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Abstract   

Managers have an important role to companies’ globalization process and success. Leading 

organizations across national borders is a huge challenge due to different cultures requires 

different leadership styles. Culture is the most underrated external factor affecting the 

leadership. A great cultural distance between two countries, such as India and Sweden, can 

result in greater differences in organizational attributes.  

The purpose of this paper is to understand from female managers’ perspective how Indian 

and Swedish cultural aspects affect their leadership style towards their subordinates. To fulfill 

the purpose the authors have chosen to use and deductive approach in order to do a 

qualitative study. The authors interviewed eight Swedish female managers in India and two 

Indian female managers in Sweden.  

The theoretical framework is structured upon main themes including; leadership, cross-

cultural management, culture, cross-cultural between India and Sweden and previous 

research. The theory chapter is followed with the empirical data and an analysis chapter 

where the authors analyzed the results based on the theories and previous research.  

In conclusion, there are common differences and challenges between Indian and Swedish 

managers. The managers received respect because of their title. Furthermore, the authors can 

conclude that Indians are more flexible with the time, while Swedes are the opposite, 

everything has to be planned. All the managers highlighted the importance of giving feedback 

to subordinates to improve the performance. Finally, preparation and collecting information 

about the host country's culture can never be too much.   

 

Keywords 

Cross-cultural management, female managers, India, Sweden, interviews. 

 

  

  



 
 

 

Content 
1. Introduction ....................................................................................................................................... 1 

1.1 Background................................................................................................................................. 1 

1.2 Problem background ................................................................................................................. 3 

1.3 Research questions ................................................................................................................... 5 

1.4 Purpose of paper ....................................................................................................................... 5 

1.5 Delimitation ................................................................................................................................. 5 

1.6 Disposition .................................................................................................................................. 5 

2. Theoretical framework ..................................................................................................................... 7 

2.1 Leadership .................................................................................................................................. 7 

2.1.1 Indian leadership .................................................................................................................... 8 

2.1.2 Swedish leadership ................................................................................................................. 8 

2.2 Cross-cultural management ..................................................................................................... 8 

2.3 Culture aspect ............................................................................................................................ 9 

2.3.1 Parsons (1991) ....................................................................................................................... 9 

2.3.2 Kluckhohn and Strodtbeck (1961) ................................................................................ 10 

2.3.3 Hofstede ............................................................................................................................... 11 

2.3.4 Critics to Hofstede's cultural dimensions ............................................................................. 12 

2.3.5 National and organizational culture ..................................................................................... 13 

2.4 Cross-cultural between India and Sweden .......................................................................... 14 

2.4.1 Norms ................................................................................................................................... 14 

2.4.2 Time ..................................................................................................................................... 15 

2.4.3 Ambiguity ............................................................................................................................ 15 

2.4.4 Society Structure .................................................................................................................. 16 

2.4.5 Power and hierarchy............................................................................................................. 18 

2.5 Previous research .................................................................................................................... 18 

2.5.1 Cross culture management ................................................................................................... 18 

2.5.2 Female expatriates and host countries ................................................................................. 20 

2.5.3. Summarize of previous research ......................................................................................... 21 

3. Methodology ................................................................................................................................... 22 

3.1 Options of methods ................................................................................................................. 22 

3.2 Method of selection ................................................................................................................. 22 

3.3 Motive for the method ............................................................................................................. 23 

3.4 Approach ................................................................................................................................... 24 

3.5 Selection of variables .............................................................................................................. 25 

3.6 Analysis the data ..................................................................................................................... 26 



 
 

 

3.7 Number of participants ............................................................................................................ 27 

3.8 Interviewing participants across cultures ............................................................................. 27 

3.9 The questions in a qualitative interview ............................................................................... 27 

3.10 Primary and secondary data ................................................................................................ 28 

3.11 Critical analysis of the method ............................................................................................ 28 

3.12 Papers credibility ................................................................................................................... 30 

3.13 Criticism of the sources ........................................................................................................ 31 

4. Results ............................................................................................................................................. 34 

4.1 Swedish female managers in India ....................................................................................... 34 

4.1.1 Preparation before the assignment in India .......................................................................... 34 

4.1.2 Respect and treatment .......................................................................................................... 35 

4.1.3 Micro management .............................................................................................................. 36 

4.1.4 Decision making in the organization.................................................................................... 37 

4.1.5 Receiving critics and questions ............................................................................................ 37 

4.1.6 Conflicts in the office ........................................................................................................... 38 

4.1.7 When a subordinate does not understand the work .............................................................. 38 

4.1.8 When a subordinate has not done a good job ....................................................................... 39 

4.1.9 To motivate subordinates ..................................................................................................... 39 

4.1.10 Private and office life ......................................................................................................... 40 

4.1.11 Preference of working in in-group or individualistic ......................................................... 41 

4.1.12 Time and deadline .............................................................................................................. 41 

4.1.13 Long term orientation/short term orientation ..................................................................... 42 

4.2 Indian female managers in Sweden ..................................................................................... 43 

4.2.1 Preparation before the assignment in Sweden ..................................................................... 43 

4.2.2 Respect and treatment .......................................................................................................... 44 

4.2.3 Micro management .............................................................................................................. 44 

4.2.4 Decisions making in the organization .................................................................................. 45 

4.2.5 Receiving criticism and questions ........................................................................................ 45 

4.2.6 Conflicts in the office ........................................................................................................... 45 

4.2.7 When a subordinate does not understand the work .............................................................. 45 

4.2.8 When a subordinate has not done a good job ....................................................................... 46 

4.2.9 To motivate subordinates ..................................................................................................... 46 

4.2.10 Private and office life ......................................................................................................... 46 

4.2.11 Preference of working in in-group or individualistic ......................................................... 47 

4.2.12 Deadline and time .............................................................................................................. 47 

4.2.13 Long term orientation/short term orientation ..................................................................... 48 



 
 

 

4.3 Summary table of the results ................................................................................................. 49 

5. Analysis ........................................................................................................................................... 50 

5.1 Preparation before the assignment ....................................................................................... 50 

5.2 Respect and treatment ........................................................................................................... 50 

5.3 Micro Management .................................................................................................................. 52 

5.4 Decision making ....................................................................................................................... 54 

5.5 Receiving criticism and questions ......................................................................................... 54 

5.6 Conflicts in the office ............................................................................................................... 55 

5.7 When a subordinate does not understand the work .......................................................... 56 

5.8 When a subordinate has not done a good job .................................................................... 57 

5.9 To motivate subordinates ....................................................................................................... 58 

5.10 Private and office life ............................................................................................................. 59 

5.11 Preference of working in in-group or individually .............................................................. 60 

5.12 Deadline and time ................................................................................................................. 61 

5.13 Long term orientation/short term orientation ..................................................................... 62 

6. Discussion ....................................................................................................................................... 64 

6.1 Final discussion ....................................................................................................................... 64 

6.2 Future research ........................................................................................................................ 64 

6.3 Methodological implications ................................................................................................... 64 

7. Conclusion ...................................................................................................................................... 66 

Reference list ...................................................................................................................................... 67 

Appendix .............................................................................................................................................. 77 

 

Figure Table 

Figure 1:Preparation before the assignment ........................................................................................ 34 

Figure 2: Respect and treatment towards the managers. .................................................................... 35 

Figure 3:Conflicts in the office .............................................................................................................. 38 

Figure 4:When a subordinate does not understand the work ............................................................. 38 

Figure 5: Time and ambiguity in the office ........................................................................................... 41 

Figure 6: Summarize table of the result from Swedish and Indian managers. ..................................... 49 

 

 

 

 

 

 

     



 
 

 

Definitions 

Caste differentiates social groups within the society. Indian cast system is unique with the 

segmental division of society, hierarchy and religious privileges. The caste is complex and 

have five main castes and divided about 3 000 castes with 25 000 sub-casts.   

Indian the authors define the subordinates working in India as Indian/s and does not mean a 

whole population.  

Swedes the authors define the subordinates working in Sweden as Swede/s and does not 

mean a whole population. 

Manager An individual who is in charge of a certain group of tasks, or a certain subset of a 

company. The manager often has a staff of people who report to her or him.  

Culture Indian culture and Swedish culture are used in the result and the analysis to explain 

the differences between the countries. The authors are aware it is not possible to generalize 

the answer for a whole country.  

Micro management is about delegating and interfering in detail and is involved in every 

decision.  
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1. Introduction    
The following chapter describes the background and problematization of the paper. The 

problem arises then in two research questions. Finally, a statement is given of the papers 

purpose, delimitations and disposition.  

 1.1 Background    

Globalization is shaping the modern society and influencing the world in politics, economics 

and business. Furthermore, the globalization has changed the developments of technology, 

transport and communication according to Ristovska and Ristovska (2014). With the ongoing 

changes globalization has become an interesting field to study according to Wong, Wong and 

Heng (2006). Globalization has led to an increase amount of international business with 

activities beyond borders explain Radebaugh and Sullivan (2007). The activities and 

movement between nations are everything from goods, services, capital and people. This has 

meant increases amount of competition and opportunities for the businesses writes Ristovska 

and Ristovska (2014). Furthermore, Hamilton and Webster (2012) mention three prominent 

reasons organizations choose to invest abroad: need access to other markets, the search of 

(develop) lower production costs, resources and other assets.  

With the global shift for low cost production, India is one of the winning countries to attract 

international companies according to ILO (2014). India has a yearly GPD around 9 percent 

per year and has become a mega market according to Gupta and Wang (2009). Therefore, 

India is one of the fastest growing economies in the world highlight Lahiri (2005). India's 

premier minister Modis has launched "Make in India" which have meant many companies are 

interested to invest in India for production, export base and national. Swedish companies 

interest in India have increased from 30 percent to 70 percent with the new "Make it India" 

writes Business-Sweden (2016). The present of Indian companies in Sweden have increased 

over decade. The trade relation between the countries are increasing every year. This means 

India is number 19 most important export market for Sweden stated by Swedenabroad (n.d. 

2017).   

In order to establish business across borders managers need to handle the supply, production, 

marketing and other activities based on international activities accordingly to Ristovska and 

Ristovska (2014). Hamilton and Webster (2012) explain companies already use existing 

resources and assets such as human capital for business abroad.    

International businesses around the world use of human capital have resulted in multicultural 

workplaces where professionals work across borders around the world. With globalization 

and borders being demoralize and new players in the economy, new challenges are 

developing for the corporate world and society explains Gupta and Wang (2009). While, 

India is the new market and developing fast in the global arena. The situation for Sweden is 

in another state, with a yearly GPD around 3.4 percent and an economy depending on foreign 

trade stated by Svenskt Näringsliv (2016). An important market for Sweden is India. 

Business Sweden n.d., (2017) reports that currently there are over 1200 Swedish companies 

which conducting business with India per year. Several big Swedish companies grew 

business extremely during year 2015 in India. This has provided opportunities for smaller 

Swedish companies to conduct business with Indian companies. The survey indicates being a 

Swedish company in India provides competitive advantages points Business-Sweden (2016) 
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out. The bigger companies open the road for smaller. At the same time, India should 

implement major reforms for the corporate world and use India whole potential.  

Landahl (2012) opinion is that many Indian companies are looking to expand in the 

international markets. India and Sweden are two countries with major differences in 

languages, traditions, history etcetera can be critical issues for the companies. Therefore, it is 

important for Indians and Swedes to create an understanding of each other’s culture, to be 

able to conduct business more effectively.      

The Swedish and Indian societies differentiate when it comes to globalization and gender 

equality. The World Economic Forum (2017) report in an article that Sweden beats other 

countries in a lot of areas and why Sweden reoccurring top ranks of global reports in the 

global index Sweden is number 4. India on the other hand, is in the lower end of the ranking 

in every aspect beside gender equality in parliament and in global index ranked number 87. 

The article The World Economic Forum, highlight that Sweden is a very attractive country: 

company culture, competitiveness, gender equality, low corruption, innovation, the country's 

reputation and language ability. While India has a high corruption and lower gender equality. 

The huge gap between the countries creates challenges for companies and managers to 

conduct business.    

This makes it more important to understand each other’s cultures in more areas than only in 

business and if managers should adopt their leadership style or not.    

Javidan and House (2002) explain even though the business world is more integrated and 

more global the cultural differences are not diminishing or disappearing. The researcher 

Javidan and House continue explaining that leadership depends on differences between two 

cultures and that the organizational culture is affected by the national culture. Moreover, 
with cultural differences between India and Sweden, still females in both countries are 

struggling with the low amount of CEO, managerial position in the corporate world according 

to The World Economic Forum. Catalyst (2017) write in India female managers are 24 

percent and the rest are men, the higher up in the carrier fewer women exists. In executive 

officers are only 14 percent women. Even if Sweden supposed to be gender equal, the higher 

up in power fewer women have executive officers position. Based on Sweden.se n.d (2017) 

article, the lower managerial position cover by 35.5 percent of women, however board 

chairman is only 4 percent women. Janssens, Cappellen and Zanoni (2006) write that the 

reason why the thought regarding female managers cannot be successful internationally, 

could be because of the perception from other cultures that women do not have equal status 

with men. In contrast, Fisher (1999) and Adler (1979) point out female managing 

international management better with their skills of cooperating, reaching consensus and 

work on several tasks simultaneously than male managers.   

According to Cavusgil et al. (2004) and Källström (1995) managers have an important role to 

companies’ globalization process and success. This means the managers have a key role for 

the international companies. The managers must handle strategic plans, culture aspects, 

communication and much more. A reason why companies prefer to use already existing 

manager within the company for international activities, is because managers have the 

responsibilities for the companies’ activities. Gundling (2003) explain that transfer of 

managers can be a part of the corporate resource utilization and handling the increase 
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competition. With the ongoing globalization, it has impacts on the managers and their 

responsibilities with handling the companies’ performances. The number of female expats 

have been increasing from three percent in early 1990 to 20 percent in 2009 accordingly Cole 

and McNulty (2011). A more present report from Finaccord (2017) highlights the numbers of 

expats are expected to be 56,8 million.  An article by Dizik in BBC (2016) refer to Catalyst 

report from 2012 around 12 percent of female and 28 percent of the male take international 

assignments. Källström (1995) highlight globalization consequences for managers’ 

leadership. Managers must not only adapt to the internationalization and at the same time 

managers must lead it. For utilizing companies’ assets, managers are being encouraged and 

sometimes even have a requirement to be able to work across borders, according to Avolio et 

al. (2009). Dorfman et al. (1997) explain that management exist everywhere but performance 

of the management can vary depending on country. With the internationalization and 

globalization of companies Avolio et al. (2009) have highlighted the question if management 

should be adapted to the specific country and culture.  For companies the female expats pool 

is becoming more and more important to use in a much higher competitive environment. Yet 

female managers are under-utilized resource for the companies according to Cole and 

McNulty (2011).  

The interaction between India and Sweden have led to increased investment. Companies are 

investing more in each other countries and the understanding of each other culture is a critical 

aspect according to Business-Sweden (2016), Indiaembassy n.d (2017). Culture and 

management are important aspects for business to stand out and perform.   

1.2 Problem background         

Studies regarding cultural background and leadership is commonly found to have a pervasive 

influence on each other and shown to explain one another writes Emmerik, Euwema and 

Wendt (2008) and Van de Vliert, (2006). These differences in cultural background can result 

in different leadership behaviors and styles. House et al., (2004) research showed that those 

who generally agree in their beliefs concerning leadership behaviors are the people within 

cultural clusters. Similarly, Källström (1995) share the same view with House et al (2004), 

that there is a certain cultural basis that all leaders within the same culture has, but there are 

variations around this. According to Källström, the variations might depend on the 

personality or on the organization's financial situation, yet, a country's leadership style 

is rooted in the national culture. To compare expats in different culture can put a light on 

culture’s influence on leadership.   

No matter from which culture the expats are from, the majority of expats are males, females 

have been negated as a good resource for the companies according to Cole and McNulty 

(2011). Janssens, Cappellen and Zanoni (2006) present a constructive result about female 

managers. Based on Janssens Cappellena and Zanoni research indicate countries which value 

female coworker and manager less compare to male, female still perform better with their 

work than the male.  Even if female managers are better than male in the work as expats. 

Both female and male managers are struggling with the host country's values which are one 

among many factors to create misunderstandings and conflicts in organizations writes Davis 

and Rasool, referred in Jackson (1995).   

Leading organizations across national borders is a huge challenge due to different cultures 

requires different leadership styles, what works in one country may not work in another 
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writes Rodrigues (1997). Källström (1995), Rodrigues (1997) and Cole and McNulty (2011) 

have similar view when it comes to lead people from other cultures, it is a great risk that their 

leadership behavior is/can be misunderstood and therefore a risk that managers fail with their 

expat assignment.   

With the challenges managers are struggling with, Varma, Toh and Budhwar (2006) research 

showed workers in India preferred female expats over male expats from the US. At the same 

time, India is viewed as masculine and male dominate society write Hudson, Bowen and 

Nielsen (2011). This might be an interesting result due to India is male dominate society, 

while female managers are better as expats according to Varma, Toh and Budhwar (2006). To 

conduct a research on cross cultural management and expats is not an easy task. Moon (2014) 

highlight the leadership in an international context is a complex phenomenon. An expatriate 

manager must accept local and established manners but also strive for international standards. 

Globalization pushes organizations to be able to perform beyond national borders and 

integrate with the international players, which has led to an increase in cross-cultural 

activities. Moon (2014) argues that leaders need to have self-awareness of their own culture 

to be successful in multicultural environments. This paper is to compare a relative gender 

equal country Sweden with less equal country India, authors referring to World Economic 

Forum, gender gap report (2016).      

Emmerik, Euwema and Wendt (2008) explain that the gender-culture perspectives illustrate 

that both factors, gender and culture, are related to leadership behaviors and even reinforce 

one another. For example, female managers are in many situations considered to be sensitive 

to their subordinate’s different kinds of needs. However, this may differ depending to their 

cultural background. Costa, Terracciano and McCrae (2001) highlight one example to clarify 

the meaning. For instance, if a woman behaves with kindness in an individualistic country, 

like Sweden, this could be seen as a free choice and reflects her leadership style. On the other 

hand, if a woman acts in the same way in a collectivistic country, like India, it may be 

perceived that she only compliance with gender role. Previous research made by Fisher 

(1999) and Adler (1979), indicate female expats are an important source for competitive 

advantage. The need of understanding each other’s culture will become a critical issue for 

companies and managers.   

A great cultural distance between two countries results in greater differences in 

organizational attributes and practices according to Datta and Puia (1995). The Indian 

leadership style is characterized by being authoritarian, the manager who takes the decisions 

and give no room for discussion according to Sita et al. (2000). Another research made by 

Sinha (1990) found that Indian manager in all sectors tend to underperform in all of 

Hofstede's dimensions, which means the manager could have used more power. According to 

Kakar (1971), Hickson and Pugh (1995) Indian manager prefer centralized decision making. 

Indian organizations tend to be high degree of formalization and centralization according to 

Varma (2007). 

In contrast, Källström (1995) describe that the Swedish leadership place high demands on 

interpersonal skills on the leader. Swedish leadership aims to involve and engage, rather than 

force. The different leadership style and culture that exists between Sweden and India can 

create challenges for the managers and subordinates. Mainly to work effectively and 

successfully because people expect different from each other. One reason why the authors 
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want to highlight female managers across the borders between India and Sweden, is the 

increased number of headlines with the growing concern about safety aspects for women in 

India for example Bruke and Orange (2014) and Bagri and Timmons (2013). Even with the 

safety aspect, Indian market blooming provides new professional opportunities for women. 

They are challenging globalization with traditions according to Oza (2006) and 

Radhakrishnan (2008).    

Schneider and Barsoux (2003) argue that a leader's lack of knowledge about the culture of the 

country he or she is sent to can have negative consequences. The negative consequences are 

everything from stereotypes, lack of awareness of culture's impact on the manager and 

subordinates. Culture is the most underrated external factor affecting the leadership. 

Schneider and Barsoux believe that the first step for the manager to survive in an 

international context is to recognize the importance of culture and its impact on the 

leadership. The Danish professor Gesteland (2002) has done research on cross-cultural 

business behavior. Gesteland explains that relationship-building cultures like Asia and the 

Middle East may be surprised how Swedes are ready to do business over the first meeting and 

after a few minutes of small talk.   

Alvesson and Sveningsson (2012) argue that from a qualitative angle today's research of 

cultural leadership could benefit from the personal experience of the person performing the 

leadership. The authors of the paper hope to contribute to the corporate world between India 

and Sweden and focus on female managers across the nations. This means, interviewing 

Swedish female managers in India and Indian female managers in Sweden. With the 

interviews the authors can highlight and give a voice for the females and their experiences in 

a new culture.  

 1.3 Research questions   

 Which cultural differences and challenges have Swedish female manager in India and 

Indian female manager in Sweden encountered after being transferred to the host 

country? 

1.4 Purpose of paper 

The purpose of the paper is to explain from female managers’ perspective how Indian and 

Swedish cultural aspects affect their leadership style towards their subordinates.  

1.5 Delimitation   

The paper focus on female managers in cross culture management between India and 

Sweden. In India, the authors interviewing Swedish female managers in Swedish companies 

and Indian managers based in Sweden are from Swedish companies.  

