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Background: Countries are dissimilar in culture, values and norms; as a result companies 

that wish to take part in cross-boarder business activities need to find fitness 
between its organization and the national culture of the foreign country, failure 
to do so result in cultural gaps. These cultural gaps have impact on the 
company’s operations in such a foreign country, hence may affect its 
effectiveness and influence its’ organization structure. 

 
Problem:  How does the foreign environment (the operating environment in China in this 

research) Impact on organizational culture of the company Alfa? 
 
Purpose:  The purpose of this research is to describe and analyze the impact of the 

foreign environment on the company Alfa’s organizational culture.  
 

Method:  Qualitative method was used for this research. Primary and secondary data 
were collected in order to cover all the aspects of the study. The primary data 
have been collected by interviewing key staffs and the managing director of 
the company Alfa in Shanghai, China. E-mail interview has been chosen as the 
main interview method. Secondary data was collected through internet 
sources, and through journals and articles collected from Mälardalen 
University library database. 

 
Conclusion: Through the research, the authors have found that both internal factors and 

external factors have significant influences on organizational culture and the 
company’s organizational culture is created and developed based on all these 
influences. Also the authors have noticed that the level of influences by each 
different factors are varies, some factors have relatively larger impacts on 
shaping an organizational culture. The authors in this research were able to 
describe the type of organizational culture that the company might have, and 
pointed out the organizational culture as unique culture which consists of 
many characteristics from both “role culture” and “task culture”. One of the 
important findings from the research can be mentioned as the culture shift in 
China mainly driven by the country’s economic development in recent years. 
The data collected from the e-mail interview shows that the employees in the 
Shanghai branch might have relatively low power distance preferences and 
high individualism which are similar with Swedish.  
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1 Introduction  
 

In this chapter, the authors will present the general background of the study, follow by 
problem definitions, then to the research question, the purpose of the study and finally to the 
target group and the outline of the research., the thesis. 

 
1.1 Background of the study 
In the process of internationalization, organizations are introduced to new environments that 
are different from their existing ones they operate in. Gareth (2004, pp.60, 88,179-207,307) 
posed that “every environment is unique that consist of its own cultures, values, believes and 
norms”. Although there are similarities between two cultures which can be describe as 
cultural homogeneity; an individual, society and nation of different environment can have 
some similarities in culture, values, norms and beliefs. Opposite of this will be described as 
cultural differences or cross-culture. 
 
Adler Nancy (1983) commented that “cross-culture management is the study of behavior of 
people in theory located in a culture and national”. The author describes the organization’s 
behavior within and outsides country with different culture. The author further argued that 
Cross- culture or cultural difference theory is base on assumption that an organization can 
move its business across geographical boundaries. The general phenomenon is a concept that 
describes organization involvement in changing its business environment which differs from 
one place to another. 
 
The cross-cultural concept describes trends in which organization faces changes in its 
business in cross-national boundaries, while expanding its markets geographically in areas 
where it encounters the differences between foreign and home market environments. The 
above submission is similar to psychic distance, according to Wiedersheinm (1972) who 
argued that, it is the difference between the home country and the markets entered by the 
international firm, trying to explain the organization’s internationalizations process and some 
risk which involve in its overseas operation. These trends are uncertainties such as 
competitors, economics forces, political instability, and cultural difference in which 
organizations face at a new environment. 
 
These trends require extra vigilant towards the cultural difference within an environment. 
Firstly, the organizations have to identify the trend, the interrelationship of the trend and 
difference between its operating environment and the new one. The management of the 
organization in question will have to balance how to manage these dynamics .This means that 
management will have to come up with strategies in order to survive in that foreign 
environment. According to Czinkonta and Ronkainen(1990, p.65), Intercultural differences 
based on nationality , religion and geographical environment have result in the emergency of 
distinct subcultures. The author argues that international manager’s task is to distinguish 
relevant cross-culture and intercultural differences and then to isolate potential opportunities 
and problems.  

1 
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There is a need therefore for organizations to adapt to a new structure to enable it manage 
organization resources effectively in a new environment by adopting local strategies which 
include an innovation in the environment such as culture, organizational culture, national 
culture etc. 
 

1.2  Company presentation 
The authors of the research have chosen company Alfa, a Swedish consultancy company as 
main study case. The name Alfa is not the exact name of the company, we had to create the 
name – Alfa in order to keep the company as anonymous due to some internal issues of the 
company.  
 
Alfa Konsult AB is a small-medium sized Swedish company, and the company has carried 
out translation services since 60’s. The company is currently operating in seven different 
countries, and there are eight branches internationally. The number of staffs is approximately 
200 in total, including translators, proofreaders, linguists, coordinators, project managers, 
DTP-personnel, engineers and software developers. Through the several decade operations, 
the company build-up extensive global network of translators and proofreaders all specialized 
in their individual areas of competence and language combinations. One of the biggest assets 
of the company is the extensive global network of freelance translators and proofreaders 
(Alfa’s websitea). The company is mainly serving business to business market, and has 
competitive advantages in technical translation sectors, especially automobile industry 
segment. (Alfa’s websiteb) 
 

1.3 Problem definitions 
In the global competitive environment, organizations are faced with dynamic markets 
environments. This dynamism is as a result of change in consumers, competitors and 
technology. International competition and emphasis on knowledge have forced many 
organizations to reorganize how they produce and deliver products and services. (Klonowski, 
2005). 
 
According to Johansson et. al (2003) “each country market is surrounded by fences 
corresponding to economic, institutional, and cultural barriers to business”. Therefore many 
organizations operating in foreign markets see the above mentioned as obstacles which affect 
business organizations in a new environment. The authors further stressed that some of these 
obstacles are psychic distance or cultural distance. Psychic distance as explained by Hornell 
et. al (1972) refers to the obstacles to information flows between countries due to differences 
in business laws, education levels, business language etc. 
 
Therefore Cultural awareness is an important aspect for an organizations’ 
internationalization. Hofstede (1980, 1984, 1990`s) has documented the presence of 
significant national difference in beliefs, behavior, and attitudes concerning that must be 
bridge when doing business abroad. Since every organization have their own culture which 
are usually related to the environments they operating. Peters and Waterman (1982) 
commented that organizations have a unique culture which includes both corporate and 
national culture. If these cultures that are different from its new operating environment and 
the organization fail to adopt itself to that particular environments, it will lead to cultural gap. 
Evidence shows that there are some perspectives from cultural differences that lead to 
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cultural gap, for instance: cultural blindness, management differences and cultural 
incompetency. 
 

Gap 1, Cultural blindness: According Helgesson, T. (1996,pp:16-17) describes cultural 
blindness as those people who fail to recognized or adjust to themselves to other people 
culture but still they stay within them. This kind of situations leads to high cost for company 
in case if the employee cannot cop and stay has to go back home and gap will remain. 
 
Gap 2, Management differences: Differences in organization managements with different 
cultural background can lead to cultural gap as well. The internal efficiency of a 
multinational corporation may be weakened if mangers and members are not “on the same 
wavelength” (Czinkota and Ronkainen ,1994, pp.263-264). This point outlines the relevancy 
of understanding of cultural difference and recognized other people cultures if you wish to 
establish a new business across national boundaries. 
 
Gap 3, Cultural incompetency: Czinkota and Ronkainen (1994, p.64) argue that, in practice, 
cultural incompetence in business can easily jeopardized millions of resources. An 
organizations can spend millions of resources on the firm for staff training, in advertisements, 
innovations of goods or services and a lot of time spending in negotiations, still the outcome 
can lead to fewer contracts, less or loss of sales and impaired customers relations. These 
cultural gaps have direct impact on employee motivations for work, internal working 
efficiencies, as well as customer relationship management etc, and therefore firm’s profit 
level and the size of market share are all partly depend on the sufficient cross culture 
management.  
 

1.4 Research question  
How does the foreign environment (the operating environment in China) impact on 
organizational culture of the company Alfa? 
 

1.5 Statement of purpose  
The purpose of this research is to describe and analyze the impact of the foreign environment 
on the company Alfa’s organizational culture.  
 

1.6 Target group  
The research would be of importance to similar organizations like the company Alfa who is 
proving translation related services in China.  

 

1.7 Outline of the research 
The outline of this research is going to be structure according to figure 1 below. It is divided 
into six chapters: The first chapter consists of introduction, the second chapter is methods, 
and the theoretical framework is presented in chapter three, followed by empirical finding & 
analysis and the final chapter is conclusion. 
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Figure 1: Outline of the research (own model) 
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2 Methodologies  
Under this chapter, the authors will agues the reason for using certain research method and 
how data have been collected. In addition, the choice of the topic and the choice of the 
organization, sources of literatures, techniques used in data collection, as well as data 
analysis will be described. The authors will also discuss the critiques of the methods which 
have been chosen, and the reliability and validity of the research.  

