiar with the data collected and read it to have an overview of the content. 

Phase 2:  Generate codes for the data gathered to make it easier to understand and organise. 

Phase 3:  Search for themes in order to organise it in different themes according to its similarities 

and to prepare it for the analysis. 

Phase 4:  Review the themes already sorted to ensure their relevance to the research questions as 

well as to the aim of the study.  

Phase 5:  Define and name the themes to identify their importance and the material’s basis. 

Phase 6:  Produce the report to present the findings of the themes and also to develop a 

comprehensible and relevant statement of the data gathered in order to answer the 

study’s purpose and research questions. 

  

Reliability and Validity 

Yin (2013) states the importance of considering the validity and reliability when measuring a 

study’s quality. 

 

Validity 

In order to establish reliable and authentic data it is important to obtain participants that possess 

the knowledge about the research topic. Greener (2008) and Yin (2013) state that external 

validity is necessary when generalizing the research findings. Thus, in this study, the 

interviewees’ samples were chosen from thirteen different companies. By this way the 

empirical findings could be generalised. Furthermore, during the interviews both authors were 

present, which helps maintaining the objectiveness, by paying attention to the responses to 
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avoid situational errors. The interviews last within 25-40 minutes each, which allowed the 

respondents to express their knowledge and opinion about the interview questions and the topic 

(Saunders, 2011). In addition, the process description was detailed in the Analysis Method part 

in order to increase the validity of the study. 

 

Reliability 

It is crucial for the study to be understandable and clear for the readers (Greener, 2008) since it 

is important for future researchers that have the willingness to study the same phenomenon. 

Reliability can increase when every step in the process is described more detailed and 

operationalised (Yin, 2013). Thus, the authors of this study included every answer from each 

interview (see Appendix C) and every process and techniques used are described in this chapter. 
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Empirical Findings 

Below the Empirical Findings of the conducted interviews, as discussed in the Methodology, 

are presented. These findings will contain some general information of the companies studied 

and interviewed as well as the findings and data collected from the interviews. 

 

Interviewed Companies 

The companies interviewed for the study, like many other Japanese multinationals, have been 

in the business for over decades and they all are present on the stock market. Even though all 

of these companies have a global presence and are among the top of the Japanese industry, we 

divide them in two groups; Smaller and Larger Organizations as shown in Table 8 below.  The 

criterion to divide the companies in both groups is that the six larger companies (Fujitsu, 

Toyota, Nissan, Canon, Panasonic and Mitsubishi) are listed in the Fortune: Global 500 with 

profits up in billions of USD where they outweigh the five smaller companies which are not 

listed in this rank (Nikon, Olympus, Sharp, Kyocera, TDK and Daikin). (Fortune: Global 500, 

23-04-2017)  

The other criterion to divide these companies emerged from the patterns that arose whilst 

collecting the data. Interestingly, the majority of these patterns respectively accord to the sizes 

of the companies interviewed. 

 

To present the results of the interview we structured them in different sections which have their 

own respective purpose (see Appendix D). After noting these empirical findings an analysis 

can be performed where the patterns emerge and conclusions can be drawn from the interview. 

In Appendix E, an overview of the patterns identified in the interviews can be found. These 

patterns (red circles) show the similarities between the interviewees’ answers. Furthermore, 

global patterns were also found. These patterns (blue circles) illustrate the similarities identified 

among all the companies interviewed gathered from the primary data in the study. 
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Code Company Date Professional Role Channel Language  

I1 Fujitsu 19/05 Integration Manager EMEIA  English 

L
a

rg
er 

O
rg

a
n

isa
tio

n
s 

I2 Toyota 03/05 Communications Manager ☺ English 

I3 Nissan 19/04 Business Sales Manager ☺ English 

I4 Nissan 19/04 PR & Communications Manager ☺ English 

I5 Canon 03/05 
Customer & Channel Marketing 

Manager 
☺ English 

I6 Panasonic 03/05 Business Partner HR ☺ English 

I7 Mitsubishi 03/05 Manager ☺ English 

I8 Nikon 03/05 Head of Product Management ☺ English 

S
m

a
ller 

O
rg

a
n

isa
tio

n
s 

I9 Olympus 19/04 Regional Division Manager  English 

I10 Sharp 03/05 Nordic CFO ☺ English 

I11 Kyocera 19/04 Business Controller ☺ English 

I12 TDK 19/04 Sales Engineer  English 

I13 Daikin 03/05 CFO Corporate Planning ☺ English 

I14 Epson 19/04 
PR & Marketing Communication 

Manager 
☺ English 

Table 8. List of Interviewees and Interviews Details: Channel, Language and Structure. 

Key: ☺ – Face to Face,  – Skype,  – Email. 

Source: Own, 2017. 

 

The answers of the respondents are presented in a logical and comparable manner. The 

transcribed results from the interviews can be found in Appendix C. For the sake of the study, 

we narrowed down the transcripts focusing on the most relevant, qualitative questions and 

answers in order to provide a logical and structured overview which gives a better 

understanding of the answers given by the interviewees.  

 

Presentation of Responses 

Background 

 

Figure 7. Results: Background 

Source: Own, 2017. 

 

For the first section the respondents answered some demographic and general questions which 

allowed them to move further in to the interview. As shown in Figure 7, there are some criteria 

such as having international- and several years of working experience, according to which our 

results can be relevant and reliable. All of the respondents have been working for more than 2 

years and have had an international presence. Furthermore, we polled to get an idea whether or 

not the respondents themselves ever had a form of CCT. More than half of them have had some 
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form of training related to cross cultural business practices for both Larger and Smaller 

organisations. 

 

Organisational Culture and Structure 

For Section 2, a series of questions are asked to determine how the organisation is structured, 

whether or not the employees think it is the most effective manner to work like they do and to 

determine which culture is present in the office. We divide this section in three parts; 

Organisational Structure, Effectiveness and Operation and Cultural Dimensions. 

 

Organisational Structure 

 

Figure 8. Results: Organisational Structure 

Source: Own, 2017. 

 

As shown in Figure 8, most of the larger organisations entered the Swedish market due to a 

series of Acquisitions. Whereas the smaller organisations have all different types of entry 

methods (Q5) such as being a wholly owned or a regular subsidiary, a holding or just plainly a 

sales office in Sweden. All of the larger organisations have had cultural barriers (Q6) when they 

entered the market. Cultural barriers for the smaller companies were generally not so present. 

However, when asked if there were any cultural differences nowadays, the majority of both 

smaller and larger organisations found that there are no cultural barriers anymore (Q7). As Q8 

and Q9 were asked, the goal was to determine which companies have Japanese employees or 

managers working in the Swedish offices. Interestingly a third of the interviewed companies 

have expats coming in and three of them have a Japanese expatriate manager on the top of the 

hierarchy for the Swedish division. Thus, some cultural differences might be present due to the 

multicultural working environment. 
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Effectiveness and Operations 

 

Figure 9. Results: Effectiveness and Operations 

Source: Own, 2017. 

 

Question 10 (Q10) polled to determine if the employees think they would work more efficient 

and effective if they would be an entity on their own without reporting to Japan directly and 

having some managerial decisions in their own hands. Interestingly all the larger organisations 

thought they would be more effective if they were their own entity, whereas half of the smaller 

organisations thought differently. The explanation of this type of dependency on the Japanese 

could be a result of the trust-relationship they have with them which will be further discussed 

in the analysis part. Q11 and Q12 show that both larger and smaller organisations have expats 

regularly coming in the offices, however, these visiting expats are not authorised to have a say 

in the management or operations of the office. (See Figure 9) 

 

Cultural Dimensions 

 

Figure 10. Results: Cultural Dimensions 

Source: Own, 2017. 

