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Aim: A well established organization culture is necessary for the success of a 

company. In this study, we choose Handelsbanken to demonstrate how an 

international company develops its culture, and find out what are the important 

characteristics of that culture. 
 
Method: in the study we use Qualitative method to collect data and information. We 

interviewed one of the managers of Handelsbanken. Then the answers were used in 

connection with existing secondary information. 
 
Conclusion: It was concluded that a successful company must have a well established 

organization culture, which can not only adapt to different outside environment but 

also bring solidarities in organizations. Further more, there is no culture is better or 

worse, there is only the culture that is most appropriate and efficient for the company.  
 
Contribution: This thesis demonstrates how an international company develops its 

culture, therefore, it will be valuable for those who want to create or improve their organization 

cultures.  

 
Key words: Organization culture, Handelsbanken, culture conflicts，culture strength, 

Sweden.  
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1. Introduction 
This chapter first will introduces the background of the research subject and the reason of taking 
the research. Then it presents what are the research problems.  
 

1.1 Background 

1.1.1 Why to choose organizational culture as research object 

We have the knowledge that our earth is a world, which consists of different countries 

and nations. For the reasons of geography and historical factors, all of these countries 

have different natural environment and social environment, which were shaped up 

during the past years. Cultures with each nation’s unique symbol have generated. 

According to Hofstede’s definitions of culture, the culture is:” The collective 

programming of the mind which distinguishers the members of one human group 

from another. Culture in this sense, includes system of values; and values are among 

the building blocks of culture.” (Hofstede，1984a，P21) 

 

According to Richard (Richard, 1998, P103-104), this definition indicates that culture 

is the system that is particular to one group, which distinguishes it from other groups. 

It includes different behaviors and values, which can be learned from generations to 

the next one and has an influence on them. Therefore from the perspective of business 

organizations or companies, knowing the culture factors within the environment 

around them or around their competitors and the target markets means knowing what 

the guide line of their competitors and how to defend the business competition, and 

which is quite important for them to design their strategies to spread their businesses 

and gain more benefits.  

 

What has mentioned above is the national culture in different countries. And from the 

microcosmic perspective, smaller groups such as business organizations and 

companies will also have their own cultures, which is the so-called organizational 

culture. The study of organizational culture started in 1980s, and has now diversified. 

Early studies focused on the description of organization life and gradually it has 
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switched into making scientific comparisons. Although there have been studies on 

organization culture, it is still difficult to make an accepted meaning to this term. 

Mostly the recent organization culture refers to the sum of perceptions that develop 

within an organization, which includes norms, values, rules, climates and symbols and 

etc. (Richard, 1998, P103-104)  

 

Organization culture is one type of culture, but somehow it distinguishes from the 

national culture. Take a distance, national culture has infiltrated in to our daily life but 

the organization culture will only has its effect in the particular work places. 

According to Richard’s book(Richard, 1998, P106-107 ), there will be other 

differences to distinguish the national culture from organization culture, however, it is 

impossible to separate them from each other for none of us can separate the work 

from our daily life. In this case, for a company, especially the international company, 

knowing what the culture factors in its environment are and establishing appropriate 

organization culture is important for them to keep and improve the organization’s 

efficiency and benefits. 

 

With knowing what the national and organization cultures are, we will conduct our 

study on the priority of these two kinds of cultures which are the two culture 

dimensions that the international companies are concerned with. This kind of 

companies have complicated recruitments and subsidiaries from different countries 

and cultural backgrounds. We have just assumed that the successful international 

companies will establish strong internal organization culture to defend the impact of 

different national cultures. And whether the assumption is true or not will be proved 

through our study on Handelsbanken.    

 

1.1.2 Why to choose Handelsbanken as research object 

We want to study a multinational company that has its own unique organizational 

culture to harmonize the potential conflict of its international employees and 

subsidiaries and see how the organizational culture does work. To be such a big and 
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successful multinational company, Handelsbanken may face the conflict of culture in 

different countries. We assume Handelsbanken has a strong organizational culture to 

minimize the influence of national culture, when the employees come from different 

countries or the subordinates in foreign countries and we will prove whether our 

assumption is correct.  

 

The bank began operations on 1 July 1871 in rented offices located in the Old Town 

district of Stockholm, which at that time was still the commercial and financial centre 

of the city. Handelsbanken is a universal bank, in other words the Bank provides 

services in the whole banking area. With 461 branches, Handelsbanken is strong in 

the Swedish market. (www.handelsbanken.com) 

 

1.2 Research Question 

How to minimize the conflict of different cultures within the organizations is the key 

point for them to build harmony in the business environment and to get benefit and 

efficiencies. From Czarniawska and Guje’s book (Czarniawska, Barbara & Guje 

Sevón, 2003, P82), we found the idea that some international companies of 

Scandinavia, which have a comprehensive recruitment and subsidiaries with different 

culture backgrounds will hold their own unique organizational culture to defend the 

conflicts of different cultural backgrounds. Through our research we are going to 

know: 

 

Does Handelsbanken have its own unique organizational culture to solve the potential 

conflict of its international employees and subsidiaries? 

 

And if such kind of organizational culture exists, how does it work? On the other hand, 

if such kind of organizational culture does not exist, what is the method for 

Handelsbanken to take in order that to minimize the culture conflict? 

Our main questions are as following: 
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1. What are the characteristics of Handelsbanken’s culture? 

2. What are the most important factors for them to institute their organizational 

culture? 

3. Do there exist problems in their organizational culture? If yes, what are the 

problems and how to develop the culture and resolve such kind of problems? 

 

1.3 The aim of the study 

The aim of the study is to understand the influence of culture to the business. Through 

the study, we can get an understanding of the culture factors and their impact on the 

business operations. Besides of that, we make an understanding of the good 

relationship between the knowledge from the textbooks to the workplace. And not 

only the theories of the organization culture we learn, but also we can study how to 

use such theories in the work place.   

 

And from view of the company, international cooperation has become the modern 

efficient method for companies to develop. Knowing how to cope with the challenge 

of different culture, and how to establish strong and efficient organization culture will 

be the important points of the company to join the international markets.  

 

1.4 Limitation of the study 

One limitations is Handelsbanken is such a big multinational company, but we 

interviewed one subordinate company of Handelsbanken, so the answer might has 

regional factors that may exist in interviewee’s answer. Another one is although 

Handelsbanken is successful its organizational culture style may just suit this 

company not other companies when they are going to develop their organizational 

culture and ever may not fit for other industries. 
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2. Theory 

This chapter provides the theoretical background of our study. It is the foundation of 

the following chapters and the evidence of analysis. We begin with the definition of 

organizational culture and the next, the focus is the creating of an organizational 

culture and the strong culture and weak culture. Furthermore are the five dimensions 

of culture, which are defined by Hofstede.  