 
2.1 Choice of the topic 
Fisher (2004, p.25) stress that choosing a topic is an important step to get research started. 
Wrong choice of topic makes it difficult to achieve the research criteria. The research topic 
can be seen as the predetermined mindset of the researcher. In recent years, the growth in 
international trade, foreign direct investment and cross-border flows of technology has been 
increasing; internationalization of firms is spreading across the world. (Gupta and Westney 
2003 in Wolfgang Amann 2003). While emerging markets constitute important growth 
opportunity in the evolving economic world order (Arnold and Quelch 2003 in Wolfgang 
Amann 2003). Environments have unique differences in cultures, values, belief and norms. 
Gareth( 2004,pp.60-207). Differences in national cultures result in managerial complexity. 
This may have impact on the organizational culture. (Wolfgang Amann 2003). The authors 
found it interesting to study impact of environment on organizational culture and to study 
how these organizations cope with cultural differences.  
 

2.2 Choice of the organization 
The authors in this research have chosen the Swedish consultancy company- Alfa as the main 
study case for this research and decided to focus on the company’s branch office in Shanghai, 
China. Due to some internal issues of the company, the company does not want to be 
involved in the research and give out some information to public. The authors in this research 
have decided to keep full anonymity for the company and use the name “Alfa” instead of real 
name of the company. The research is limited to the international division of the company in 
China, and the other branches in other countries will be not considered.  
 
"More and more Swedish companies become interested in China. Investing and coming to 
China is an obvious trend among Swedish businessmen now," Carl Christensson, the chief of 
SEB in Shanghai, told Dagens Industri. A total of 550 Swedish companies have opened 
branches or offices in China and about 10,000 companies from Sweden are doing business 
with Chinese firms. (China Daily, 2008-10-26 16:14) .With this historical trend among 
Swedish companies, the authors of the research have found it is relevant to choose China as 
the main focus of the study, because the research result will be really beneficial for many 
Swedish companies which are willing to or already operating in China.  
 
The United Nations Conference on Trade and Development's survey in 2008 reveals that 
China will continue to become the most attractive host country for investments which have 
caused by the four major factors of stable economic growth, a massive domestic market, low 
labor costs and an open market, said Yao Jian, spokesperson of MOFCOM, during a press 
conference. (People’s daily online, 2009-03-16) 
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2.3 Choice of the research method 
There are four factors that determine the research methodology, this factors includes; 
research question, research purpose, concept of organizational culture and the problem 
statement (Remenyi et. al. 1998 in Wolfgang Amann 2003). 
 
According to Creswell W. (2007, pp.37-73) describes qualitative research as “the possible 
use of a theoretical lens, and the study of research problems inquiring into the meaning 
individuals or groups describe to a social human problem. Creswell stress that a case study is 
a good approach when the inquirer has clearly identifiable cases with boundaries and seeks to 
provide deeply understanding of the cases or a comparison of several cases. 
 
Peters and Waterman (1982) posited that every organization has its own unique 
organizational culture, which includes both corporate and national cultures. The authors are 
researching a single case study since the main purpose of the research is focusing on the 
impact of foreign environment on the company Alfa’s organization culture. Qualitative 
research is more relevant in this case because it can help us to gain deep understanding of this 
unique organizational culture by using many theoretical approaches.  
 

2.4 Data collection methods 
Both primary data and secondary data are needed for conducting the research. Some 
information are needed for analyzing the company internal factors such as organizational 
structure, power structure, network system as well as employee characteristics etc, and these 
are the primary data of the research. There is also some information needed for analyzing 
external factors such as national culture, political system, economic situation etc, and these 
can be classified as secondary data of the research.  
 
According to Creswell W. (2007, p.118) describes data collection as a “series of interrelated 
activities aimed at gathering good information to answered emerging research questions.” 
The authors are using two forms of data collection- primary and secondary data in this 
research, which are show in below diagram: 

 
                       

Figure 2: Data collection methods (own model) 
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The primary sources are based on direct source from one of the authors in this research and 
email interview questionnaire was received from the company Alfa’s human resources 
management branch in China. 
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Primary Data  

In a single case study, the sources of primary data are usually directly from employees of the 
company or study case, this means first hand information. This are often not easy, many 
students face challenges due to many organizations fear to exposes their strategies to the 
public, may limited their organizations information’s. Creswell W.( 2007,p.138), argues that 
gaining access to organization , site and individuals to school work has its own challenge. 
Convincing individuals to participate in the study, building trust and credibility at the field 
site, and getting people from a site to respond are all challenges. 
 
The primary data in this research is obtained from email interview and the company internal 
data. This provides an advantage of access to organization’s first hand information. This 
information is valuable for this research because it is rarely available in any of the company 
web sites or other internet sources. 
 
The authors of the research have sent email and requested the managing director in the 
headquarters and seven other employees to take part in the interview and there were three 
respondents so far. Email questionnaires were used to extract information from the 
company’s branch office in China. The email contains eight pre-coded questions and four 
open questions (see- Appendix A). The aim of the pre-coded questions was to get exact 
answers while the open question gives a chance for in depth response because the 
respondents have the choice to answer as much as they can. The questions have been 
designed by the help of the book “Culture matters” by Corps P., Bennhold-Samaan L, Storti 
C.(1997) and the authors of the research have selected and designed each question carefully 
in order to collect the information needed for the research.  
 
 Email questionnaires was used to enable the respondents to have time and choice to be able 
to reflect on the question and give details information’s regarding to them. Email method is 
appropriate because of the time difference between Sweden and China, and it saves time for 
both the respondents and interviewer. More so, it is suitable when geographical distance is a 
barrier to communication. (Opdenakker R, 2006). 

 Secondary data 

The secondary data in this research was collected through reliable sources such as official 
records, books, journals, articles; official records which include company Alfa’s web sites. 
The course literature books and journal of article were obtained through Mälardalens 
University’s search engine. 
 

2.5  Literature search 
The authors in this started their collections of data at Mälardalen University library by 
obtaining course literature text books related to the theories require. Articles of journal were 
obtained through University search engine such as Elin@mälardalen, Emerald, and oxford 
University press. The key words use into search engine are “Environment”, “National 
culture” “Organizational Culture”, “cultural differences” organizational structure” etc. With 
regards to the organization, not all the available data sources were collect from- company 
Alfa’s web sites, the data collection was limited to only the relevant information’s that are 
related to the research. 
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2.6 Data analysis 
Czinkota and Ronkainen (1994, p.254) argues that after obtaining the data, the researchers 
must use their research creativity to make good use of the collected data. In order to arrive at 
conclusions that address the research purpose, the data collected are to be combined. 
Relevant information will be extracted from the respondent’s questionnaires and the data 
from the company internal documents. The chosen theories will be matched with the 
empirical findings. This will give clear understanding to the audience and the result of the 
analysis will come under observations where we will express our personal opinions based on 
the analysis about the overall research.  

 

2.7 Reliability and validation test 
Creswell (2007,pp.201-210) posted that in qualitative research, reliability often refers to the 
stability of responses to multiple coders of data sets which can be improved if the researchers 
obtain detailed ground of explanation by implying good-quality research methods. Creswell 
further argued that for a research to be consider reliable, there should be some 
conceptualization of validation such as: triangulation validation - where researchers make use 
of multiple sources of data, methods, investigators and theories to provides corroborating 
evidence of difference sources to shed light on the perspective or theme whereby there should 
be strategic methods and references of documents to support the accuracy of the research 
sources. 
 
Validation in qualitative research is an attempt to assess the accuracy or credibility of the 
researchers finding, as best describes by researchers and the participants. This suggests that 
any report of research is a representation by the researchers. Validation is a good method to 
emphasize the research process rather than verification of research. 
 
The secondary data are obtained from scientific or electronically data source such as search 
engine and course literature book from recommended authors such as Hofstede G, Gareth B, 
Czinkota and Rokainen, Ferraro P that achieve credibility in their academic fields. The 
reasons for using these forms of secondary data are, it is widely accessible, reliable and has 
been widely referenced. The only challenge is how the primary data is being obtained for 
example if the respondents are bias. 
 