 

The next series of questions determines which of the cultural dimensions are present in the 

Swedish office keeping in mind that this culture may differ from the local cultures (See Figure 

10). With Q13 the Power Distance is measured where half of the larger organisations thought 

they have a high Power Distance. With only two of the six smaller organisations the high Power 

Distance was apparent. Since most offices tend to accord more importance of quality of 
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workspace (Q14) and life and negotiating and discussing (Q15), results in a Feminine 

organisational culture which contradicts the Japanese culture. The flexibility amount the offices 

(Q16) shows that this culture also contradicts the Japanese on Uncertainty Avoidance level. 

Interestingly the pattern of the Japanese managers being in the Swedish office correlates to the 

avoidance of taking risks. Except for one company all the employees tend to stay in the 

company for long years (Q17) resulting in a higher form of Collectivism. Furthermore, when 

asked if the company sets individual goals per individual or team goals per division (Q18), the 

answers are quite diverse.  

 

Cross-Cultural Training 

In this section the use or not use of CCT is examined. This section is split in two parts; the 

Implementation CCT and the Evolution of CCT. 

 

Implementation of CCT 

 

Figure 11. Results: Implementation of CCT 

Source: Own, 2017. 

 

Notably half of the larger and smaller organisations were provided in the past with some form 

of training to deal with the cultural barriers (Q19). For the companies who have had some form 

of CCT (Q20) a pattern arises showing that most companies train their employees on the fields 

of Language, Interpersonal and Technological competences. With Q21 we can conclude that 

all the respondents who have expatriates, agree that CCT does help the locals and the expats to 

deal with intercultural business. Furthermore, eight out of the fourteen interviewees believed 

that CCT helps to improve trust and relationship (Q22) bonds between the local Swedes and the 

Expat Japanese. Language barriers were the most common barrier that interfered on this aspect. 

(See Figure 11) 
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Evolution of CCT 

 

Figure 12. Results: Future of CCT 

Source: Own, 2017. 

 

Almost all companies agreed that there has been an evolution in CCT (Q23) provided by the 

company since the moment they started working. These trainings have evolved, while the 

cultural barriers have been diminishing. Some of the interviewees responded that the Japanese 

expats are not as ‘foreign’ anymore since people in this position know how they are expected 

to handle situations. The most common barrier is language that is still present. In Q24 we asked 

the employees in the Swedish offices which form of CCT they would like to get or give to the 

Japanese expats in the future. Most of the respondent that language is the most important, 

however, interpersonal and stress reduction were among them too. (See Figure 12) 

 

An overview of the Empirical Findings is provided in  

Table 9 which can be found below. 
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 Small Organisations Large Organisations 

Background 

  International presence 

 More than 2 years of 

experience 

 Four out of six have had CCT 

 International presence 

 More than 2 years of experience 

 Five out of eight have had CCT 

Organisational Culture and Structure 

Organisational 

Structure 

 

 Holdings, Subsidiaries, Sales 

Office 

 Did not face cultural barriers 

when entering Sweden 

 Nowadays, no cultural barriers 

 Experience with Japanese 

expats (Multi cultural working 

environment) 

 Series of Acquisitions 

 Faced cultural barriers when 

entering the market 

 Nowadays, no cultural barriers 

 Experience with Japanese 

expats (multicultural working 

environment) 

Effectiveness and 

Operations 
 Subsidiary that interacts with 

Japan and Japanese expats  

 Half of them do not think being 

an own entity is effective 

(feeling of dependency) 

 Own entity without reporting 

directly to –Japan 

 Think they would be more 

effective acting as an own entity 

Cultural 

Dimensions 
 Power distance appeared to be 

high for two companies 

 Masculinity on the low side for 

the majority 

 Uncertainty Avoidance low  

 Collectivism tends to be on the 

high level 

 Power distance appeared to be 

low for four companies 

 Femininity more present than 

Masculinity 

 Uncertainty Avoidance low  

 Collectivism tends to be on the 

high level 

Cross-Cultural Training 

Implementation 

of CCT 
 Half of the companies 

implemented CCT 

 Mainly training apparent on the 

level of Interpersonal Skills 

and Language 

 Half of the companies think 

CCT is beneficial for the 

Expats and Local employees 

 The majority believes CCT is 

contributing to improve Trust 

and Relationship bonds 

 Half of the companies 

implemented CCT 

 Mainly training apparent on the 

level of Language and 

Technological Competences 

 Half of the companies think 

CCT is beneficial for the Expats 

and Local employees 

 CCT is not present anymore, but 

Trust and Relationship bonds 

are maintained due to lack of 

cultural clashes 

Evolution of CCT  CCT has been evolving over 

the years 

 Japanese are not considered as  

‘foreigners’ anymore 

 Language is nowadays the 

most significant barrier 

 Interpersonal and Stress 

reduction training is important 

for the employees and still 

needed 

 CCT has been evolving over the 

years 

 Japanese are not considered as  

‘foreigners’ anymore 

 Language is nowadays the most 

significant barrier 

 Interpersonal and Stress 

reduction training is important 

for the employees and still 

needed 

 

Table 9. Overview of Empirical Findings 

Source: Own, 2017.  
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Analysis 

 

In the analysis part the empirical findings are discussed and compared to the literature 

thereafter a conclusion of this study can be drawn in the upcoming section. The theory will be 

linked to the findings and we place these into our theoretical framework. 

 

The results of the interviews made us conduct some additional, supportive research and made 

us divide the interviewed companies in two groups. The larger and smaller organisations 

showed differences in management, operational and structural aspects. Patterns rose up and 

were analysed with supporting theories. Depending on the size and the organisational structure 

we found there is a difference in how some companies operate. The different theories and the 

respective and relevant empirical findings are put in the section below. 

 

Globalisation and the International Organizational Structure 

Globalisation is a fact and the Japanese companies are making use of the opportunities of cross 

border business. For their International Organisational Structure we noted, during our 

companies’ visits that except for a few, all the companies had European Headquarters who they 

report to, instead of straight to Japan. Most of these headquarters were located in The 

Netherlands, Germany, the United Kingdom and Finland. The fact that they are operating and 

serving the European market means that there is a market and their European location helps 

them to facilitate that market easier, faster and cheaper just as mentioned by Contractor (2007) 

in his theory of why companies go global.  

 

Cultural Dimensions 

The cultural dimensions within the Swedish branches differ according to the management style 

decisions of the smaller and larger organisations. The larger organisations gave the subsidiaries 

more room and flexibility to be their own entity, whereas the smaller organisations still have 

the Japanese influence running through their offices. This shows that, depending on the 

organisational structure, the Japanese are applying both the bottom-up-, as well as the top-

bottom strategy as highlighted by Leung et al. (2003) while entering and operating in Sweden. 

When applying a top-bottom strategy CCT is applied in order to overcome the cultural 

differences. 
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During the interviews, there were quite allot of organizational and national cultural differences 

present within the companies due to the Japanese presence within the organisation. For instance, 

the employees at Olympus, Epson, Nikon, etc. mentioned that there is an expatriate coming in 

once a month, and in between that time there are more Japanese expats flying in and out, 

working in the office. During the decision making process the Power Distance comes up and 

an approval comes through all the layers of the hierarchy from Japan to the Swedish office as 

also mentioned by Hofstede et al. (2010). The decisions made by the Japanese from the top 

level also shows a form of masculinity in their organisational culture as they were driven by the 

targets they have to achieve, rather than sitting down with the employees in the Swedish branch 

asking them about their opinion about the changes and decisions made. By answers, such as 

these, we can conclude that the Japanese want to have a form of control over the subsidiary 

making and not take any risks, thus, Uncertainty Avoidance is still present. The last anomaly in 

this section of the study was the level of Individualism. Contradicting Hofstede’s Cultural 

Dimensions, there still was a collectivistic presence and a team spirit in the office. The Swedes 

felt a form of trust (explained below) in the Japanese and they collectively worked together in 

reaching these goals set by the Japanese, all of which are contrary to the Swedish national 

culture as mentioned by Hofstede et al. (2010). Luckily, as mentioned in the theoretical chapter, 

the Swedes are flexible and adaptable to other cultures for the sake of the company and 

internationalisation is encouraged which ultimately makes them successful in doing 

international business (Trompenaars and Hampden-Turner, 2011). 