 

2.1 Defining Organizational Culture  

All the organization have their own unique way of doing business or management. It 

is similar with the national culture or civilization has its own language, artifacts, 

celebrations, heroes, norms, values, each organization also have the same form, such 

as the way of facing customers, the way of management or the Interactive norm 

between boss and employees,decision making and so on. At a deeper level, the 

organizations create their unique beliefs and assumptions or indoctrinated these into 

employees minds that form the basis for the organization mambers to act together. It 

comprises the attitudes, purpose, management style, experiences, beliefs, values and 

code of conduct for employees in an organization. These will influence the actions of 

employees and organizational behavior. (Driskill, 2005, P5)  

 

Edgar Schein’s book (1992) mentiones an organizational model that illuminates 

culture from the standpoint of the observer, described by three cognitive levels of 

organizational culture.  

 “At the first and most cursory level of Schein’s model are organizational 

attributes that can be seen, felt and heard by the uninitiated observer. Included are 

the facilities, offices furnishings, visible awards and recognition, the way that its 

members dress, and how each person visibly interacts with each other and wish 

organizational outsidedrs. 

 The next level deals with the expressed culture of an organization's members. At 

this level, company slogans, mission statements and other operational creeds are 
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often expressed, and local and personal values are widely expressed within the 

organization. 

 At the third and deepest level, the organization's tacit assumptions are found. 

These are the elements of culture that are unseen and not cognitively identified in 

everyday interactions between organizational members.” 

 (Schein,1992) 

 

Although the concept about organizational culture is very important, it still has its 

limitations as a perspective from which to understand the behavior of individuals and 

groups in organizations. One limitaions is that the organizational culture is not the 

only way to realize organizations. Another one is the definition of organizational 

culture is not the same way by any two theorists or researchers.( Gibson, 2000, P30)  

 

2.2 Creating organizational culture 

Organizational culture is not established in a short time, it is formed in the long-term 

management practice. It is difficult to simply position the core. Some enterprises 

establish their central values simply and constitute document to express and reflect the 

organizational culture, or even many enterprises think that the slogan is organizational 

culture. But it is not such simple. Gibson (2000) uses an example to illustrate the 

organizational culture is not created by complementing rule or document: It is an 

example of California electronics firm. Top managers regularly met to establish the 

core values of the firm. A document was developed to express the core values 

as:“ paying attention to detail,” “doing it right the first time” “delivering defect-free 

products,” and “using open communications.” The document of core values was 

circulated to middle-level managers who refined the statements. Then the refine 

document was circulated to all employees as the set of guiding principles of the firm. 

The consequences of creating a culture in the California firm included decreased 

morale in creased turnover, and a poorer financial performance. Ultimately, the firm 

filed for bankruptcy and closed its doors. It obviously can be found from the case is 
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that imposing a culture is not just institute some slogans or rules. It is difficult to 

simply create core values. The rules just can change the employees’ behavior. But 

Behavioral deference doesn’t mean cultural commitment. (Gibson, 2000, P33) 

 

 “Cultures are so elusive and hidden that they cannot be adequately diagnosed, 

managed, or changed. 

 Because it takes difficult techniques, rare skills, and considerable time to 

understand a culture and then additional time to change it, deliberate attempts at 

culture change are not really practical. 

 Cultures sustain people throughout periods of difficulty and serve to ward off 

anxiety. One of the ways they do this is by providing continuity and stavility. 

Thus, people will naturally resist change to a new culture.” (Gibson, 2000,P34) 

 

In Gibson’s book (2000) there is a model that shows the evolution of culture and its 

outcome is presented in Figure 2-1 below. It emphasizes how a company creates a 

cohesive organizational culture. In this model, the methods are divided for four kinds 

which are influencing four different conditions. The conditions include history, nity, 

membership and exchange among members that can create cohesive organizational 

culture when all the conditions are developed well. The core of the model is the word 

HOME, which suggests the importance of the four intervening conditions.  
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Figure 2-1:The evolution of a Positive Culture 

 

           Methods               Intervening conditions         outcome 

 

    
Develop a 
sense of 
history

Create a 
sense of 
oneness

Promote a 
sense of 
membership

Cohesive 
organizational 
culture 

Increase 
exchange among 
members 

                               H 

 

 Elaborate on history 
 Communications about and by 

“heroes” and others 

 

                               O 

 

 Leadership and role modeling 
 Communicating norms and 

values 

 

 

 

 

                               M 

 

 

 Reward systems 
 Career management and job 

security 
 Recruiting and staffing 
 Socialization of new staff 

members 
 Training and development 

 

                               E 

 

 

 Member contact 
 Participative decision making 
 Intergroup coordination 
 Personal exchange 

(Gibson, 2000,P34) 

 

We found the figure is appropriate for our research and we use this model in our study 

to prepare the interview questions where we want to know the details about how they 

create organizational culture, such as the reward systems(question 6), 

training(question 12), leadership style(question 7). (See the appendix) 

 

 12



2.3 Strong/weak cultures  

“Strong culture is said to exist where the staff respond to stimulus because of their 

alignment to organizational values. Conversely, there is weak culture where there is 

little alignment with organizational values and control must be exercised through 

extensive procedures and bureaucracy. Where culture is strong – people do things 

because they believe it is the right thing to do”. 

(http://en.wikipedia.org/wiki/Organizational_culture)  

 

 The employees of a multinational company come from different countries and their 

own national culture or value may have some conflicts with the organizational culture. 

So the extent of organizational culture is important to minimize the conflicts. If the 

organizational culture is strong the employees will fllowing it to do the job 

involuntarily because the organizational culture will suppress the national culture to 

increase the conflicts and lead the employees’ working behaviours in a way that fit the 

organizational culture. A strong culture is characterized by employees sharing the core 

values of the organization. The more employees share and accept the core values, the 

stronger the culture is and the more influential will be on their behavior. (Gibson, 

2000, P32)

 

2.4 Hofstede identified five dimensions of nantional culture 

Sometimes the national culture will affect the organizational culture, especially when 

a multinational company establishes a new subordinate company in other foreign 

countries, which have strong national culture. The employees’ culture and value will 

conflict with the organizational culture. Hofstede prove that there are national and 

regional cultural groupings that affect the behavior of organizations, and that they are 

very persistent across time.  