2.8 Method of critique 
The validation of qualitative research has been criticized in scientific rank for its failure to 
adhere to canons of reliability and validation in traditional method or sense. Creswell (2007, 
pp.211-219). This means that qualitative research has the disadvantage of subjectivity 
compare to the quantities research, and research result can be very likely miss-guided by 
some interviewer’s personal opinions which can not represent majority.  
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Bryman (2004, p.29) argued that external validation is concerned with the question of 
whether the result of a study can be generalized beyond the specific research context. 
However, due to the unique nature of the organizational culture, the authors in this research 
assumed that this research is limited to only a particular case( company Alfa) which means 
cannot be use to generalize on all translation companies. We have chosen email interview and 
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we are also aware that might be not sufficient for conducting culture related research since 
organizational culture is a very complicated matter. The authors in this research has also 
identify that telephone interviews or even direct visiting to the company are all better 
alternatives for dealing with cultural related issue, but considering the big time-differences 
between the two countries( China and Sweden) in their working hours, telephone interview 
seems not so feasible option as mentioned earlier. Also, due to the time duration involve and 
financial sources, direct visiting is not possible as well.  
 
There might be some disadvantages of having one of the authors in this research who is 
currently working for the company Alfa, because of the author’s opinions and personal 
experiences in the company can influence the overall objectiveness of the research. And 
sometimes people try to avoid getting into “political hot water” by not mentioning many 
sensitive issues. 
 

2.9 Choice of theories 
The main focuses of theories in this are based on three subject’s areas such as national 
Culture, organization structure and organization culture, and some other theories we assumes 
are relevant to this research have been chosen from these three theoretical area. These three 
aspects are interactive to each other as the illustrations in figure 3.  

 
                           Figure 3: Conception of frame work (own model)                                                   

 
Figure 3 explains the structural type between the three theories. The relation between the 
organization culture and structure as “organization structure and culture are a principle means 
or center around that managers used to change the organization so it can achieved it future 
desire state”. Organization structure can promote organizations cultural value that foster 
integration and coordination’s Gareth (2004.p.215). Organization structure influence culture 
example hierarchical organizations can discourage initiative. Functional specialization can 
create narrow attitudes and sends signal about which skill might be value. Whilst flat, organic 
structures with broad spans of control encourage creativity, innovation and entrepreneurship. 
(Paul Burn 2005, p.113) Organization culture affects organization effectiveness because it 
can a) provides an organization with a competitive advantage b) improves the way an 
organizational structure works, c) increase motivation of employees to pursue organization 
interest Gareth (2004,P.222).  

9 

 
National cultures differentiate nationals from one country to another, since each national has 
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different mental programming of the mind. In such situations, the firm has to adopt the right 
organizational structure that fits the national culture, and organizational structure affects its 
organizational culture. Therefore, the authors in this research are convinced that national 
culture is relevant in this research since it can have an influences or an impact on the 
organizational culture in foreign environments. 
 
The authors in this research have further created a mixed model (see figure 4) as main guide 
line to conduct the research. The mixed model is being developed based on “The structure of 
organization culture” model (Gareth 2004,p. 207 – See figure 5), “The culture web” model 
(see figure 6), and the theories of Influencing factors on an organizational culture by Gerry 
Johnson, Kevan Scholes, Richard Whittington,(2008 p.191-199).  
 
The “Mixed model” covers both the internal four factors of organizational culture by Gareth 
(2004) such as Characteristics of people within the organization, organization ethics, property 
rights and organizational structure which where all mentioned and explain above. And some 
of the influencing factors or organizational culture which cover both the internal and external 
factors by Johnson et al.(2008) such as organizational filed, layers of organizational culture, 
organizational sub cultures, power structure, control system, symbols & stories and Rituals& 
Routines as well as national culture.  
 
There are some similarities among these models and theories. For instance organizational 
structure has been mentioned both in “the structure of organization culture” model and “the 
culture web” model. However, at the same time each of the models has its own unique point 
of view to analyze organizational culture, for example “the structure of organization culture” 
model by Gareth covers the organizational ethics and property right where Johnson et al. “the 
culture web” model and the theories of influencing factors do not cover this part. In contrary, 
Johnson et al. model is emphasizing more of the external factors such as effects of the 
national culture and organizational field on an organization’s culture, while Gareth is only 
focusing on internal factors. Then it came to our notice that many aspects from the both 
models have its own values to analyze organizational culture(company Alfa), and that’s the 
reason why the authors in this research have combined these models together in order to 
cover all the relevant factors that can influence or affects organizational culture. In the first 
section of the next chapter in this report, readers can find further information about mixed 
model. The empirical finding and analysis will be structure according to the mixed model 
structure. 
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3 Theoretical Framework 
In this chapter, the authors will present all the theories that have been applied in this 
research. The chapter consists of three main sections: Organizational culture (Mixed 
Model), National culture and Organizational structure.  

 

3.1 Organizational culture 
Organizational cultures are grounded with the founder’s basic beliefs, values and 
assumptions. (Edgar Schein 1990). “The purpose of organization culture is to shape people, 
ethic, and organization structure” Gareth (2004.p.11).  
 

3.1.1 The Mixed model of organizational culture 
This is where the authors in this research have developed their own model, the Mixed model 
(see figure 4 below). As the illustrations in the diagram below, the authors are considering 
five key factors which can affects or influences on organizational culture, such as: 
Organizational structure, surrounding nature, company peculiarity, employee peculiarity and 
organizational filed.  

 
Figure 4: Mixed model (Gareth 2004; Johnson et al, 2008) (own model) 

Two different colors have been used to indicate the internal and external factors (the internal 
factors with pink background, external factors with blue background in the diagram). This 
model will be the main guide line for the authors to plan for the following stage of the 
research. It helps the authors to be able to identify all the data needed for conducting research 
within one diagram, and gives basic idea of how to design certain research methods for 
collecting corresponding data. The chapter for the findings and analysis of the research 
(chapter 4) will also be structured based on this model.  
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3.1.2 The structure of organizational culture  
Organizational culture have many definitions by different scholars but, most of the scholars 
generally agreed on two element of organization culture that is; 1) share systems of believes 
Norms and Values. 2) Observable ways that members of a culture express cultural ideas such 
as organization behaviors or action. Gareth (2004.p.205) assumes that understanding of 
organization culture can rely on how it was developed from four factors: the personal and 
professional characteristics of people within the organization, the organization ethics, and 
organization structure and property right system.  

 
Figure 5: The structure of organization culture, source: Gareth (2004, p.207) 

 

Characteristics of people within the organization 
In every organization people play an ultimate’s roles that contribute to make up organization 
culture. In other words organizations uses their influences to attract people who values match 
theirs, so as to be able to creates and adopts some similarities in behaviors and values of 
people inside the organization. This interest, behaviors, beliefs and values are developing to 
organizations culture. (Gareth 2004.p.207)  
 
Organization Ethics 
It describes the moral values, beliefs and rules that establish the appropriate way for 
organization stakeholders to deal with one another and with the organization's environment. 
This cultural value and beliefs are derives from organizational ethics, professional ethics and 
individual ethics. Examples of organization ethics are to promote innovation, creativity, high 
standard or high quality in organizations. (Gareth 2004.p.209) 
 
Property Right 
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These are the privileges that an organization accepts its members or employees to use the 
organizational resources. It could also means responsibilities of each inside stakeholder group 
and aid the development of different norms, values and attitudes towards the organization, for 
instance, the rights for managers to control over organization resources, decision making etc. 
Workforce Right are long term employment, employee’s stock ownership plans and 
participates in decision making.  
 
However, the author argues that, the implication of peoples creates organization culture is 
that, as organization members become similar over time, their ability to respond to changes in 
the environment may lessen. This explains why organizations experience inertia in their 
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decision making and why it may be slow to respond to change. He further asserted that a 
strong property right for instance, the person`s behaviors and the level of their performance 
can have consequence on organizations when it change the environment. (Gareth 2004.p.211) 
 
Organizational structure 
Organization structure is a formal system of task and authority relationships that controls how 
people are to cooperate and use resources to achieve the organization goal, this hinder and 
influence organizational culture. Organizational structure can affects the culture of an 
organization and guide the performance of members in the organization. (Gareth 2004.pp.8-
212) 
 

3.1.3 Influencing factors on an organization culture 
Johnson et al.(2008) stress that Culture is about those things which is taken for granted but 
none the less contributes to how groups of people respond and behave in relation to issues 
they face. These model is relevant will help us to identify the important factors and issues 
related to different organizational cultural frames, characteristics which will hinder us to 
understand and further analysis the influencing factors of organizational culture such as 
National & regional culture, Organizational subculture, organizational field and layers of 
organizational culture,(Johson Gerry, Kevan Scholes and Richard Whittington,2008) 
 
National and regional cultures 
Many Scholars, like Hofstede (1980`s-1990`s) have revealed in their work how attitudes to 
work, authority, equality and other important factors differ from one country to another. Such 
differences have been powerful cultural forces concerned with history, religion and climate 
for many centuries. Organizations that operate internationally need to and cope with such 
differences that can manifest it selves in terms of different standards, values and expectations 
in the various countries it is operating. It may also be important to understand sub-national 
cultures because might be differences between urban and rural locations which organizations 
have to consider in its operating environment. (Johnson et al.2008, p. 191) 
 
Organizational subcultures 
The differences between geographical divisions in a multinational company or between 
functional groups such as finance, market and operations can create subcultures in an 
organization. Differences between businesses functions also can relate to the different nature 
of work in different functions, this can have an impact on organizational original culture 
(Johnson et al, 2008, pp.194) 
 
The organizational field 
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The organization culture is also partly shaped by “work-based” groupings such as industry or 
sector, a profession or an organizational filed. Organizational filed is communities of 
organizations that interact more frequently with one another than with those outside the field 
and that have developed a shared meaning system. Such organizations may share a common 
technology, set of regulations or education and training. In turn this can mean that it tend to 
join together around a recipe: a set of assumptions, norms and routines held in common 
within an organizational field about organizational purposes and a “shared wisdom” on how 
to manage organizations. (Johnson et al.2008, p.192) 
 
The layers of Organizational Culture 
Johnson et al. (2008, p.194) argues that an organization culture is often conceived as of four 
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elements layers: Values, beliefs, behaviors and taken for granted assumptions.  
 