 

The differences in the dimensions of national culture are a lot less present with the larger 

organisations since the subsidiaries and offices are entities on their own. The subsidiaries have 

more room and flexibility to be their own entity and they do not report directly to Japan. Instead, 

they report to the European Headquarters which are located elsewhere. The interviewees at 

Nissan, Toshiba, Sony and Canon displayed no signs of Japanese influence in their offices. 

They explained that they felt like they are working in any other Swedish company or branch 

with the same organizational cultures. Their employee-friendly environments contradict the 

theories on the Japanese business cultures as mentioned by Hofstede et al. (2010). The 

subsidiaries do not work according to the Japanese Business cultures; instead, they rather keep 

their Swedish way of working. Power Distance, for instance, is saturated and equality is 

enforced in the hierarchical structure as the Femininity emerges as the company’s motivation 

lies in quality of workspace and life instead being solely driven by reaching goals and targets. 

As the employees of the larger organisations mentioned, they had the feeling of being 
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innovative and changes do occur in their office from time to time. Hence, we note the 

Uncertainty Avoidance being low due to the risks involved of the changes they implement just 

as Hofstede et al. (2010) noted. 

 

Cross-Cultural Training 

Some differences between smaller and larger companies were found. CCT is basically based on 

old theories dating since the 1980s. After analysing the data collected from the interviews, we 

noticed that there has been a change in how Japanese companies deal with globalisation now. 

 

Implementation of Cross-Cultural Training 

Researchers such as Black and Mendenhall (1990) and Adler and Graham (1989) mention that 

CCT is crucial for companies to develop businesses with international partners, since it helps 

expatriate managers to adapt to the new culture and deal with the cultural differences. After 

analysing the information gathered from the interviews, this theory is supported by half of the 

companies interviewed. These companies provide some form of training to their employees and 

expatriates to be prepared to overcome the cultural challenges. The interviewees who received 

CCT while working at the Japanese companies agreed that it is important and useful to have 

this type of training in order to deal successfully with international business between Japan and 

Sweden. The majority of these companies have this type of training at their Headquarters in 

Hamburg (Olympus) and the Netherlands (Kyocera and Epson). Furthermore, the other half of 

the companies (larger companies) do not apply CCT since they believe that it is not required 

when working as their own entity and because they do not have Japanese expatriates or 

employees working at the Swedish offices. 

 

Cross-Cultural Training Methods 

In order to succeed when interacting with people from diverse cultures, Adler and Graham 

(1989) suggest that some skills should be developed by CCT since managers require knowing 

how to negotiate, influence and communicate with others. Therefore, they suggest training 

employees that are in contact with people from different cultures in skill development, 

adaptation and performance, which enhance their personal adjustment to new cultures, the 

professional effectiveness in business tasks and the interpersonal adjustment (Black and 

Mendenhall, 1990; Littrell et al., 2006; Baumgarten, 1995; Bennett et al., 2000 and Foster, 

2000). Furthermore, Hofstede et al. (2010) and Cohen (1991) add that it is also crucial to acquire 
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knowledge about the other company’s language, as well as the way they communicate and 

values, when developing intercultural negotiations.  

The interviewees that received some form of training from their companies, stated that most of 

the trainings were on the fields of language (being the most common barrier that interfered 

when interacting with people from other cultures), interpersonal and technological 

competences. These trainings were focused on improving the working environment, developing 

interpersonal skills, improving the communication by providing English and Japanese lessons, 

improving the technical competence, relationship development and methods to reduce the stress 

levels when working abroad. All the interviewees who received this training supported that 

CCT helps the expatriates and the local employees to interact in a successful way when 

developing international and intercultural businesses. 

Furthermore, the interviewees agreed that the training provided by the company to improve 

business development has evolved and improved compared to the past years. They can notice 

that the cultural barriers are decreasing and they do not consider the Japanese expatriates as 

foreigners as they did before.  

 

One of the barriers that are still present nowadays is language, which needs to be strengthened. 

The interviewed employees added that it could be of great importance to receive more training 

to improve the communication, as well as interpersonal and stress reduction training. 

 

Business Performance: Trust and Relationships 

The theoretical discussion shows that trust plays an important role, since it helps to develop 

closer and stronger relationships between managers and subordinates (Doney, Cannon and 

Mullen, 1998). The empirical findings also demonstrate that Swedish employees trust the 

Japanese expatriates in smaller companies such as Olympus, since they perceived him or her as 

the person who possess a lot of knowledge about their niche market and role in the company. 

For this reason, their relationship was quite strong. 

 

The smaller companies require CCT in order to strengthen the relationships and trust between 

both cultures, which are primarily based on interdependence since local employees perceive 

that the Japanese have the know-how of processes (“They know what they are doing, they are 

successful cameras or printer manufacturers, they have the knowledge and know-how, so we 

trust them”, I9-Olympus, Appendix C). 
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On the other hand, relationships and trust are on a high level in these companies since there are 

no cultural barriers or clashes of cultures according to the interviewees since they operate by 

their own as individual entities, reporting everything to the head office. 

 

Furthermore, all the interviewees, including the ones that did not received any CCT (since they 

do not have contact with people from other cultures, or it is not needed for the company) stated 

that it can help to improve the levels of trust and the relationship bonds quality between the 

local employees and the expatriates. 

 

An overview of the Empirical Findings is provided in Table 10 which can be found below. 
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 Small Organisations Large Organisations 

Organisational Culture and Structure 

Organisational 

Structure 

 

 Except for a few, all the companies 

have European Headquarters who 

they report to, instead of straight to 

Japan 

 Except for a few, all the 

companies have European 

Headquarters who they report to, 

instead of straight to Japan 

Cultural 

Dimensions 
 Have more Japanese influences 

running through their offices 

 Top-bottom strategy 

 Created a new consolidated culture 

in the office 

 Gave the subsidiaries more room 

and flexibility to be their own 

entity 

 Bottom-up strategy 

 Created a new consolidated 

culture in the office 

Cross-Cultural Training 

Implementation 

and Methods of 

CCT 

 Half of the companies 

implemented CCT which helps 

expatriate managers to adapt to the 

new culture and deal with the 

cultural differences 

 Training is provided at their 

Headquarters in Hamburg 

(Olympus) and the Netherlands to 

overcome cultural differences  

 Training employees that are in 

contact with people from different 

cultures in skill development, 

adaptation and performance to 

enhance their personal adjustment 

to new cultures, the professional 

effectiveness in business tasks and 

the interpersonal adjustment 

 Training in Interpersonal Skills 

and Language 

 CCT helps the expatriates and the 

local employees to interact in a 

successful way when developing 

international and intercultural 

businesses 

 

 Half of the companies 

implemented CCT which helps 

expatriate managers to adapt to 

the new culture and deal with the 

cultural differences 

 Do not apply CCT since they 

believe that it is not required 

when working as their own entity 

(no Japanese expatriates or 

employees working at the 

Swedish offices) 

 Training employees that are in 

contact with people from different 

cultures in skill development, 

adaptation and performance to 

enhance their personal adjustment 

to new cultures, the professional 

effectiveness in business tasks and 

the interpersonal adjustment 

 Training in Language and 

Technological Competences 

 CCT helps the expatriates and the 

local employees to interact in a 

successful way when developing 

international and intercultural 

businesses 

Business Performance: Trust and Relationships 

Trust and 

Relationships 
 Swedish employees trust the 

Japanese expatriates, they 

perceived them as people who 

possess a lot of knowledge (know-

how). Thus, their relationship is 

quite strong 

 Require CCT to strengthen the 

relationships and trust 

 CCT can help to improve the levels 

of trust and the relationship bonds 

quality 

 Relationships and trust are on a 

high level, since there are no 

cultural barriers, they operate by 

their own as individual entities 

 CCT can help to improve the 

levels of trust and the relationship 

bonds quality 

 
Table 10. Overview of Analysis 

Source: Own, 2017. 
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Conclusion 

 

This chapter presents the conclusion of the study by answering the research questions. 