 

Diagram 2-2 five dimensions of national culture 
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(http://www.geert-hofstede.com/hofstede_sweden.shtml) 

 

The figure 2-2 illustrates the five dimensions of national culture and it is obviously 

show that the data between Swden and Scandanavian are almost the same. It can help 

the reader to get a elementary impress about the five dimensions of national culture 

and can help them follow the chapter easier. Because the Handelsbanken is a swedish 

company and we think it is necessary to know the situation of five dimensions in 

Sweden even in Scandanavian. It can be a foundation of the analysis part when we 

compare these five dimensions in Handelsbanken and Sweden.  

 

Power distance 

“Power distance defined as the extent to which the less powerful members of 

institutions and organizations within a country expect and accept that power is 

distributed unequally.” (Hofstede & Hofstede, 2004, P46)  
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According to Hofstede, the extent that people accept unequal power is based on 

culture. It reflects the desirability or undesirability of inequality and of dependence 

versus interdependence. In high power distance society, the importance of accepts the 

different power, respect authority, title, rank and status are stronger than low power 

distance society. In low power countries they will eliminate the inequalities as far as 

possible. The employees in low power distance organization won’t fear the superiors 

as the employees in high power distance organization. Moreover, high power distance 

countries use more compulsive and referent power, but low one use legitimate power 

such as reward systems. (Hofstede, 1980). (Pagell& and Sheu, 2005, PP.371-394) 

 

Individualism vs. Collectivism 

“Individualism on the one side versus its opposite, collectivism is the degree to which 

individuals are integrated into groups.” (http://www.geert-hofstede.com/) On the 

individualist side, the relationships between the individuals are loose. The individual 

is expected to look after himself or herself and his or her immediate family. But on 

the collectivist side, the citizens are taught from they were born that they should have 

a strong and cohesive collective spirit. Not just care about himself/herself or his/her 

family, but also care about and protect the others and others’ families. 

(http://www.geert-hofstede.com/) 

 

In individualistic society, people emphasize their success in job or private wealth or 

getting a higher or better position. When they are doing business they try to improve 

the relationship with the people who are valuable for their benefit in a calculative way. 

(http://www.via-web.de/284.html)  

 

On the other side, about the people in collectivistic cultures they will emphasize on 

groups and think in term of “we”. The employees’ loyalty and harmony are important 

for a company. Trust and harmony and a deep understanding of moral values are the 

foundation of the relationship between boss and employees or the business partners. 
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The wealth of the organization or the groups are more important than personal one’s. 

(http://www.via-web.de/284.html) 

 

Masculinity vs. Femininity 

“Masculinity versus femininity refers to the distribution of roles between the genders 

which is another fundamental issue for any society to which a range of solutions are 

found. The IBM studies revealed that (a) women's values differ less among societies 

than men's values; (b) men's values from one country to another contain a dimension 

from very assertive and competitive and maximally different from women's values on 

the one side, to modest and caring and similar to women's values on the other.” 

(http://www.geert-hofstede.com/) The assertive pole was called “masculine” and the 

modest, caring pole was called “feminine”. The women in different kinds of countries 

will have different expression, such as in the masculine countries they are more 

assertive and competitive than the women in femininity countries, but not as much as 

the men. (http://www.geert-hofstede.com/) 

 

Different cultural backgrounds have different ways to deal with gender roles. The 

more masculinity in this country, the more citizens are dominated by the masculine 

role pattern. The gender pattern is transferred to the society through families, schools, 

company, and the media. The characters of masculinity are appeared about the 

autonomous, aggressive, and dominate. Conversely, nurturing, helpful, humble, and 

affiliating are the characters of femininity. (Pagell& Katz and Sheu, 2005, 

PP.371-394) 

 

Uncertainty avoidance 

Deal with uncertainties is a part of daily life for different individuals, organizations 

and societies. They use different ways to cope these issues, such as application of law, 

religion, rituals, rules, and uses of technology. All of these can reduce the uncertain 

factors and make life seem more predictable. “Uncertainty avoidance measures the 

extent to which countries deem the pursuit of certainty important.” (Hofstede, 1980; 

 16

http://www.via-web.de/284.html
http://www.geert-hofstede.com/
http://www.geert-hofstede.com/


Trompenaars, 1994) The cultures with high uncertainty avoidance scores reveal a 

preference for long-term predictability of rules, work arrangements, and relationships 

that to be the way to avoid the risk. Conversely, the culture with low score suggests a 

higher tolerance for uncertainty. (Hofstede, 1980; Trompenaars, 1994) 

 

Long-term orientation vs. short-term orientation 

“The dimension of Long-term versus Short-term orientation refers to the extent to 

which a culture programs its members to accept delayed gratification of their material, 

social, and emotional needs.” (http://kriszta.typepad.com) For business people, in 

long-term oriented culture or short-term oriented will have different expression. In 

long-term orientation they choose to build strong positions in their markets not 

expecting immediate results. The managers (often family members) are allowed 

spending time and resources to catch the aim. In short-term orientation the “bottom 

line” (the results of the past month, quarter, or year) is a major concern. The managers 

are constantly judged by it. (http://kriszta.typepad.com) 

 

Summarizing, organizational culture is a long-term culture that can’t be created in a 

short time or identified by rules. A strong organizational culture can form the 

employees’ behaviors and more employees share the core value of organizational 

culture. The stronger the culture is; the five dimensions of national culture will affect 

the organizational culture. And the most important theory in this study is the five 

dimensions of national culture. Because in this theory it mentioned that it would affect 

the organizational culture, which is connected with the question we referred in the 

question part (See chapter 1.2, P7). The theory is the foundation of our research that 

provide a theoretical bases to analyze the data that we collected and integrate them to 

find out the answer that we want to know. It is also important for us to prepare the 

interview questions, because after we understand the theory then we can relate to the 

reality and ask the question about it.  
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3. Research Methodology 

In this chapter, the methods used are presented. Besides it we also show how the data 

and information was collected and the procedure to do the interview is explained. 

Lastly, we explain the interview and the questions we asked. 

 

3.1. Qualitative and Quantitative Research Method 

There are two research methods that can be utilized in our work, which are qualitative 

and quantitative method. According to Cooper & Schindler (Cooper & Schindler, 

2003, P189), quantitative research is a research method that relies less on interviews, 

observations, small numbers of questionnaires, focus groups, subjective reports and 

case studies but is much more focused on the collection and analysis of numerical 

data and statistics.  