Values may be easy to identify in an organization and they are often as statement about an 
organization’s mission or objectives. Beliefs are more specific, but again it can typically be 
discerned in how people talk about issues the organization faces. With regard to both values 
and beliefs it is important to remember that in relation to culture, the concern is with the 
collective rather than individuals’ values and beliefs. Behaviors are the day-to-day way in 
which an organization operates and it can be seen by people both from inside and outside the 
organization. This includes the work routines, how the organization is structured and 
controlled and “softer” issues around symbolic behaviors. Taken for granted assumptions is 
the core of an organization’s culture. It is the aspects of organizational life that people find it 
difficult to identify and explain, and these are also referred to as the organizational paradigm. 
(Johnson et al, 2008.pp.191-195) 
 

3.1.4 The Paradigm of organizational culture 
The paradigm of organizational culture is relevant in this research. The paradigm is described 
as sets of assumptions held in common and taken for granted in an organization such as 
stories, symbols, power structure, organizational structure, control system and rituals & 
routines. Johnson et al. agues that for an organization to operate effectively there is bound to 
be such a generally accepted set of assumptions. The paradigm is also known as “cultural 
web model”, of Organization culture which consists of six interrelated elements of the 
organization working environment. The diagram below indicates the six interrelated elements 
of the paradigm. (Johnson et al, 2008)  
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Figure 6: The Cultural web, sources: Johnson et al (2008) (own model) 

 
The Routines and Rituals  
Routines are “the way we do things around here”, are concerned with the day-to-day behavior 
of people in the organization. They are things that are taken for granted by existing staff but 
have to be learned by new people. They often present significant barriers to changes. Rituals 
such as training programmes or personnel procedures can reinforce the perception of how 
things are done, and demonstrate to staff what behavior is desirable and valued by senior 
management. (Jonson et al.2008, p. 198) 
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Stories  
These are the things told by members of an organization to each other, to outsiders etc. It can 
be ways of letting people to know what is important in the organization. (Jonson et al.2008, p. 
198) 
 
Symbols  
It describes how organization logos, language, status symbols e.g. company cars, office 
carpets etc can all provide a visible reflection of company culture. “Routines, control and 
reward systems and structures are not only functional but also symbolic”. (Jonson et al.2008, 
p. 199) 
 
Power structure  
Directors and senior managers, or groups of directors and senior managers with the most 
power, are likely to have the most influence in the organization which may affect 
organization operations in some environments. (Jonson et al.2008, p. 199) 
 
Organizational structure  
It is likely reflecting power of an organization and showing important roles and relationships. 
Both the formal structure (as found on the organization chart) and the informal structure are 
likely to reflect power structures and play an important part in influencing the core values of 
an organization. (Jonson et al.2008, p. 199) 
 
Control systems  
It is measurements and reward systems to monitor performance in the organization, such as 
emphasizing on individually based bonus schemes, internal competition and on sales volume 
rather than teamwork and an emphasis on quality. (Jonson et al.2008, pp.198- 199) 
 

3.1.5 Organizational culture types 
Organizations culture can be classified into four types such as power structure, role structure, 
task structure and person structure. The formation of ‘culture’ will depend upon a whole host 
of factors including company history, ownership, organization structure, technology, critical 
business incidents and environment, etc. The author classified organizational culture into four 
categories such as ‘Power culture’, ‘Role culture’, and ‘Task culture’ and ‘person culture’ 
(Charles Handy 1985) 
 
Power culture  
Charles Handy (1985) describes the power culture as a ‘web’. “Power is concentrated in few 
people in an organization, and spread out like a web from a central figure or group. The 
author further suggests that this reflects the concentration of power of a family-owned 
business”. There is few rules existing in organization and central control is exercised mostly 
through appointing, also there is a little bureaucracy exist. Performance is judged or measure 
on results and sometimes for the central figure. “The power culture has more faith in 
individuals than committees and can either change very rapidly and adapt or ‘fail to see the 
need for change’ and die”. ( Charles Handy 1985)  
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Role culture  
The strength of the Role culture lies in specialization within its members. There is certain 
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level of bureaucracy exists, organization working or operations are based on logic and 
rationality. It has characteristic of functions and specialism, jobs and department are divided 
by their role. There are well defined communication system and commend chain. Rules for 
processing decisions and resolving conflicts are well structured. Requiring performance from 
employees is related to role and functional position, performance above role is not expected. 
The author sited that “this culture is appropriate in organizations which are not subject to 
constant changes. The culture functions well in a steady-state environment, but is insecure in 
times of change”. (Charles Handy 1985) 
 
Task culture (project team) 
Many small teams consist of one organization such as: Network organization - many separate 
organizations cooperating together to deliver a project. And Matrix organizations - project 
oriented with ever changing project or contract teams. These explain how power influences 
and distributed averagely in this type of culture. Performances measured, are based on results 
and getting things done and required resources are distributed to the right people at any 
levels. Decision making powers are given as well to work with the task. Individuals 
empowered with carefulness and control over their work. The main focus and working 
relationships founded are based on capability rather than status.  
(Charles Handy 1985) 
 
Person culture 
Person culture has the characteristic of the consensus management. “Organizations which 
portray this culture reject formal hierarchies for ‘getting things done’ and exist solely to meet 
the needs of their members.” Individual is the central point, this type of organizational 
structure exists only to serve the individuals within it. The culture only exists for the people 
concerned; it has no super-ordinate objective. (Charles Handy 1985) 
 

3.2 National culture 
National culture is a country culture and it is relevant during a company internationalization 
process. A country’s culture has been identified as a key environmental feature that gives the 
platform for systematic differences in behaviors (Markus and Kitayama, 1991 in Steenkamp 
2001). Many cross cultural work as used country as the basic unit of analysis (Steenkamp 
2001). Culture can be conceptualized at the national level, meaning that different countries 
can be distinguished by certain features. Hofstede (1991 Steenkamp 2001) posited that 
today’s countries “are the sources of the considerable amount of mental programming of their 
citizens”. This is because of relatively amount of relatively similar history, language, 
political, legal and educational environments etc.  
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Although country cannot be absolutely homogeneous, but there are meaningful forces 
pushing towards a degree of within¨-country commonality. (Steenkamp,2001). Morden 
(1995) summarized national culture as the collective programming of the society. Hofstede 
(1980, p.14) commented in the three levels of “mental programming “model of universal 
(objective), cultural (inter subjective), Individual (subjective) assumes that this three levels 
can be distinguished from each another. The individual level of human programming is the 
truly unique part of us. This is because of no two people are programmed exactly alike, even 
if they identical twins rose together. This stresses the possibility of differences in national 
cultures since are shape by it society. 
 
Hofstede (1980) further comment that there are national and regional cultures grouping that 
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affects behavior of organizations. Hofstede observed for national difference between over 
100,000 of International Business Managements employees in different part of the world, in 
an attempt aspect of culture that influence business. He indentified five dimensions of culture 
in his research on national influences; such as power distance, Individualism and collectivity, 
uncertainty avoidance, Masculine and feminine and long and short term orientations. 
 