Furthermore, the theoretical contribution and managerial implications are also provided, as 

well as the limitations of the study. Finally, suggestions for future research and personal 

reflection are presented. 

 

Results 

The results of this study emerged new patterns in business practices which shed light on 

emerging trends among different companies, which are summarised below. 

 

The qualitative study supported the research questions and also provided new insights on the 

organisational structures and their implementation of CCT. A differentiation is made between 

smaller- and larger- organisations which show diverse operational structure strategies which 

have an effect on the implementation of CCT. In the case of the smaller organisations, CCT was 

present as well as the implementation of Japanese expatriates in their organisational structure, 

whereas, the larger organisations did not have the need for it due to different operations 

strategies and organisational structures. In our research we formulated two research questions 

which are recapitulated below. 

 

How does Cross-Cultural Training comply with the dimensions of national cultures? 

For the Cultural Dimensions there was a significant difference of national culture as presented 

in the theory as well as the results emerged in the analysis of the empirical findings. For 

instance, decision making processes for the smaller organisations have to go through all the 

layers of hierarchy to the Headquarters in Japan. The decisions made are driven from top to 

bottom. Both, showing a form of contradicting levels of Power Distance and Masculinity as 

resulted from the significant differences in the country comparison of the data found in Hofstede 

et al. (2010). The difference in Uncertainty Avoidance is also present since the Japanese are not 

eager to take unnecessary risks. Last but not least, the clash of cultural dimensions on the level 

of Individualism is also present due to the Japanese presence in the Swedish offices. Individual 

goals are set more often than collectivistic goals, while at the same time; employees tend to stay 

for long years in the company. However, it must be noted that the Swedes are flexible and 

adaptable to certain situations for the sake of the company (Trompenaars and Hampden-Turner, 
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2011). Therefore, it is not causing friction in working environments within the offices to a high 

extent. 

 

By the implementation of CCT and sending out expatriates abroad, we noted that the Swedes 

adopt Japanese working methods. The contradiction in the cultural dimensions are present, 

however, the Swedes are notably adaptable to these kinds of situations and business 

environments which reduces the friction among the two diverse cultures.  

 

In case of the larger organisations, the differences in the dimension of national cultures are less 

present due to the fact that these subsidiaries have more room and flexibility to act and be an 

entity on their own. They, therefore, do not need to report directly to the Japanese Headquarters, 

instead they report to the European Headquarters located elsewhere than in Sweden. 

Furthermore, they get fewer visits from expatriates all of which results in having fewer conflicts 

on cultural dimensions in an organizational setting since these offices act as their own local 

entity. 

 

Does Cross-Cultural Training enhance Trust and Relationships when developing 

intercultural business practices? 

International Organisational Structure 

Depending on the International Organisational Structure of the company it can be argued 

whether or not there is a need to implement CCT. In both cases of the smaller (who incorporate 

CCT) and larger companies, trust and relationships are on a high level regardless which 

organisational structure they apply.  

 

Cross-Cultural Training 

The study resulted CCT to be a concept of the past since it is based on older theories; we noticed 

a change in the way companies deal with globalisation nowadays. On one hand, the smaller 

companies apply CCT since they consider it to be crucial for developing trust and high quality 

relationships between the employees of both countries. In these companies, most processes 

follow the Japanese standards since they have the know-how of the products they offer and the 

organisational structure they want to implement. These companies’ employees (local 

employees and expatriates) get CCT in the Headquarters. These trainings entail developing 

skills to reduce stress, activities that can replace the expatriate’s personal hobbies or adapt them 
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to the local culture, training in technical expertise to do their work and also the training needed 

to being able to communicate with the local employees and stakeholders. 

On the other hand, CCT is not present anymore within the larger organisations since they work 

as entities on their own with no direct interaction with the Japanese and their business culture. 

Thus, it is not significant for them to implement this type of training. These companies report 

and communicate to with European headquarters (E.g. Holland, Germany). The European 

headquarters interacts directly with the Japanese headquarters. 

 

Trust and Relationships 

The smaller organisations have developed trust among the local employees and the Japanese 

expatriates since they received the required training on skills needed. Another factor that 

contributes to building trust between both parties is the know-how of products and processes 

the Japanese possess, thus, the Swedish offices depend and trust the Japanese for their 

knowledge and skills. Therefore, we can conclude that CCT is an effective tool and it does have 

a positive impact on building trust and relationships. 

In contrast, the larger organisations operate on their own as individual entities and report to 

their European head office. Thus, trust is on a high level among each other since there are no 

cultural barriers and no clashes of cultures. This also helps the local as well as the foreign 

employees to feel comfortable and to develop a feeling of trust among them in the branches. 

These forms of Trust also contribute to the building of Relationships in both smaller and larger 

organisations since trust is the basis for building high quality relationships. 

 

Overview of Results 

Cohen (1991) noted the importance of acquiring the local cultures, values, beliefs and 

communication styles, all of which can be acquired through Cross-Cultural Training (Black 

and Mendenhall, 1990) to improve the ability of the local and foreign employees to interact 

with one and another (Littrell et al., 2006). We found different patterns and business practices 

among smaller and larger organisations, which create a new gap that can be studied and further 

investigated since existing literature does not cover these new trends. Most literature on 

Japanese companies discusses their strict company’s rules and regulations and that cultures are 

a challenge for them. In our study, we found that the larger companies do not see cultural 

differences or globalisation as a challenge anymore, but rather, as a tool and opportunity to 

benefit from to get the best results. This is why, the subsidiaries act as they would on their own 

and get the most effective and efficient results according to their respective organisational 
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structure. We found that these practices of CCT and sending out expatriates from Japan to 

Sweden were more common in the smaller organizations as they tend to stick to the traditional 

way of working. Therefore, the importance of CCT cannot be neglected as it will help to 

generate trust, understanding and improve the relationships between both countries. 

 

However, in the larger organisations our results led to the conclusion that these companies are 

more flexible and adaptable to the Swedish way of working. The larger Japanese organisations 

give their subsidiaries the ability to act as an entity on their own without being dependent or 

report directly to Japan.  

The operational decisions to let the Swedish and other European offices operate on their own 

come from the Japanese Headquarters.  

 

In Table 11 a structured overview is provided of the results with their respective International 

Organisational Structure including the findings of Cultural Dimensions, CCT and its effect on 

Trust and Relationships. 

 

Smaller Organisations Larger Organisations 

The smaller companies still rely on the 

traditional, Japanese-expatriate way of 

working and get regular visits. 

The larger companies give more room and 

flexibility for being their own entity not directly 

reporting to Japan. 

There is Cross-Cultural Training given to 

the employees at the headquarters.  

No cultural training required since they are their 

own entity. 

Hofstede’s Cultural dimensions clashes 

are present due to the Japanese control 

(E.g. decision making). 

Hofstede’s Cultural dimensions are not 

clashing. 

Through CCT, the relationship and the 

levels of trust are high. The employees 

perceive the Japanese as “they know what 

they are doing” (feeling of dependency). 

Do not apply CCT; however, Relationship and 

Trust are on a high level since there are no 

cultural barriers (according to the employees). 

 

Table 11. Overview: Comparison of Findings between Smaller- and Larger Organisations. 

Source: Own, 2017. 

 

Adapted Theoretical Framework 

After conducting the study and analysing the patterns we generated a new theoretical 

framework (Figure 13) in which the separation between the two organisational structures along 

with their business cultures is made. The adapted theoretical framework works in twofold 

according to the type of organisational structure; where after a dyad of studies can be conducted 
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accordingly between the local and foreign employees. For the larger organisations we noted 

that, since they operate as their own entity, their trust and relationships between Headquarters 

and among themselves in the office are unaffected due to cultural differences. We also noted 

that CCT is dominantly present in within the smaller organisations as well as the expatriate 

Japanese manager. Trust and Relationships within these companies are present on a high level. 