1.6 Disposition  

On wards the paper is divided into following chapters. Second chapter is about theories for 

the analysis with leadership and cultural aspect theory. After the theories, the paper 

presenting previous research within the field about cross culture management and female 

expatriates. The third chapter presents the chosen method and the reasons also how the study 

is conducted. Beside the chosen methods, the chapter present critics. Follows with fourth 
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chapter the result with the interviews with the female Indian and Swedish managers. Chapter 

five is about the analysis based on the result. Chapter six is for discussion, future research and 

method critics. The seven chapter is with conclusion. In the end of the paper has refers list 

and appendix with interview questions.  
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2. Theoretical framework  
The following sub chapters are about litterateur and frames of reference, the chosen theories 

and previous research within this papers area.    

2.1 Leadership  

To maintain a good management level, leadership qualities are needed according to Misztal 

(2013) and Blomquist and Röding (2010). Therefore, the authors have chosen to define the 

word leadership.  

Leadership is largely about taking decisions, communicate and delegate as well motivate 

employees in their work according to Hofstede (1994) and Lazear (2012). The leader is 

therefore a resource that the organization wants to use in the best way.  

Definition of leadership is a wide word and people can associate leadership in different ways. 

Northouse (2015) try to define leadership with approaching management with the historical 

development and highlight scholars cannot agree what leadership is. Leadership can be view 

as people with special traits and skills to influences other to manage tasks. Other explain 

leadership as an act or behavior to bring a change in a group. Some define leadership with 

how the leader handles the power between the leader and followers. An explanation that was 

developed in 1980’s was the transformations leader to enhance followers to perform better 

than what is expected from them. Last is about skills perspective that is required to be an 

effective leader.  

In this paper, the authors use Northouse (2015) definition of leadership as the foundation and 

explain more about different leadership style and about male/female leadership in following 

sub chapters.  

 “Leadership is a process whereby an individual influences a group of individuals to achieve 

a common goal.”  

A process means it is an interaction between the manager and the followers, leadership 

cannot be one line interaction. The manager must be able to affect the followers for example 

influence. Without a group the manager cannot be a leader. The common goal means the 

followers and manager have same the objective to achieve. Furthermore, leadership styles can 

vary depending on the context such as organization, nation and more.  

Academic researcher has Eagly and Johannesen-Smith (2001) conducted research beside 

leadership style and if gender has an impact on the leadership style. The gender question has 

led to a varieties perception if gender affects leader’s leadership style. For example, Dobbins 

and Platz (1986), Van Engen, Leeden, Van Der Willemsen (2001) and Powell (1990) explain 

gender has no or very little relation to leadership style and effectiveness. While Brook (2000), 

Helgesen (1990) and Rosener (1995) found female leaders are more effective in 

contemporary society and gender influence the leadership style. With the different statement 

of gender and leadership create a complexity writes Northouse (2015).  Eagly and 

Johannesen-Smith (2001) findings with female managers highlights women exceeds with 

manifesting attributes that motivating the subordinates to feel respected and proud. The other 

uniqueness with female leaders have an optimistic and excitement view for the future goals. 

For the subordinates, female managers provide more rewards.  Finally, female managers 

develop mentors and attentions to the subordinate’s individual needs. Hetty van Emmerik et 
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al did not find any significant differences between female and male managers and the 

stereotypical image of female leadership did not have any evidence. Instead female managers 

around the world use a mix of soft and hard leadership behaviors. A reason for female 

managers doing a better job worldwide can be depending on female combined more 

consideration and initiating structure. Lastly, the gender consideration is high in Nordic 

countries and most favorable for female managers, which does not exist in south Asian 

countries (India). Yukl (2012) highlights cultural norms changes over the time. This have 

meant countries with great gender inequality have develop towards equality with greater 

acceptance towards female qualities. 

The authors highlight the differences between "Indian" and "Swedish" leadership and to 

create a greater understanding of country specific leadership style. 

2.1.1 Indian leadership 

Sinha (1980) explains Indian leadership is personalized relationship between managers and 

subordinate and has to be nurturant (show affection, takes personal interests in subordinates 

life’s). Moreover, many leaders use authoritan style according to Nandy (1975) and Dickson, 

Den Hartog and Hartong (2003). Adsit et al (1997) points out the leader do not receive and 

questions or opinions which are not in line with the leaders. Yukl (2012) highlight important 

qualities for an Indian manager to reliability, organize, planning, formal rules and monitoring.  

2.1.2 Swedish leadership 

Swedish leadership style can be designate from other countries leadership styles highlight 

Grenness (2003) and Isaksson (2008) writes Swedish leadership is consensus-driven 

decision-making. While Holmberg and Åkerblom (2007) refer Swedish leadership style is 

similar to transformational leader. Lindell and Arvon (1997) explain  that Swedish leaders 

value more on interpersonal relation than on the structuring of tasks. The Swedish managers 

have often the ability to enhance employees to play a consultative role and provide loose 

directives consider Isaksson (2008). Hoecklin (1996) mean leaders are carrying for the 

subordinates and nurturing environment. The standardization is the major control mechanism 

for the leader.  

2.2 Cross-cultural management  

Cultural values and traditions have impacts on managers’ behavior and habits according to 

Adler (1997), Fu and Yukl (2000) and Lord and Maher (1991). The cultural values and 

traditions create the accepted norms about how the manager should behave. At the same time, 

managers bring with them their home cultures values and behavior. Therefore, the interaction 

between manager and subordinate is sensitive. By cross-cultural management Suutari, 

Raharjo and Riikkila (2002) describe it as the interaction that occurs between managers and 

subordinates who comes from different cultures. What separates cross-cultural leadership 

from traditional leadership is the influence culture has on the expectations regarding the 

manager-subordinate interaction. For a long time, it has been recognized that the leader-

subordinate relationships are different between countries and explains the different leadership 

behavior between countries. Because there are cultural variations between countries it leads 

to people often misinterpret other people from other cultures. Adler (1986) highlights a 

phenomenon called a projected similarity which means that people assume that other people 

are more similar to them than they are in reality. Adler has concluded for managers to be 

effective they should assume that it exists cultural differences until the similarities have been 
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proved. Adler also suggests that although people do not share other people's values and 

beliefs they should be respected. 

Because of cultural differences, expatriates that are being transferred can experience a culture 

shock according to De Cieri and Dowling (1995). The new environment the expat has been 

transferred to requires different kinds of adjustments within a short time. This so-called 

culture shock can lead to feelings such as frustration and confusion for the manager. The 

subordinates are also affected of this. Unfulfilled expectations regarding a foreign manager 

could make them feel frustrations and unfavorable reactions among subordinates may occur. 

Black and Porter (1990) recommends what can reduce and avoid misunderstandings and to 

get an expat to work more efficiently from the beginning. Black and Porter concluded that the 

expat must be aware of variations in advance and be prepared to change his or her behavior to 

some degree to the different expectations. Cross-cultural competencies are required for 

international managers to be successful and Suutari, Raharjo and Riikkila (2002) proposes 

that managers need to have an open mind and not assume that "we are the same". It's 

important to recognize cultural differences. In the cross-cultural management literature, it has 

been showed that managers being transferred would benefit from cross-cultural training 

before their assignments and the training should continue during the stay abroad.  

2.3 Culture aspect  

Culture is a vague concept and must be defined. In this paper, the authors have used culture 

from Parsons, Kluckhohn and Strodtbeck and Hofstede cultural dimensions. The reason is 

the three theories describe culture in different ways and to be able to cover each theories 

drawback the authors use all three theories.  

Based on the book by Hofstede, et al. (2011) culture is developing and learned from 

childhood because during childhood people are more susceptible to learning and adopting. 

People learn from family, surrounding area, school, friends, work place and many other 

places. For culture to be a culture it must be in collectivistic form, it has to be more than one 

person to follow for example values, but culture is a way to show which group someone 

belongs to. Culture is something people learn and is a process.  

2.3.1 Parsons (1991)  

Parsons (1991) writes the social system is one out of three aspects of the structuring of a 

social action. The other two are the personality systems of the individual actions and the 

cultural system which exist within the actions. The three aspects are correlated to each other 

and are important parts for Parsons organizational analysis. To the analysis, Parsons (1991) 

develop role-definitions to categorize differentiates in personality system, of value patterns of 

cultures and the normative requirements in social system. The role pattern is about status of 

the role and relations between the actors. With the role-definitions a range of possible 

outcomes and decisions are possible for the actors and help the analysis across culture. 

However, Turner (1991) in the new edition highlighted some issues with Parsons theory. In 

the defense, Parsons theory integrate values and include values and norms in decisions 

making and ends of actions.  Schwanenberg (1971) highlight critical issues with Parsons 

theory. The fundamental according to Schwanenberg (1971) is the approximately with the 

geographical, professional and the logico-empiricists. While Wortmann (2012) arguing, the 

issue is the high degree of “problematic assumptions”. Parsons theory and the empirical 
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reference create issues on replicable and hypothesis testing. Schwanenberg (1971) and 

Wortmann (2012) highlight that Parson created an analytical analysis for the empiricist 

fallacy and realness instead of being openly empirical. Parson theory lack the awareness of 

individual’s development and differentiation. Even though the authors referring to a later 

book for Parsons theory the main contain and Parsons theory is the same. The major 

difference is the preface. 

Affectivity versus affective neutrality, is about how much of emotions or affects are 

appropriate or expected in a situation. The affectivity neutrality is more of self-discipline and 

control of emotions. Affective associate to express feelings and emotions.  

2. Self-orientation versus Collectively-orientation, is about emphasis of any action. Self-

orientation has the interest of action towards oneself, while collectively-orientation is about 

shared interested with action.  

3. Universalism versus particularism, can be explain with someone should react. 

Universalism is about if someone should react based on general norms, bureaucracy is a 

typical universal form of relationship. Reaction in particularism is based on the relation the 

person has toward oneself, for example, friends and family.  

4. Achievement versus ascription, can be explain with the qualities individuals possess. 

Achievement refers to individual performance and achievement, while ascriptions are about 

the individual sex, age, family, race and other aspects without any connection to the 

individual performance. This two categorize can be based on promotion. 

6. Specificity versus diffuseness, refers to the obligations a society has. The relation between 

oneself and the society based on the social links, how extensive or narrow the link is. A 

specific contact is if someone need to an administration in bureaucracy society for particular 

reason, the contact involves obligations from both parts. Diffuseness is the relationship 

between friends and parent-child, the relations are more diffuse.  

2.3.2 Kluckhohn and Strodtbeck (1961) 

Kluckhohn and Strodtbeck (1961) theory is about to classify people’s relations within a 

society and to the environment, other humans and time. They were one of the first to develop 

a theory about national cultures and value orientations. Even though Kluckhohn and 

Strodtbeck theory was one of the first, they have received criticism from Morris (1961) due to 

lack of clarification between the categories and assumption that people in the same society 

face similar problems. An issue with Kluckhohn and Strodtbeck (1961) is how many 

participants Kluckhohn and Strodtbeck (1961) used to develop the theory. According to them, 

they used 20 equal amount of male and female form respective group. What Kluckhohn and 

Strodtbeck (1961) saw was that people within a community have similar value-oriented 

system and divided the value-oriented system under five categories with questions. The 

authors decided to minimize the theory to three categories because two of the categories 

would not help to answer the papers purpose.  

1. Time orientation, “What is the temporal focus of human life?” To answer the question, 

time is divided into three categories, past, present and future. Every society must handle with 

past, present and future, but societies can value the time differently.  
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2. Activity orientation, “What is the modality of human activity?” For this question, humans 

can be being, being-in-becoming or Achievement/doing. Being is about internal motivations, 

and emphasis more toward oneself than to the group. Being-in-becoming the motivation is 

develop by the abilities which are valued by us and not necessary important for other. 

Achievement/doing motivation is developed by oneself and by the group. 

3. Relational orientation, “What is the modality of man’s relationship to other men?” human 

relations to other human, the relation can be the lineal, the collateral and the individualistic. 

The lineal/ hierarchical emphasis on hierarchical principles and differentiate people with the 

group based on the hierarchal. The collateral/as equal emphasis on consensus within the 

group. The individualistic is about the individual or the individual families with the group 

and the decisions are made independently from others.  

2.3.3 Hofstede  

The authors have chosen to use Hofstede culture dimension in the paper because Hofstede 

tried to map national culture based on IBM offices around the world. The research started in 

1960 and continues to develop. Hofstede assumed culture is learned in early stage of life from 

family and school, from people who influence us. Therefore, after a time the culture is fixed 

which means culture is hard to change a person’s norms, values etcetera. According to 

Hofstede the national values influences the work values. Fang (2003) critic Hofstede’s fifth 

criteria with the adjustment that Hofstede has done and unclear the unclearly with the 

dimension. Hofstede has divided culture into six categories according to Hofstede (u,å. 2017). 

However, the sixth category is about how open society is towards people to live and love life, 

being free. The category is not included because the paper is intended in work life and 

management.   

1.   Power distance index (PDI) refers power distribution within the society and how much 

lower status people accept the power and expect. The important aspect in PDI is how a 

society handles the power differences and inequality. Society with high PDI the people accept 

a hierarchical order and everyone know their place in the society. While society with low PDI 

aim to equalize the power between the people and justification for inequalities of power.  

2. Individualism versus Collectivism (IDV) an individualistic society the individuals are 

expected to take of themselves and their closes families. In individualistic people’s self-

image is “I”, while in collectivistic is “we”. In comparison to a collectivistic society where 

the individuals are expected to take care of relatives, members of particular in-groups. Their 

loyalty to each other is unquestionable.   

3.  Masculinity versus femininity Index (MAS) masculinity society value to a high degree for 

achievement, heroism, assertiveness and material rewards for success. Overall the society is 

competitive and requires performances at all time. Society with low MAS is feminine, the 

definition is cooperation, modesty, caring for the weak and quality of life. The society is 

consensus driven. In business environment, a masculine society is tough, while femininity is 

tender.  

4.  Uncertainty Avoidance index (AUI) is about the people can handle and feel comfortable or 

uncomfortable towards uncertainty and ambiguity. The issue is how does the society handle 

the uncertainty with the future can never be known, either the people can try to control the 

future or let it happen with other words “go with the flow”. Societies with high AUI try to 
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control the future with strict codes of belief, behavior and intolerance of unorthodox 

behavior. Society with low AUI the society is more relaxed and value higher degree of 

practice than principles.  

5.  Long Term Orientation versus Short Term Normative Orientation (LTO) is about how the 

society take care and handle the links with the past with the present and the future. Society 

with low LTO value a time-honored tradition and norms. Changes in the society are viewed 

with suspicion and sceptic. Societies with high LTO prefer to save and prepare for the future.  

2.3.4 Critics to Hofstede's cultural dimensions  

Hofstede’s work has been criticized over the years. McSweeney (2002) highlights several 

issues with Hofstede’s culture dimension. Two researchers’ papers with similar view on 

Hofstede's dimension are Venaik and Brewer (2013) and Mcweeney (2002). The national 

culture according to Venaik and Brewer (2013) and McSweeney (2002) can vary between 

individuals and sub-groups. Venaik and Brewer (2013) critic’s is about organizational 

behavior can act differently from the national culture.  

To evaluate the national culture by individual or a smaller sub-group do not have to be 

similar to the national culture for many reasons writes Mcweeney (2002). Mcweeney 

referring to Hofstede (1991) individuals have common “characteristics” the “common traits” 

in the behavior. The individuals in a nation shares unique culture which distinguish them 

from other nations culture. McSweeney point out the problematical issue with defining a 

national culture and it is not as simple as Hofstede has made it. For example, national culture 

issue is where to draw the line between the nations. An issue arises with Great Britain 

according to McSweeney (2002) composed with at least three nations England, Scotland and 

Wales, while Hofstede value the three nations as one single nation.   

Another problem is the national culture is based on statistical average on individuals’ view 

and call the result as national norm. Venaik and Brewer (2013) and Venaik and Brewer 

(2012) have issue with using Hofstede on individuals and groups, in their point of view 

Hofstede's dimension can only be used for society and nation. The reason is on individual 

level, individual score negative while on national level the score is positive. Also between 

individuals the result variated strongly. 

To assume IBM is representative for national culture is critical based on many aspects. The 

issue of using IBM as national culture is problematic based on validity and reliability. First, 

IBM recruitment based on specific criteria such applications must be from middle class 

highlight McSweeney (2002). Secondly, Bryman (1988) calculated the average response per 

country was extremely small, even though Hofstede used 117,000 questionnaires in 66 

countries. The responses were mainly from marketing-plus-sales employees. The number of 

responders varied huge.  Belgium, France and some other countries had over 1000 

respondents such as USA while Pakistan had only 37 IBM employees writes Goodstein 

(1981). McSweeney (2002) referring to Kertzer (1988), Steinmetz (1999) and Hofstede 

(1984) capture critical issues with Hofstede research. This means 37 employees in one 

company represent a whole nations culture.  McSweeney (2002) highlight Hofstede's 

assumption that every IBM employees within same field had the same single organizational 

culture. Also, individuals outside IBM in the same field have the same organizational culture. 

Hofstede assumed individuals with same occupation are influenced by national culture, at the 



 
 

13 
 

same time, the national diversity does not create national differences in occupation or 

organizational cultures criticizing McSweeney.  

One other issue is about how the administrations of the responders were handled. The 

questionnaires were supposed to be individual, however, sometime the questionnaires were 

completed in groups. A great risk of manipulation of answer to create a “better” answer 

especially when IBM haled the administration and ownership of the survey. Venaik and 

Brewer (2013) are critical towards how Hofstede present the result with a scale of 0 to 100. In 

their opinion if a country score 0 in individualistic perceived as 0 percent individualistic, 

which is not the case. Therefore, with the data presentation is that the data does not present 

countries relativities. The second issue is the differences between countries are slim, Venaik 

Brewer (2013) provide an example with power-distance differentiate between 2.04 to 3.65. 

On top of the Hofstede internally in Hofstede dimension does not take into consideration 

random measurement errors, scale unreliability and this can lead to wrong scale.  

Issues with Hofstede assumption with cultural triad, occupational and organizational cultures 

are defined as uniform. This means within a nation culture is homogeneous and individual 

share common value of culture. Also, this would mean Hofstede should not be able to find 

any difference within IBM in respective country. However, IBM responses within a country´s 

variation and therefore create issue to assume one single national culture. It is in recent time 

Hofestede has somewhat accept that within one organization across the global has a variation 

in organizational culture according to McSweeney (2002). McSweeney (2002) cannot find 

any valid reasons for assuming IBM responses reflected the national average culture. Venaik 

and Brewer (2013) points Hofstede assumed his dimension is applicable to individuals, 

however Hofstede does not provide any empirical evidence his theory is inapplicable to 

organization. According to Venaik and Brewer the dimension cannot be used to explain how 

individuals going to react.  

Venaik and Brewer (2013) points out, because of increasingly global economies and social 

media. Individuals within an age-group become more similar between nations. Instead of 

focusing on the nations culture and stereotyping, it is better to study the group, partical 

employees, customer, etcetera. 

2.3.5 National and organizational culture 

 Hofstede and Hill (referred in Sirmon & Lane, 2004) describe the national culture as the 

common standards and priorities that represent the way people live. The national culture 

represents individuals' actions on how things should be and be done. The shared values are 

obtained in an early stage in the life of their family, school and other kinds of intercourse that 

have been strong and have long-term effects according to Sirmon and Lane (2004). Hofstede, 

Hofstede and Minkov (2011) assume national culture does not change over time or extremely 

slowly. In contrast, Yukl (2012) points out national and organizational cultures can change 

over time with values and traditions. The organizational culture can to some extent influence 

and change people's behavior. However, according to Hofstede (1991), the organizational 

culture cannot exceed the national culture's influence on humans. The shared norms, values 

and attributes are most often described as the organizational culture, which in turn shapes the 

organization. The organizational culture is formed by common experience of the 

organization’s subordinates which in turn is transmitted to each other.  
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According to Alvesson (2001), when companies are cooperating with other nations it helps to 

look for an understanding of national cultural differences. The culture becomes central when 

we want to understand behavior, social patterns, institutions and processes. A cultural 

analysis focus on how people think strategically, how they interpret and react to, in this case 

managers’ actions. 

An issue with the cross-culture theories according to Soderberg and Holden (2002) is the 

ignorance of culture differences within the nation. National culture is not homogeneous 

throughout a nation and miss the multicultural. America, Canada, United Kingdom of 

England has variation of culture. Soderberg and Holden highlight the concept of culture is 

equal to nation-states boundaries. The researchers referring to for example Hall (1995) with 

the issue of cross culture ignore the complexity with culture and not simple. 

2.4 Cross-cultural between India and Sweden  

A culture has a set of shared and common attitudes, norms and values which are shared 

within a group. The culture influence how people value time, power, materialism, 

individualism and so on. For the reader, the authors decided to describe Indian and Sweden 

culture based on five areas: norms, time, ambiguity, society structure and power with 

hierarchy. The reason for the description is to increase the readers understanding of each 

countries culture and to support the reader for the result and discussion chapters. From the 

authors point of view the five areas are important for an expat to be aware of. The description 

of the culture is generalized and can vary across the country.   

2.4.1 Norms  

The Hinduism norms Dharma has major influence on business activities and Glopalan and 

Rivera (1997) arguing Dharma is only including in-group members based on the collectivistic 

society. On the other side, Mathias (1994) findings are that Indian organization lacks with 

ethical codes, policy guidelines to provide standards and organizational direction for the 

employees. While according to Bjerke (1999) the Swedish society following rules and 

regulations with great respect. Therefore, many view Sweden as a well structure and 

organized environment and country. Hofstede (n.d. 2017) means the communication and the 

truth depends on the seeker.  