Dimensions of culture 

Power distance 
Extend to which members of a society accept how power in institutions and organizations are 
distributed. In Large power distance, society or people accept a hierarchical order in which 
everyone has a place which needs no further justifications (E.g. China). In a small power 
distance cultures, people or societies strives for power equalization and demand justifications 
for power inequalities, for instance –Sweden. (Hofstede, 1980.p.65) 
 
Individualism & collectivity 
Individualism stands for preference for a loosely knit or social frame in society where by 
individuals are supposed to take care of themselves and their closed family only. (e.g. 
Sweden). In Collectivity culture, people’s loyalty lie with, relatives, family or employer and 
people are likely to act in- group than alone. Example Japan, China.( Hofstede.1980.p.148) 
 
Uncertainty avoidance  
Uncertainty avoidance refers to the degree in which members of society feel uncomfortable 
with ambiguity or uncertainties such as risk and improbabilities. In strong uncertainty 
avoidance, societies maintain rigid codes of beliefs or behaviors that are intolerant towards 
deviant person and ideas. For instance; Germany, China. In weak uncertainty avoidances, 
societies maintains a more relaxed atmosphere in which practice counts more than principles 
and deviance is more easily tolerated. E.g. USA, Sweden. (Hofstede 1980.p.110). 
 
Masculinity vs. Femininity 
Masculinity refers to the value placed on traditionally male and female in society. Male 
values include competiveness, assertiveness, ambition and the accumulation of wealth and 
material success. (e.g. China). In a feminine societies such as Scandinavian countries, 
relationship, modesty, caring and quality of life is an important aspect.( Hofstede 1980.p.176) 
 
Long vs. short term orientation 
It describes a society “time horizon” or the importance attached to the future versus the past 
and present. In long term oriented societies, thrift and perseverance are valued more; in short 
term societies, respect for tradition and reciprocation of gifts and favors are valued more. 
Asian nations tend to score high here than Scandinavians.( Hofstede 1990`s) 
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However, each of dimensions assume to be applicable to every society`s, in the organizations 
in different ways with merits and demerits in the particular environment. Morden (1995) 
argues that, whist strongly individualism like the Scandinavian are interested in the quality of 
work, individual rights, farming co-operatives, etc. Stem from a feminine characteristic 
which stress interpersonal co-operation and de-emphasis interpersonal competition. He 
further stress that combining this with low power distance means that personalize merit or 
bonus systems of payment are inappropriate or counterproductive. 
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3.3 Organization structure 
The purposes of organization structure are; to control, motivate and coordinate; to responsible 
to contingency, to evolves organizations growth and differentiates, to manage and should be 
able to change in case new designs are required. For organization to be able to function 
effectively in an environment, it wills necessary for managers to determine a suitable 
structure that can fit the environment. (Gareth, 2004.p.8). The author argues that organization 
structure determines how activities in an organization is coordinated, controlled and 
allocation of responsibilities in an organization.  
 
The rigid and tightly controlled and the mechanistic organization is characterized by high 
specialization, extensive departmentalization, narrow spans of control, high formalization, 
downward communication, high centralization, and little participation by low-level members 
in decision making. Jobs are standardized, simple, and routine. There is also strict adherence 
to the chain of command. In its ideal form, the mechanistic organization is an “efficiency 
machine,” well lubricated by rules, regulations, and routines. (Stephen P. Robbins, 2001). 
The diagram below describes organizational structure of Mechanistic and Organic structure. 

 

 
 
Figure 7: Organizational structure, Source: Stephen P. Robbins, (2001). 

The organic organization is a polar opposite of the mechanistic form. It is characterized by a 
flat structure, flexibility, use of cross-functional teams, adaptability, comprehensive 
information networking, and decentralization. Rather than having standardized jobs and 
regulations, the organic structure’s flexibility which allows organizations to charge it 
structure rapidly as needs require. While there is a division of labor jobs which are not 
standardized, and employees are well-trained and empowered to make job-related decisions. 
The net effect is that workers need a minimal degree of formal rules and little direct 
supervision. (Stephen P. Robbins, 2001) 
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(End of theories and the next chapter is Empirical finding analysis) 
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4 Empirical Findings and Analysis 
The authors in this present their findings and relevant information from questionnaires, 
interviews, company internal documents and secondary sources were highlighted. The 
empirical findings and analysis will be analyzed together in respect to the theories.(mixed 
model)  

 
4.1 Company peculiarity  

Company profile 

Company Alfa is a family owned small and medium sized company. The business has been 
started in Stockholm Sweden more than 40 years before by two three core founders of the 
company. From a small business with a few employees in the beginning, the company has 
become an international company with eight branches in seven different countries. The goal 
of the company is to offer customers efficient translation services and ensure customer 
satisfaction. (The company website) The company’s main objective is to provide a complete 
response to their customers’ demand for multilingual solutions by using sophisticated level of 
technology for its translation and linguistics services. (SFOE). 

 Main services 

The firm is offering broad variety of services to its customers. In documentation process, the 
services can be divided into two categories: translation service and system support.  
Translation services 
The company offers translations services to more than 24 different languages. It has the 
ability to handle with large scale of productions, such as translations from single document 
into several dozens of different languages versions with annual revisions. The company has 
in-house translators for the most common language pairs, such as Swedish to English, 
English to German, to French, to Spanish, to Dutch, and as well as for many major Asian 
Languages such as English to Chinese, to Japanese and to Korean etc. In-house translators are 
the employees who are working inside the offices. At the same time, it built up an extensive 
global network with translators and proofreaders to secure the right person for the right 
assignment and to be able to cope with client demand over time. Translation related services 
include proofreading, desktop publishing and project management. (company Alfa`s website) 
 
System support 
Company Alfa offer powerful systems to provide support for all stages in the documentation 
process. These systems share the same core of source code for all projects and can be easily 
adapted to each individual customer and product range. Benefiting from these systems, the 
company is able to interface with surrounding systems that are developed by their customers.  
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This is counted as one of the core competences of the company and having this competence 
the company can frequently join forces with their customers and even with suppliers of their 
customers at an early stage in order to ensure that the whole production chain, starting with 
authoring and ending with distribution on printed or electronic media, becomes state of the 
art. (company Alfa`s website) 
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Main clients  

The firm is specialized in technical translation sector and has long time experiences in 
technical translation filed in which have many proven specialists in this area. But it is also 
focusing on institutional sectors as currently they are handling large scale of documents from 
the European Union. The firm’s customers can be divided into mainly two categories: 
technical category and institutional category. The table below illustrates the most relevant 
industries under the each customer category. (company Alfa`s website) 

 

Technical category  Institutional category 
The following industries: 

 Automotive  
 Mechanical engineering  
 Software localization  
 Automation technology  
 Consumer electronics  
 Medical technology and 
pharmaceuticals  
 Chemistry  

The following industries: 
 The European Union  
 Finance  
 Legal  
 Government authorities 

 

 Table 1: Categories of the company’s client (own model) 
 

Property right 

In a family owned business, things are valued differently. Loyalty, harmony, long term 
relationship might be counted as more valuable compared to the short term achievement and 
employees’ individual talent, competitiveness etc. Employees in a family owned business 
usually treated well, because they are regarded as extension of the family. The performance 
of managers and employees are not measured based on result and tangible things such as 
increase of turnover or increases in profit level etc, but more based on intangible things such 
as relationship, trustiness etc. (Survey, internal data) 
 

Organization ethics 
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High quality is regarded as one of the core competences of the company and it tries to 
differentiate their services from other competitors by providing excellent services to 
customers instead of doing price war. In organizing daily work, the company requires its 
staffs to choose translators and proofreaders carefully for each single job, in order to 
guarantee the overall quality of work from the very beginning. The company do not allows 
any non-native speaker translators to do translations, all the translators both in-house 
translators and freelance translators are native speakers and most of them are highly qualified 
and experienced in this filed. In every stage of the working process, quality is emphasized as 
main core value and this value has been put through to every branch and divisions and to 
every employee in the company. (Survey, internal data) 
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Control system  

Quality of work is highly concerned and controlled tightly in overall. Quality control is done 
within a project team or a division bases, the company does not have a separated department 
or group of people for carrying out overall quality control. Therefore the quality levels 
required in each project team and each division are varies, the specifications for quality are 
very much depend on each customer’s certain requirements and expectations. Each project 
team has different system of quality checking, such as staffs involved in the same project 
check each other’s work, or administrators of the project do the final check for each 
individual work etc. There are no bonuses or incentive programs used for motivating 
employees in controlling quality of work, pay for employee will be not affected by the quality 
of their work.  
 
Costs of production can be every company’s concern, and no exception for the company 
Alfa. Administrators in each project are expected to note down working time used for each 
separated tasks and also calculator the total amount of time used for the project in the end. 
But the same situation as quality control system of the company, there are no use of variable 
pay program for each individual’s performance in cost saving.  
 
In overall, the company prefer to use fixed pay system for employees, pay rate can be varies 
depend on type of job and personal skills. Pay rate can be negotiated and adjusted in every 
certain period of time, but it is done individually. Pay rate for each individual inside the 
company is confidential information, and there is no detailed access for the information.  
There are slight differences between each different branch (including headquarter) in terms of 
payment system. (Internal data). 
 

4.2 Organizational structure of the company 
The authors will present the company Alfa’s Organizational structure and the chart (figure 8) 
from findings.  