 

 

Figure 13. New Theoretical Framework: Organisations’ Business Performance and Development of 

Trust and Relationships according to their Structure. 

Key:   Direct effect 

Entailing 

Source: Own, 2017. 
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Implications 

Below, the implications of the results of the study are noted. There are three fields that these 

results can contribute to; Academic Implications, Managerial Implications and Societal 

Implications.  

 

Theoretical Implications 

This study serves as a basis for future academicians to do further research on the topic of cross 

cultural -business and -training. The effects of CCT on Trust and Relationships among Japanese 

companies and Swedish subsidiaries, do not have that much supportive research, therefore, 

future studies can base on this to get a grasp of the phenomenon. 

The reason behind the decision to stop working with expatriates and subsidiaries who report 

directly to Japan is not yet fully understood. These large traditional Japanese corporations 

decided to change their way of working. Despite their Japanese levels of cultural dimensions, 

they act atypically and are nowadays willing to change their international organisational 

structure radically, giving their subsidiaries control over business processes. There are no 

existing scientific articles that discuss this phenomenon and why they do it in this according 

manner. Therefore, this could be studied more in depth.  

In contrary, the other side of the phenomenon raises the question: “why are the smaller 

companies not following the same path as their larger fellow, Japanese companies?” If the 

larger organisations believe that these practices are more effective and efficient, then why they 

not be generalizable for the other Japanese companies?  

 

Managerial Implications 

The study is applicable for business practitioners from western and eastern countries, such as 

Japan and Sweden. Furthermore, the findings can be generalizable across a manifold of 

industries such as technological-, automotive-, consumer and professional electronics 

industries, since data was collected through a multiple case study. It provides important 

information for business managers to anticipate on how different cultures work in different 

parts of the world when conducting international business. With this study, they can consider 

implementing CCT-methods such as language, stress reductions, technical- and interpersonal 

skills, etc., which are required and desired by the employees in the subsidiaries as resulted from 

the findings. During an office visit from Japan, both the expatriate as well as the local 

employees are prepared to deal with cross-cultural interactions after applying the methods of 

CCT. Managers can consider implementing some changes to their organisational structure 
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which can provide better results in effectiveness and trust and relationships. As there is a trend 

among Japanese companies to provide more flexibility to their subsidiaries, in which they 

eliminate the implementation of CCT. According to the organisational structure and the nature 

of the company, it can lead to a higher degree of business performance. However, it must be 

noted that this new trend has not yet been studied in depth to form conclusions. 

 

Societal Implications 

This study serves as a basis for those who seek to anticipate cultural differences in an 

international business setting. Employees and jobseekers can gather information on Cross-

Cultural business practices, organisational structures and anticipate interactions with colleagues 

from different countries. The gaps and aspects of CCT with their implications and the 

improvement of these theories are highlighted and, therefore, applicable for others who wish to 

gain knowledge for their career. 

 

Reflection 

This study contributes to the development of the authors on two fields; Project Management 

and Interpersonal Development. Below, an overview is given about these developments that 

the authors experienced during the process of conducting the study. 

 

Project Management 

During the process of planning and structuring the study, the authors developed Project 

Management skills which helped them to work efficiently and effectively reaching their 

ultimate goal of completing their study in time. 

While analysing the empirical findings the authors learned how to process the qualitative data 

gathered in order to form conclusions. Techniques that require software tools such as NVivo 

11 and Microsoft Office were also attained. Furthermore, they also learned how to conduct 

research and make a constructive study with supporting data for crucial statements of 

researchers while also considering criticizing authors of these theories. Identifying gaps before 

the research, and analysing new gaps emerging after the study where improvements and 

suggestions emerged, were aspects the authors learned how to deal with. In order to learn how 

to deal with this project management skills, the authors read scientific articles and browsed the 

web and went to seminars to gather information concerning these topics. 

The authors put in a lot of efforts in order to gather information. They had to plan 20 company 

visits in the shortest period of time. Having such a large number of companies requires time, 
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resources, courage and management. This was a complicated task which they managed to fulfil 

due to efficient planning. 

 

Interpersonal Development 

The authors developed interpersonal skills while conducting their study which will help them 

in the future when pursuing their careers. They learned to work together in a team. They 

managed to resolve problems that occurred along the way in an efficient manner. The main goal 

was to deliver a well done study; therefore, working together and sometimes giving in to own 

ideas and adapting were quite significant.  

Furthermore, the authors collaborated with their fellow students and groups. They gave 

supportive feedback to their papers, and likewise, they received feedback to improve the paper. 

By doing so, the authors learned how to deal with criticism and learn from their mistakes. The 

seminars were also important to create group discussions along with the supervisors, which also 

generated supportive criticism for the authors. 

Finally, the authors also learned how to approach big companies (Headquarters in Stockholm 

and Gävle) and how to interact with key managers in an appropriate manner and how to 

persuade them in order to gather crucial information needed for the sake of the study. Trying to 

convince people of higher positions within a company in order to collaborate and participate 

with university students is a challenging task, which the authors learned how to do so by 

experience while visiting 20 different companies.  

 

Topic Knowledge 

The authors gathered information they could keep in mind when they would work abroad. Both 

of them have an international mind-set and are now better prepared to face international and 

intercultural business environments.  

They learned through the study of Cultural Dimensions that there are differences in national as 

well as organisational cultures. This study provided insights on how to deal with differences 

and which options might be the most efficient of each company. Furthermore, they got an 

overview on how larger and smaller organisations are internationally structured and how they 

operate in different countries/ environments (Scandinavian Headquarters to European 

Headquarters to Global Headquarters).  

On the field of Cross-Cultural Training, the authors gathered information about the methods 

utilised to overcome the cultural differences when working abroad and how to anticipate 

cultural barriers. Finally, they also learned from this study, that nowadays there are new 
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consolidation cultures created due to globalisation and that the world is becoming 

homogeneous. 

 

Limitations and Future Research Directions 

During the study the authors performed significant limitations emerged which they believe 

could be studied more in-depth in order to support or complement these findings. Therefore the 

following suggestions for future research directions are highlighted. 

 

According to the nature of the study these results may not be generalizable for other companies 

in different countries and continents since they do not share the same national- and 

organisational cultures. Further studies could be conducted in different parts of the world in 

order to draw global conclusions. However it must be noted that, due to the fact that 13 Japanese 

companies have been studied, these results can be generalizable for oriental businesses who 

share the same values and beliefs.  

Furthermore, the authors believe that a quantitative study should be conducted in order to 

support the qualitative findings which will provide more rigidity and reliability to generalise 

the findings even further.  

 

When critically analysing the study, the authors believe that there is a lacuna which limits the 

study when it comes down to gathering solely data from the offices in Sweden. From the Cross-

Cultural Training side, the authors could only gather data in Stockholm and Gävle offices 

which does not provide the Japanese side of the topic on how they implement CCT, why they 

decide to implement CCT, what results it books and how it will be in the future. However, it 

must be noted, that two expatriates were interviewed in the study that follow the companies’ 

guidelines. These managers could not provide more in-depth details. Further studies could focus 

on the Human Resources departments in the headquarters of Japan. 

Another limitation in the study is due to the fact that it is not clear why Japanese have different 

International Organisational Structures set up like they have. Some companies operate through 

the European Headquarters elsewhere than Sweden, while others report directly to the Global 

Headquarters in Japan. This has an effect on their operational strategies and whether or not they 

have to implement Cross-Cultural Training. Further research could be conducted to understand 

why the Japanese operate the way they do. The focus would therefore lie on the Japanese 

Headquarters with their point of view. It would be also interesting to study why the Japanese 
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chose to set up a European Headquarters instead of operating directly from the Headquarters in 

Japan. 