In the Indian society, according to Amba-Rao et al (2000) the international corporation has 

higher pressure to be ethical to be able to build up the trust than the public sector. Balaji 

(2011) writes that Indian views the process is not always the important part but the result is. 

According to Balaji the manager from abroad in India should understand and be adopted to 

the Indian norm of "Jugaad" which means get things done somehow. This means the manager 

should think outside box and be flexible. At the same time this can create conflicts with the 

business ethics.   

During recruitments in India and Sweden it can be viewed differently. A common recruitment 

tradition in India is that companies chose workers based on in-group, family bounds etcetera 

writes Aycan (2005). Papalexandris and Panayotopoulou (2004) highlight any form of 

references are the key for employment in India. While in Sweden the common employment is 

based on merits. Another important aspect is the size of the firm, the smaller the firm is 

higher degree of the requirement is based on network.   
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The view of women differentiates between India and Sweden. A basic difference is that 

Hinduism has never thought that women belongs to their men, compare to Christianity writes 

Ståhl (2006). An important point is that Indian women have not done the same liberation and 

equality journey as Swedish women. In Budhwar (2001), Budhwar et al (2005) they are 

commenting Indian women are living in a paradox society. The reason is in the family 

women are viewed as goddess and therefore are high valued. However, the view changes for 

women who are working outside their homes. It does not connect with the traditional view of 

women in the India society. To summarize, Indian women have to handle the traditional 

values and the modernity in the society.   

A research made by Hultin (1998) found that female managers in Sweden have limited 

opportunities and stereotype of female limiting leader career. One participant in Budhwar et 

al (2005) research pointed out some companies do not even hire females for the senior 

positions. Budhwar et al (2005) highlight for female manager to succeed in managerial 

position she should have self-belief, ability to fight against prejudices of society, willingness 

to achieve equality and break cultural and religious traditions.  

2.4.2 Time   

Time is a critical aspect while conducting business is to understand other cultures writes 

Amba-Rao et al (2000) and Frey-Ridgway (1997). To understand a society’s view and value 

of time is a useful indicator the religion the society has. For Western countries, the main 

religions are from the same tree (Christianity, Judaism and Islam) with similar history of idea 

and value of time. The Western countries see time as a liner according to Hofstede (2011). 

This means our time has a beginning and an end. To handle the time Western people such as 

Swedes plan and organizing events according to the time writes Cullen (2011) and Holmquist 

(2013). The main religions in Asia (Hinduism, Buddhism and Shintoism and taoism) have a 

different view of time than Western countries. The Asian countries view time as statics, never 

ending, holistic writes Gudykunst (1984). While India major religion is Hinduism with 

reincarnation which means people reborn and time do not end. According to Ståhl (2006) 

Indians have greater acceptation to delays than Swedes. Ståhl (2006) writes there is no point 

for Swedes or anyone to comment or try to rush an Indian when time is rare or passed the 

deadline. Because in the end the Indian will not hurry up, instead the situation can become 

unpleasant.    

With the time differences people tend to handle tasks differently. In Sweden with 

monochromic time view emphasize schedule, segmentation, promptness. According to 

Gudykunst (1984) Western view time as money and can call time as"lost", "saved" and 

"killed". While India view time polychromic and value more the activities occurring in time 

than the clock and tend to involve in many activities at the same time. According to Hall 

(1959) polychromic culture tend to have high involvements with other people. The opposite 

can be view in monochromic society with focus on one event at the time and low 

involvements with other people. The time in polychromic is not as scared as in monochromic.  

2.4.3 Ambiguity  

March and Cyert (1963) view societies with high uncertainty-avoiding culture people 

emphasize to short term payback/feedback, instead of handling the problem and developing a 

long-term process. Swedes and Indians view uncertainty and ambiguity differently. From 
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previous research made by Smith et al and referring to Hampden-Turner and Trompenaars 

(1993), Gullestad (1992) and Lawrence (1986) explains Swedish manager are "social 

individualism", emphasis more to the subordinates than task oriented. Social individualism 

may concern higher on how the society judge them with their actions. Also, the social 

individualism can be explained with the feminine society according to Smith et al (2003). 

Smith et al and Pemer et al (2014) result is in the line of previous result and Swedish manger 

are people-oriented. Similar findings have been found by Styhre, Börjesson and Wickenberg 

(2006) with Swedish workers and managers. According to Hofstede India is flexible and 

nothing has to be perfect, people have to be adjustable towards new situations. While Sweden 

according to Hofstede is flexible and view punctuality does not accrue natural. According to 

Yukl (2012) Swedish managers have to have qualities such as flexibility, new thinking and 

risk taking. 

However, Smith et al (2003) research is based on 104 Swedish firms and used the cultural 

dimensions for the analysis. Their findings indicate Swedes relay heavier on relationship, 

informal and trust based with conducting contracts. The researcher’s analysis the relationship 

with suppliers and buyers are based on trust, the authors explains the reason for relations is 

because Sweden is a feminine society. High uncertainty avoidance focus more on formal, 

contracts to minimize the risks. India has relative low uncertainty avoidance which means 

Indians enjoys novel events and values differences according to Sharma and Dahiya (2016). 

According to Hofstede (n.d. 2017) India score medium low with uncertainty avoidance. This 

means India accept the unexpected in life and work. Therefore, Indians are adjustable to new 

situations and flexible. Rules exist but does not follows. However, Sweden score even lower 

and according to Hofstede Swedes are even more flexible than Indians. 

2.4.4 Society Structure   

India's centralized planning creates shortages in all sectors and lead to abuse of power and 

questionable to various offices. This has effect political-bureaucratic-industrial relation and 

instability in politics and economic writes Amba-Rao et al. (2000). Varma (2007) highlight 

with the increase amount of Multinational companies (MNC) has led to Indian business 

environment is changing and the workforce is facing higher pressure and more stress than 

before. This has led to higher turnover rate in companies and Human resource management 

have higher pressure to keep the employees.   

The manager must handle the performance appraisal (PA) with the employees. Based on, if 

the society structure is either collectivistic or individualistic the employee’s views 

performance appraisal differently. Aycan (2005) paper is based on literature reviews with 

theoretical frame of Hofstede, House et al and Trompenaar writes Aycan that in a 

collectivistic environment such as India, they value the in-group loyalty. The group dislike a 

high performers colleague because the worker stands out and disturbs the harmony in the 

group according to Aycan. The social and relational criteria are more important than the work 

outcome. In an individualistic society, the PA is based on productivity, timeliness, quality 

and job-specific knowledge. The Swedish manager emphasis on the employee and the work 

rather the group and work process writes Harris and Moran (1996) and Hultin (1998). 

Hofstede (n.d. 2017) explain India is between individualism and collectivism which means 

people prefer to be in in-group, the loyalty towards the members in the work is high. 

Relations are extremely important for hiring and promotion.   
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The communication between the manager and subordinate vary. In societies with low 

differences between work and private life such as India. Negative feedback receives as an 

attack on the person personality writes Aycan (2005). At the same time in collectivistic 

society positive feedback on individual performance is not either good because it can disturb 

the group harmony. Therefore, a group feedback might be a better option writes Aycan. 

Another issue which can arise for managers from another culture is how to reward the 

employees. According to Menilonca and Kanungo (1994), “Star-of-the-month” might not 

work in collectivistic society which can harm the harmony in group. Moreover, non-

economic rewards can be more welcoming in collectivistic with high power distance.  The 

individualistic aspect according to Hofstede (n.d 2017) is that the individuals are responsible 

for the way of living and impacts on the rebirth. 

Hall (1976) writes about high and low context society communicate and handle conflicts 

differently. In other words, society with high context communication a conflict between two 

parts create embarrassment. In high context society people focus in the social setting to guide 

what information to give and share explain Hall (1959, 1976). Coates (1968) explain people 

value in-group and harmony and the communication is based on relationship. With the 

emphasis on relationship and harmony, it is important not to lose face mention Ting-Toomey 

(1985) and Coates (1968). On the other side, low context communication society can 

differentiate, people have easier to separate the issue from the person. Hall (1959, 1976) 

highlight low context society are more focused on that information are shared directly. The 

low context society emphasis less on relationship. The need of being aware of the social 

setting in the society. Therefore, during a conflict people from high and low context society 

handle the problem solve differently. According to Chau and Gudykunst (1987) High context 

society people tend to handle conflicts with non-confrontation. This lead to communication in 

high context society is more sensitive and concern of how the message is delivered and 

received Bontempo and Rivero (1992) and Matsumoto et al (2008). The opposite is with low 

context society, when people are more towards problem solution oriented in conflicts 

highlight Chau and Gudykunst (1987).  

India is a high context oriented nation explain Hall (1976), while Sweden is more towards 

low context. Croucher et al (2012) is based on Croucher (2011), Iamsudha & Hale, (2003), 

Polkinghorn and Byrne (2001) more paper should be done with conflicts in India for further 

clarification. Croucher (2011) mean that nations different histories, religious communities, 

political system and economies influence the culture and influence communicative behavior 

with an example conflicts.  

In Sweden, the work life and private life are individualistic according to Hofstede (n.d. 2017). 

This means Swedes expect to take care of themselves and nearest family members. The 

relation between managers and subordinates are contract based with mutual advantage. 

Hiring and promotions are based on merits and not relationship. According to Peterson 

(2016) the Swedish management style is contextual sensitive to receive business profits in 

India. Even in individualistic society the works are concern for each other well-being and 

prefer to work in group write Styhre, Börjesson and Wickenberg (2006). 
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2.4.5 Power and hierarchy  

The power distance writes Hofstede (2011) is till what degree inequality with gender, 

economical and prestige are acceptable in the society. The power distance reflex in the 

organizational structure between supervisors and subordinates.   

Bjerke (1999) writes Sweden is extremely egalitarian country. The inequality should be 

minimizing as much as possible between gender, professions, generations in all areas. In 

business environment equality with higher degree with vertical communication and 

employees are less afraid of disagreements with their boss writes Bjreke. In the decision-

making process the aim is to have a democratic process. The hierarchy structure is only for 

convenience, managers use a coaching method and empowerment. Subordinates are expected 

to use their own knowledge and to be independent. Communication is informal with the 

manager, also direct and participative. 

The Indian society with the history and traditions with caste system, belong to British 

Imperium have affected the view of power distance and hierarchy according to Amba-Rao et 

al. (2000). The power distance reflects in the importance of titles and names within the 

organization highlights Chokker (2007). Also, Indians emphasize power distance at work and 

prefer a supervisor-subordinate relation. Meanwhile Indians are against the Western 

management style. According to Hofstede (n.d 2017) the manager provide order and directs, 

subordinates expect clear direction of their functions and what is expected from them. Based 

on the power and hierarchical order, the attitude to the manager is formal- Communication is 

top down, which means negative feedback to the manager is never on the agenda.  

2.5 Previous research 

2.5.1 Cross culture management   

People values differently how the manager should be and the value of the people is 

influencing on the cultural aspects such as Hofstede according to Steers, Sanches-Runde and 

Nardon (2012). The views are influenced on cultural aspects. A theory (implicit leadership 

theory) explains how cultural aspects affect people’s preference and interpret leadership style. 

The more the manager is compatible with the cultural norms and orientations the more 

effectively will the manager be. This means the more similar the manager is towards the 

stereotype in the specific culture the better will the subordinate accept the leader. Eagly and 

Karau (2002) research about the perception of female role and leadership role are not 

correlated, which means females possess less leadership ability than men. 

According to Walumbwa, Lawler and Avolio (2007) people’s attitudes towards the manager 

are individual but, the social context with individualistic vs. collectivistic influences largely. 

Based on the hypothesis the study found that collectivist society had a more positive attitude 

towards transactional leadership. While a transformational manager has a more positive effect 

on individualistic countrys. A transformational manager is leading the subordinates with 

visions, inspirations and making changes in the subordinates. Transactional leaders have 

another approach to their subordinates. The transactional manager focuses on supervision, 

organization and performance. However, in Hetty van Emmerik et al (2008) research with the 

sample from the GLOBE. Female manager scored higher on consideration, was only 

supported when gender and culture were included in model. 
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However, the result has limitations such as the correlation is not high. Flatten, Adams and 

Brettle (2015) focusing on leadership between countries with high and low power distance 

and the result is in line with Walumbwa, Lawler and Avolio (2007). Societies with high 

power distance prefer transactional leader. While society with low level power distance have 

positive outcomes with transformational leader, visionary and charismatic. Larsen et al 

(2000) writes that the manager has to be straight forward with the rules, policies and 

producer. The manager’s responsibilities are to monitor very closely. 

Even though the leadership vary between countries writes Posner (2013) similar findings 

have been made by Larsen et al (2000) with sales managers. In the result, Posner commenting 

if the manager should have positive result and be effective, the manager need to use the five 

factors Posner is referring to Kouzes and Posner (2013) in leadership. The five factors are 

Model the way, inspire a shared vision, Challenge the process, enable other to act and 

encourage the heat. Moreover, Posner (2013) arguing leaders’ behaviors are important for 

leaders to be successful just like the cultural aspects. However, Larsen et al (2000) writes that 

the manager in a new culture should first identify and categorize the relevant cultural aspects 

that affect individuals and organizational behavior in a positive way. The second step is to 

match the cultural aspects with a leadership. Also, the manager has to have knowledge about 

the specific cultural of managerial traits and characteristics. Larsen et al. Provides several 

propositions about how the manager should handle the different cultural aspect based on 

Hofstede's dimension. In the end, what is working in one country does not need to work in 

another.    

According to Soderberg and Holden (2002) cross culture management is not clearly 

demarcated discipline of management. Yet, the cross-culture management has got the 

meaning of procedures and policies relating to the management with different cultural 

background. Moderating the impact of cultural differences of the managerial tasks.  

At the same time, many researchers are critical to cross-culture management and view it as a 

burden for managers and business. Hall (1984) highlight the context with space and time are 

critical, just as d’Irbarne (1989) putting a light on culture has its own tacit conception of 

social relations. The misunderstanding and cross-cultural differences can be because of 

words, the relation to language, style in communication. All culture differences have a great 

risk of misunderstandings. A part of the misunderstandings in the communication is when the 

sender send a message and the receiver is from another culture, interpreting the message in 

another cultural context. This can lead to senders’ message’s meaning may differ from 

receivers. According to Viegas-Pries (2013) management techniques use language as their 

primary tool. 

Due to the mix of results with cross-culture management, researcher view cross culture 

differently. Some view cross culture as a source for success for competitive advantages and 

other as a failure for the company. To be able to use the culture differences as a strength in 

the company, Schneider and Barsoux (1997) highlight companies and managers need to treat 

diversity as a source and responding to the demands of global market economy. While other 

researches Dahlén (1997) and Hannerz (1992) view cross culture as negative and a threat for 

the company with culture-shocks, the influence of culture has to be controlled and limited. 

Hall (1959) views cross culture can ruin a perfectly well suited economic partnership. 
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Hoecklin (1995) highlights culture differences can lead to management frustration and 

expensive business failure.  

An important issue according to Viegas-Pries (2013) is how managers value and put their 

own culture in the center of the world and the rest of the world has to adapt to it. Moreover, 

the managers have a major power within their hands indicates Koveshinkov, Vaara and 

Ehrnrooth (2016) results. The managers have the work in micro-political identity and being 

able to distribute resources and information between workers but also between head office 

and the subsidiary. The manager can view the organization in three different ways, first 

managers can create a “we” and “them” feeling/environment to enhance one’s self-image. 

Second is to change an applied stereotype and to defend and enhance one’s self-image with 

“we” and “them” attitude. Third is to take distance from cultural tensions, project 

mindfulness and go beyond stereotypes, to be able to create a we-ness feeling. The third 

option increase the mutual understanding between the groups and have more success with the 

work.  

 2.5.2 Female expatriates and host countries 

Varma, Toh and Budhwar (2006) studied a new perspective on female expatriate experience 

with focus on the role of the host countries national categorization (HCN). The study had two 

samples, the U.S and India with 222 participants. Several researchers have studied the reason 

for the low numbers of female expatriates. Caligiuri and Cascio (1998) explained that the 

host country is more likely to have a negative view on female expatriates compared to male 

expatriates. Similarly, Harris, Brewster and Sparrow (2003) proposed that the explanation 

regarding the low numbers is because of the host nationals’ attitudes toward female 

expatriates. Varma, Toh and Budhwar (2006) focused their study on two countries with great 

cultural distance but with cross-national movement of employees, U.S and India. Given the 

great cultural distance between the countries the authors expected that the employees in both 

nations react in different ways toward expatriates in their country’s’ workforce. The authors 

explain that in India the people are seeking into small group identification and could therefore 

categorize all expatriates as outsiders or out-group members. Clearly, this would have a 

negative effect on the female expatriate from the U.S.  

The study by Varma, Toh and Budhwar (2006) was based on five hypothesis tests and 

questionnaire surveys were given to employees of multinational companies in the U.S and 

India. The results of the study first of all showed that HCNs from India categorize co-workers 

as more out-group members than HCNs from U.S. This may contribute implications for 

companies sending expatriates to India from the U.S. Interestingly, the result showed no 

significant difference how HCNs in U.S and India categorized females. Female expatriates 

from India on their assignments in the U.S would not be disadvantaged. However, given 

India’s masculine culture, both male and females in India preferred female expatriates against 

male expatriates. The authors also concluded that social support reduces categorization. 

When expatriates learn more about the environment they live and work in, it can help them 

with their transition from their old to their new environment. They argue that HCNs are those 

who have this information and they can help expatriates a lot if they share this information. 

According to Festing and Maletzkey (2011) complains there are no consistency in research 

on adjustment aspect of expats. The research is about how much an expat has to adjust to the 

new culture in the organization depends on the hierarchy and who has the power of influence. 
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Therefore, if the managers depending on the subordinates, the manager will change the 

behavior. So, if the subordinates depending on the leader, the subordinates have to adjust 

towards the leader. However, some social structures in the organization are easier to change 

while other are deeply rooted in the culture.  

As the result regarding that female expatriates from the U.S have an advantage over the male 

expatriates in India confirm Adler's study (1987). Adler (1987) studied female expatriates 

from North America where he concluded that they do not face prejudice in Asia. Unlike the 

result from Varma, Toh and Budhwar (2006) study, Tung (2004) who studied female 

expatriates from the U.K and the U.S showed a different result. The two countries, which 

have a small cultural distance with the same language and historical connections, showed that 

the females faced gender-based discrimination during their assignments. The results from 

Tung (2004) study showed that female expatriates from the U.S. had a difficult time in the 

U.K. and vice versa. 

2.5.3. Summarize of previous research  

The previous research is divided into two different themes, Cross culture management and 

Female expatriates and host countries. The first topic highlights how cultural aspects affect 

people’s preference and interpret leadership style. Researcher found that the more the 

manager is compatible with the cultural norms and orientations the more effectively will the 

manager be. Many researchers are critical to cross-culture management and view it as a 

burden for managers while some view it as a source for success for competitive advantages. 

Researchers argue that cross culture has a negative impact because of culture shocks and 

misunderstandings. Others explained that managers need to treat diversity as a source and 

responding to the demands of global market economy. Another finding was an important 

issue how managers value and put their own culture in the center of the world and the rest of 

the world has to adopt.  

The other topic in the previous research chapter the focus was on female expatriates and host 

countries. The reason for the low numbers of female expatriates’ researcher argue could be 

because host countries have a negative view on female expatriates compared to male 

expatriates. One of the studies who focused on the U.S and India showed that female 

expatriates from India on their assignments in the U.S would not be disadvantaged. One 

interesting finding was that given India’s masculine culture, both male and females in India 

preferred female expatriates against male expatriates. Another study also found that female 

expatriates from North America do not face prejudice in Asia.  

Finally, how much an expat should adjust to the new culture in the organization depends on 

the hierarchy and who has the power of influence. The managers depending on the 

subordinates, the manager will change the behavior. So, if the subordinates depending on the 

leader, the subordinates have to adjust towards the leader. However, some social structures in 

the organization are easier to change while other are deeply rooted in the culture.    
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3. Methodology  

In this chapter, the authors explain options of methods, the process and approach of the 

paper, the creditability and criticism of the sources.  

3.1 Options of methods 

The authors read about previous research papers to view and value which methods can be 

used in this paper. Within qualitative method can either use one single method or mix with 

different types of methods such as qualitative and quantitative. Two authors Cooks and Saini 

(2010) used multiple methods, semi-structured interviews, on-side observations, and 

documentations collections.  

On-side observations can provide information which an interview and survey might ignore. 

However, on-side observation can provide too much data, which can lead to problem for 

generalization. This method can only include visible behavior and not the reasons behind the 

visible action writes Bryman and Bell (2011). Moreover, some interviews are taking place 

over skype due to distance and not being positioned in currently country. Therefore, 

observation would not be relevant or possible to conduct or provide data for the paper's 

purpose.   

Data collection from websites, books or diaries from the participants, would not provide the 

information's which the papers purpose is about. It would also be hard to receive any 

participants for a diary method, but the participants might have been more freely to write 

about their experiences. All three methods do not cooperate with the papers purpose.  

The authors considerate email corresponds with the participants who are far away. However, 

the authors concluded with email limitations it could lead to misunderstanding, participants 

might provide limited answers and the personal connection would not exist.  