 

Description of the company’s organization structure 

The whole organization is divided into six large functions such as HR (human resources) 
department, Technical support department, Production department, Marketing and sales 
department, Finance department, and Translation department.  
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The authors of the research have considered the translation department as separated 
department from the production department, because of the specialty of the job here. 
Translation department mainly consist of in-house translators and besides doing translation 
and proofreading jobs, they are also working closely with HR department for testing and 
selecting freelance translators. The jobs here require high qualifications and professional 
experiences and that makes them unique.  
 
The production department consists of four key divisions. These divisions have been 
organized based on each key customer whom they are mostly dealing with. One of the 
divisions is mostly dealing with many small customers. Each division has several sub-project 
teams that taking charge of certain number of assignments and each team consist of project 
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manager, project administrator, layout checker and language coordinators etc. All the 
assignments are managed by a dedicated project manager and, depending on size of the 
project, technical managers, resource managers and production managers are also assigned to 
the projects. Briefly, the first step of an assignment includes an analysis of the text and 
document formats to choose the right translators and tools. This is followed by translation, 
layout, quality assurance and delivery.  
 
These project teams inside one division are highly integrated, and shares many resources 
together. There is also extensive coordination between different divisions on many large 
projects. Individuals in the organization are well-trained and capable of taking many varieties 
of jobs. There are also massive cross functional coordination depending on the size of project. 
Many large projects require extensive supports from both Technical support department and 
human resource department. Decision makings are mostly done inside each project team 
except certain large important projects that have to go through head office. 
 
Location of organizations is less relevant for forming a function or a division, for instance IT 
department is separated into three branches in two different countries. Also for instance one 
of the divisions in the production department consists of several sub-project teams which are 
from four different branches and located in three different countries. They can work together 
on one project from three or three different countries at the same time which is benefited 
from the advanced communication technology (Internal data). 
 
The company has relatively flat organizational structure with low horizontal differentiations. 
The firm’s organization largely divided by the functionalities of each department as you see 
from the following chart (figure 8) below which illustrates the company’s organization 
structure. 
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Figure 8: Organizational structure chart of the company (own model) 
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International branch in Shanghai  

Due to the size of the organization which is relatively small, the branch in shanghai has rather 
simple organizational structure comparing to the headquarters. The organization is also 
divided into several different functions but with much simple and flat structure. The overall 
shape of the organization structure is very similar with headquarters even through currently 
there are only a few staffs actually working for certain department. It is equipped with most 
of key functions that the headquarters has (see figure 8), except IT department.  
 
The managing director of the organization is a Swedish nationality and the most of 
employees are Chinese nationalities. Every staff in Shanghai office has direct 
communications with staffs from all other branches and divisions. The branch office has the 
capability of carry out most of Asian languages such as Chinese, Japanese, Korean and Thai 
etc. Many staffs in the branch have the ability of taking multi-languages tasks.  
 
The branch in Shanghai is mainly working with some project teams from the headquarter in 
Stockholm, as well as some project teams from other branches which are located in Sweden, 
Spain as well as Poland. Every individual in the organization in Shanghai branch has direct 
access to project managers and administrators in different branches. They have been given 
the right to make certain decisions in many detailed language related tasks. But things related 
to procedure of projects and communications with customers etc are not the range of their 
decision making. (Internal data) 
 

Power structure  

Decision making powers are well distributed to managers in each division and in each project 
teams, managers are making reasonable decisions using their professional knowledge in each 
corresponding filed. Some strategic issues might be not open to many of employees to 
discuss and decide, but a few of the top management personnel in the company have the 
decision powers to certain strategic matters. Decision making powers are not centralized in 
overall and professional knowledge is very relevant in many cases of decision making. 
(Internal data) 

 

Network and communication 

Internal network 
The most of communications between branches and individuals in the company are done by 
using internal e-mail system. Staffs who are involved in any project can contact the 
corresponding project manager or project administrator directly for enquiries and also they 
have direct access to the managers of each divisions. (Internal data) 
 
There is a lot of information provided on Intranet of the company and some of the internal 
jobs can be done through intranet as well. Video conference is used quite often for some 
meetings especially for meetings with other branches oversea. The overall working network 
is structured as flat and flexible with wide range of communications and decentralized 
decision makings. (Internal data) 
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External network 
External network include networks between the company customers and it suppliers (in this 
case mostly with freelance translators). E-mail and telephone are the two most commonly 
used communication tool for both customers and suppliers. Communication with customers 
mostly done by project manager or key staffs in sales department, not all the employees has 
access to make communication with customers. However employees in charge of project 
administration tasks can have access to translators. Sometimes Video conferences are used 
for important meetings with customers as well. 

 

4.3 Surrounding nature of the company 
Under this topic, the authors in this research will explain the surrounding nature of the 
organization (Company Alfa) in Shanghai such as national culture and some factors that 
might have influences on the national culture i.e. economic development(see Appendix B).  

 

Swedish culture via Chinese culture 

The authors will discuss cultural difference between countries by using Hofstede(1984) 
Histogram of five dimension of cultural differences between china and Sweden . The position 
of each country will be indicated by scores in the histogram. Blue colors indicate Sweden 
while yellow represent china and the ranges of scores represent how china or Sweden range 
of difference answers to the five issues actually found. 
 

 

PDI: Power Distance Index 
 
IDV: Individualism 
 

                        

MAS: Masculinity 
 
UAI: Uncertainty Avoidance      
Index 
 
LTO: Long-Term Orientation 
 

Figure 9: The five dimension of Culture, source: Hofstede (1980) 

 
The five dimensions indentify cultural characteristics that distinguish one environment from 
another. They are based on five very fundamental issues in human societies to which every 
society has to finds its particular answers. Most probably, such factors influence behaviors in 
organizations are particularly relevant to cross-cultural management.  
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Power Distance (PDI) - In Chinese culture, organization structures are mainly hierarchical 
and assign a lot of influence and power to leaders. The decisions are made by group from top 
to bottom. The result is extremely slow decision making process since it will involve many 
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people. In contrary, in Sweden, flat organization structures are more common than 
hierarchical structure and this allows decentralization of decision making process. In that type 
of situations people at the bottom will feel almost equal to people at top, and they do not 
hesitate to make direct contact, make their own suggestions. The advantage here is that, 
encourages motivation among employees and influences the flow of decision making process 
Compare to higher power distance, affect the flow information’s that affect flow of decision 
making process .  
 
Individualism (IDV) - Swedish are culturally friendly to assign decision making to 
individuals and great emphasis to individual incentives in organization. But this is contrast to 
Chinese traditions; where by collective responsibilities are assign to group. “Guan Xi” 
(personal connections) is still regarded as symbol of Chinese collectivism. Personal ties and 
connections are playing very important role for having successful business in China. Chinese 
people tend to dislike doing business with strangers; you can be rejected by your potential 
customer easily by only reason that you don’t know each other. In contrary many things can 
be done in much simply way if you know many people and doing business through the 
connections.  
 
Masculinity (MAS) - alternatively, this dimension by Hofstede is very difficult to measure 
how it was apply to the Chinese culture, due to the fact that doesn’t seek to clarify the role of 
men and women in the organizations environment. But the histogram indicates that Chinese 
societies are more of Masculine in business practice that influences their organizations. 
Means in china people are more focus on carrier , wealth or materials achievement .whilst in 
Sweden, people are more intending to have stable life, with social and equal treatment from 
each another, even difficult to indentified boss in group meetings. 
 
Uncertainty Avoidance (UAL) - In high uncertainty avoidances societies like China, 
corporate or organization`s managers are unwilling to take or assume risk and feel more 
comfortable when there are a lot formal rules and regulations. While low uncertainty 
avoidance likes Sweden, the organizational managers are prepared to take risk and work in 
situations where by the rules and procedures are flexible or not too much. In that case, a 
person doesn’t work too hard and working climate is favorable.  
 
Long-Term Orientation (LTO) - The application of this dimension is not so clear how it is 
practice in different societies due to the fact that have been different opinions by different 
scholars. But in terms of difference in time perspective about how society’s growth in 
technological and in business etc, China has higher score relatively compare to Sweden. 
Means the practice in China, time perspective in planning and how to deal with customers are 
assumes to be relatively longer than Sweden. 
 