 

On the other hand, According to Denzin & Lincoln (Denzin & Lincoln, 2005), qualitative 

research is a field of inquiry that crosscuts disciplines and subject matters. Qualitative 

researchers aim to acquire an in-depth understanding of human behavior and the 

reasons that govern human behavior. Qualitative research relies on reasons behind 

various aspects of behavior. It investigates the why and how of decision making, not 

just what, where, and when. Hence, the need is for smaller but focused samples rather 

than large random samples, which qualitative research categorizes data into patterns 

as the primary basis for organizing and reporting results.  

 

And for us, as we have chosen the terms of organization culture as our research topic, 

this concept concerns more abstract factors. What are needed by our research are the 

reasons of the phenomenon, the connection between the reality and the theories but 

not the figures or number.  Hence it is not easy for us to use the quantitative method 

to collect useful information.  
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3.2. Qualitative Methods 

According to Marshall & Rossman (Marshall & Rossman, 1998), the term qualitative 

research is most often used in the social sciences and it typically relies on four 

methods for gathering information: (1) Participation in the setting, (2) Direct 

observation, (3) In depth interviews, (4) Analysis of documents and materials. 

 

In our research, we have searched the existed documents and materials about the topic 

of organization culture. But for most of the existed articles that we found are in 

Swedish, we did not find too much things that can help us. Therefore we decided to 

collect information and data we need by ourselves. We did not have the chance to 

participate in the company’s setting or use direct observation. Finally we decide to 

conduct an interview to collect information by asking questions. 

 

3.3. Interview 

When conducting an interview, three types of methods can be used, which are 

personal interviews, telephone interviews and self-administered surveys.  In our 

research, we use the method of self-administered surveys, which means “we send our 

questions (see appendix 1) and ideas to the interviewees to let them motivate their 

answers by themselves. In this way, more time is given to the respondents to think 

about the questions. Besides of that, the data and information collected are clear for 

the interviewer to read and analyze. Therefore, the answer will be more objective and 

with fewer misunderstandings. “(Cooper & Schindler, 2003, P324)  

  

In our research, we choose Handelbanken and we contacted Handelsbanken‘s private 

market chief manager Ingrid Magnusson. For the reason of being busy with business 

affairs, we did not have the chance to take a personal interview face to face; all the 

information is given through the email by her. In the reply to the questions, she 

mentioned that some of the answers were given by some of her colleagues. The 

questions are appended in Appendix 1, and the answers will be analyzed in the 
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following part.  

 

3.4. Validity and Reliability  

“A well designed research should be an accurate counter or indicator of what we are 

interested in. In additional, it should be easy and efficient to conduct and govern.” 

(Cooper & Schindler, 2003, P231-236) There are two major criteria for evaluating a 

research: validity and reliability.  

 

“Validity reveals the degree to which a research method measures what it is supposed 

to measure to assist the researcher in solving the research problem” (Cooper & 

Schindler, 2003, P234). According to Cooper & Schindler, three forms of validity are 

used to evaluate the method. Content validity exists to the degree that a method 

provides an adequate reflection of the topic under the study. Criterion-related validity 

relates to our ability to predict some outcome or estimate the existence of some 

current condition. Construct validity is the most complex and abstract which means 

that the method conforms to predicted correlations of other theoretical propositions.  

 

“A method is reliable if it provides consistent results. Reliability is a partial 

contributor to validity, but a research method may be reliable without being valid” 

(Cooper & Schindler, 2003, P236). Three forms of reliability are stability, equivalence, 

and internal consistency. And a method has practical value for the research if it is 

economical, convenient, and interpretable.  

 

To keep our research reliable and valid, we read literatures previously and then the 

theories that we used are from existed literatures. Besides of that all the information 

and data are from the interview with one of the supervisors of Handelsbanken. During 

the research, we kept in contacting with the interviewee to learn more about 

Handelsbanken, and to let her examine the validity and reliability of our research. 

Besides of that, although only one interviewee participated in the research, she is the 
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service manager of the company and organization culture is the work she deals with 

every day, therefore she has the experiences and knowledge of organization culture. 
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4. Empirical data 

This chapter is the empirical data of the study. Through the interview, the finding from 

Handelsbanken will be given. Besides of that the background of Swedish business 

culture and the background knowledge of Handelsbanken is also presented as well. 

 

4.1 Business Culture in Sweden 

According to Hofstede’s research (Hofstede, 2005), Sweden gets low degrees on low 

power distance, masculinity and uncertainty avoidance and a high degree on 

individualism. In Hofstede’s countries research, Sweden is in the 6th lowest position of 

the 53 research countries. From this perspective, there are several characteristics that 

can be found according to the low power distance. In Sweden organizations, the 

relationship between employees and supervisors seems consultative rather than strict 

demanding. Because the emotion distance is low, it is also easy for employees to 

express their disagreement opinions to their managers. Besides of that, power in the 

organization in Sweden is often decentralized and the employees will often take 

responsibilities. 

 

About the individualism and collectivilism research of Hofstede, Sweden is the 10th 

most individualistic country. A Swedish employee is important to be seen as an 

individual and to have freedom to take tasks in their own way. And it is also important 

for employees to have the task to satisfy both themselves and their supervisors. 

Besides of that, According to Hofstede's research (2005), work tasks are more 

important than the relationships with colleagues. 

 

In the Hofstede’s research, Sweden is the most femininity country. The characteristic 

of workplace behaviors are feminines that means the conflicts are solved by 

negotiation and compromises. Manager’s power is less visible than those from 

masculine countries. 

 

 22



Sweden also has a low level of uncertainty avoidance and is ranked 49 of all 53 

countries. As a result of that, Swedish companies have few regulations and rules, and 

the members of the organization seldom expect specific instruction in their daily work. 

Besides of that, the Hofstede's research shows a tendency to accept to have different 

ideas and behaviors. 

  

4.2 Interview with handelsbanken 

All the answers from the interviewee are presented in this part. 

 

In order to emphasize the topic of our study and help us to extend the question, first 

we ask the interviewee about the organizational culture of Handelsbanken. According 

to the interview, the company’s core organizational culture includes such as keeping 

the efficiency within the group, solidarity, listen carefully to their employees and to 

be patient when contacting their customers and satisfy them.  

 

The thinking of management at Handelsbanken is characterized as the administrator is 

the coach but not the manager, what they should do is to encourage the employees’ 

ability and confidence, and solve the conflict within the organization. People in the 

group have the same status, no difference when they are treated. When we asked him 

whether they will change it in different cultural background or in other countries he 

said yes. In order to minimize the conflicts they will change the thinking to adapt to 

the new market, but the core thinking wouldn’t be changed, to be polite to the 

customers, for example. 