Triangulating is based on using three different methods. Liamputtong and Ezzy (2005) writes 

about triangulating is to address the problems of methods are not neutral and influence the 

result depending on the methods. Therefore, triangulating highlights the different results in 

one and same paper. However, with the papers purpose, the authors did not find any point in 

using quantitative methods to balance the qualitative interviews with. A simple reason is the 

number of participants in the interviews would not provide enough number for a survey.  

Based on the papers purpose the authors decided to conduct interviews because the method 

goes hand in hand with the purpose compared to the methods above.  

3.2 Method of selection  

Coherent in qualitative method is about the logical connection between purpose of the paper, 

research question, theoretical discussion and method. While consistent has similar meaning 

as coherent but focusing on conception, method and theories are used similar throughout the 

paper. For example, the concept is well defined and have same question to every participant. 

Coherent and consistent is about the paper cannot contradict writes Justesen and Mik-Meyer 

(2012) 

First of all, the selection for female managers and why not male has to be explained and 

motivated. The previous research for example Kelly and Worthley (1981), Testa (2008) on 
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leadership and especially for expats mainly focus on males or have not made any differences 

on gender. The paper has focused on experiences or the leader’s skills/qualities in India. 

Researcher such as Babu (2011), Wang, Wong and Zheng (2014) have not differentiate if the 

expats are males or females. However, Polsons (2016) article is about female expats in 

Bangalore and their experiences. Another research made by Adler (1994) has focused on why 

women are good as expats but also what sort of limitations women are struggling with in 

companies.  Consideration,  Selmer and Leung (2002) made a comparative study between 

female and male expats and the result indicated that female expats could less often meet their 

career goals. Therefore, the authors decided to focus on female managers and compare India 

and Sweden. Furthermore, the number of female managers are fewer than male and it is 

interesting according to the authors to highlight the minority.  

The method the authors used for selecting companies and managers for the interviews are 

non-probability sampling. This method means the participants do not representing the whole 

population according to Denscombe (2013). Also, Uprichard (2013) explain non-probability 

method does not necessarily increase the knowledge of the population, instead deepen or 

extend the existing knowledge about the sample. For both probability sample and non-

probability sample requires basic knowledge for the sampling process begins. Lucas (2012) 

explains with the non-probability sampling the need to identify the total population is not 

required and the whole population does not have chance to participate. For the authors the 

trade of was too big for a probability sample. However, Lucas (2012) points out the non-

probability sampling method does not allow generalization or comparison within the sample. 

To be able to compare the response within the sample requiring the authors adopting 

homogeneity assumption about culture. According to Lucas (2012) assume homogeneity is to 

commit a sample error.  

Based on non-probability sampling the authors uses mainly network and snowball effect. The 

authors develop a frame with requirements for managers to be able to participate in the 

interview. Based on the papers purpose about cross cultural management, the frame is the 

manager must have work experiences from both countries, India and Sweden. This did lead to 

one Swedish business women could not participate in the paper. The positive side with the 

snowball method meant the authors got four interviews within one and single company but in 

different cities and manager levels. Snowball segment has also meant managers have helped 

the authors to get in touch with other managers. This is an important aspect because female 

expats are not many and hard to get in touch with.  However, the authors have not only used 

snowballs method to get in touch with female managers. The authors used internet and their 

own network. 

3.3 Motive for the method 

There are many types of analysis that researchers of social sciences use to describe, explain 

or interpret the data. In practice, however, according to Denscombe (2016) the options tend to 

revolve around the concepts of "quantitative" and "qualitative" research.   

Seen from the papers purpose, which according to Wallen (1996) can be said to be 

exploratory, the authors felt a qualitative method best suited the paper. This because Wallen 

explains, qualitative studies are useful when investigating something subjective, such as 

experiences and feelings. A qualitative approach also took aim of the paper as a qualitative 

methods creates an understanding of, for example, behaviors and values in the context in 
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which the study is conducted according to Ahrne and Johansson (2015). Holme and Solvang 

(1997) highlight that it is important to choose the method that suits the paper best. In this 

paper, the authors want to find out the Indian and Swedish managers experiences of working 

cross border. According to Bryman and Bell (2011) authors can either view reality through 

the participants eyes or as an outsider. The purpose of the paper is to describe, understand and 

get an overall picture of the phenomenon and this suited the qualitative method best. The 

qualitative method also gave possibilities to get a close contact with the participants of the 

paper and to understand the world through their eyes. The authors had a good opportunity to 

reach a deeper understanding of the phenomenon that had been studied compared if a 

quantitative method was used.   

Denzin and Lincoln (2002) defined qualitative method as "The word quality means the 

emphasis is on the Entities' qualities and the processes and meanings that cannot be studied 

experimentally nor measured relative to quantity, amount, intensity, or frequency - to the 

extent they can be measured at all." 

There are two different approaches in the social sciences, deductive and inductive. By using 

one of these two approaches authors will ensure to connect the empirical data with theory.  

The paper will use a deductive approach which means the authors use previous theories to 

increase knowledge about the subject and then compare with the collected empirical data. 

The deductive approach is a scientific approach that is used in social science research where 

the deduction suggests the relationship between theory and practice. Alvesson critics to 

deductive is based on Popper with deductive is about “guessing”, because it is nothing to 

decidera from. 

The option for semi-structure interview are based on Rabionet (2011) article why semi- 

structure interviews. Semi-structure interviews are good to narrow down some specific areas 

or topics and at the same time receive stories from the participants. Based on Schatz (2012) 

open end question provides more information then close question. In contrast, un-structure 

interviews have higher risk for missing the specific topics. For this paper, the specific areas 

or topics are about cross-culture management between managers and subordinates. Rabionet 

(2011) highlight the important to be aware of the topic before conducting the interviews. The 

authors had read research articles about leadership, management, cross culture management, 

company structure and Swedish and Indian organizations, before conducting the interviews. 

Beside the articles, the authors conducting research on the participants before interviewing 

them.  

3.4 Approach  

The Swedish manager have same requirement as the Indian managers but with opposite 

countries. The reason for the paper does not limit to a specific managerial position are two 

reasons. Firstly, the number of Indian female managers in Sweden are few. Secondly, the 

managers can make a change in work culture and norms. The participated managers required 

to have work experience from both countries. Every managers are meeting a new culture, the 

authors decided to not limit to a specific sector, because every manager across boarders meet 

have to handle a new culture. The sectors managers are in business to business beside five 

interviews with managers in business to customer. In the end, the authors received 

participants in following sectors: industry and retail.  
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India’s embassy’s website provides a list of Indian IT companies. Depending on the response 

from the Indian IT companies the authors contacted the company once or twice. The authors 

tried to contact the company again. The first contact moment took place in the morning, at 

that time the authors received one response from an Indian female manager who did not want 

to be a part of the paper. The second time was in the afternoon two days later with similar 

result. Similar challenges were with the Swedish companies in Sweden. Some companies 

could not give out information, or provide information if the authors could not name the 

worker. Other companies were too small to have more than a manager, who was a male.  

First stage in contacting Swedish companies for the research in India took place in Sweden. 

During the first week in India the authors contacted the Swedish council in Mumbai, in India 

and received contact information on Swedish companies in Pune. The contact list provided 

direct emails to high up subordinates in Swedish companies. However, most of the 

companies in Pune did not have any female managers located in Pune at the current time. 

With help of the author's network in India the author contacted a Swedish company who 

helped the authors to conduct an interview with a Swedish manager and another Swedish 

company.   

With the internation.org the authors received two responses by Swedish female managers in 

India, while Indian female managers did not respond. The other method the authors used was 

based on their own network and snowball effect.  

For the interviews the authors needed to use two interviews methods face to face and Skype. 

These two methods requires different acknowledge and aspects for the authors. According to 

the authors the reason for the two different interview options needs to be highlighted. The 

authors aimed to have as many face to face interviews, but due to distance between the 

authors and participants the skype interview was required, even if Skype and face to face 

interaction is not the same. The Skype interviews were similar to phone interviews. The 

authors had booked a date and time and met the participants for the interview on Skype 

business. Critics about the chosen methods of face to face and Skype interviews are in the 

following sub-chapter "critical analysis of method".   

The authors asked the participants if the participants wanted to be anonymous or not. In both 

methods, the interviews were recorded on Dictaphones. For the interviews the authors used 

an interview schedule. However, if the authors felt there is a need for a following up question 

to participants’ answers, the author had the freedom to do so. After every interview the 

authors shared the data to each other for separate analysis. While writing the result and 

discussions the authors discussed and valued each other's analysis. Based on the mixed 

answer of wishes to be anonymous or not, the authors decided to present the result without 

name of the participants or the companies. This means throughout the paper all the 

participants are anonymous.  

The interviews were between 35-45 minutes long. During two interviews the participants 

needed to take a short break due to important phone calls. At that time, the authors stopped 

recording and started again when the calls ended.  

3.5 Selection of variables  
 

The purpose of the paper is to explain from female managers' perspective how Indian and 
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Swedish cultural aspects affect their leadership style towards their subordinates. From there, 

the authors have chosen to base their result on thirteen topics to describe different types of 

situations between the manager and subordinate. The authors selected the thirteen topics 

according to the interviews and wanted to give the reader a deeper and broader understanding 

of situations that can occur. The chosen topics are: 

 Preparation before the assignment in India/Sweden 

 Respect and treatment 

 Micro management 

 Decision making in the organization 

 Receiving critics and questions 

 Conflicts in the office 

 When subordinates does not understand the work 

 When a subordinate has not done a good job 

 To motivate subordinates 

 Private and office life 

 Preference working in group or individualistic 

 Time and ambiguity 

 Long term orientation and short term orientation.   

The topics will be included in both the results and the analysis chapter. 

3.6 Analysis the data 

Before conducting the interviews the authors must decide how to analysis the interviews. The 

analysis will guide the interviews and the process according to Kvale (2014). The authors 

have to decide the codes and meanings before the analysis. Denscombe (2016) explains 

processing data can be based on activity, action, opinion, special expression and implied 

meaning or opinion. Furthermore, Kvale (2014) pointed out qualitative methods do not have 

specific analysis methods compared to statistical methods and analysis. Instead quality 

methods have a wide spectrum how to conduct the analysis.  

To conduct coding it requires the authors to read the interviews, while reading highlight the 

specific words and sections explains Kvale (2014). Denscombe (2016) highlights based on 

the codes the authors categorized the codes, the categories are similar to umbrella. Single 

codes can be included under an umbrella categories. The use of umbrella the possibility to 

find similarities, themes, correlation with the codes and categories. The final step is to 

develop words/concept and great general statements. Both Denscombe (2016) and Borell and 

Johansson (1996) highlight the authors must go front and back between the data with theory, 

which means there is not a straight line. The positive side with categorizing to some few 

meanings or words provides a better understanding, easier to handle and greater overview 

explains Kvale (2014). On the other side, coding has negative aspect as well. Kvale (2014) 

referring to coding reinforce the strengthen representationalism epistemological. Therefore, 

reduce to the statements which can be correlated to the codes and categories. Kvale (2014) 

point outs McFlurrys statement that coding create a great distance and increase the issue of 

ethics. However, coding can be a successful method highlight Kvale (2014). 
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3.7 Number of participants  

The number of participants depends on the purpose of the paper. Brinkmann and Kvale 

referring to a common number of participants are between 15 +/- 10 based on the aim of the 

paper, time and resources. While Creswell (2013) recommending 3-10 people for a quality 

research. Having too many participants will make it harder to analysis the answers, while a 

too small information create difficulties to generalize and even to analysis. In this paper, the 

amount of participants are not equal between the countries. The majority of the interviews are 

with Swedish female managers. This might create a perspective of misleading the results in a 

way that Swedish are more important or is more valuable. The only thing is that there are 

more Swedish female managers in India than Indian female managers in Sweden and both are 

equally important. The authors tried to find an equal number of female managers from 

respective countries but did not manage to get equal amount of managers. Instead the papers 

data contain with an unequal number, eight Swedish and two Indian managers. The authors 

are aware of the low amount that has been studied of Indian female managers in Sweden and 

is therefore difficult to generalize.   

3.8 Interviewing participants across cultures    

To conduct interviews across culture the authors have to be aware off cultural factors. Habits, 

positions, norms, verbal and non-verbal language can affect the relationship between the 

authors and participants. Brinkmann and Kvale (2015) advices the authors to take some time 

before conducting the interviews to get to know the new culture. This means the author who 

conducts the interviews in Sweden must be aware of Indian culture while speaking with the 

participants. Similar importance of awareness is for the author in India interviewing Swedish 

managers in India. 

The interviews with the Swedish managers are in Swedish, while the interviews with Indian 

managers are in English. For both the authors and participants English is the second 

language. Due to the language is not the first language it might affect the responses. The 

interviews which are in Swedish are translated to English before analyzing and both authors 

are translating separate. The reason is the authors might translate and value words differently. 

3.9 The questions in a qualitative interview    

The interviews are semi-structure. For the interviews the authors have to follow an interview 

schedule, with open end question and at the same time the freedom to ask extra question if it 

is required for clarifications. This means the participants has the possibilities to provide 

information which they want and feel comfortable with. The participants can have new 

information which the authors might not have been aware of before according to 

Liamputtong and Ezzy (2005). However, with the negative part with open questions is the 

time issue. In the sense of the interview can be long with lengthy answers and to analysis the 

data requiring coding.  

Before the authors conducted any interviews the authors needed to be aware of how to 

formulate the questions.  The reason is, the interview questions is a mix of personal and fact 

questions. Personal questions are about personal information such as behavior questions 

which are based on the participants memories. The fact questions are about other people in 
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the organization, for example question about productivity within a team. Bryman and bell 

(2011) highlight fact questions have a risk of being built on expectations or wrongly opinion. 

Brinkmann and Kvale (2015) provides guidelines about how “why”, “what” and “how” 

questions should be structure, which the authors have considered while formulating the 

research questions. The “why” and “what” questions should be asked and answered before 

the “how” questions. While “why” question about participants’ actions should be in the end 

of the interview. A dilemma with formulating the interviews questions Brinkmann and Kvale 

(2015) write about leading questions might influence the participants answers and close the 

potential answers to the topic. Therefore, the authors need to formulate questions with a flow 

and understand how the leading question can influence the answer.   

3.10 Primary and secondary data  

Yin (2009) explains that there are different methods of data collection during a study and 

researcher can use primary data and/or secondary data. As mentioned above, the authors have 

chosen to use qualitative interviews in the data collection. This means a focus on primary 

data is preferred for a qualitative research as it helps the researcher to get a deeper 

understanding of the information that is given according to Yin. 

Primary data is data that has been collected through interviews, archives or observations. 

Merriam (2009) explains that primary data is the action that means researcher personally 

collected the data to answer the research questions. Sources that are primary mean the 

information and data is acquired directly from respondents. The authors have mainly used the 

primary data to create credibility and relevance to the topic. The argument is that the authors 

believe it is of advantage to interview people with experience with cross cultural management 

to get expert information on the subject. Ejvegård (2009) explain that a source's value 

depends on whether the researcher knows where the facts and information come from. 

Furthermore, Ejvegård suggests that researchers should have a general rule that the most 

important facts needed for the study must come from primary sources. Even with primary 

data is used, the challenge is human being have tendency to forget. With memory sciences 

use forgetful curve to explain how memory change, forgetful and weakened over the time. 

Merriam (2009) describes secondary data as an existing source of information. Ejvegård 

(2009) argues that scientific works such as doctoral theses, essays and articles in scientific 

journals are providing secondary data to the public. Furthermore, Merriam explains that 

researchers need to be aware when using secondary data while the reliability of sources and 

seriousness should be considered with a more critical view. Moreover, the authors secondary 

data is based on theories, articles in scientific journals and literature.   

3.11 Critical analysis of the method   

In theory snowball sampling is based on randomly chosen participants. Magnani et al (2005) 

highlight the initial connection influence the rest of the sample. According to Baltar et al. 

(2012) the snowball methods do not appraise to be a random selection from the population. 

Therefore, the result cannot be generalized. Liamputtong and Ezzy (2005) pointing out 

snowball is a useful method if the participants are difficult to approach directly. In the end, 

snowball method creates a homogeneous sample. In contrast Berg (2006) arguing snowball 
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sampling provides more social connected people with higher opportunity to participate in the 

paper.  

The sampling error cover missing groups and measurement errors such as deviation of 

respondent’s answer with the population. This form of sampling errors affect the external 

validity writes Baltar, Brunet and Ignas (2012). The snowball bias representativeness is a 

very critical issue according to Van Meter (1990) and Johnston and Sabin (2010). The 

network approach has similar limitation as the snowball. The participants are not randomly 

selected. Instead relay on people’s network. Salganik and Heckathorn (2004) writes the 

network sample has a chain-effect. This means the bigger network the person has the greater 

is the opportunity to reach a suitable participant. 

Liamputtong and Ezzy (2005) highlight the authors are the instrument of the research. That 

means the authors have the critical responsibilities to secure the data and being responsible 

for the reflexive paper with setting, context and culture the authors trying to understand and 

analyze.  In qualitative method Bryman and Bell (2011) writes about "going native" is a 

challenge. "Going native" means is when the authors forget the whole point of the paper and 

identifying too much with the participants’ answers. Therefore, the authors have to analysis 

separate and discuss with each other the results. Also, to always remember the purpose of the 

paper while analyzing the answers.  

Moreover, there are other challenges too according to Brinkmann and Kvale (2015) and 

Creswell (2013). Authors have a tendency in forgetting other perspective for the paper and 

specific situations. However, in this paper the authors are focusing on the female manager’s 

experiences and analysis through different cultural aspects.   

Critical aspects with face to face interviews and Skype interviews differentiate. Novick 

(2008) write about some very important aspect with Skype interviews, the loss of contextual 

and nonverbal data. According to Novick very little methodological discussion of the 

telephone mythology in quality research literature. The positive side with Skype and 

telephone interviews are low cost and travels, ability to reach people far distance writes Aday 

(1996) and enhance safety feeling for the participants write Bernad (2002). Every participant 

is anonymous and with telephone/Skype the participants are more anonymous compared to 

face to face interviews. However, the disadvantages includes absences of visual cues, 

potential distraction of participants by activities in their environment according to Novick. 

The drawbacks can affect the responder’s answers, the clarity in the answers which might 

lead to bigger needs to call the participants for clarification on some specific question. 

According to Rubin and Rubin (1995) a telephone interview requires more structure, closed 

ended questions, while face to face interview tend to be natural, everyday conversation and 

provide more self-generated responses.   

The nonverbal data interview is missed in telephone interviews and Skype. Some authors 

such as Burnard (1994), Chapple (1999), Fontana and Frey (2005) writes nonverbal data is 

mostly helpful while conducting the interview and very less important while doing the 

analysis. However, the nonverbal signs could be compensating with hesitations and sighs 

write Struges and Hanrahan (2004). So, there are options how to handle the nonverbal issue. 

The authors have included sighs and hesitations in the transcriptions for both face to face 

interviews and the Skype/telephone interviews.   
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3.12 Papers credibility 

The authors use qualitative and quantitative concept to describe the papers credibility. This is 

because the authors wants to increase the depth of the discussion about  the paper's credibility 

with for example external and internal validity.  

To validate qualitative research is very important according to Denscombe (2016). The 

researcher must somehow prove that his or her performance is "real", otherwise there is no 

reason for anyone to put faith in them. Denscombe explain that without verification a 

research would lack credibility and Silverman (2000, 2006) has emphasized that credibility is 

essential for all research, whether it is qualitative or quantitative research. Olsson and 

Sörensen (2001) highlighted that regardless of the method chosen, certain requirements must 

be made of the information and data that has been collected. The results that the qualitative 

survey is based on must be credible and reliable. For the interpretation being made from the 

results to be of high quality and considered reliable, it is important to study the surveys 

validity and reliability.  Reliability is how neutral the authors have been with the methods and 

theory also being consistent throughout the process according to Denscombe (2009). 

Validity can be divided into internal and external validity. The external validity is about the 

degree to which the results can be generalized. Since the survey only "treat" selected 

managers’ experiences of leadership in India and Sweden a generalization would not be fair. 

The authors do not believe that the conclusions can be said to cover all the Indian and 

Swedish managers. Also, the paper is not limited to a specific sector. Therefore, the external 

validity is not high. Ahrne and Svensson (2015) writes generalization is also about the 

possibility to transfer the results to other people and social environment. Due, to the previous 

mentions with the snowball and the network base segment the authors do not believe the 

generalization is possible. Instead the result can be general trends. Alvesson and Sköldberg 

(2008) highlight the only possible method which can be generalized is statistics studies.  

The discussion of validity and reliability can be used in qualitative methods. Validity and 

reliability have been redefined and some arguing the definitions are not useful in qualitative 

methods due to participant is liquid according to Justesen and Mik-Meyer (2012). Justesen 

Mik-Meyer (2012), Liamputtong and Ezzy (2005) and Ahrne and Svensson (2015) arguing 

qualitative methods need to process transparency to be believable for the reader. 

Transparency is about being able to discuss and criticize the paper, therefore the authors 

wrote the different methods, critics, the approach and much more. This help the reader can 

participate the method and understand the method and the paper better. There are alternative 

criterias for judging a qualitative research which are credibility, transferability, confirmability 

and dependability.  

According to Fejes and Thornberg (2015) credibility has the same requirements as validity, 

such as how exact and systematic the authors have been during the process.  This means how 

credibility is the result and how the authors have handled the data collection and analysis. 