Culture shift in China 

Hiring and retaining worker in China’s service industries are huge challenging for many 
international firms wishing to expanding in China. This is because of misperceptions of 
Chinese culture held by global firms seeking to establish in China. Recently, a research was 
conducted in Shanghai by Kathryn King-Metters (2008) a Professor of Organization and 
Management at Emory`s Gizueta Business School, found out that Chinese worker are rather 
individual than Hierarchical. Her research founding is contractor to most of previous cultural 
differences due to the fact that, the author argued that now a days, many young Chinese 
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people prefers a good working environment to have better and stable working life than a 
hierarchical, higher uncertainty avoidances etc. This cultural shift from hierarchy that once 
dominates Chinese labor force still remains in mind of many international organizational 
managers whom still believed that it exits. The author claims that, this have to be considered 
by firms that seeks entry in Chinese service market, this group from hierarchical to 
individualism helps to explain the problems of international firms face with retention, 
especially considering that cultural difference can influence employee motivation and other 
work-related outcomes.  
 
The outcome of Kathryn King-Metters (2008) research and some comments such as those 
organizational managers whom are expecting to find a hierarchical group oriented labor force 
will be surprise by today`s Chinese workers whom are than “individualist” describes the 
concepts of those international firms managers whom fail to recognized or adjust to the new 
Chinese culture will remained at disadvantage unless they do a proper market research to 
realized such cultural gaps are much minor or almost disappeared in today Chinese society as 
claimed by Hofstede ( 1980’s) in his market research in Dimensions of cultural difference 
between countries. And the result of such phenomenon without a proper cultural awareness 
on market research, the cultural gaps will be remain unclose and will impact on the 
international firms survival or establishment in those environment. 
 

4.4 Employee peculiarity  
In this part the authors in this research will present their findings about employees’ value, 
beliefs and attitude which are mostly work related.  

In order to get better understanding of the mentality of the employees in the Shanghai branch, 
the authors have carried out an e-mail survey by using carefully designed questionnaire (see 
appendix A). The first question which is pre-coded questions consists of eight sub-questions 
inside the table, and many of them are designed to extract information that can measure 
Hofstede’s five dimensions. For instance the last sub-question can measure employees’ 
values towards power distances in working places. The authors have sorted out all the data 
collected from the survey by using Excel and get the following table below which can shows 
the overall index of dimension measures.  
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Table 2: Cultural dimension measures, source: (survey findings) (own model) 
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From the above data the authors concluded that masculinity index and individualism index 
are relatively high, while uncertainty avoidance index and power distance index are relatively 
low. The authors’ finding of high individualism and low power distance shows the in-
consistencies with the Hofstede’s findings what the authors of the research have mentioned in 
the national culture part (figure 9). The authors of the research think these in-consistencies 
can be explained with the following three reasons.  
 
 First, the number of respondent in the e-mail interview were too few, therefore the result do 
not represent large group of people’s opinions. Secondly Hofstede’s study findings are made 
in 80th and focused on manufacturing companies rather than knowledge intensive service 
companies, and this makes certain gaps between Hofstede’s research findings and actual 
factors in the case. As the author’s findings in the “culture shift” part, there are fast pace of 
culture changes in China might caused by fast economic development and growing number 
of highly educated young people in society. Finally, the authors believe that the culture in 
Shanghai should be considered as different compare to other part of China. China is a big 
country in its geographic size, therefore there are many sub-cultures exist inside China. 
Chinese culture can be generalized as one culture but also can be divided into several dozens 
of sub-cultures based on each geographical region. Today, Shanghai is the largest center of 
commerce and finance in mainland China, and has been described as the "showpiece" of the 
world's fastest-growing economy. Because of Shanghai's status as the cultural and economic 
center of East Asia for the first half of the twentieth century, it is popularly seen as the 
birthplace of everything considered modern in China. People in Shanghai can be regarded as 
pioneer for accepting and adapting new things from outside China. Western culture is more 
likely accepted in Shanghai compare to other parts of China.  
 
From the answers of open questions the authors had some understanding of their point of 
view towards the company Alfa and their working environment. Many respondents described 
the working environment as relaxed and challenging, and many of them have chosen pay rise 
as one of the motivation factors. Good working experiences and possibility of promotion are 
also were part of the motivation factors. One of the respondent answered that he think a good 
company should have good vision which can make workers to dream about their future 
together rather than just make the shareholders rich. And some of them answered that a good 
boss should know how to motivate his crew. For the second question which is about how to 
share a cash prize inside a project team, many respondent think it should be divided equally 
since it is not much money first of all, and also secondly the project work is done by a group 
therefore should be evaluated in group unit not in individual unit.  
 

4.5 Organizational filed  
Translation work is a highly knowledge-intensive and creative process, where the qualified 
translator, editors and proofreader are essential for high quality translation works. There are 
certain norms and operating routines shared by professionals in the industry and these 
professional sub-cultures have certain impact on management of the company. There are 
certain regulations and rules formalized by profession associations and trade unions and firms 
in this industry are expected to behave and to operate in the certain way, such as minim 
wages, standard benefits and working hours as well as working environment etc. 
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Government regulations on the industry are one of the legitimacy that has influences on an 
organization’s strategy and management. China's standardization authority has issued a set of 
voluntary standards for translation services, which defines the responsibilities of translation 
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service providers. Published in both Chinese and English, the set of standards set forth a six-
month guarantee period after delivery of the translations. During this period, the providers are 
held responsible for the quality of their translations and must compensate their clients for 
substandard products. The regulation also defines the legal responsibilities of translation 
providers in maintaining the secrecy of the contents of the translation. This is China's first 
national regulation on translation services and the second of its kind in the world, according 
to sources with the State Commission for Administration of Standardization, which approved 
the issuance of the set of standards. (People’s daily: December 05, 2003) 

 

4.6 Observations 
Under the observation the authors will analyze company Alfa’s organizational culture in 
general based on their opinions about the empirical finding. 

Organizational culture analysis 

The organizational structure of the company Alfa has been described as organic structure 
which is characterized as flat and flexible with decentralized decision making powers. The 
organization consist of many small project teams especially in the production department and 
the design of works are very much project oriented. Decision making powers are given to 
staffs to work with certain tasks and individuals empowered with carefulness and control 
over their work. The communications between functions and divisions are not required to 
follow certain commend chain; it is characterized free and wide range communications.  
All these characteristics are showing some sign of “Task Culture” in the organization.  
 
But the authors in this research have found that there is certain level of bureaucracy exists in 
the organization, as the authors have mentioned before that some strategic issues are not open 
to many employees to make decisions. Also the organization is divided based on its 
functionalities rather than just tasks/projects, because there are many departments working 
with certain specialized responsibilities. For instance IT department and translation 
department etc, and employees in these departments are expected to perform certain roles. As 
the authors discovered from the research, the company is family owned business and they 
measure their employee’s performances not just based on result and get things done, but also 
loyalty, personal relationship and trusts etc. In this sense the company’s organizational 
culture are more likely to be defined as “Role Culture”.  
 
From analyzing the findings regarding to both the organization structure and the company 
peculiarity, the authors have realized the company has a unique organizational culture which 
is neither “Task culture” nor “Role culture”, but somewhere in between this two. The authors 
have chosen the level of bureaucracy and the level of role and functionality orientations as 
two main criteria to illustrate the two organizational cultures in the following diagram (figure 
10). 
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Figure 10: Organizational culture of the company (own model) 
 

The company peculiarity and organization structure are the two key factors that can shape the 
organizational culture initially even before entering a new environment. These two factors 
can be described as the characteristics of the company from home country. When the 
company operates in a foreign environment, it will face some variables that can be different 
compare to home country, such as national culture, characteristics of employees and 
organizational field, and the culture of the organization will be re-shaped by the influences of 
all these variables.  
 
In every organization people play an ultimate’s sources that contribute to make up 
organizations culture. (Gareth, 2004, p.207). The branch in Shanghai consists of many 
Chinese employees whom believed to have different values, norms and beliefs compare to 
Swedish. Through the e-mail interview the authors have realized the cultural gaps are less 
than expected and many of them show some similar mentality as Swedish, for instance 
relatively high individualism, low power distance etc. The authors think the branch in 
Shanghai has attracted people who have values match the company values in the first place. 
But still the organization has to adopt some similarities in behaviors and values of people 
inside the organization. For instance through the e-mail survey, the authors of the research 
have found the high masculinities of the employees in the branch, and it is one of the 
characteristics which can distinguish Chinese and Swedish employees in general. As 
Hofstede’s findings what we have mentioned before, Chinese people are more focus on 
carrier , wealth or materials achievement, while Swedish people are more intending to have 
equal treatment from each another, and emphasizing quality of life and relationship between 
people.  
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Economic situation (see appendix B) also has certain influences on the culture in the country. 
With fast growing economy in China, people tend to more emphasize on material 
achievement and personal wealth. Chinese people are becoming more individualized in this 
sense. But still we would say High level of collectivism still exist in the country, such as 
“Guan Xi” (personal connections) still regarded as one of the key factor to be considered for 
doing business within China.  
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Market size, volume and competitive situation in the country all have certain effects on how 
the company should operate inside the country. The branch in Shanghai is facing tough 
competitions today and these pressures from external factors can affect the company Alfa`s 
internal operations, for instance someone can argue that does the current control system such 
as pay program for employee, and quality control system are really suitable for operating in 
China? Does current value of the company such as equality and harmony can really motivate 
employees in China? etc. 
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(The end of Empirical finding and follow by the final chapter-conclusions) 
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5 Conclusion  
 
 
 
 
 

In this final chapter, the authors will first present the answer to research question , will is 
based on the analysis, then followed by the recommendation  which is also based on 
authors opinions to company Alfa.  