 

When we ask about the advantages he said there are a lot of advantages that they can 

keep ahead the company in this industry, for example have small lines that they get 

time to listen to the customer, it goes fast to get a loan promise and there are direct 

numbers that other banks haven’t. He also said there are some services which are free 

when other banks need to charge the fee. 
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The interviewee mentioned that the organizational culture has a very important 

influence for the company’s development. He said it is a major force for a company 

and can unite the employees, can give the employees a pattern that can show them 

how to work. A good organizational culture can correct the employees’ behavior to 

adapt to the company faster. For an enterprise to survive, to develop, the 

organizational culture is necessary. 

 

About the future plan of develoment of Handelsbanken the interviewee didn’t give us 

a meaningful answer about organizational culture. He said they try to attract more 

customers and have them satisfied. 

 

When asking about different countries and if they will have different evaluation 

system to evaluate the employees, and he said almost the same evaluation system to 

reward or punish employees’ performance in different countries. But because in 

different countries they will get different countries’ situation and national culture into 

considerations, they will change some details to avoid conflicts. 

 

The theory refers to five dimensions of culture, which are identified by Hofstede, 

which affect the organizational culture. We prepared several questions to understand 

the situation. The interviewee said that when the manager makes decisions, especially 

when it involves the employees’ benefits, he will listen to the employees’ thinking and 

suggestions. Always when the employees have their own thinking about the work or 

company they can give the proposal to the manager and the manager will consider it 

even sometimes the employees will give the advice to the manager in an informal 

occasion, such as party or rest time. There isn’t a big gap between manager and 

employees.  

 

The interview revealed that Handelsbanken, encourages the employees to  cooperate 

with each other. The interviewee said although personal ability is important, they 
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think work in a group can complement the personal shortage and it will accelerate to 

build a harmonious working environment However, the reward system or punishment 

is in the different situation. The company use professional evaluation system to 

evaluate each member’s performance in the group. This is the basis of the reward and 

punishment.  

 

When we asked the proportion between men and women in Handelsbanken, the 

interviewee gave us such a data. The over all proportion between men and women 

amounts to 62% female and 38% male employees. The percentage between male and 

female managers is 56% female and 44% male. Regarding the head of divisions the 

proportion are shifted to 55% male and 45% female. The interviewee said that it is no 

significant differences between male and female here. 

 

The interviewee thinks that although the rules are important for a company, in 

Handelsbanken doesn’t have such strict rules to restrict the employees. They always 

just give a pattern to the employees and let them know what should they do and what 

shouldn’t they do. The creativity in company is an important factor affecting daily 

work. 

 

When Handelsbanken go into a new overseas market, which may have an almost 

opposite culture background to Sweden, it generates conflicts. For instance, Sweden is 

a country preferring femininity, and the target market may prefer masculinity. In order 

to deal with the differences, the interviewee said that the company will change the 

management style to minimize conflicts to adapt to the market, such as in masculine 

country they may hire more men than women, or in individualistic country it will 

constitute more reward systems to stimulate the individual employees’ enthusiasm and 

creativity.  

 

When we ask about the training, the interviewee said there is no direct training for the 

employees. There is a lot of communication and supporting between employees and 
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discussions that can teach them how to improve themselves and deal with the issue. 

The old employees can help the new employees when the problem occurs where the 

employees are not sure of these tasks. Organizational culture he said it will filters into 

the employees’ mind in these daily work.  

 

The interviewee told us that Handelsbanken must keep the efficiency of the 

organization. She thought from the perspective of a supervisor, it is her responsibility 

to solve problems that her people met, provide better work situation to the employees 

and listen more carefully to the employees. And from the perspective of the 

employees, the company wants to see that the employees are always passionated  

about their work. 

 

By summarizing, from the interview, it is obvious that small power-distance, 

flexibility to the work and building harmonious working environments are the core 

value of the organization. These characteristics will be explained in the following 

chapter.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 26



5. Discussion 

In this chapter, we compare the theories and the findings from interview in 

Handelsbanken. According to the three problems that have been stated in the study, 

the analysis is presented in three dimensions. 

 

5.1. Analysis of Macro-knowledge of the company 

Generally speaking, the interviewee cannot give an unambiguous definition of what 

the organization culture of Handelsbanken is, she can tell us the core value and 

philosophy, which they use in their daily work and management. For the questions of 

this part are not concerning the detailed factors of the organization culture, the 

interviewee told us her own expression of what the culture includes, such as to keep 

the efficiency within the group, to be solidarity, their attitudes towards their 

employees and the way they contacted their customers. All of these are some 

segments and phenomenon. But the organization culture always is not established in a 

short time, it always is formed in the long-term management practice. It is difficult to 

simply position the core. Therefore, the member within the organization may not have 

the ability to recapitulate the definition of what the organization culture is.  In other 

words, through the interview, we found that the interviewee could not tell us what the 

culture of Handelsbanken is unambiguously.  

 

However, it is possible for us to get the knowledge what kind of behaviors they prefer 

to use in their daily work. According to the Edgar Schein’s organizational model (see 

chapter 3.1, page12), three levels can be found during the development of the 

organization culture. First two levels are the levels within which, organizational 

attributes can be seen, felt and heard by the observers and company slogans, mission 

statements and other operational creeds are expressed. We conducted the interview 

through email and it is not easy for us to observe other employees in the company. We 

can not observe how the slogans, the philosophy and values they prefer to use practice 

in their work and management. However, through the answer that the interviewee 
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gave us, they do have such kind of culture factors to play the role of guidance of their 

behaviors such as how they contact the customers or how to cooperate with 

colleagues and etc. They do not have the training programs to spread the culture 

factors, but all the new employees are taught by the old experienced ones. The 

behavior, the values and the philosophy of Handelsbanken can be spread and inherited 

within the organization in this way. 

 

For this part, we also asked questions about their future plan. Our original idea of the 

questions is to learn how they develop their organization culture, and what degree 

they have been developed it. But because the interviewee is the supervisor of middle 

hierarchy, she may not have the idea what should be the plan of this, we do not get 

meaningful answers to that questions. But from what she told us, it is in accordance 

with the second level of Edgar Schein’s organizational model(see chapter 3.1, page12). 

In other words, the company does have an established organization culture, which can 

be learnt by the members within the organization. And on a certain extent it could be 

the guidance of their behaviors.   

  

5.2 Practicing of Hofstede’s Model 

In this part, we utilize the Hofstede’s Model as our theory basis of the question. In the 

Hofstede’s Model, there are five dimensions to analyze the national culture of a 

country (see chapter 3.4, page16-19). In our research, we extend it in analyzing the 

culture within an organization. Sometimes, the national culture will affect the culture 

of an organization and company. Handelsbanken is a Swedish company and it is also a 

multinational company, which has business and subsidiaries companies and 

copartners in other countries all over the world. Even the headquarter in Sweden it 

also recruits foreign employees. Therefore, it is not possible to concern its 

organization culture without concerning the national culture. 