Thurén (2013)  highlight credibility is about how open the authors have been with providing 

information. This means the authors are referring to other researchers and writers when they 

have used their literatures and texts. In the end of the paper the authors have provided a 

references list. The other aspect according to Thurén is to provide information about the 

method, which the authors have done in this paper. 
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Transferability is to which degree the results can be generalized or transferred to another 

context explain Trochim (2007). In this paper as mentioned above regarding the external 

validity result cannot be generalized to another context.  

Confirmability is about to which degree the result can be confirmed by others according to 

Trochim (2007). A method to have confirmability is to document the procedures and 

checking the data during the process.  This requires the authors to have a critical mindset. The 

authors take this in to account with the documentation of the data, especially with the 

translation of the data.  

The last criteria for judging a quality research is dependability. Throhim (2007) describes 

dependability how repeatability the paper is. In other words, if the result of the paper will not 

differ from the first outcome, the paper has high repeatability. The authors conclude that the 

dependability for this paper is not high. This because the papers findings are based on 

managers own unique experience. The authors also mean that the perception of the empirical 

data could be perceived in different ways.  

Liamputtong and Ezzy (2005) means to increase interpretative rigour the authors will 

transcript the participants answer and present them in a text. This is to provide a form of 

information to increase the sense of evidence on which the analysis is based on, also to 

adequacy with the methods and interpretations of the data. To have interpretative rigous the 

authors need to provide theoretical validity. Kirk and Miller (2008) explain theoretical 

validity is to build up instrumental validity and apparent. This means this paper’s findings 

based on interviews have to been explained with theories. The theoretical validity is also 

about giving right label and conclusion.  

3.13 Criticism of the sources  

To be able to be source-critical the authors have to define all the important words and 

concepts. The reason is words can be perceived to be self-explanatory but have different 

meaning depending on the reader. Therefore, the risk of vague words and words not being 

defined increase the risk for misunderstanding according to Thurén (2013).  

An issue with the paper is that the participants have to rely on their own memories. Over time 

memories tend to change and humans forget. Thurén (2013)  mention a reason for memories 

to change and people forget is due to the expectation has an impact. Therefore, the human 

beings brain unconsciously forgets, changes or add more details. In other words, they make 

their own conclusions. However, the authors value and respect the participant’s answers. The 

authors will not judge the national culture while analyzing the results. Alvesson and 

Sköldberg (2008) mention it is the questions which create the experiences, thoughts, sentient 

and  action. However, what the participant feel, think and experiences can aware and 

unconsciously are affected by the surrounding area. The time, place and words for the 

interview create and develop the process of thinking, feeling, and ideas for the participants. 

Therefore the answers will depend on many aspects and the answers can variate over the 

time. This means there are many aspects which influence an answer. For example 

interviewing at the office or at a restaurant can influence the answers. 

To emphasize the five senses or logical reason to find the truth or science. Thurén (2007) is 

sceptic towards the five senses because they do not always tell the truth. An example Thurén 

highlight is people can hallunicera, it is false but possible to be the truth. Instead the authors 
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have to be aware of empirical evidence issue for the paper is even if the empirical evidence is 

the interviews and the participants experiences can be false, but possible true. Therefore the 

authors believes the false information is the truth.  

Thurén (2013) highlight the critical issue with knowing if the secondary data is true/real or 

fake. Articles in scientific journals, doctoral thesis can be counterfeit. Scientific research has 

sometimes improved their results. In present time, researchers have published proper fake 

result such as Hwang Woo-suk with cloning of human being. To ensure the secondary data is 

true the authors can use technical expertise, compare to other sources, be aware and being 

critical to all form of data. The articles the authors are referring to have been reviewed by 

other researcher before publication. The authors believe the articles maintain a high quality, 

which is naturally a subjective assessment. It is also the researcher interests to describe and 

inform where the information is from, methods and sometimes political, ideological interests 

which can influence the results. The authors require to know what is true and false with the 

secondary data, but the authors must be aware of gray area. This means the gray area can 

have taken place when wishful thinking takes over the reality. Alvesson and Sköldberg 

(2008) provide an example of wishful thinking with the test from 1980
th

 have never been 

successful implementation and hard to read. Wishful thinking is about being aware of 

previous research but the authors have active work to provide the right result without wishful 

think or manipulate.  

Regarding three of the theories that the paper is based on: Kluckhohn and Strodtbeck, Parson 

and Hofstede, certain criticisms can be given. The authors have raised criticism of these 

under the description of each theory. Thurén (2013) mention if authors believe or experience 

a source is tendentious, it should be compensated. However, to find an opposite article is not 

the easiest task. The authors have tried to find and therefore been able to provide critics to all 

the three theories and several research articles in specific topics.  The theoretical framework 

is a critical aspect for the whole paper. Alvesson and Sköldberg (2008) highlight the 

important of good theoretical framework for all papers beside grounded theory. With good 

theoretical framework, the authors are not only depending on the empirical evidence. Instead 

the theoretical framework is the foundation for a good analysis. This have meant the authors 

have used a variation of research articles, three theories of culture and critics. With the theory 

and the result create an analysis. Interpretation should be done on servel levels to assure the 

interpretation is correct. This means, a goo interpretation must turn of mind the sources, test 

the sustainability. If any form of disturbance is find, the disturbance must be critical analyses 

explain Alvesson and Sköldberg (2008). 

Alvesson and Sköldberg (2008) mention self-criticism requires the authors to be critical 

towards themselves. Be self-criticism is about problematize and questioning research 

position. With this, the researcher can counteract an unconscious reinforcement of the 

concept of thinking about existing society. Self-critisism is important aspect in social science. 

This means, the authors can not value the other culture more. The authors must apply critical 

analysis and awareness all the time, this means it is not a mechanism process. Thurén (2013)  

comments critical thinking is equally important for the author's own mentality. This means 

the authors cannot let wishful thinking influence the authors decisions.  

This paper is about cross culture management and leadership. According to Alvesson and 

Sködberg (2008) writing about leadership requires special awareness to minimize reproduce 
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or emphasize “leader” and their interests or position. The issue is leadership highlight ideas 

about leadership with “objective” and at the same time create the phoneme.   

Another important aspect is that the interviews in India took place in three different cities. 

The culture may be different depending on the state and city. What is important to highlight 

is some of the managers are from the same company, but located in different cities. This 

might have an impact on the result.  

The empirical sources for any paper is critical explain Alvesson and Sköldberg (2008), 

because using empirical sources strict means that the authors are limited within the given 

frame. Already existing trends are value as the truth and not a historical development. As this 

paper mention social context the authors are struggling with the issue of taking the social 

context for granted. Based on the social context to explain the empirical findings. The small 

marginal differences have the risk of bypassing outside the paper.  

The authors have not used professional translator to translate the transcripts, which can be 

viewed as translation criticism. This can have an impact on the translation and the usage of 

specific words. Which the authors are aware of. Thurén (2007) explain about social 

construction is an important aspect to conduct any form of social science research. This 

means, the authors have to understand when and how to use the social and language 

construction. Especially when the paper use words such as Swede, Indian, female etc. 

According to Thurén (2007) all this form of words are social constructed by human beings. 

Word construction can be rebuilt to a new meaning. For using the words, the authors have to 

be aware of what is the background with the word, how was the word created. Is the word 

value loaded is it in a good or bad way. What happens if the authors use a value loaded word. 

This means for example the authors avoid some specific words such as gender.  
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4. Results 

In this chapter, the authors present the result from the interviews under following sub-

headlines Swedish female managers in India and Indian female managers in Sweden 

separated.  

Under Swedish managers in India and Indian managers in Sweden the results is under 

following topics: preparation before the assignment in India/Sweden, respect and treatment, 

Micro management, decision making in the organization, receiving critics and questions, 

conflicts in the office, when subordinates does not understand the work, when a subordinate 

has not done a good job, to motivate subordinates, private and office life, preference working 

in group or individualistic, time and deadline and long term orientation/short term orientation.  

The authors have chosen these topics to get a broader and deeper understanding how the 

managers handle various of situations with their subordinates in each country.  

4.1 Swedish female managers in India 

The interviews are total eight participants. Majority of the women have been in India for 

more than one year with work experiences in Sweden and some have work experiences from 

other countries too.  

4.1.1 Preparation before the assignment in India 

This is about, if the female managers received some sort of preparation offer from the 

company or if they were responsible to prepare themselves for the position in India.  

The result indicates three out of the eight received a pre-visit week in India with their 

respective. The pre-visits were similar arrange between the companies. Pre-visit is about to 

search for an apartment, seeing the shopping centers, where to do the grocery shopping and 

so on.  

  Yes No 

How many received a pre-

visit 
3 5 

How many received a 

consultant  
1 7 

How many wanted more 

cultural information 

3 5 

How many needed to 

prepare themselves 
6 2 

How many received 

information about safety 

aspect  

3 5 

 Figure 1:Preparation before the assignment 

A female manager got a day with a consultant about the cultural aspects and the differences 

between India and Sweden. However, three out of the eight managers wanted more cultural 

information. Some of the managers thought they needed more information about the 

unspoken rules and norms, how to behave and how to communicate. Three of the managers 
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received information about India safety classification, how to handle situation in India for 

women. Some of the managers mention the cultural aspect was missed out.   

At the same time, six out of the eight had prepared themselves with reading, asking friends 

and families about India. Even with the two managers who received a pre-visit trip to India, 

they still thought they needed more information about culture because of the society's 

complexity. 

“Overtime I feel I have underrated the cultural differences between India and Sweden. Even 

after staying in China, Sweden, Canada and USA and moved around for ten years. I might 

have been affected by the sort of Hollywood types with yoga, meditation, staying, casts, 

Hinduism, and that sort of things. I knew this, but when I am finally arrived here, it is so 

much more complexed than what I expected. It is not like this with this red dot on the 

forehead means you belongs to warrior cast and this sort of rules are followed. There are so 

many bottoms." Linda-Mari Ikea. 

However, the manager received the opportunity to prepare herself for a whole year in 

advance. In her opinion the culture differences were less than what she expected.  

4.1.2 Respect and treatment  

In this part hierarchy and power is about organization structure, how subordinate and 

manager communicate. The relationship between subordinates and managers have too each 

other.  

  Yes No 

How many have experienced 

hierarchy  

8 0 

How many have experienced 

the need to give order 
8 0 

How many have requested 

people to say the first name 

instead of yes mam 

6 2 

How many have received 

respect based on title and 

position 

8 0 

How many have faced 

problem with receiving 

criticism from subordinates 

5 3 

How many faced problem 

with the decision making in 

the hierarchy  

8 0 

Figure 2: Respect and treatment towards the managers. 

According to all the managers the nationality and that the companies are Swedish, did create 

a curiosity with the Indian subordinates. Majority of the female managers have received 

respect because of their nationality instead of gender and respect based on the position within 

the company.  

The manager in a company pointed out a challenge is when the company’s structure is flat 

and everyone is equal. The challenge accrues when an Indian supplier wants to meet the 
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manager just because she is the top manager, when the subordinate has the special 

knowledge. This leads to that the Swedish manager requires to explain the organization’s 

culture when it is better to meet the other women. 

However, two other managers mentioned they needed to attend several meetings without 

providing any knowledge or discussion. The only reason for them to attend the meetings is 

based on their title and nationality according to the managers. How the managers viewed the 

situation was that, to do business with a Swedish company and having the top manager, a 

Swede looks good and can impress the other part. This sort of situation created frustration for 

the managers and sometimes they felt “used.”  

Four of the managers are working in a flat organization and where they do not use 

Mr/Mrs/Miss or last name. Instead everyone approach each other with the first name. An 

Indian newcomer, they can surprise by the organization culture according to a manager. To 

tackle the issue with ma'am another manager developed a punishment corner for “yes 

ma’am” because she wants her subordinates to use first name base. In another company the 

subordinates used ma’am when they approaching her. 

Only the manager received respect based on her and has been in the same company for over 

30 years. According to her, she gets the respect in India much easier than in Sweden. 

Compare to Sweden it would have been much harder to get the same amount of respect, 

managers would face much harder task to claim the respect and the rightness in Sweden 

according to the manager. One of the manager is young and she understood age is an 

important aspect for receiving respect from the subordinates. Therefore, this manager has 

decided to keep her age as a secret. 

Most of the managers did not have any issue with receiving respect or treatment from their 

male and female subordinates. However, two managers pointed out some male subordinates 

did have issue to use a female manager as a reference point. The issue is still existing in the 

company. A manager highlighted another aspect is the gender differences in giving orders to 

subordinates. The males give orders, males have a position, while a female order is always 

less worth. The manager mention, there is no need to listen to a female manager which can 

create issues when a female has a higher position than a male, but still the subordinate listen 

to the male. 

A female manager mention her age, being unmarried, foreigner and manager had an impact 

on the subordinates. The male subordinates did not know where to place her and with which 

label to give her and relate, speak and treat her. According to her it could be due to the 

complex society. The managers pointed out, if they were Indian female and working at Indian 

companies, they would face different form of situations. They would get another form of 

treatment due to gender norms and the patriarchal society.  

4.1.3 Micro management 

All the managers said they need to use much more of micro-management in India, because 

the subordinates are used to direct directives and clarity compared to Swedes. Micro 

management requires more work from the managers compared to Swedish leadership style. 

The managers need to put more energy and work to get the job done by the Indian 

subordinates in India but in the end the subordinates do what they are being told. According 

to the managers this means they need to do the ground work, more check-ups to make sure 
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the work is getting done. According to a manager, it is very important to not getting stuck in 

the micro management style. However, the managers have adapted to the micro management 

style and slowly worked towards a more of a Swedish style. Still, managers required to 

remind the subordinates about the work culture with less direct orders. 

According to the Swedish managers they have to find a perfect balance between giving order 

and provide freedom towards their subordinates. They pointed out it is not an easy task, 

sometimes they have provided to much freedom. The manager mentioned Swedish leadership 

style is possible to apply in India. However, according to her, the Swedish style has to be 

adapted to the Indian context.  It is impossible to use a Swedish leadership style without any 

adaptation in her conclusion. Her point of view, good management principles works all over 

the world, because we all are people. 

4.1.4 Decision making in the organization  

All the managers faced issues with the decision-making aspect. In that way subordinates tend 

not to make any decision without the manager’s acceptance. Based six managers’ experiences 

subordinates do not like to take their own initiatives in the case of doing mistakes. Managers 

faced similar issue with the strong hierarchal and manager inflation in their workplace in 

India. With the strong hierarchy and many managers in different levels it removes the 

responsibilities and decision makings. According to the managers due to the organizational 

structures all the communication is vertical and horizontal communication does not exist in 

the organization. This leads to the infectivity, all decisions, issues arrive to the manager's 

table and the managers have to handle all from of problems according to the managers. 

The managers explained they handle small issues which should not arrive on the managers 

table. Instead there are different managerial levels to take care of the issue, but ignore it. As a 

manager, they get involved in the smallest and biggest issues highlight the manager. 

Two managers pointed out Swedish managers are working with consensus in decision 

making. The consensus process can take a lot of time and create irritation for the Indians, 

because Swedes can never come to a decision or conclusion. While in India the decisions are 

being made fast. Sometimes Swedes can be very slow and all of the suddenly everything has 

to be fast. The managers experiences that the Indian subordinates can be confused with the 

Swedish decision making style. This requires the manager to explain and be present.  

4.1.5 Receiving critics and questions  

The majority of the managers are facing issues with open dialogues between the subordinates 

and them. As the Swedish managers view themselves, they can not have all the answers and 

might also be wrong. Therefore, the managers want and need questions and discussion from 

the subordinates. However, as several of them concluded due to the strict hierarchy the 

subordinates are not used to and do not ask questions to the managers. The Swedish managers 

mention the managers word is the law.   

To be able to have a more open communication between the manager and subordinates, they 

need a good relationship and treat them with respect. The manager highlight the importance 

of relationship with the subordinates.    
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4.1.6 Conflicts in the office  

 Yes No 

How many faced conflicts in 

the office  

7 1 

The conflict is passed by 3 5 
Figure 3:Conflicts in the office 

Every manager has seen conflicts in the office. Three of the managers points out due to 

language differences and the way people communicate, it creates a challenge for them to find 

out if the communication is a conflict or just the way people are talking.  

According to managers there are many aspects to include how a person is going to react in 

each situation. It is based on family history, cast, education, position etcetera. As an outsider, 

it is hard to understand why this person speaks out or why this person is silent according to 

three managers. With not knowing the languages and the families on how conflicts are taking 

place and developing are a problem. A lot are passed by because of the language differences. 

At the same time, it is possible to sometime get the feeling there is something in the air the 

manager explain. 

Managers have different experiences with conflicts in the office in India. As the manager 

point out, she has never seen anywhere else than in India major conflicts in an open planed 

office. According to the manager, Indians are not solution orientated, normally a third part 

has to step in and often the third part is the manager. While another manager view Sweden 

has more conflicts, because in India everyone should be happy and ignore the conflicts. With 

the conflicts within the company the manager has experienced more conflicts with Western 

subordinates compare to the Indians in India.   

4.1.7 When a subordinate does not understand the work  

 Yes No 

How many face 

subordinates ask more 

questions when they do not 

understand 

4 4 

Having a good relationship 

is important to understand 

the subordinates  

4 4 

Figure 4:When a subordinate does not understand the work 

All the managers have been in situations when the subordinates do not understand the work. 

Most of the time the managers experience the subordinates ask more questions to receive 

information or do not ask any questions at all. The situation with many questions provides the 

feeling the subordinates try to get away with the work or the questions are not relevant for the 

work. If the subordinate does not understand, the person will not come and inform the 

manager. The reason is that the subordinate does not want to lose face. While Swedes have 

no issue to lose face and ask many questions according to the managers.  
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“.. they might understand 20 percent and the rest 80 percent they do not understand and 

make up! They are making up things which they think is correct and sending and later correct 

it. Or they start talking with their coworkers and sort of figure out something and once again 

sending made up things, to receive feedback and correct the errors later. This provides very 

big ineffectiveness… I want them to ask questions first so it can be 80 percent correct and 

later correct the 20 percent. It is a complicated because of asking question again and confess 

that I have not understood.” Anette, Atlas Copco 

The four managers point out good relationship is very important for the manager. If the 

manager knows the subordinates she can easily see and read the subordinates. This gives her 

an opportunity to step in and explain in early phases. Most of the managers have similar 

situations with the need of explaining much more in India compare to Sweden.  

According to a manager, Indians have the habit to handle over the responsibilities to someone 

else. Therefore, they are not taking personal responsibilities for the work.  The Indians have a 

tendency to blame on external factors why a work has not been done or the need for more 

information.  

4.1.8 When a subordinate has not done a good job  

The managers have different ways in handling negative feedback to the subordinates. To give 

negative feedback is not an easy task. Every manager provides feedback face to face alone 

and never in group, because managers experience negative feedback is a sensitive topic for 

Indians. On the other side, positive feedback and recognition should be in group. 

The manager explains in the beginning she did not want to step on any toes. Over the time, 

she has become more direct, because it is the only option according to her. However, it is 

impossible to poke around in the small details and therefore the negative feedback is based on 

bigger issues. The manager provides the feedback with explaining what is good and what 

needs to be improved.   

Sweden and India have differences in the context how and when the constrictive feedback is 

taking place. For one of the managers, the Indian spontaneities and direct feedback suites her 

better than the Swedish structure. 

All of the managers pointed out the feedback have to be constructive and it is the only way to 

improve the work. At the same time receiving feedbacks from the subordinates are much 

harder task for the managers. There is none of the managers who have managed to get the 

whole team to do that.  

An issue a manager is struggling with is male subordinates never complete a work task. 

According to the manger the male subordinates are used to have female cleaning, finishing 

their job. To change the habit is not easy according to the manger. 

4.1.9 To motivate subordinates 

Four of the managers are not allowed to use rewards to motivate their subordinates because it 

is against the company’s policy. Therefore, according to the managers, they have to use 

different options to motivate their subordinates and with the high competition in the Indian 

society it creates difficulties for the companies. However, the managers view Indians are hard 
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workers and rewards are an effective motivator. The rewards do not have the same impact in 

Sweden.  

Because of the managers and the unit is located in India, she has to provide more knowledge, 

bring a hard worker to a lunch or include them in an interesting project. A reason for this is 

because the units in India are more insulated compare to Swedish unites and harder to get in 

touch with the right people. Positive feedback is important and is a useful motivator. The 

positive feedback works to all people and Indians according to her. She thinks giving positive 

feedback such as good job, creates more happiness in India than in Sweden. 

A good motivator factor is the social activities. Similar conclusion has been made by another 

manager. If anyone has done a good job the team goes out and celebrate. However, all the 

social activities and celebrations are positive but sometimes very time consuming. Also, as 

the manager mention Indians absorbs positive feedback very easily compare to Swedes.  

The manager has developed “star of the month” and “project of the month”. The manager 

provides weekly statistics where they are, which is appreciated by the subordinates. The best 

performer is presented on the monthly meeting and receives a diploma which can hang on the 

wall. According to the manager “star of the month” is much more important and a useful tool 

in India.  

"It is high completion from school year to work life, everybody is collecting attributes to 

show I am better than the rest. It is to show. While we (Swedes) think, it is enjoying with all 

who collect rewards and claims their right" Anna, Alfa Laval 

According to the manager recognition is a useful tool all around the world. Moreover, 

rewards are very useful in India, much more compare to Sweden. Rewards are important 

because of the population and competition take place in early years and rewards are about 

showing how good I am and be able to collect attributes explain a manager. The manager 

explains rewards make the subordinate to stand out.  