A series of in-depth case studies in Japan could provide answers to why the smaller 

organisations work in a different way compared to the larger organisations, or if there is a shift 

of business strategies where the smaller companies are slowly adapting to. 

 

A final point to be noted for future research directions is the effect of CCT on Business 

Performance. The authors chose Trust and Relationships as parameters for Business 

performance based on the significance highlighted by other researchers. These parameters are 

considered to be the basis of business performance. Future studies could study these parameters 

in detail, for example, examining the effect of Cross-Cultural Training on Business 

Performance parameters such as Market Share, Client-Relationships and Sales.  
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Appendices 

 

Appendix A. Interview Questions 

 

Code SECTION 1: BACKGROUND 

Q1 How long have you been working for the company? 

[Answer] 

Q2 What is your main role within the company? 

[Answer] 

Q3 Do you have any experience with international business? 

[Answer] 

Q4 Did you ever get any form of training for working together with different cultures 

(Sweden – Japan)? If so, could you give a brief explanation of what it contained? 

[Answer] 

 

Code SECTION 2: ORGANIZATIONAL CULTURE AND STRUCTURE 

Q5 Which entry mode did your company use when they entered the Swedish market? 

(For example Joint Ventures, Acquisitions, Franchising, Export…) 

[Answer] 

Q6 Were there any cultural barriers when they entered the Swedish market? Which 

ones? 

[Answer] 

Q7 Are there any cultural barriers today in your opinion? Please elaborate. 

[Answer] 

Q8 Do you have any Japanese employees in the Swedish office? If so how many and 

what are their functions? 

[Answer] 

Q9 Is there a Japanese expatriate manager on top of the hierarchy for the division of 

Sweden? 

[Answer] 

Q10 Do you think you work more efficiently and effective acting as your own entity 

rather than getting orders from Japan and their way of working (the Japanese 

business culture)? 

[Answer] 

Q11 Do you have other expatriates coming in the Swedish office as well? 

[Answer]  

Q12 Do these expatriates have a say in the Swedish branch? Do these expatriates guide, 

train or inform you with things coming from the headquarters in Japan? 

[Answer]   
Q13 Would you say the organizational structure is horizontal or more vertical? (High 

hierarchy and slow decision-making process?) 

[Answer] 

Q14 Would you say the company’s motivation lies in reaching goals and targets or does 

the motivation lie in quality of workspace and life? 

[Answer] 

Q15 How are conflicts resolved? Do you negotiate and discuss or follow guidelines from 

superiors? 

[Answer] 

Q16 Do you think your company is flexible in implementing changes? Or do they stick to 

a safe traditional way of working? (For example taking risks) 
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[Answer] 

Q17 Do employees stay for long years in the company; is there a form of loyalty towards 

the company? 

[Answer] 

Q18 Does your company set individual goals per employee, or team goals per division? 

[Answer] 

 

Code SECTION 3: CROSS CULTURAL TRAINING 

Q19 Does your company provide some form of Cross-Cultural Training to the Swedish 

employees or the Japanese expatriates?  

[Answer] 

Q20 Does your company apply any of the following training strategies as set by 

researchers and scientists? 

Stress Reduction (for example; techniques to reduce stress) 

Reinforcement of substitutions (activities that can replace the expatriate’s personal 

hobbies or to adapt them to the local culture) 

Technical competence (trained in technical expertise to do the job?) 

Relationship development (interaction with both cultures, high quality relationships) 

Willingness to communicate (did the expat or local got efforts to learn the other 

language?) 

[Answer] 

Q21 Do you think Cross-Cultural Training helps the expatriate or the local employees to 

deal with the cultural differences, or it is not necessary?  If it does, in what way do 

you think it helps? 

[Answer] 

Q22 Do you think Cross-Cultural Training improves trust, relationships and 

understanding between the international and local employees? If not, what would 

you suggest to improve it? 

[Answer]  

Q23 Is there an evolution in international business and understanding of cultures or did 

your company deal with it the same way as in previous years? 

[Answer] 

Q24 Do you think there is a need for Cross-Cultural Training or some other form of 

training within your business? If so, could you elaborate? (E.g. Interpersonal 

training) 

[Answer] 

Q25 Do you think it would be better if you had the opportunity to work as an individual 

entity without reporting and exchanging with Japan? (E.g. internal decision making, 

setting own goals and targets, etc.) 

[Answer] 

Q26 Do you have some extra interesting information to add for us about this topic or you 

have some general comments about these interview questions. Please feel free to do 

so. 

[Answer] 

 

Source: Own, 2017. 
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Appendix B. List of Visited Companies and their Respective Locations 

 

Company Date Address 

1.  March 30th  Andra Magasinsgatan 3, 803 10 Gävle 

2.  April 19th  Telegrafgatan 4, 169 72 Solna 

3.  May 3rd  Svärdvägen 19, 182 33 Danderyd 

4.  April 19th  Finlandsgatan 10 4tr, 164 74 Kista 

5.  
March 30th  Nygatan 18, 803 20 Gävle 

6.  
May 3rd  Stureplan 4C, Sturegatan 4, 114 35 Stockholm 

7.  May 3rd  Ferkens gränd 3, 111 30 Stockholm 

8.  
April 19th  Esbogatan 16, 164 74 Kista 

9.  
May 3rd  Klarabergsviadukten 70, 111 64 Stockholm 

10.  May 3rd  Heliosgatan 3, 120 30 Stockholm 

11.  
April 19th  Råsundavägen 12, 169 67 Solna 

12.  April 19th  Esbogatan 8, 164 74 Kista 

13.  April 19th  Dalvägen 8, 169 56 Solna 

14.  May 3rd  Telefonvägen 26, 126 26 Hägersten 

15.  May 3rd  Röntgenvägen 3, 171 54 Solna 

16.  May 3rd  Gustavslundsvägen 12, 167 51 Bromma 

17.  April 19th  Torshamnsgatan 20, 164 40 Kista 

18.  
April 19th  Torshamnsgatan 28A, 164 40 Kista 

19.  April 19th  Frösundaleden 2B, 171 28 Solna 

20.  
May 3rd  Madenvägen 5, 174 02 Sundbyberg 

Source: Own, 2017. 

 

  

 

Key:  - Companies Location in Sweden 

Source: Adapted from Google Maps, 2017. 
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Appendix C. Interview Answers 

 

SECTION 1: BACKGROUND 

Q1: How long have you been working for the company? 

Q2: What is your main role within the company? 

Q3: Do you have any experience with international business? 

Q4: Did you ever get any form of training for working together with different cultures?  

 
Interview Q1 Q2 Q3 Q4 

I1:  9 years Integration Manager EMEIA Yes Yes, Lean culture – How to apply and use 

Lean in delivering services 

I2: 9 years Communications Manager Yes  Yes, but in the past 

I3: 6 years Business Sales Manager Yes  No 

I4: 5 years PR & Communications Manager Yes  No 

I5: 16 years Customer & Channel Marketing Manager Yes  Yes  

I6: 4 years Business Partner HR Yes  No 

I7: +25 years Nordic & Japan Import/Export Manager All the time  Yes, Various “traditional” inter-cultural 

training sessions both externally & 

internally 

I8: 13 years Head of Product Management Yes  Yes  

I9: 5 years Regional Division Manager Yes, I have worked in EU 

HQ (Germany), Japan, 

Russia and now Sweden 

Yes, I did 

I10: 2 years Nordic CFO Yes  Yes  

I11: 3 years Business Controller Yes  No need 

I12: 6 years including 

Japan 

Sales Engineer Yes, this is my first time No, I did not 

I13: 9 years CFO Corporate Planning Yes  Yes  

I14: 2 years  PR & Marketing Communication Manager Yes  Yes  
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SECTION 2: ORGANIZATIONAL CULTURE AND STRUCTURE 

Organizational Structure 

Q5: Which entry mode did your company use when they entered the Swedish market? 

Q6: Were there any cultural barriers when they entered the Swedish market? Which ones? 