 

Four of the five dimensions are used to analyze the Handelsbanken’s organization 

culture, which are Power Distance, Individualism vs. Collectivism, Masculinity vs. 
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Femininity and Uncertainty avoidance. Firstly, the national culture of Sweden must be 

observed.  

 

From the two diagrams above in Chapter 3 (see chapter 3.4, diagram 3-1, page 21), it 

is obvious that Sweden and the countries from Scandinavia show a high index of 

individualism and a low Masculinity index. The other three indexes are in a medium 

degree.  

 

In our interview, somehow it is not quite the same to the explanation to individualism 

shown in the index of national culture (see chapter 3.4 & chapter4.1). The interviewee 

agreed to encourage the employees cooperate with each other but not the focus on the 

personal ability. For they think they can complement the personal shortage and it will 

accelerate to build a harmonious working environment. In other words, at least the 

interviewee prefers the work philosophy of collectivism. But on the other hand, when 

talking about the reward and punishment, it is said that the company evaluate each 

employee’s performance but not the whole work team and which is the basis of the 

reward and punishment. Besides of this, when answering a question about the 

regulations, the interviewee prefer not much regulations but accelerating the 

employees’ creative behaviors and abilities. With this information, it seems that 

Handelsbanken prefer neither the simplifying individualism nor collectivism, but a 

combination. In their organization, they prefer good relationship among each other 

and will be glad to build harmonious environment to work in. Besides of that, they 

will also attach importance to the employees’ ability. It is a complicated system that 

objects and works are undertaken by the work teams and groups but the personal 

participation and performance is the precondition of that. 

 

Comparing with the highest individualism index, Sweden and other countries from 

Scandinavia have the lowest index of masculinity. The low masculinity means that in 

the two genders, femininity is the fundamental issue for any society to which a range 

of solutions are found. According to Hofstede, Women in feminine countries have the 
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same modest, caring values as men, and comparing with the countries preferring 

masculinity, smaller gaps exist between genders in these countries (see chapter 3.4.3, 

page18). 

 

In our research, this is the same to the theories and formal study. The overall 

proportion of each gender is almost accounted for a half of all the recruitment. And 

besides of that, there are no obvious differences between men and women. We trust 

that when taking labor work, for men have stronger bodies than women, the 

differences between men hand women will be more, but that is because men have 

more strong physical bodies than women, not for the femininity or masculinity. In this 

perspective, the result shown in our research is the same to the previous research and 

literatures (see chapter3.4.3 page18). 

 

Two other dimensions, Power distance and Uncertainty avoidance show the medium 

status in the Sweden and other Scandinavian countries. According to Hofstede, power 

distance is the extent to which people accept unequal power is culture-based. Power 

distance reflects the desirability or undesirability of inequality and of dependence 

versus interdependence in society (See chapter 3.4.1 & chapter 4.1). In Swedish 

companies, the concept of power distance is largely replaced by personal 

responsibility. Personal status is of relatively small importance in Swedish business 

life. Managers only rarely give signals of their own status and employees normally 

don't feel inferior to them  

 

In our interview, we reveal the power distance through knowing the process of 

making decisions. According to the answer we got, the employees’ suggestion and 

thoughts is the important part for the decision-makers to consider about before the 

decisions are made. All the suggestion and proposal, no matter given in formal or 

informal conditions, will be treated seriously by the supervisors. But at last, the right 

to make the decision is still held by the supervisors. This is not the same to the 

empirical study of the Swedish society, but it can efficiently avoid the problem of the 
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low power distance, such as latent conflict and basic mistrust between the powerful 

and powerless (see chapter3.4.1, page16).  According to the theories of power 

distance, a latent conflict and basic mistrust between the powerful and powerless 

seems to prevail in the society of low power distance (Hofstede, 1980). The 

administrators hold the right of making decision as well as listening to subsidiaries’ 

suggestion can not only make the decision more objective but also make the conflict 

of different ideas being under control. Therefore, appropriate administration is 

necessary in the environment of low power distance. But another problem to face is 

find the qualified supervisor who has the ability to judge different ideas and make the 

right decisions.  

 

The last dimension that we have asked about is the uncertainty avoidance. Comparing 

with most countries of the world, Sweden holds a correspondingly lower degree in 

this index. In our interview, we asked questions about the regulations and rules of the 

company. The interviewee said they did have some regulations to restrict employees’ 

behaviors, but the regulations are likely to be the guidance but not the limitations. 

According to the interviewee, they tell the employees what to do but not what not to 

do. Employees’ creation will be largely accelerated. According to the theory of 

Hofstede, low uncertainty avoidance score suggests a higher tolerance for uncertainty 

and, therefore, an acceptance of more informal actions and a willingness to take risks. 

From this perspective, what we learned form the interview is the same to the theories, 

the regulations of the company is just guidance for the daily work, how they attach the 

goal, how the employees’ performance is not being limited, and meanwhile 

employees also take responsibility for their own work. This has been argued in the 

questions of punishment and reward system. 

 

5.3 The strength of organizational culture 

In order to know the strength of organizational culture, in our interview we prepare 

some questions about it such as how they infuse the organizational culture or whether 

they will have the plan to develop the organizational culture and the answer that we 
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get reveal they are not attached great importance to it.  

 

We think the organizational culture of Handelsbanken is not very strong. Firstly, they 

lack clear regulations to about their organizational culture. So in the daily work just 

the core of organizational culture filter into employees’ mind. It can be argued that it 

should be one reason that the interviewee can’t give us a meaningful answer about 

their organizational culture. Secondly, they don’t have especial training for the new 

employees. They rely to the old employees help the new employees to deal with the 

difficult things and deliver the thinking of organizational culture. The core of 

organizational culture would be change by this method but we think it will occur 

some warps such as the misunderstanding of explanation.   

 

The force of organizational culture can create harmonious interpersonal relationships 

between staffs and can give full play to their ability to achieve self-worth. The 

working environment will be colorful and relaxed. From the interview we know they 

have a harmonious environment and low power distance. For instance, they encourage 

employees cooperate with each other and the manager will listen to the employees’ 

suggestions even in the informal occasion. This will enable the company become 

more cohesive. 

 

About when they enter a new market facing the different culture background they will 

change their own organizational culture to adapt the new market, but of course not the 

core of organizational culture. And it once again reveals the organizational culture is 

not very strong but we also think it is flexible. The flexibility will help the company 

adapt the market faster and the employees who they hired in that country will accept 

the organizational culture quicker.  