One of the manager notice a new title means a lot for the workers. Even if the duties and the 

salary might not differentiate from the previous position, the new title over wins this 

according to the manager. Also, the variables which are being used to measure performance 

and the salary level are useful tools to motivate the subordinates. The variables are easy tools 

to see where the subordinate is and what needs to be improved. However, with 

implementation of Swedish organizational culture has meant a lot of variables are removed 

according to a manager.  

As the manager must see the subordinate and the person's potential to enhance the 

subordinates. Therefore, the manager must have some qualifications such as motivate, listen 

and understand the subordinates, to be able to motivate the subordinates. 

4.1.10 Private and office life 

All the managers are face much more social life in the office. This means subordinates tend 

to talk more open about their families, issues and celebrations much more in Indian then 

Sweden. In India, there is no line between office and private life according to the managers or 

the line is small. The reactions of the social life in the office are mixed among the managers. 

With the social life and the celebrations, it has a tendency to take over the work hours, 

therefore the managers needed to request the subordinates to tone down the celebrations.  
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While other have reflected the sharing of information about private life between subordinates 

and managers can create critical issues to be able to stay professional. Also as the manager 

point out all information is power. Having information and power are an important aspect in a 

high competitive society.  

On the social aspect, as a new manager she wanted to focus on work, therefore she stepped 

out for the social interaction with her subordinates. The reaction from the subordinates were 

that she was being non-social, but according to her to do the work she could not be around all 

the talk. Other managers have faced similar issue. While another managers concluded if she 

kept a distance between work with social life the relationship between her and the 

subordinates would have been weak. This manager highlight she needed to handle several 

different roles and at the same time being a manager. Her subordinates came to her with all 

sorts of problems to discuss with her. Some of the information and issues should been kept at 

home and not discussed with a third party according to her. The manager described the 

relationship and mix of work and social life are important to get a hold on important and 

relevant information for the business. 

Even if the social life in the office is important, the subordinates value their own family 

before work highlights a manager. This means a common phenomenon is to send a SMS at 

the same day the person can not come to work due to an aunt is in the hospital. Several of the 

managers have similar experiences. The social life and Indian family includes many more 

than a typical Swedish family. This can take shape in different forms. Indians live in joint 

family and therefore always thinking in a collectivistic way. Therefore, it is not wired to send 

a SMS at the same day "I can not come because my aunt is in the hospital". 

4.1.11 Preference of working in in-group or individualistic  

The managers answer it depends on the person if he or she prefer working in group or 

individualistic. Some subordinates work in front of a computer without interaction, while 

other are in the essence with teamwork and brainstorming. Two managers agreed Indians 

prefer working in team and highlighted the society is collectivistic. Working in team mean 

they are not personal responsible for failures describe a manager. While if the team work turn 

out good, they want individualistic recognition. As the manager mention, even if they work in 

group, the subordinates should perform better than the rest to stand out. An issue the manager 

highlighted is subordinates tend to keep information for themselves because information is 

power. This is because of the high competition in work life and the society she explained.   

4.1.12 Time and deadline 

  Yes No 

How many have faced issue 

with meeting time with their 

subordinates 

8 0 

How many have struggled 

with deadline  
8 0 

Figure 5: Time and ambiguity in the office 

Every manager has faced issues with the timings for the team meetings and managers have 

faced irritations with the value of meeting times. However, their approaches with the timings 
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are differently. Some of the managers have been very particular with the timings. While other 

have a more relaxed view and accepted the Indian culture.   

From the beginning two of the managers have been very particular with the meeting timings. 

They have informed the subordinates to not waste their time and be on time. This have led to 

the subordinates are good with being on time for the team meetings. However, bigger 

meetings are still never on time. Workers tend to arrive earlier to show how good they are if 

very important people are attending the meeting.  

Some managers have accepted that the meetings are never on time and meetings will always 

start 15 – 20 minutes late. One of the managers explains the reason for not changing the time 

aspect is because the manager must choose the fights and be aware of conducting business 

around the world vary. Another manager has created an approach with one open entrance, 

which means people can come and go before the meeting start. The second approach is closed 

entrance, the meeting start sharp. The manager pointed out Indians have the habit of leaving 

and entering a meeting however they feel. Using their phones with texting or calling in the 

meeting room and having small discussion while a big meeting is going on is very common.  

“I know Indians have become better and we have become little bit worst… It shows that we 

are influenced by the Indian culture." Anna-Carin, Ikea 

Two managers pointed out morning meetings should not take place before 9:00 am, if the 

manager wants the subordinates to arrive on time. Over the time being in India the manager 

has found out it is impossible to have a meeting before 9 am.  

Another aspect with time is how to handle deadlines in India. The managers have faced issues 

with the deadlines and the managers handling the issues in different ways.  

Three of the managers think some subordinates have the capacity to deliver on time, but not 

all of subordinates. Also, the meaning of deadline is different from Sweden. One of the 

manager explained the Indian culture is not based on planning, because there are many things 

which can stop you. Therefore, they developed plan a, b, c, d and e. While in Sweden they 

only needed to have plan a and plan b.  

Another manager gave an example of a deadline issue. The whole team needed to stay in the 

office over the weekend to meet the deadline and she was ready to put on a fight. The reason 

s because she has faced how hard it is to get Swedes to work over the weekend. However, her 

subordinates in India easily accepted the work over the weekend and the deadline was 

reached.  

The double checking is common for all the managers. If the deadline is very important the 

checkpoint meetings take place more often. However, two managers highlight the need of 

buffer time. To question to the subordinates what they meant with the answer is a common 

phenomenon with the managers.  

4.1.13 Long term orientation/short term orientation 

All the managers agree Indians are very flexible with work compared to Swedes. Four of the 

managers pointed out Indians are very ambitious workers. They are too ambitious for the 

work in an unrealistic way. As two of the managers pointed out, Indians cannot say no. Some 

of the managers do not take a no as a no and a yes as a yes. Instead they are asking the 
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subordinates till the time they get a correct answer.  According to the managers, subordinates 

provides many reasons why the work has not been completed and therefore it is very 

important to read between the lines.  

Also, Indians have the habit in staying late in the office, they are working late more often and 

are more flexible with their work timings compare to Swedes. Staying late in the office are 

viewed as a good thing and the subordinates are hard workers. However, the subordinates do 

not need to work, instead only being seen in the office is a good sign. A lot of things 

happening in a second and the issue is the amount of pressure and stress.   

However, the question as the manager arises is about how effective Indians are compared to 

Swedes. As the manager mention maybe Indians need more hours to complete the job 

compare to swedes with 8 hours.  

4.2 Indian female managers in Sweden  

The authors interviewed two Indian female managers who have been on assignments and 

been working with Sweden.   

4.2.1 Preparation before the assignment in Sweden   

None of the managers received any preparations before their departure to Sweden. One of the 

manager explained that she was very lucky because two years before she was coming to 

Sweden she was dealing with Sweden and 24 other countries. So, she did know about 

Sweden and different cultures. One thing she highlighted was that it doesn't matter how much 

you read in a book how it is to live in Sweden, experience the country are totally different 

things.  

The first reaction one of the manager had was that how Swedish people are talking about how 

bad women are treated in India or regarding the cast discrimination. She explained that the 

first reaction was irritation and who are they to tell her things like this. Most Swedes who are 

speaking like this have a feeling of concern and sympathies according to her. If the case was 

that a person speaking with sympathies and not critics or looking down on India she would 

have reacted in a different way. With sympathies, she would have sit down, listen and explain 

what the government is doing in the situation, discuss and explain the reasons why the 

problem exists. Listen on what form of solution they have towards the problem. How the 

problem can be tackled.  While people who are only ready to criticism and say, "you horrible 

Indians look at how you treat women and so on." She would handle the situation with 

referring to statics and according to statics Sweden is the rape country in Europe she 

highlighted.   

The first experiences can be wrong one of the managers explained. She arrived in Stockholm 

in August and it was lovely. Then when the winter came, she went out for a walk, everybody 

she met had the headset on, looking somewhere else either on sidewalk or somewhere far. 

They do not look up or smile, it is easy to think Swedes are very reserve people. But once she 

got lost in her early days, she just stopped a man who was listing to something in his ears, he 

was helpful he did not know what she was looking for, so he searched it up. She described 

that the society is very technical, everybody has a mobile phone. 
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4.2.2 Respect and treatment 

Both managers have not felt any special treatment based on the gender or nationality. One of 

the manager received same respect based on her title in Sweden and India. While the other 

manager experience less respect with her tile in Sweden compared to India.  

The managers pointed out that the relationship between a subordinate and the manager in 

India and Sweden differs. One of the managers highlighted India is hierarchical and that the 

manager is more the manager in India than in Sweden. She again points out that the hierarchy 

between countries is very different. In India as an subordinate, you do not question a 

manager's decision that you can make in Sweden. The reason for this she explains is because 

Swedes are more open and Sweden is a less hierarchical country. One thing the manager 

highlighted was that in Sweden she had 10-15 male and 2 female subordinates. In her 

experience, there were no differences in the respect she received.  

One of the manager had learned over time that she must be more sensitive with her 

communication with Swedes. She explained that if something had happened and her 

subordinate needed to do something she wrote an email to her subordinate” request please do 

this." She described this is the politest way to say that for an Indian. She recently got to know 

that Swedes misunderstood this and felt an impoliteness because for them “request to do 

this” is like giving an order and not requesting. In Sweden, she explained they use “May I 

request you to do this”, very simple and a basic thing. Now she knows that she must be a 

little bit more sensitive and are fine with it and they know that she does not mean it in the 

wrong way 

The communication between the manager and a subordinate are different in Sweden compare 

to India one of the manager highlighted. When she worked in India there was no option to 

call the manager by first name, instead you must call the manager with Ms./Mrs. or Sir. This 

brings a formality in discussion. She explained that in Sweden a subordinate approach the 

manager with their first name. The culture in Sweden is that anybody can walk up and call a 

person with their first name and she described this is communication differences between 

Sweden and India. 

One of the manager experience even with her title she received sarcasm with her 

subordinates: 

"A very interesting thing I found out is swedes are very sarcastic people. They do not mean 

any harm, there is a good attention. Humor. In the beginning, I was like “Are they making 

fun of us”. No, they are just joking.", Leeni, Alfa Laval 

4.2.3 Micro management 

One of the managers concluded the importance of identifying several subordinates and give 

responsibilities to them. With identification managers got to know the subordinates and the 

Swedish culture better and adapting to the culture of more freedom to subordinates. However, 

both managers were surprised in the beginning with Swedes direct response to their tasks. 

Over the time, they appreciated the honesty and the less need of micro management to make 

sure the tasks were completed.  

The managers concluded after a while working in Sweden micro management create feelings 

such as irritation with the Swedish subordinates.  
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4.2.4 Decisions making in the organization  

When the authors asked about how it is when decisions in a group are taken they find the 

question interesting. One of the managers described it as there is a Swedish way of working 

and an Indian way of working. With this she meant Swedes take everyone in account and 

then take a decision, which is time consuming according to the managers. While decisions are 

based on consensus, there is no going back. Everyone are aware of the decision and the final 

call. The Indian manager compared the consensus decision with Indian decision making 

processes. In India, the decision can be fast and quick. However, after some time the decision 

can be changed due to new inputs and awareness. Therefore, Indian decisions are not always 

the final and can easily be changed according to the manager. In her conclusion, there is no 

right way of decision making. She concluded by explaining she had to learn why it takes 

much more time in Sweden when decision is being made. After a while she realized it's not a 

bad thing and thinks Indians should learn from this and secondly, Swedes could learn that not 

all decisions have to be taken in consensus. 

4.2.5 Receiving criticism and questions 

To have an open dialogue between subordinate and the manager is important and possible in 

Sweden according to one of the managers. The manager clarified for the subordinates what 

she expected from them in an early stage. The manager wanted feedback from the 

subordinates when they faced issues with the project.  

Overall the managers’ opinion about subordinates in Sweden is that they are very open and 

would not find it difficult to communicate with their manager.  

According to one of the manager’s Swedish managers are more open and appreciate 

subordinates coming and talking to them but also give critics, while it is not a part of India.  

4.2.6 Conflicts in the office 

One of the managers has not experienced any conflicts in the office. The other manager 

mention she used the same technique in both countries and didn't adjust anything. Her 

method was to take the subordinate who was involved in a room and cleared the air. This she 

said had worked in both India and Sweden.  

4.2.7 When a subordinate does not understand the work 

How subordinates response when receiving a task which they do not know how to handle or 

understand are different between India and Sweden according to the managers. One of the 

managers’ points out that in Sweden you ask more questions if you are not sure what to do. 

The subordinate asks the manager one or two times more. She explained this with:  

"If you are in India, the employees try to handle the task before they choose to ask questions. 

In Sweden you ask more "what about this and that?" In India you don't, you test yourself 

first." Leeni, Alfa Laval 

She believes that they may not want to show that they are insecure and don't understand work 

tasks. 

Both of the managers agree with that it is important to double check with the subordinates, 

both in India and in Sweden. With this the managers mean it is important to double check that 
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the subordinate have truly understood what they wanted. It is also a matter of language. One 

of the managers explained that English is spoken in different ways. Indians and Swedes are 

speaking in different ways, fast/slow pronounces differently etcetera.  

4.2.8 When a subordinate has not done a good job 

One of the managers mention it is very important to be honest towards the subordinates. 

Honesty means that the subordinates will get to know when they have done a good and bad 

work. According to her it is no point with saying "you have done a good job", especially 

when the subordinate is aware of the low performance.  

She experiences honesty was an effective communication option in Sweden. Being kind and 

dishonesty would not improve the subordinates work.  

4.2.9 To motivate subordinates  

One of the managers has concluded that when it comes to motivation it is all about 

understanding. She clarified what she meant by explaining the manager should try to 

understand the situation and try to put yourself in the situation. The manager continued 

explaining that subordinates in the same country are not motivated by the same. With this the 

managers meant, what works for one subordinate is not necessary useful motivator for 

someone else.  

According to the managers it is important to help subordinates to achieve what they are best 

in. The best option to do this is to give responsibilities within the strength, identify what is 

the strength and weakness in each subordinate.  

The managers agreed with that positive feedback is good when motivating an subordinate. 

One of the managers also explained that salary increases is good, subordinates work towards 

money.  A good project will give them good value and it is a very good motivator. An 

opportunity to go for a work abroad, payments, rewards in terms of money and recognition 

are also motivator factors the managers highlighted. The manager concluded with that 

Indians are ready to walk an extra mile just to get recognition and that Swedes are in general 

very motivated people.  

4.2.10 Private and office life  

One of the managers has notice Swedish subordinates have the opportunity to travel back 

home during the weekend to spend time with their families. This is a phenomenon which is 

impossible in India and not even questionable.  

"The culture is there in India. You should not leave the office if the boss is the there. To work 

throughout the weekend, to check the mails during the weekend. In my company, senior 

people did not take holiday, the company needed to make it compulsion to take 15 days of 

holiday. They must make a rule. Swedes value for work life balance. Which we need to work 

on." Leeni, Alfa Laval 

According to one of the managers because of females have many more roles in her private 

life, females become much better managers. They can handle diversity in a better way 

compare to males because males most important role in life is their work. She concluded they 

do not learn to handle diversity in the same way.  
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4.2.11 Preference of working in in-group or individualistic  

According to one of the managers Swedes prefer working in groups but they do not handle 

over their responsibilities to the other subordinates.  

With this she meant, if someone is away, the other subordinates must wait for you. In India, 

she explained, if someone is away from work they ask a colleague to take care of their work. 

In that way, she perceives Indians more flexible. She concluded that Swedes always works in 

groups rather than individual tasks and it is the same with Indians. The other manager has not 

seen any differences in this area. 

4.2.12 Deadline and time  

Both managers explained that the communication differences are big challenges between 

Indians and Swedes. In her opinion Indians talk a lot and do not always mean what they say, 

because they do not like to say no and disappoint the other part. Even if they are aware they 

cannot complete the work they accept and say yes, they do now confess. The manager 

compared this with Swedes and in her experience a Swedish subordinate would never do that. 

In contrast to an Indian subordinate, a true Swedish would not promise something and not 

keep it.  

According to the manager the honesty about not be able to reach a deadline was appreciated 

after she learned about the Swedish culture.  

When it comes to deadlines, one of the managers explained that it's important with feedback. 

When an subordinate "fails" in this way she recommends that the manager should take this 

serious in an early stage. With this she meant that some companies have annual development 

talks but she believes you should not wait until these takes place. She believes that the 

manager should have a direct dialogue with the subordinate.   

One of the managers thinks that Indian and Swedes works in different ways regarding this 

topic: 

"Swedish people are very particular, if something has to go today it has to go today. Indians, 

very interesting, when we work with fellow Indians we are not very particular with deadlines. 

But when we work with Swedes we make sure to be on time. I do not know why. If my team 

have to send something I make sure we don’t fall behind." Leeni, Alfa Laval 

One of the managers explained that Swedes are punctual and Indians should learn from this. 

She described this with, for a Swede, every minute counts and that she does not let a Swede 

wait. She took up one example. If a taxi driver calls and says that he or she is running 5 min 

late a Swede would react "wow, how can he be late", but for her that's very acceptable. 

Punctually are very different between India and Sweden. 

The other manager agreed that there is a difference between Indians and Swedes in terms of 

time. She described this with that Indians want to please people. Indians do not want to say 

no to anything, they forget about an invitation and says yes to another. In India, she could, 30 

min before a meeting, get a phone call where they say they have overbooked themselves. 

This, she pointed out, would and have never occurred in Sweden. 
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4.2.13 Long term orientation/short term orientation 

One of the manager highlighted that one area Indians should learn from Swedes is work life 

balance. She clarified this with explaining in India staying late in the office is a good sign for 

the manager. In her opinion Indians might need more hours in the office to complete the same 

task as a Swede do in 40 hours.  

This has affected her. Now she knows why planning is important for Swedes. Indians are 

much more flexible with work, days and hours. 

The other manager has also reacted that Indians are more flexible compared to Swedes. She 

explained this with an example. If there was a meeting that was supposed to happen today 

and her subordinate call her and something important came up she would be okay. With this 

she meant that it is the Indian personality. According to her, Swedes on the other side are 

planning people and plan even the smallest things. It was very difficult for her to get the 

Swedes to change. Now she explained, she and her subordinates understand each other. They 

have understood how she works. The manager described it as they have learned to be ready 

for changes and she have learned, if they agreed on a date she should be there, unless 

something important comes up.  
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 4.3 Summary table of the results  

In this sub-chapter, the authors present a table based on Indian and Swedish managers’ 

responses.  

Headlines from the result 

chapter  

 Swedish manager in India  Indian managers in 

Sweden  

Preparation before 

assignment  

Pre-visit, self-preparation, 

company provide info  

Non-pre-visit, earlier 

worked with European 

countries  

Respect and treatment  Respect based on title, 

nationality, non-gender 

discrimination  

Same respect as in India, 

respect on title,  

non-gender discrimination  

Micro management  Increased    Decreased   

Decision making   Manager involved in all 

decision, centralized   

Consensus, subordinates are 

involved  

Receiving critics & question 

from subordinates  

Manager does not receive 

critics or questions  

Manager receive critics and 

questions   

Conflicts in the office  Mix experiences - challenge 

with know if it is a conflict   

Have not experienced 

conflicts  

When a subordinate does not 

understand the work  

Mix - asking/not ask, 

complete/ ignore/guess the 

task.  

Ask questions  

Not done a good job  Constructive feedback, 

direct, sensitive   

Honesty   

Motivate subordinates  Recognition, rewards, 

compensation   

Recognition, positive 

feedback, increased salary, 

rewards   

Private and office life  Mix of private and office life  Do not mix private and 

office life  

Work in group / 

individualistic  

Mix result   Prefer in group   

Time and deadline  Bad with time/deadline, 

some been strict with it, 

other buffer time  

Punctual, particular with 

deadlines  

Long/short term orientation  Flexible, stay in the office 

for long hours  

Difficult to change, 

everything has to be planned  
 Figure 6: Summarize table of the result from Swedish and Indian managers. 
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5. Analysis  

In this chapter, the authors discuss the material they received from the interviews based on 

the theories and previous research. The authors will follow the same headlines as in the 

result chapter. However, under every headline the authors have combined both the results 

from Swedish managers in India and Indian managers in Sweden.  

The purpose of the paper is to understand from female manager’s perspective how Indian and 

Swedish cultural aspects affect their leadership style with the culture dimensions. Based on 

the purpose, the authors analyze the result with the chosen theories and previous research.  

5.1 Preparation before the assignment  

For the eight Swedish managers only half of the group received a preparation for the work in 

India from the companies. The Indian managers did not receive any preparation. More or less 

the findings in this paper showed that every manager experienced cultural differences while 

being abroad.   

However, all the Swedish managers and one of the Indian managers did do some research 

about the cultural aspects in India. The Indian manager has been working towards several 

European countries and many years towards Sweden. Overall the manager’s preparations 

were asking around families and friends, previous business trips or received information from 

the companies. All form of preparation created awareness about the new culture. It is about 

understanding the new culture and be open and not always value the home country's culture 

as the best. That is a risk and very common phenomena with manager in a new culture 

according to Viegas-Pries (2013). Both Indian and Swedish managers mention it is important 

to be open minded and open to the new culture.  