Q7: Are there any cultural barriers today in your opinion? Please elaborate. 

Q8: Do you have any Japanese employees in the Swedish office? If so how many and what are their functions? 

Q9: Is there a Japanese expatriate manager on top of the hierarchy for the division of Sweden? 

 
Interview Q5 Q6 Q7 Q8 Q9 

I1:  Range of 

Acquisition 

Yes there were, but I was not 

working for the company 

No there are not, we operate with the 

EU HQ in Brussels 

No we do not No we work as an 

own entity 

I2: Acquisitions Yes, there were No because we do not really interact 

with Japan directly 

No we do not No the top 

management 

consists of 

Swedish people 

I3: Acquisitions Yes, we used to have 

expatriates back in the days 

No there are none in our office We do not work together No 

I4: Series of 

acquisitions 

Yes, there were No, not at all because, we operate 

independently now 

Yes, one actually, she was 

born in Sweden. 

No 

I5: Wholly 

owned 

subsidiary 

Before there was No, there are not thanks to CCT We do have Japanese 

employees in this office, and 

sometimes we get visits 

Yes 

I6: Import/ 

Export 

Yes there were Yes, mainly due language. And 

Mitsubishi is still Rock Bottom a 

Japanese company, just exporting.  

Yes 2. our Managing 

Director is Japanese actually, 

and the Trading manager 

Our boss is 

Japanese  

I7: Subsidiary 

with EU HQ 

in the 

Netherlands 

Yes, in my interactions with the 

Japanese, mostly due to 

language 

Language barriers are still present No, we do not No, that would be 

me, but I do know 

that there are 

Japanese coming 

in the EU HQ 

I8: We are a 

subsidiary of 

Hamburg, 

Germany 

Yes I have seen cultural 

differences in all the countries I 

have worked 

Yes, they are always there, I try to 

adapt 

I am a Japanese expatriate Me 
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I9: Started as a 

holding 

where after 

they kept 

doing 

acquisitions 

There were cultural barriers Yes, there are still, language being the 

most significant one 

Sometimes in our office, but 

mostly we meet them at HQ 

in the UK (they represent 

50-60%) and weekly 

conference calls 

Not in the 

Swedish office 

I10: No Strategic 

Alliance, but 

I believe EU 

HQ just 

opened an 

office 

I do not think so Today, not really since we are our 

own entity 

No Japanese employees No Japanese in the 

Sweden office, 

they have in EU 

HQ 

I11: I am not so 

sure 

We did not have any cultural 

barriers 

No there is not No we do not, I am the only 

Japanese 

No there is not, he 

is Swedish 

I12: HQ in 

Belgium 

opened this 

subsidiary  

There were no cultural barriers No, we do not interact with the 

Japanese at all 

No No there is not 

I13: Wholly 

owned 

subsidiary 

(Dutch office 

in Sweden) 

Not that I know of We report directly to Holland, so no No, but the EU HQ has No, the manager is 

from Sweden 
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Effectiveness & Operations 

Q10: Do you think you work more efficiently and effective acting as your own entity rather than getting orders from Japan and their way of working 

(the Japanese business culture)? 

Q11: Do you have other expatriates coming in the Swedish office as well? 

Q12: Do these expatriates have a say in the Swedish branch? Do these expatriates guide, train or inform you with things coming from the 

headquarters in Japan? 

 
Interview Q10 Q11 Q12 

I1:  Yes, we do it now, and it works No No, there are none 

I2: The way we work now is good I am sure we do not We do not have them 

I3: Of course, working as your own entity delivers the best results in 

my opinion 

No we do not but EU HQ 

in Finland does 

There are no expatriates 

I4: We do, we do not have a cultural clash Yes, sometimes No, it is more about knowledge sharing and 

training of new products 

I5: Yes, I do Yes, we do, they come 

often to the office 

They visit us to supervise and share 

important information 

I6: Things go smoothly, since we are prepared to deal with the 

Japanese. However, it might be interesting to act as our entity 

Yes, occasionally, guests 

and others 

They have, since they discuss with our 

Head Manager quite often 

I7: Yes, of course; I do From time to time we do Not organisationally but they come to 

supervise and give training about new 

products 

I8: In my opinion I think this works just fine Yes, we do, my 

colleagues come monthly 

Yes, and I may add that important meetings 

and conferences are done over Skype with 

Japan 

I9: We work following the guidelines of Japan, but it is not a bad idea 

to work on our own, without reporting every week 

From time to time we do Not the ones that give training, but the ones 

we report to, they do 

I10: No I believe the way it is now is the best, since we can act  as our 

own entity 

We do not have 

Expatriates coming in the 

office 

There are none 

I11: Everything is working quite good now No As mentioned before, we do not have 

expatriates, I am the only Japanese in the 

office 
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I12: Yes this works just fine since we do not have cultural clashes No, we do not have No 

I13: I think EU HQ and the Swedish office are on the same level of 

understanding 

Not Japanese, but the 

Dutch do visit us from 

time to time 

No 
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Hofstede’s Dimensions 

Q13: Would you say the organizational structure is horizontal or more vertical? (High hierarchy and slow decision-making process) 

Q14: Would you say the company’s motivation lies in reaching goals and targets or does the motivation lie in quality of workspace and life? 

Q15: How are conflicts resolved? Do you negotiate and discuss or follow guidelines from superiors? 

Q16: Do you think your company is flexible in implementing changes? Or do they stick to a safe traditional way of working? (For example taking 

risks) 

Q17: Do employees stay for long years in the company; is there a form of loyalty towards the company? 

Q18: Does your company set individual goals per employee, or team goals per division? 

 
Interview Q13 Q14 Q15 Q16 Q17 Q18 

I1:  Horizontal  Quality of life and 

ergonomics etc. 

More 

discussions 

Yes, we implement 

changes 

Actually yes, they 

do 

Not really specified 

I2: Horizontal  Quality of 

workspace 

Discussions with 

the personnel 

Yes we are, we discuss 

then implement 

The people in 

higher positions do 

I believe both 

I3: Horizontal Definitely quality 

of workspace 

Discussions  We do make some 

operationalisation 

changes 

Yes, we tend to 

work long years 

Both  

I4: Horizontal Our work 

environment 

comes fist 

We usually have 

discussions 

We have a very flexible 

way of working in our 

office 

Not usually, but I 

have been here for 

a long time 

We do have teams goals set, 

but individually you should 

strive for more 

I5: Vertical I think it lies on 

the quality of 

workplace 

We usually 

negotiate and 

solve the 

conflicts within 

the area 

I think we are quite 

flexible when talking 

about changes 

They do, they have 

the chance to have 

a career here 

We work with both, individual 

and per department 

I6: Vertical, but not 

necessarily slow 

The motivation 

lies in reaching 

goals financially, 

corporate, socially 

responsibly 

As in any other 

Swedish office, 

discussing 

I am not so sure about 

that, changes do occur 

but since decision 

making comes from the 

HQ in Tokyo. 

Yes, in our office 

there are many 

long-timers.  