 

By summarizing, the basis to the Handesbanken’s organization culture is mostly the 

Swedish business culture. Because of the need of adapting different culture 

background of international company, the company will have more flexibility in its 
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culture. As indicated in the interview, the core of the organization is to keep the 

efficiency. No matter what the method they use, to get the best result is the goal they 

will finally take. Therefore, it can be conclude that there is not an always right culture 

in the organization, but the most appropriate culture exists. 
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6. Conclusion  

In this chapter, firstly, is the statement of essential findings. Secondly, is our 

understanding of organizational culture. Then is our recommendation for the 

company. Lastly, is the suggestion for the future study.  
 

6.1 Statement of essential findings 

According to the research on Handelsbsanken, the conclusion is: as an international 

company, Handelsbanken does have its organization culture which is based on the 

concept of being well in the services markets. As most of the contacts were taken 

through the internet, we did not have too much chance to go to their work place. 

Therefore, we do not have feelings about Handelbankens’ slogan, their work patterns 

and work atmosphere. According to what was learned, Handelsbanken has an 

organization culture which is almost the same to the national culture of Sweden and 

Scandinavia. Such as low power distance, high preference of femininity, low 

uncertainty avoidance. Only one point shows differences to the Swedish national 

culture, which is that when doing the work they prefer encouraging personal 

individual ability as well as the cooperation within the groups or teams. Assistance to 

cooperate with other is necessary for Handelsbanken’s employees to complete their 

works. 

 

In our study we found that although in the company there is no clear definition of 

what the Handelsbanken’s culture is and not too much regulation to tell the employees 

which behaviors are according to the organization culture, the organization culture has 

been developed. They do not have training program about this, but all the members 

within the organization can learn the values and philosophies through the teach of 

their experienced colleagues.  

 

As an international company, the challenge from other markets can not be ignored. 

According to what showed in the research, Handelsbanken will shift their ways of 
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management to adapt to the different situation. On one hand they build harmonious 

environment for their development. And on the other hand, they also insist on their 

core values. Therefore, Handelsbanken knows how to adapt to different environments 

meanwhile they will never give up what they are always insisting, and this is the 

evidence of existing of a well established organization culture.  

 

6.2 Our understanding of Organization Culture 

According to the research, we found that what we originally thought about the 

organization culture is incorrect. At the beginning, we assumed there is a kind of 

organization culture that is strong enough to defend all the conflicts from outside. The 

definition of culture is simple in our thinking, which is the system of regulations to 

guide or restrict the members’ behaviors within the group. But our study from 

Handelsbanken shows it is not like that. Actually the organization culture is a 

definition of more flexibility. As showed in Handelsbanken, there is not a traditionally 

strong or weak culture in the company. The culture that Handelsbanken established is 

the most appropriate one that can bring most benefits for them. It is not strong as it 

can change and adapt to other cultural environments, but on the other hand it is not 

weak as it can insist on some core values of it. In this way, building such kind of 

organization culture can bring harmonious outside environment and the solidarity of 

the members in the organization as well. Therefore, it can be said that there is no 

culture that is best but there is culture which is most appropriate.  

 

6.3 Recommendations 

At the beginning of our interview we thought Handelsbanken as a big multinational 

company should have training for the new employees. But it had not. Instead of that 

they have supporting methods for the employees to handle problems and infuse the 

organizational culture. So for the advice, in our opinion, it will be meaningful for a 

company to provide a formal training to the new employees. Although the supporting 

methods can be helpful for the new employees, sometimes the misunderstanding will 
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occur, the listeners’ warps of comprehension, for instance. So we think the training 

should not be ignored, such as the one-month training for the new employees that can 

teach how to work and the organizational culture.  

 

Another suggestion is they can provide a vivid speech each month about these aspects. 

The suggestion is focus on all employees not for the new employees. The employees 

can learn more about the skill of working, the accurate organizational culture and the 

latest news of the company. It will be helpful for them to catch up with the step of 

development of company. 

 

6.4 Reflection on our study and suggestions for future studies 

This work discusses how an international company develops its culture and the 

importance of organizational culture. We choose the Handelsbanken as the model for 

the empirical study. The study is aimed at understanding the influence of culture on 

business. Through the study, we can get an understanding of the culture factors and 

their impact on the business operations.  

 

The work is valuable for those who want to research organizational culture or want to 

create or improve their organizational culture. If researchers use another company as 

an object, they can compare our result to find the difference and similarities between 

the companies to improve the research.  

 

In this study we use an interview to collect the data from Handelsbanken. The 

company was too busy during that time and we could interview one person. May be 

subjective factors affected the results and our conclusion. If we could interview more 

interviewees the data could be more objective. Thus, in our research we tried to be as 

objective as possible and integrate the theory to give our objective view about 

Handelsbanken culture.  
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Appendix 1 

 

Questionnaires: 

 

 

1. Do you have an idea that what is the definition of your organization culture? And can you 

briefly explain what the main factors of the organization culture are? 

 

2. What kind of the thinking of management is your company implementing? Will it change in 

terms of different cultural background? 

 

3. Comparing with your competitors, what is your advantage to defend from being competed?  

 

4. Is there a established organization culture and do you think how much will it accelerate 

company’s development? 

 

5. Is there a blueprint for the company’s development in next 5-10 years? What should be the 

main target that the company will try to get? 

 

6. When facing employees from different countries, will there be a uniform evaluation system to 

reward or punish employees’ work? If there is such a evaluation method? Can you just 

describe it briefly? 

 

7. When making decisions, especially those concerns with employees’ benefits, will the decision 

maker listen to the employees’ suggestions? And how the employees have their voice heard by 

the leaders? 

 

8. What is the numerical proportion of the gender in the company, what kinds of positions will 

the men or women take? 
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9. When conducting an project or in the daily work, will the company encourage personal ability 

or the cooperation within the group? When being rewarded or punished, will the member of 

work group undertake together or separately?  

 

10. Does the company have the strong established rules or regulations to administrate employees’ 

behaviors? How do you think about it? Will it destroy or restrict employees’ creative 

behaviors? 

 

11. When coming into a new overseas market, which has an almost opposite culture background 

to Sweden, for an instance, Sweden is a country preferring feminity better, and the target 

market is preferring masculinity, what kind of the solution will your company take to 

minimize the conflict of that? 

 

12. Does the company provide any training program to the employee to improve their work skills 

or spread company’s culture to them? If it does, could you describe it briefly? 