Dahlén (1997), Hannerz (1992) and Hall (1959) are sceptic to cross cultural management, 

because, culture differences between home and host countries can be too big and critical for 

the managers and the business. This means even if the managers are prepared for a new 

culture, the cultural differences can be critical and have a negative impact. Two of the 

Swedish managers felt the culture differences were bigger than what they expected and 

wished to receive more information about India. As the Indian manager mentioned no matter 

how much in theory a person study, living in the country is totally different.  

5.2 Respect and treatment   

According to Hofstede, Sweden and India have different values towards hierarchical and 

power distance. In India, power distance is accepted and exists in the society and office. 

Based on Kluckhohn and Strodtbeck (1961) the Indian society is relational oriented with a 

linear/ hierarchical emphasis on hierarchical principles and differentiate people with the 

group based in the hierarchical organization for example the caste. This can take place in how 

people talk to each other within the office. Two managers mentioned, India is a very complex 

society with the castes, communication, history and other aspects. The complexity does not 

make it easier for the managers to understand the social norms and rules and also the society 

overall. While the Swedish society is more of equal and less power differences according to 

Hofstede. As found in this paper, one of the Indian manager experiences are that Swedes can 

make sarcastic jokes of the managers without any harm. The sarcasm was something new for 
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her and for her it is impossible to make sarcastic jokes in India. This might depend on that 

Sweden is not correlated to Kluckhohn and Strodtbeck (1961) with linear and hierarchical. 

The communication in Sweden towards the managers is what Hofstede (n.d 2017) mentioned 

is informal, direct and participative. Subordinates are expected to use their own knowledge 

and be independent. The total opposite of Indian subordinates according to managers in India 

The acceptance of power and hierarchal can partly be associated to Amba-Rao et al. (2000) 

with the explanation with India has been under the British emporium. Bjerke (1999) 

highlighted fewer amount of power distance Sweden has and Swedes homeopathy on 

democratically process. Chokker (2007) pointed out the title and last name are important in 

the high power distance society and it is in line with the papers findings. As the Indian 

manager mentioned, any Swedish manager in India has to treat the elderly with surname to 

receive result. This is in the line with Chooker (2007).  

The Swedish managers have a variation of exposure to the Indian society with power and 

hierarchical. One of the Swedish manager made clear for the subordinates to call her with her 

first name and not ma’am. This is against the Indian society with Hofstede's power distance. 

Based on Bjerke (1999) with the first name base it can be associated with the manager prefer 

a less power distance in the organization. While, the Indian manager needed to accept the low 

power distance and use the first name in Sweden. As the Indian manager mentioned, she 

accepted the first name usage in Sweden, because she was in Sweden. Also, the manager did 

not try to increase the power distance by implementing surname or title usage in the 

organization.  

In previous research Dahlén (1997) and Hannerz (1992) mention managers can get culture 

shocks. Similar culture shocks can a new subordinate get if the organization work culture 

differentiates from the national culture. The shock can be due to the first name base, take own 

responsibilities and the open dialogues with the manager. Simple because the Swedish 

organization differentiates from Indian national culture which the subordinates have learnt 

since they were kids according to Sirmon and Lane (2004) and Hofstede et al (2011). This 

can be seen as an Indian manager mentioned, even if the organizational culture encourages 

dialogues between subordinate and manager, the norms are deep rooted so the manager still 

does not prefer the openness. 

To minimize the culture shocks for the subordinates one of the organizations provides an 

introduction about Swedish culture and history. The companies are very particular with who 

they recruit, because they want the organization to be more Western and knowing the 

subordinates can accept the new culture. The particularity can be explained with Amba-Rao 

et al (2000), Aycan (2005) and Papalexandris and Panayotopoulou (2004) that foreign 

companies in India should reach higher requirements from the society. To make the managers 

work easier with handling two different cultures, the managers must know the subordinates 

are willing to work under less power/hierarchy culture. This means the managers have to 

handle two cultures and themselves with their subordinates, the managers must be monitor 

much more while being abroad according to Soderberg and Holden (2002). The papers 

findings indicate it is not an easy task to balance the new culture with their own.  

With the high power distance in India the Swedish managers have received greater respect in 

India compared to Sweden. This can be associated with Dharma who Glopalan and Rivera 

(1997) highlighted. Dharma is only including in-group members based on the collectivistic 
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society. Why the Indian subordinates accepted and respected the Swedish manager could be 

because they want to keep the power and hierarchy strong. One of the Indian manager 

received the same respect in India and Sweden, which is not in line with the other managers 

or the theories such as Hofstede (1991) regarding the power and hierarchy aspect. 

None of the Swedish manager have felt they are special treated based on their gender, instead 

because of they are foreign origin in India. The paper findings can be associated with Varma, 

Toh and Budhwar (2006) where Indian subordinates prefer female managers over male 

managers. Similar finding has been made with Indian managers, but then the foreign origin or 

gender have not influenced at all. According to Eagly and Karau (2002) the Swedish or the 

Indian managers should not be effective leaders in India or Sweden based on the stereotype 

and typical manager role. Similar result has been made by Caligiuri och Cascio (1998) with 

that countries are more likely to have a negative view on female expatriates compared to 

male expatriates. However, the managers experienced no negative impact with their gender. 

Therefore, Eagly and Karau and Caligiuri and Cascio previous research are not in line with 

the paper's result.  However, one of the Indian managers mentioned female managers are 

better to handle diversity than male managers, due to female managers have many different 

roles. To be able to handle diversity is an important aspect for cross cultural management and 

for a successful business according to Barsoux (1997). 

At the same time one of the Swedish manager pointed out male subordinates do have issues 

with a female manager as a reference point, this can be associated with and Tung (2004) and 

Brewster and Sparrow (2003) with gender-based discrimination against women. A manager 

mention she has not informed her age, due to the hierarchical strict order. This can be 

correlated to Hofstede (n.d. 2017). Respect is based part on age.  

The papers finding indicates the foreign nationality influence more than the gender for the 

Swedish managers. Indian managers on the other side did not receive, any special treatment 

based on their nationality. However, some of the Swedish managers needed to attend 

business meetings only to be there to show the other part that the company has foreigner 

manager. To have a foreign manager can also be a part of showing status which is an 

important aspect in a masculine society according to Hofstede. Another aspect with gender 

discrimination, as two Swedish managers mentioned if they were Indian females the situation 

might have been differently. This can be explained with Sthål (2006), Budhwar (2001) and 

Budhwar et al. (2005), Indian females have not same amount independence because they 

have main responsibilities toward their family. At the same time, Budhwar (2001), Budhwar 

et al (2005) and Hultin (1998) explain female managers in India and Sweden must struggle to 

reach the top. This means the managers in both countries have to struggle to reach their 

positions. 

5.3 Micro Management  

The Swedish managers are used with the Swedish working style and manage people in the 

"Swedish" style. This style has some unique qualities such as consensus and teamwork as the 

managers have highlighted. These qualities are in line with Bjerke (1999) with equality 

between gender, professions. Isaksson (2008) and Grenness (2003), who highlight the 

consensus aspect with decision making in Swedish leadership is also found in the papers 

findings. Kluckhohn and Strodtbeck (1961) theory about relation orientation with collateral 

as equal emphasis on consensus within the group. As found in this paper the Swedish 
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managers in India needed to change their Swedish leadership style to a more controlling and 

micro management style.   

Previous research made by Walumbwa, Lawler and Avolio (2007), Flatten, Adams and 

Brettle (2015) and Emmerik et al (2008), based on the power and hieratical, subordinates and 

managers prefer different form of leadership styles. Therefore, it is normal for the managers 

to change their style towards a more transactional style and more Indian style in the high 

power distance society. For the Indian managers, they have been used to a close eye on the 

subordinates and use authoritarian style. However, as the managers got used to the Swedish 

honesty and direct answer the Indian managers could decrease their micro management. Even 

if the managers did not adapt the "Swedish" style, they decreased the "Indian" style.   

The Indian leadership style is more of authoritarian according to Nandy (1975) Dickson, Den 

Hartog and Hartong (2003). For the Indian subordinates working under Swedish style and 

more of transformational leadership style as Holmberg and Åkerblom (2007) describes the 

leadership as, is new for them. The Indian subordinates had to take their own initiatives and 

be more independent according to the Swedish managers in the paper. Similarity exposure 

took place for the Swedish subordinates with the Indian managers. The Swedish subordinates 

are used to transformational managers and the "Swedish" style. Having an Indian manager 

with a habit of authoritarian style according to Nandy (1975) and transactional style 

according to Walumbwa, Lawler and Avolio (2007), Flatten, Adams and Brettle (2015) and 

Emmerik et al (2008), created less effective work and irritation the managers experiences.  

This means Indians are used to micro management and this is in line with the previous 

mention theories and managers experienced it too. While Swedes are used to have more 

freedom with their work. The differences are important aspects for managers and 

subordinates especially with the interaction between cultures according to Suutari, Rahrajo 

and Riikkila (2002) and the managers in the paper. Swedish manager’s opinions about micro 

management, is more time and energy consuming. However, the managers are implementing 

a Swedish style and work culture slowly. The Swedish style have been successful till a limit. 

The Indian managers are also adapting towards a more Swedish style. As Black and Porter 

(1990) highlight an expat must be aware of variations in advance and be prepared to change 

his or her behavior to some degree to the different expectations. Based on Parson (1991) 

Swedes are self-orientated with the meaning with interest of action towards oneself. This can 

lead to people have the habit of taking their own responsibilities and not relay on other parts, 

while Indians are more towards collectively orientation.  

As the manager commented, Indians do not want to take responsibilities and they handle over 

the work to someone else if there are any problems. Therefore, many of the managers try to 

highlight in the daily work to take your own responsibilities and if it turns out wrong nothing 

will happen to the subordinate. The micro management and the low initiative habit with 

Indian subordinate can be correlated to Collectively-orientation. Parsons (1991) Collectively-

orientation is about activities, shared interests within the group. India is a collectivistic 

society and also the companies according to Varma, Toh and Budhwar (2006). Therefore, 

keeping the harmony within the group is very important. If the subordinates take 

responsibilities and initiative there might be a risk of destroying the harmony and standing 

out from the group.  
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5.4 Decision making  

Sweden has a flatter organizational structure and India helical structure. This might be 

correlated to Kakar (1971), Hickson and Pugh (1995) and Varma (2007), the decision making 

in an Indian organization is formalization and centralization. The formalization, centralization 

and lack of taking own responsibilities can be the reason why top managers have to handle 

many more small issues which could have been taking care by lower level managers. As 

previous mentioned Indians deduct to take responsibilities.  

The "Swedish" style of management is about consensus and teamwork according to Grenness 

(2003), Bjerke (1999) and Isaksson (2008). The qualities are similar and correlated to typical 

Swedish organizational culture. The consensus can be very time consuming compared to the 

Indian decision making which is normally based on a manager´s opinion. This is what the 

paper's result indicates too. The Indian decision making is correlated with Kluckhohn and 

Strodtbeck (1961) theory with Lineal/hierarchical, the differences between people in the 

group. The consensus decision making is directly correlated to Kluckhohn and Strodtbeck 

(1961), Sweden in relational orientation with collateral, this means consensus within the 

group. Everyone who is affected of the decision have the right to raise their voice.  

However, the two different approaches have two different outcomes according to the 

manager in the paper. The Swedish style takes time, but when the decision is made, there is 

no return. While Indian make a fast decision, and can later figure out another option is better 

therefore change the decision. This means the decision might not be the final. The decision 

making in India is based on one person judgment. This can be associated with Hofstede 

(2011) power and hierarchical level is very high in India. Also, as the Swedish managers 

experienced, the managers should know what the best is and must handle all the decision.  

5.5 Receiving criticism and questions 

The Swedish manager experienced the subordinates replay in the way they think the manager 

want the reality to be, or yes, yes and never give criticism to the manager. The Indian 

managers did not experience this in Sweden. Based on Hofstede (n.d 2017) the 

communication in India is up and down and the authors findings are the same. The 

communication is in line with D’Irbarne (1989) research about misunderstanding can be due 

to words have different meanings. Most of the managers need time to understand how the 

Indian and Swedes communicate in the company function.  

Viegas-Pries (2013) highlighted managers most important tool to become successful with 

effective work is language and communication. The managers from India and Sweden 

experience communication differences. If the communication is not smooth it can create risks 

for the business and environment in the office. The way managers have handled the 

differences with communication is different. The Swedish manager handle it with remember 

the subordinates to ask question, questioner the subordinates more than once and 

communicate with explanations. While the Indian managers did not need same amount of 

questions towards their Swedish subordinates. In the paper, all of the Swedish managers have 

similar issue with communications. Due to the communication is based on hierarchy and 

power in India the relation orientation Kluckhohn and Strodtbeck (1961) is linear. The 

Swedish managers want to break the lineal and the hierarchical principles with requesting the 
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subordinates to ask questions. The managers in Sweden is more about equality and giving 

less order. 

The Swedish managers have tried to highlight that being the manager does not mean they 

know everything and can be wrong too. Therefore, they need critics, however this is the 

opposite for the Indian society. To have a more open communication increases the chances of 

a more diverse scope of ideas, effectiveness which is important for the business according to 

the managers. This is in line with Schneider and Barsoux (1997) who highlight managers 

need to treat diversity as a source.   

However, the issue is how to make the subordinates to speak up and none of the Swedish 

managers have truly figured it out. The findings can be correlated to Adsit et al (1997) with 

Indian subordinates do not ask question and rise criticism to the managers. This situation 

explain Hall (1959, 1976) with India is high context country, people value in group and 

harmony as important aspect for sharing information harmony. To share information in India, 

a high context society people take into account the hierarchical order explain Hall (1959, 

1976), which can be a reason for the managers having a hard time to receive criticism. The 

speaking up have not been a particular issue for the Indian managers in Sweden. Instead, one 

of the Indian manager pointed out the work culture allow the subordinates to speak openly. 

With the Swedish openness with communication Hall (1959, 1976) explain Sweden with 

being low context society. A low context society, people are more focused on sharing 

information directly without taking the social construction into an account. Hall (1959, 1976) 

explanation can explain a part to the findings. The Indian manager pointed out Indian work 

culture does not allow the openness. According to Bjerke (1999) Swedes are less afraid of 

disagreements with their manager and the environment is open for dialogues. Also, Hofestede 

(n.d 2017) mention the informal, direct and participative dialogue in the office. The Swedish 

environment between manager and subordinate might be diffuseness in Parsons (1961) 

theory. The relation is more diffuse and not bureaucracy and therefore more open. This is 

total opposite for the Indian society.  

The Swedish style has worked to a limit in India and still the managers have not managed to 

receive critics. However, Yukl (2012) mention it is possible to change the organizational 

culture and the manager in this paper have seen a slightly change. Subordinates 

communication towards the managers can be explained with Hofstede. According to 

Hofstede, in India the communication is top down and negative feedback and questions to 

managers’ direction do not take place at all. At the same time, the Swedish managers expect 

the subordinates to be sceptic to the manager’s directions because Swedish managers are used 

to lower power distance.  

5.6 Conflicts in the office 

The conflicts in the offices are everything from big fights in open landscape and small 

disputes between subordinates in India according to the Swedish managers. As found in this 

paper, some conflicts are being missed by the Swedish managers due to the conflicts are in 

the local languages and none of the managers know the languages.  

The Swedish managers mentioned in the paper the society is complex and knowing how the 

subordinates going to react in each situation is hard to predict. India can be associated with 

Parson (1991) theory as ascription, people value much more family, age and race. If a 
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subordinate stand in a higher rank the subordinate has easier to be affective neutrality, letting 

the emotion feelings being expressed. While a subordinate with lower power/hierarchical 

level, the subordinate is affectivity which means control the feelings. This sort of complexity 

does not exist in Sweden. Croucher (2011) also mean that factors such as nations different 

histories, religious, communities etcetera influence communicative behavior regarding 

conflicts, this can be a reason why Swedish managers explain Indian society as "complex". 

The complexity can be a reason for mix answer in this paper 

How the Swedish manager’s experiences conflicts in the office vary between them. Some of 

them think Swedish can be more open and direct with disagrees which Bjerke (1999) and 

Hofestede (n.d 2017) writes about with more open dialogues. Indians on the other side can 

keep disagreements inside and later let it out. While other managers mentioned with conflicts 

in India a third party has to step in to solve the conflict. Often the manager has to step in. 

Disagreement is a way of destroying the in-group harmony, which is according to theory an 

important aspect in Indian society. Hall (1976) mention, during a conflict people from high 

and low context society handle conflicts differently are not in line with the Indian managers.  

The aspect of third party has to step in can be explain with Hall (1959, 1976), Chau and 

Gudykunst (1987) low problem solving oriented and instead more of non-confrontation, 

because they do not want to harm the harmony. 

According to an Indian manager disagreements can be handled in the same way in both 

countries, take the subordinate to a separate room and clear the air. For the Indian manager, 

the different cultural context did not influence her work to handle the conflicts. Based on the 

theory with low context and Chau and Gudykunst (1987), the Indian managers should have 

experience less conflicts where they need to be third party or more conflict problem solving 

conflicts with direct confrontation. However, this paper´s finding is that Swedes tend to be 

more open with their communication.  

5.7 When a subordinate does not understand the work 

Another issue with the communication is when subordinates do not understand the purpose of 

a work task. The reason why this is an issue is because, not many Indians according to 

Swedish managers can confess and say, “I do not know”. Instead Indians would handle the 

task in different ways and the managers have different experiences. Indians can handle the 

situation with guessing the purpose, ignore the work and ask for more information. 

Both Swedish and Indian managers have found that the opposite countries subordinates have 

the habit to ask questions for more information about the tasks. While the Swedish manager 

can feel, Indian subordinates need for more information is sometimes unnecessary for the 

task. This is time consuming and creates irritations. To be able to snap up the subordinates 

who do not ask for more information, ignore the task and so on, the double check is an 

important aspect in management. Double check is an option to minimize misunderstanding 

which is a critical aspect in cross culture according to Hall (1984), D'Irbarne (1989) and 

Viegas-Pries (2013). To double check as a method is a part of manager’s behavior and can be 

an important factor for success according to Posner (2013), Larsen et al. (2000) and what the 

managers in the paper have concluded. 

To get to know when the subordinates do not understand the work, the managers mentioned 

relationship is the key. The good relation aspect between the manager and subordinate can be 
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correlated to Pemer et al (2014) research. Pemer et al. (2014) mention Swedish managers are 

viewed as people oriented. With good relations, the managers can then easier read the 

subordinates expression and step in when it is required. According to the Swedish managers 

if they do not ask the subordinates, they will never get to know if the subordinates have 

understood the work or not. With having a good relationship with the subordinates can mean 

that the managers become an in group member. The in group one of the phenomena for high 

context society according to t Hall (1959, 1976).  

This paper's result highlight that the Swedish managers and the Indian managers pointed out, 

Indians will try to figure out the task before asking. According the Swedish managers this 

option is time consuming and the wrong way to handle the task. Instead the subordinates 

should speak and have open dialogues with their managers. This is more in line to the 

Swedish leadership stated by Grenness (2003) and Isaksson (2008). As the Indian manager 

mentioned, Indians do not want to show they have not understood the work. This can be 

associated with time consuming, with Western countries value time as lost, dead according to 

Gudykunst (1984), while in the Indian society the time perspective does not exist. Also, this 

can be associated with the subordinate does not want to lose face. As the Indian manager 

mentioned, Indians might not want to show they have not understood therefore guessing 

which is what a Swedish manager mentioned. To not indicate "I have not understood", can be 

a reason for the high competition in Indian society. In high context society to lose face and 

embarrassment are important aspects  according Ting-Toomey (1985) and in line with the 

papers findings. This form of behavior has none of the Swedish or Indian managers 

experienced In Sweden. A reason for this can be Sweden is low context and the importance 

of not to lose face is not an important aspect based on Hall (1959, 1976), or at least to less. 

The Swedish managers must incorporate the explanations with sensitivity in a way which 

does not insulate the subordinates. The sensitivity and not want to insult or harm the 

subordinates can be viewed as a part of Swedish culture with feminine and social 

individualist and people-orientated managers according to Pemer et al (2014). The Swedish 

management style could be in the scoop of India’s collectivistic spirit. Indians are very 

carrying people according to one of the Swedish and Indian managers and the in-group 

connection is important. Similar to Permer et al (2014) finding, Bontempo and Rivero (1992) 

mention high context society is more sensitive.  

5.8 When a subordinate has not done a good job 

A more critical issue is to provide negative feedback towards the subordinates. As found in 

this paper the Swedish managers must be more sensitive towards the subordinates in India. 

However, Styhre, Börjesson and Wickenberg (2006) and Hoecklin (1996) found that Swedish 

managers are people orientated and caring. This means managers care about their 

subordinates and might be a reason why they adapted to the Indian context, especially with 

negative feedback. At the same time, it is important for the manager to be harsh towards the 

subordinates with constructive and negative feedback. This is in line with Aycan (2005), 

negative feedback is viewed as a personal attack in a society with low difference between 

work and private life such as in India. This means managers should be sensitive and must 

make sure the subordinate understands what was good and what needs to be improved with 

their work. As one of the Indian manager experienced, honesty is the effective 
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communication towards the subordinates. Honesty will help the subordinate to develop and 

become better with their work.  