More on individual basis, both 

hard and soft targets 

I7: Vertical Work space We discuss if 

there are 

problems 

I think we are The people who 

got to the higher 

positions, they do 

Individual goals since we have 

individual account managers 
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I8: The office 

environment is 

very friendly and 

open, but the 

final decisions 

come from Japan 

which takes long 

(vertical) 

I would the 

motivation lies in 

reaching targets 

for this division 

We discuss them We usually follow the 

guidelines provided by 

the HQ 

We have some that 

have been working 

for quite a few 

years, but the Jr. 

sales executives 

have not 

Yes, we do, e.g. the sales 

department 

I9: Vertical Reaching goals, 

since we report 

weekly to the HQ 

In our office we 

discuss, however 

we also follow 

some guidelines 

coming from HQ 

Again, we follow 

guidelines coming from 

HQ 

I believe it is 

mixed, we have a 

big office with 

many employees,  

 

Yes, I report my targets to HQ 

I10: Horizontal Quality of 

workspace 

Discussion in 

team 

Quite flexible Yes; they do  Kind of both 

I11: Horizontal Quality of 

workspace 

I am not so sure I think our company is 

flexible 

There is a form of 

loyalty 

They do both actually 

I12: Horizontal I believe quality 

of workplace and 

life 

Negotiation and 

discussions 

Flexible They do stay for 

longer periods 

since the 

technological 

know-how or ours 

products is quite 

specific 

The goals are more individual 

I13: Horizontal Quality of 

interpersonal 

relations in the 

office 

We usually have 

weekly meeting 

to strengthen 

team bonds 

Different working styles 

are encouraged 

I cannot answer 

this question. The 

Dutch holding has 

over 70 000 

employees 

We implement both of them, 

individual and per department 
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SECTION 3: CROSS CULTURAL TRAINING 

Implementation of CCT in the Company 

Q19: Does your company provide some form of Cross-Cultural Training to the Swedish employees or the Japanese expatriates?  

Q20: Does your company apply any of the following training strategies as set by researchers and scientists? 

Q21: Do you think Cross-Cultural Training helps the expatriate or the local employees to deal with the cultural differences, or it is not necessary?  

If it does, in what way do you think it helps? 

Q22: Do you think Cross-Cultural Training improves trust, relationships and understanding between the international and local employees? If not, 

what would you suggest to improve it? 

 
Interview Q19 Q20 Q21 Q22 

I1:  Some training, but not necessarily 

for CCT 

Maybe some training but again, 

more focused on working 

environment 

There is no expatriate in our 

company really 

I believe so, but it does not apply 

to us 

I2: Trainings, yes but not in the 

context of international business 

No We do not have expatriates We don’t have CCT, but I think 

trust and relationships are quite 

good in our company 

I3: No, there is not an emphasis on 

CCT 

No since we do not have cross 

cultural business with Japan 

No expatriates to be found, so no 

interaction with them 

As mentioned before, we do not 

have CCT. Trust and 

relationships are already present 

I4: No since we are our own entity and 

report to EU HQ in the UK 

Not really We do not have expatriates who 

need to interact with us in such 

way 

CCT itself not really. I would 

suggest team buildings 

I5: Not to the Swedish, but I believe 

the Japanese do 

For instance language is a huge 

barrier, the Japanese get 

language training 

I think it does, but here we do 

not apply it, just the language as 

mentioned 

Yes, it does, when talking about 

language it strengthens the 

relationship 

I6: Yes they do, since interaction is 

going on between both 

Yes, technical competence 

occasionally and upon needs 

Relationship development 

Language 

Japanese online courses for local 

staff available 

Yes, especially for those who did 

not stay longer times in Japan. 

Most staff in Japan also are well 

experienced in cooperating with 

overseas colleagues 

It does. Together with actual 

meetings. 

I7: Yes, we do Yes, technological and language Yes, of course it does, 

communication can go smoother 

Definitely understanding is 

improved by CCT 
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I8: Yes, we get CCT for locals and 

expats in training centres in HQ, 

Hamburg 

Yes, technological, 

interpersonal, language, etc. 

Yes, it helped me a lot when a 

travelled to various countries 

Of course it does, since I can 

interact with the locals more 

easily 

I9: The Japanese expatriates get CCT 

to interact with the westerners. 

When I speak to them I notice a 

difference between local and expat 

Japanese 

The Japanese expatriates get 

interpersonal and language 

training but in my opinion they 

lack on the latter  

Yes, I have worked for many 

Japanese companies overseas 

and I can say that it helps them 

to adapt to the western culture 

Yes it does, relationships are 

improved thanks to minimising 

language barriers 

I10: Not needed, since we act as our 

own entity 

No No No 

I11: Yes, they do I have had the stress reduction 

class, CCT 

I think we should have more 

CCT, we will be able to work 

more efficiently 

Yes CCT does improve Trust 

and Relationships 

I12: Not, it does not because we are not 

in direct contact with Japan 

No No No 

I13: We do not have CCT No No No, our relationships with the 

HQ in Holland are quite strong 
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History and Future of CCT in the Company 

Q23: Is there an evolution in international business and understanding of cultures or did your company deal with it the same way as in previous 

years? 

Q24: Do you think there is a need for Cross-Cultural Training or some other form of training within your business? If so, could you elaborate? 

(E.g. Interpersonal training) 

Q25: Do you think it would be better if you had the opportunity to work as an individual entity without reporting and exchanging with Japan? (E.g. 

internal decision making, setting own goals and targets, etc.) 

Q26: Do you have some extra interesting information to add for us about this topic or you have some general comments about these interview 

questions. Please feel free to do so. 

 
Interview Q23 Q24 Q25 Q26 

I1:  There is an evolution, however, I do not know 

how they did it before 

Some training could be 

helpful such as stress 

reduction 

We are an individual entity 

now 

No 

I2: I believe so, but my colleague can answer that 

question better 

Not CCT in our case but 

maybe some other trainings 

Yes, we already are our own 

entity 

There is not 

I3: There is an evolution in management, since 

there were expatriates in the beginning 

No, there is no need for CCT We are own entity, and we 

communicate with Finland 

There is not 

I4: There has definitely been an evolution. We 

used to be more dependent on the Japanese 

before. 

Yes, as I mentioned before, 

we might have more 

interpersonal training in the 

office to build relationships 

We are already working as 

an individual entity reporting 

to the headquarters in the 

UK. 

No I do not have any more 

comments. Good luck with 

your thesis. 

I5: Yes, there has been an evolution, now we are 

more independent than before 

I think it is helpful when 

referring to language 

We are in daily contact to the 

other EU companies, and we 

report everything to Japan 

since we are the EU HQ 

No 

I6: I believe that the more you have international 

contacts, the more you develop and 

understand the different cultures. That also 

goes for companies, so yes, it has evolved. 

As mentioned earlier, CCT 

is needed, but you also learn 

on the job. Also important to 

understand sometimes big 

differences within Europe or 

even Nordics. 

 

Not with present business 

model, maybe for some 

business groups or in the 

future 

It is more important to have 

an open and international 

mind than training. But 

training is also important. 

I7: Over the years we got to be more flexible We have it already I am not so sure about that No 
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I8: Yes, the trainings have become more intense 

and cover more in depth topics 

As I mentioned early, it 

helped me a lot 

I think the way we work now 

is quite effective 

There is quite of mutual 

respect and relationship 

bonds between SE and JP. 

We provide the technical 

know-how and expertise and 

the SE provide market 

knowledge 

I9: Yes, the training the Japanese get is getting 

better over the years 

As I mentioned before, the 

training is getting better, 

however, I really believe 

more improvements can be 

done on the language barrier, 

since the level of English 

and understanding is still 

poor 

It might be better since we 

do not have to report to 

Japan every week. 

Sometimes it feels like we 

are working for a pure 

Japanese company 

We (Sweden) do not really 

get any form of CCT, we 

learn more by mistakes and 

resolving them 

I10: I do not know Not really needed 

 

We are working as our own 

entity, and it works pretty 

well 

No 

I11: Yes there is, there were differences in CCT 

before. 

In my case I would like more 

English training, I lack in 

language 

We don’t have direct contact 

with Japan anymore 

No, I do not 

I12: It stayed the same over the years No, we report directly to the 

EU HQ 

We are an individual entity No 

I13: It has always been like this since the 

beginning, I suppose 

There is no need for that Currently, Epson has Dutch 

subsidiaries all over Europe 

No 

 

Source: Own,  Adapted from Interviews, 2017. 
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Appendix D. Pattern Formation from the Interviews 
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Key:      - Answers classified by themes 

Source: Own, Adapted from Interview’s Answers (Appendix C), 2017. 
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Appendix E. Global Pattern Formulation 

 

Key: - Pattern - Global Pattern 

Source: Own, 2017.  
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