 

13. Do you think, from your perspective what is the most important factors for administration and 

employees’ daily work? 

 

Appendix 2 

Explanation of the Interview Questions 

In our interview, we have three core subjects and they have been stated in the Problem 

part of the first chapter. During the interview process, the three subjects were asked by 

13 detailed questions. In the following paragraphs, the questions will be explained. 

 

1. Do you have an idea that what is the definition of your organization culture? And 

can you briefly explain what the main factors of the organization culture are? 

Firstly, we want to know whether the interviewee has the knowledge of that what the 
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organization culture is. And the answer is quite important for us to continue the 

following interview. If the interviewee has a thought of the organization culture, it 

will be easier for us to motivate his or her own ideas and thoughts and if the answer is 

negative, we have to make more efforts to help the interviewee to understand what the 

organization culture is and if in this case, some of our own ideas maybe will affect the 

interviewee and hence the answer can not be guaranteed to be objective. 

 

2. What kind of the thinking of management is your company implementing? Will it 

change in terms of different cultural background? 

Because of maybe the person we contacted to take the interview is the supervisor at 

the middle hierarchy of the company, this question can help us to know what kind of 

the management style is being implemented in the company. And mostly this will 

demonstrate whether they have a well established organization culture in the company, 

even though the interviewee is not able to tell what the organization culture is. The 

second part of the question is to examine the strength of the organization culture and 

this is a micro-expression, some more questions will be asked about this later. 

 

3. Is there an established organization culture and do you think how much will it 

accelerate company’s development? 

The third and the second question is based on the situation that the interviewee does 

not have a clear knowledge what the organization culture is. And the answer is planed 

to be given after the communication between the interviewee and us. When answer 

the question, the interviewee is supposed to understand whether there is an established 

culture in the company after concerning the factors of company’s slogan, work 

environment and etc. and whether the culture is taking the positive or negative role to 

the company can be learned. 

 

4. Comparing with your competitors, what is your advantage to defend from being 

competed?  

This question is aimed to let us know what the company’s advantage is. Knowing this 
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we can find whether the advantage has relation to its organization culture. It is 

obvious that according to the answer to this question, we can examine if last question 

is right or not. If the answer is clearly given, we can be led to the following research. 

We can just examine whether the culture factor play positive or negative roles in the 

company’s advantages. If it is, the organization would have a well established culture, 

and if it is not, the organization culture must have something to be developed. 

 

5. Is there a blueprint for the company’s development in next 5-10 years? What should 

be the main target that the company will try to get? 

This question asks the development of the company. Through this question, we want 

to know whether the company has the plan of developing their organization culture. If 

they do have the plan of developing organization culture, it means that the company’s 

leader maybe understand the well established culture will take an important role to the 

company’s development and which factors are going to be improved will be known.  

 

6. When facing employees from different countries, will there be a uniform evaluation 

system to reward or punish employees’ work? If there is such an evaluation method? 

Can you just describe it briefly? 

Form this question on; mostly the question is concerning the detailed culture factors. 

And the theories basis of the questions is Hofstede’s five dimensions of the culture. 

As the company we choose to research is the international company, the challenge of 

impact of different culture background can not be ignored. The treatment to the 

employees with different culture background is the first and the most typical question 

the international company will face. Knowing this we can have a general expression 

whether the company has strong inter culture to defend the culture challenge from 

outside. 

 

7. When making decisions, especially those concerns with employees’ benefits, will the 

decision maker listen to the employees’ suggestions? And how the employees have 

their voice heard by the leaders? 

 40



Power distance is one dimension of the Hofstede’s 5dimensions Model. Which is tell 

the relation between the supervisors and their subordinations. And this question is 

about this. Decision making process is the most common process that can show what 

the relation between boss and employees is. As our interviewee is the supervisor in 

the middle hierarchy, decision making is the daily work of him/her, and meanwhile 

he/she has to try to present his/her own idea to the boss. Therefore, through the 

question, we can get the knowledge how the power distance is in the company. 

 

8. What is the numerical proportion of the gender in the company, what kinds of 

positions will the men or women take? 

This question is aimed to know the Femininity & Masculinity of the company which 

is another dimension of Hofstede’s Model. According to this we can find whether the 

company has the bias attitudes towards the famines. And whether the company has the 

preferring to the Femininity & Masculinity or not can be examined. 

 

9. When conducting a project or in the daily work, will the company encourage 

personal ability or the cooperation within the group? When being rewarded or 

punished, will the member of work group undertake together or separately?  

This question is to examine the individualism and the collectivisms in the company. 

Through the question we want to know whether the employees in the company prefer 

working together or separately. In the daily work, too much dimensions can be 

concerned to measure this factors, in the question we try to utilize the company’s 

rewarding system to demonstrate it. 

 

10. Does the company have the strong established rules or regulations to 

administrate employees’ behaviors? How do you think about it? Will it destroy or 

restrict employees’ creative behaviors? 

Strong rules and regulations mean strict administration. Through this question, we 

want to examine the company’s attitude towards the risk. We want to know which the 

company’s culture prefers, control of the work or creative behaviors. 
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11. When coming into a new overseas market, which has an almost opposite culture 

background to Sweden, for an instance, Sweden is a country preferring femininity 

better, and the target market is preferring masculinity, what kind of the solution will 

your company take to minimize the conflict of that? 

This question is focused on the strength of the company’s culture. This factor has 

been state above briefly. And now, connecting to the last four questions, take the 

Hofstede’s Model as an instance; we want to know whether the company’s culture is 

strong enough to defend the conflict from other culture background. As mentioned 

above, the interviewee may not be able to tell us what exactly the culture is; therefore, 

we use some examples to help the interviewee to motivate the answers. In the answer 

we want to know if the company will adjust its culture to the different environment or 

it will make the other culture factors to be a part of it. 

 

12. Does the company provide any training program to the employee to improve their 

work skills or spread company’s culture to them? If it does, could you describe it 

briefly? 

A strong and well established organization culture should provide opportunities to the 

employees to improve themselves. In the company, the most common method is to 

provide training programs. In the question, we want to know how they provide their 

employees the opportunities to improve and spread the organization culture. This is 

another way to predict the culture’s strength. 

 

13. Do you think, from your perspective what is the most important factors for 

administration or employees’ daily work? 

The last question is about the suggestion of the interviewee, to the company’s culture. 

It could be the outstanding point of the company or the problems of the culture. We 

want to have the interviewee give his/her own idea about how he/she thinks about the 

organization culture. We think from the perspective of an internal supervisor, his/her 

idea will give us a meaningful suggestion. 
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