One Swedish manager mentioned criticism are more spontaneous in India and in the moment, 

which is in line with Parson (1991) with affectivity. Affectivity means people let emotions 

affect the situation and have a tendency to have lower self-discipline. At the same time, 

subordinates do not provide criticism to their managers even if the manager might be wrong, 

which can be associated with affective neutrality. Affective neutrality is about self-discipline 

and control of emotions.  

5.9 To motivate subordinates 

Motivating the subordinates differs between India and Sweden and between the companies in 

India. As an Indian manager mentioned, what is a good motivator factor for A does not have 

to motivate B. This means the manager should understand the subordinate and give 

responsibilities within the strength. This can be described with Soderberg and Holden (2002), 

culture differentiate within the culture and individuals, nothing is homogeneity.  

According to Hofstede (n.d. 2017) with India's high power distance, hierarchical level and 

masculine society it creates a high competitive society. This means receiving a new title at 

work is more attractive in India compared to Sweden. In Sweden, a new title does not provide 

the same status or same amount attractiveness as in India. This is what Swedish managers 

have seen and used while working in India. To adapt rewards to the specific country is a way 

of adapting management style to the context. Managers should understand what is working in 

one country might not work in another country according to Larsson et al (2000) and have 

also been found in this paper.  

Menilonca and Kanungo (1994) mentioned “star-of-the-month” will not work in India 

because of the focus on harmony and in-group connection. Aycan (2005) has made similar 

conclusion about “star-of-the-month”. The previous research and manager’s experiences in 

India are not correlated. As found in this paper, the Swedish manager view “star-of-the-

month” as an excellent motivator factor because of the high competition in India. At the same 

time "star-of-the-month" and rewards put specific high performers in the spotlight and can 

"destroy" the in-group harmony which is according Acyan (2005). Based on Varma (2007), 

multinational companies such as the Swedish companies in India increase the pressure on the 

subordinates to perform more. To perform more might be viewed with the rewards, "star-of-

the-month".  

One of the Swedish managers viewed “star-of-the-month” is less effective in Sweden 

compared to India. The Swedish managers explained Swedes are more in to group and do not 

want stand out which is what Acyan (2005) have written about countries with high 

collectivism. The reason for "star-of-the-month" does not work in Sweden might be that the 

country empathy equality. Sweden is an equal country according to Hofstede (n.d. 2017).   

The in-group loyalty is very important writes Aycan (2005) which means the Swedish 

companies without “star-of-the-month” rewards should be more attractive. The companies 

without "star-of-the-month" have meant that the managers motivate with feedback, good 

lunches, contacts and so on. Most of the Swedish managers try to motivate their subordinates 

to work in teams instead of competition against each other. However, recognition for good 

work is an effective motivator factor in both countries. Other motivator factors are salary 
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increase and rewards according to a Indian manager. As the managers mention what works 

for one subordinate might not work for someone else, this might be the reasons for different 

motivator options. This finding can be correlated with Mcweeney (2002) and Venaik and 

Brewer (2013) criticism about Hofstede's dimension, the correlation between individual and 

national level does not exist. 

The motivator factors "star-of-the-month" and other form of rewards for high performers in 

India can be correlated to Kluckhohn and Strodtbeck (1961). What Kluckhohn and 

Strodtbeck (1961) means is “What is the modality of human activity” India is 

Achievement/doing motivation is developed by oneself and by the group. Oneself attributes 

in the organization is important and receive recognition from the managers. Even when the 

subordinates are working in teams they want to separate recognition and rewards and not 

group rewards according the Swedish managers.  This might be a reason why the Swedish 

managers use “star-of-the-month” in India due to the high competition environment.  

According to Hofstede, India is in between collectivistic and individualistic. which is like 

Parsons (1991) theory with self-orientation versus collectively-orientation. The authors 

analyze the star of the month might be due to the high competitive environment and therefore 

the Indian subordinates become more self-orientated and individualistic to reach the top and 

stand out. For Indians being a part of social and in-group with the family is important. While 

when it comes to work, the subordinates might have to think of themselves and their families 

before being an in-group at work. This might be a reason why “star-of-the-month” is useful 

and to be able to collect attributes. One Indian manager mentioned for an Indian to receive 

recognition can mean that the subordinate is ready to walk an extra mile. In the end 

subordinates appreciate positive feedback and recognition, but recognition can take shape in 

different ways.  

5.10 Private and office life 

A common phenomenon with Indians which surprised the Swedish managers is the social and 

work life is not separated. However, the Swedish managers have handled the social and work 

life in different ways. Some of the managers are a part of the social and work life culture, 

while other separates the two lives. In this paper, the result showed both Indian and Swedish 

managers express it is important to be a part of the social life in India. When it comes to 

perform in the work collectively-orientation disappears and competition arrives. Even if 

Sweden is valued as individualistic, researcher have found Swedish managers tend to be 

people oriented, caring for the subordinates according to Smith et al (2003), Pemer et al 

(2014) and Styhre, Börjesson and Wickenberg (2006). Pemer et al (2014) found Swedish 

manager relay on relationship instead of contract. With India’s in-group value and 

relationship orientation, the relationship aspect should not differentiate between Sweden and 

India, both countries value relation. However, how the relationship is handled might 

differentiate between India and Sweden based on the other culture aspects. 

The Swedish managers commented it is a lot of celebrations of festivals, birthdays and talks 

regarding this take place during work. This sort of celebrations and activities takes place 

much more in India compared to Sweden. At the same time, the Indian manager pointed out 

Swedes have the opportunity to fly back home during the weekend to be with their family. To 

be away from the office in India over the weekend is not possible, instead they should be 

accessible at any time. Even if Sweden is individualistic and value their close families 



 
 

60 
 

according to Hofstede and self-orientation, managers are people oriented and value 

relationship according to Pemer et al (2014). This is contradictive. While India is 

collectivistic according to Hofstede, collectively-orientation, Indians would have bigger 

tendency to be with the family compared to Swedes. However, this paper's finding indicates 

the opposite. According to the authors, Swedes value more the family time compare to 

Indians.  

At the same time, the high competition in the Indian society might be a reason for the long 

working hours and always being be ready to work. In that way, work comes first, and family 

comes second for Indians. One Indian manager mentioned due to females have to handle 

many different roles in work and private life, female managers become better managers to 

handle diversity and be sensitive towards things and people. However, female’s roles of 

caring for people is not correlated with the leadership role according to Eagly and Karau 

(2002). At the same time managers should treat diversity for successful business according to 

Schneider and Barsoux (1997).  Female managers being able to handle many roles can be one 

of the reasons they are more preferred in India as a manager. 

As found in this study, the managers know more about their Indians subordinates compared 

to their Swedish subordinates. Both societies score low on uncertainty avoidance which 

means according to Hofstede both societies value relationship. Although the relationship can 

be valued differently because of the different culture contexts between India and Sweden. 

With knowing a lot about subordinate’s lives, it can provide power and can create dilemmas 

for the managers to act and behave professional.  This can lead to issues because managers 

can include for example, family aspects which should not have any impact when a decision is 

being made.  

In India, it is very important to be in the group, so if the manager does not socialize with the 

group the managers might miss important information as the manager mentioned. To be 

social can be associated with Lawrence (1986) explanation that Swedish managers are social 

individualist. Lindell and Arvon (1996) also writes that Swedish leaders value more on 

interpersonal relation before structuring the tasks 

5.11 Preference of working in in-group or individually 

The managers viewed this aspect differently and all depends on the individuals. There are no 

common rules within a nation. The Indian society is collectivistic which means that 

subordinates prefer working in group according to Hofstede. However, What is found in this 

paper, some of the Swedish managers explained Indians prefer to include as many as possible 

for a project and without reading what qualifications are required. Instead they want to 

include their friends. This can be according to Parson (1991) ascription with value of family, 

sex and age. On the other side the Swedish managers prefer to view the task and include the 

required skills which is the opposite of ascription and is instead achievement. This can be 

associated with Harris and Maron (1996), managers prefer individual work instead of group 

work. The managers wants to find the right person the task. 

Some subordinates prefer to work alone and other in group. However, as the manager 

mentioned, working in group can help the creative process. 

The Indian manager pointed out, in Sweden subordinates do not pass on a duty even if the 

person is gone from work. While in India, subordinates have not as strict lines between the 
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tasks and can easily give the task to someone so the task will be done on time. This means 

according the manager Indian are more flexible. This can be in line with Hofstede, Indian are 

adjustable to new situations. Also, with not giving other people extra work or someone else 

work could be viewed as achievement and self-orientation in Parson (1991) to the career 

path. Giving away work can be viewed as a way of losing important work for the career.  

5.12 Deadline and time 

All the Swedish managers have faced issues with timings and meetings aspects in India. 

However, how they have handled the culture differences are not the same. Some have been 

very strict about meetings should start on time, while others have accepted the differences 

and meetings are never in time. Amba-Rao et al (2000), Frey-Ridgway (1977) explained, 

understanding how a country value time can be understood by the country's religion. Swedes 

are very particular with the timings according to Hofstede (2011), Cullen (2011), Holmquiest 

(2013) and plan the event according to the time. India view time statistic stated by Gudykunst 

(1984) and Hall (1959). Indians accept delays much more compared to Swedes according to 

Ståhl (2006). A Swedish manager mentioned in this paper, in India so many things can occur 

and the need of more extra plans is required. As the manager said in Sweden they only 

needed a plan A and B, while in India they need A, B, up to plan E. The manager mentioned 

India is not a planning society because many things can happen which is outside the 

managers control. The non-planning society might also be based on Gudykunst (19849) time 

view. According to Kluckhohn and Strodbeck (1961) and Hofstede´s uncertainty avoidance, 

India value the past and infinity. What they have done in the past will affect their future life. 

Therefore, the whole concept of time as money is foreign for them. 

As the manager mentioned she must choose her fights and conflicts. This can have some 

correlation with Festing and Maletzkey (2011) conclusion. How much an expat must adjust to 

the new culture in the organization depends on the hierarchy and who has the power of 

influence. At the same time Koveshinkov, Vaara and Ehrnrooth (2016) concluded that the 

manager has the power to influence and has to power. Based on Koveshinkov, Vaara and 

Ehrnrooth (2016) and Festing with Maletzkey (2011) managers might choose which “fight” 

to fight to be accepted as the manager mentioned. It is up to the managers to decide which 

culture difference they want to fight. However, managers have the tendency to value their 

own culture higher than the host country´s culture according to Viegas-Pries (2013). 

As a Swedish manager mentioned, Indians are good with deadlines and as long as they 

perform within the time, she does not care how it is done. This is also what a Indian manger 

mentioned, they perform everything on time for Swedes and not to each other. Somehow this 

is a bit of the Indian mentality Balaji (2011) "Jugaad". The deadline aspect is also correlated 

with micro management, the managers have to ensure repeatedly amount of times during the 

process that the work is being done. Managers need to check with the subordinates. For the 

Indian managers, with the clear reasons from Swedish subordinate, it becomes easier to 

handle deadlines. 

However, in the end some Swedish managers made it clear, in India it is necessary to have 

buffer time. This means the time aspect and perform on time is impossible to change. At the 

same time, Indians are very flexible and can easily stay late and work during the weekends to 

reach the deadline on time according to a manager. As found in this paper, Indians are more 

flexible than Swedes with extra work hours. On the other side, as an Indian manager 
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mentioned, if someone cannot handle deadline, it is important to speak with the subordinate. 

This is the opposite with how Swedish managers handle Indians subordinates. The reason 

might be, the culture in India allow people being late they view time never ending according 

to Cullen (2011) and Holmquist (2013). In Sweden, deadline and time have another value, it 

might be possible to speak with the subordinate. Swedes view time has an end as stated by 

Hofstede (2011) and Gudykunst (1984). 

5.13 Long term orientation/short term orientation 

The Indian flexibility can be described with Hofstede short time orientation. Nothing has to 

be perfect or planned and it is important to adjust to different situations, which is also in line 

with Sharma and Dahiya (2016). To not be flexible and adjustable would create problems for 

the manager in India. However, according to Hofstede, Swedes would be more flexible 

compared to Indians. In this paper's result, Swedes are less flexible than Indians. Indian 

managers have experienced Swedes are impossible to change, the plans are very inflexible, 

while Indians are more easy going with the plans. This might be because external factors 

influence and can change drastic. Therefore, everyone has to be fast to change and adapt to 

the new given situation in India.  

In this paper's result both Indian and Swedish managers indicate Swedish subordinates and 

managers prefer planning and mark in their calendar for activities weeks in advance. The 

paper's result with Swedish planning habit can be associated with Kluckohn and Strodtbeck 

(1961). Swedes plan and organize for the future. Swedes believe it is possible to grow and get 

a better future, while Indians value the past. This means the history and the traditions are an 

important part of the daily life which can be associated with the Amba-Rao et al (2000) with 

British ruler, cast system and so on. How two societies value time can create irritation with 

for example the timings. As found in this paper, Indians are more flexible and can handle an 

issue for the short term, for example fixing the problem without following the codes. This 

form of behavior with short term payback can be associated with March and Cyert (1963). 

Indians flexibilities can be a reason due to the high competition in the society and they feel 

the need of being available as much as possible. The Swedish managers have mentioned 

India is a competitive society and masculine society. The Indian society is bureaucracy and 

should be under universalism in Parsons theory, however with Indians flexibility and relation 

orientation the society is more toward particularism. Indians have easier to be adapt and not 

always follow the rules to reach the goal, if the relation is good between the two parts. The 

flexibility can create issues to have ethical codes, policy guidelines to provide standards and 

direction, which Mathias (1994) has pointed out is the case for Indian companies. Some 

Swedish managers mentioned, Indians can easily ignore the policy and make a short cut to fix 

a problem.  

The communication if a project will be done on time in India is a guessing game according to 

the Swedish managers and is in line with Hofstede with answers and the truth depends on the 

seeker. To minimize the guessing and uncertainty, the only way is to read between the lines, 

ask as many questions as possible and never assume anything.   

As the Indian manger mentioned, after years of working together they have started to 

understand how things work, especially with time and communication. This is a critical area 
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in cross culture business and management according to Hall (1984). The Indians have needed 

to adapt more to Swedes than Swedes to Indians. 
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6. Discussion   

In this chapter, the authors discuss the papers process and result and methodological 

implications. In the final sub-chapter the authors suggests future research within cross-

cultural management.  

6.1 Final discussion  

The process of this paper has been a very enriching process as we had shortly learned 

subjects that we lacked knowledge of. This has meant that much time has been spent on 

finding relevant sources but also on "reading in" and trying to understand the areas we have 

wanted to study. Throughout the process with the paper we had a high level of ambition. This 

is something we will take with us later in life, as it has been good to avoid unnecessary time 

pressure.  

What we have understood based on the theories and the interviews, culture is not simple to 

handle or define. Culture is much more than what Hofstede, Kluckhohn and Strodtbeck and 

Parson theory try to explain. While trying to understand for example why time variation 

between the two nations, we felt there are many different reasons and never one single reason 

or explanation. Instead the explanation depends on the perspective. With the complexity with 

culture and management, but above all cross-cultural management it has raised a lot of 

interests for both of us. One thing we find inspiring is the female managers who take the 

decision to go abroad for work. The managers have met a new culture, handled new 

situations which might have been naturally in their home country. As the manager mentioned 

good management is universal, however some aspect must be adopted to the specific context. 

We have learned cross cultural management is not an easy task and might not be for 

everyone.  

6.2 Future research  

During the process of the paper interesting questions have been raised. One thing we can 

recommend for future research is investing how subordinates experience leadership in a 

cross-cultural context. We suggest that a similar qualitative study with the subordinate 

perspective creates a deeper understanding regarding cross-cultural management. The subject 

will then include opinions and perceptions of a cross-cultural management from different 

observers. Another recommendation for future research is to study specific sectors, countries 

that are closer geographic or study deeper in different organization cultures. In this paper, we 

studied the relationship between managers and subordinates. A final suggest is to study other 

relationships with the manager, such as manager-supplier or manager-manager.  

6.3 Methodological implications  

Every method has critical aspects to be aware of, the methods which the authors have applied 

in this paper have also drawbacks. The drawbacks require the authors to be aware and if it is 

possible try to minimize the drawbacks as much as possible. Another important aspect with 

interviews is the ethical issues that exist in every stage, from the creation of the purpose to 

publishing of the paper according to Brinkmann and Kvale (2015) and Creswell (2013). To 

be aware of the ethical issues it is important to understand the issues in every stage to 
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minimize them.  While conducting the interviews the authors must be aware of power 

differences in knowledge and possibilities to put the participants in uncomfortable situations.  

Another issue which is related to snowball sampling, is the geographical limitation and to get 

in touch with the segment writes Atkinson and Flint (2001). The geographical limitation was 

not an issue, because the author managed to travel to the needed places in India. The issue 

was to match the date for interviews with the trips. While in Sweden the authors relied more 

on the geographical area Stockholm.   

In India, the author received major challenges with getting access to the well-known journals 

websites for example, Cairn Open Access Journals, EBSCOhost Business Source Premier 

and other sites. All the sites were blocked and required the author to search on ResearchGate 

and speak with the other author to send the articles on mail. However, the author used the 

mobile data to get access to articles, email and Onedrive. The issue with not getting access to 

the email and Ondrive were a big challenge, because a lot of the correspond between 

companies and the author took place by mail and phone calls. Onedrive is important because 

the authors write the paper in Onedrive. The information is that the line is not safe, the 

certificate is not real etcetera. To summarize the issues were in every city the author visited in 

India. 

To have a better method of selection and relay less on authors own knowledge of companies 

in India, the author could have tried to request a full list with Swedish companies in India 

from the chamber in Delhi of Swedish. At least the author received a list from Mumbai 

council with Swedish companies.  

While writing the paper the authors were in two different countries during two months. One 

was in India and the other author in Sweden. This meant the authors needed to relay more on 

each other to perform. For communication, the authors used mainly chat and call programs. 

From the very beginning the authors made it clear the authors needed to be frank with each 

other and communicate a lot.  During winter time the time differences was 4,5 hour, however 

the authors never felt the time differences were a issue.  
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7. Conclusion 

The following chapter summarize the conclusions in the study. The chapter is intended to 

answer the questions and the purpose of the study.  

The purpose of the paper is to explain from female manager’s perspective how Indian and 

Swedish cultural aspects affect their leadership style towards their subordinates.  

To answer the purpose the authors formulated one question that is presented and answered 

below.  

Which cultural differences and challenges have Swedish female manager in India and Indian 

manager female in Sweden encountered after being transferred to the host country? 

Common differences and challenges between Indian and Swedish managers  

 The managers from both countries had to double check with subordinates if they have 

understood and if they are able to perform on time. 

 All the managers highlighted the importance of giving feedback to subordinates to 

improve the performance.  

 Indians are more flexible with the time, while Swedes are the opposite.  

Swedish managers in India  

 Managers had challenges with Indian subordinate’s time aspects, especially with 

being on time and handle deadlines.  

 While being in India, the managers received more respect due to title and nationality. 

 Manager have experienced issue with subordinates do not confess they have not 

understood the task. 

 The social life with birthdays, festivals and celebrations occurs more in India 

compared to Sweden. 

Indian managers in Sweden  

 Swedish subordinates can provide straight answers to their managers. 

 The managers experienced Swedes have a better work-life balance.  
 The managers have experienced more open dialogues between managers and 

subordinates in Sweden compared with India.  
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Appendix 

Interview questions 

Presenting about us and the paper 

 Presentation about us   

 We explain about the paper and the purpose: "The main purpose of the study is to 

understand through female managers if Indian and Swedish cultural aspects will 

affect their leadership style. The sub purpose is to explain how leaders handle their 

subordinates between the two cultures."  

 We will publish the result with confidentiality, is it okay?  

 We will record the whole interview to process the material.  

 You can cancel whenever you want and ask if you are wondering something. 

The managers background information  

 What position do you have and what are your main tasks? 

 How long have you been in your current position?  

 Have you had any other position in the host country?  

 Before traveling to the host country, did the company offer any form of preparation 

before departure? 

Power and hierarchy    

 Have you experienced that subordinates expect another relationship between 

subordinate and manager in Sweden and India? Please describe.  

 How have you experienced that Indians and Swedes have handled the tasks they were 

assigned for but did not understand / had problems implementing? 

 Have you experienced differences between Sweden / India in the communication, for 

example how managers and subordinates address each other?  

 Do you, as a female manager, experience equal respect from your male and female 

subordinates? Can you explain how? 

Individualistic / collectivistic & Masculine / feminine 

 Based on your experience, which approach does Indians / Swedes prefer to work in? 

(Groups or individually) 

 When you need to motivate your subordinates in what way have you noticed that 

Indians and Swedes are motivated? 
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 If a subordinate / group has done a good work how do you reward them? Have you 

adapted your motivation technique? 

 In what way have you experienced that Indians and Swedes relate to private and 

office life? 

 How do you handle conflicts between subordinates in the company? 

Uncertainty avoidance and long-term perspective 

 How do you handle if a subordinate did not complete his or hers work within the 

deadline? 

 If a subordinate is late for a business meeting, how do you experience that situation? 

 Do you think Swedes and Indians have different views about scheduling time? 

 Based on your experience, how do Indians and Swedes react for a new work task that 

is not included in today's agenda. 

General questions about management 

 Has the national culture of the woman influenced you and your management? 

 How do you feel that you have been perceived as the manager in India / Sweden? 

 How do you think the optimum Indian/Swedish manager in Sweden/India should act?  

 