The authors believe its findings and analysis have been able to answer the research question 
and the purpose of this research has been achieved. The lofty goal of this paper is to highlight 
the impact of foreign environment on company Alfa’s organizational culture. Through the 
research, the authors have found that both internal factors and external factors have 
significant influences on organizational culture and the company’s organizational culture is 
created and developed based on all these influences. Also the authors have noticed that the 
level of influences by each different factors are varies, some factors have relatively larger 
impacts on shaping an organizational culture, such as organizational structure and national 
culture. This findings is consistent with that of Morden T (1995) who found out that national 
cultures have significant implications on the organization, its management and employee 
development.  
 
Based on findings about the company Alfa’s peculiarity and organizational structure, the 
authors in this research were able to describe the type of organizational culture that the 
company might have, and pointed out the organizational culture as a unique culture which 
consists of many characteristics from both “role culture” and “task culture”. One of the 
important findings from the research can be mentioned as the culture shift in China mainly 
driven by the country’s economic development in recent years. The fast pace of the culture 
shift might means new challenges for the company operating inside the country. The data 
collected from the e-mail interview shows that the employees in the Shanghai branch might 
have relatively low power distance preferences and high individualism which are similar with 
Swedish. In overall the cultural gaps between Chinese and Swedish employees are smaller 
than expected and it might indicate fewer difficulties for the company to cope with such 
cultural differences between Sweden and China.  
 
Since this research has only focused a small service company operating in China, the research 
result can not be generalized and used for studying other organizations such as manufacturing 
firms.  Situation in service companies differ from manufacturing companies and the authors 
in this research assume that organizational culture of manufacturing companies can be 
affected differently compare to service companies even under the same operating 
environment. Therefore we believe that a further research can also be conducted on how the 
new environment impacts on the organizational culture of a manufacturing company.  
 

Recommendations 
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The authors in this research believe that it is important for company undergoing international 
expansion to be aware of the cultural differences between its home country and the foreign 
country. Organizations from one national background need to make allowance for the 
influence of the national culture of the foreign country it wish to enter. Organization should 
also make allowance for its structure and culture in order to buffer influence of the national 
culture of the foreign country which it operates. From the author’s point of view this can be 
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achieved in three stages. First, firm should conduct a cultural diagnosis this means firms 
should examine its existing organization culture such as values, norms and beliefs and check 
if this is suitable for the new environments it wishes to operate.  
 
Design content of changes. Mean firm that wish to involve in cross-border business should 
have a design plan for changes. This should include the need to change and how changes 
should be implemented. For instance, in order to fit in the particular environment they are 
operating firms should have change for it structure like how to restructure it departments, 
decision process or how to coordinate it decisions. To maintain its organizational culture, 
firm should invest in their human resources through training programs, employees’ 
empowerments and incentive. 
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Appendixes A 
Dear Recipient,  
We are two students from Mälardalen University in Sweden, currently carrying out a research 
about how new environment impact on a firm’s organizational culture. Our main interest is 
Chinese national culture and Chinese mentality as a new operating environment for many 
Swedish companies who are operating inside China and to study how these aspects impact on 
a firm’s original organizational culture.  
We kindly ask for your participations in our survey and answer a short questionnaire which 
will not take more than 5 minute of your time. All information provided by you will be kept 
strictly confidential and we guarantee you full anonymity.  
 
Please fill out the attached questionnaire and send it back to us by e-mail to the following e-
mail address: hci07001@student.mdh.se 
We’d like to receive them as soon as possible.  
 
Thank you so much for your time and considerations in advance! 
Sincerely yours,  

 
Hong Cui 
Mustapha Janneh 
If you have any questions about the survey, you are more than welcome to contact us on the 
following e-mail address: hci07001@student.mdh.se or mjh06001@student.mdh.se 
 
 
Questionnaire  
There are some interesting statements as you see from the table below, each row contains two 
statements which can be described as two extreme opinions.  
Please read both statements from each row and choose one of them that you agrees on more.  

Your answer  
(A or B) 

Statements  

 Status is earned by your achievements, by what you’ve accomplished in 
life. Status must be won, not automatically accorded. 

 

An autocracy exists. A certain amount of status comes with the family 
name and the groups you are affiliated with. Your station in life is in part 
an accident of birth. 

 I expect people to judge me by my achievements. 

 

I expect people to judge me by my affiliations. 

 If my brother or sister did wrong, I would admit this to other people. 

 

If my brother or sister did wrong, I would defend them to other people.  
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 Nothing ventured, nothing gained. You can always start over. 

 

Think through before making any decisions, avoid any kind of risks if you 
can, failure might not be temporary for many people. 

 

 People judge you by how much money you make; Material possessions 
are a measure of success. 

 

Quality of life and relationship with people are important, also should 
concern environment.  

 

 Working well with other people is the key to success in any enterprise. 
Harmony in the workplace will insure eventual success. 

 

 

Focusing on the task insures success. Harmony is nice but results are what 
count. If you get results, people will be more harmonious. 

 What matters most in a worker is his/her ability to work well with others 
and not rock the boat. Experience and technical skills are important, but 
they don’t contribute as much to the bottom line. 

 

What matters most in a worker are his/her technical qualifications: 
education, work experience, and specific skills “People” skills are 
important, but they don’t contribute as much to the bottom line. 

 

 Bosses and subordinates should work close together and consult each 
other. 

 

Subordinate should be strictly ruled and dependent on the decisions of the 
boss. 

 
 
Let’s assume that for six weeks, you and the three other people in your division have been 
working on an important special project. Now the work is done and the four of you have been 
awarded a cash prize of $2,000. How should this money be distributed? In answering this 
question, you may find the following information useful: 
1. Person A did 25% of the work. 
2. Person B did 40% of the work. 
3. Person C did 25% of the work. 
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4. Person D did 10% of the work. 
In the underlined blank spaces below, write the cash prize you think each person should 
receive: 
Person A $ ___________________ 
Person B $ ___________________ 
Person C $ ___________________ 
Person D $ ___________________ 
 
How did you reach your decision? 
____________________________________________________________ 
____________________________________________________________ 

 
How do you describe the working environment in your office?  
 
Can you list 3 or 4 motivation factors for your current work? 
 
What is the definition of good boss and good company for you? 

 
 
 
Personal information: 
Gender: ________ 
You are from _________ city, ___________country. 
You are interested in doing ____________________________in your spear time. 

 
 
Thank you very much for your participations! 
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APPENDIX B 
 

Political and Economical factors 

The PRC (Peoples Republic of China) government supports it information technology 
development with tax breaks, subsidized office parks and other incentive. For instance, last 
year, the PRC state of commission for administration of standardization approves the first 
Chinese set of standards on the quality service on translations. The PRC government 
committed has influence translations firms in China. 
 
The People Republic of china has experience a dramatically economic expansion since the 
economy reform in 1979. These reforms generate significant to reduce poverty, consumption, 
improve standards of living and steady growth in Chinese investment. Today, China has been 
the fast-growing major nation for the past quarter of a century with an annual GDP growth 
above 10%. China per capital income has growth at an average annual rate of more than 8% 
over three decades drastically reducing poverty, but this rapid growth has been accompanied 
by rising income inequalities. The country`s per capita income rate is classified as the lowest 
by world standard compare to 178 countries in 2008 by IMF-International Monetary 
Fund(2008) This enable China to participate in broad world market and private sectors which 
companies play major role in china`s economy.( IMF 2008 with the statistics of national 
bureau of China) 

Market size and volume  

It’s not easy to get a reliable, comparative statistics about translation sector. There are major 
discrepancies in how statistics are kept from one year to another. But according report from 
Translation Association of China(TAC) the growth of Chinese translation industry has 
increased in the previous years as the country`s fast economic and increase international 
communication have fuel a billion-dollar market for translation firms. 
 
China’s translation industry accounted for 11 billion US dollar in 2003, and the number is 
expected to grow to over 20 billion Yuan (2.41 billion dollar) by 2005. Huang Youyi, deputy 
director-general with the Chinese Foreign Language Publishing (2008) assumes that by 2008, 
one out of every ten sentence spoken in being is expected to be in foreign language. 
Translation industry is still booming in China compare to Europe and USA. (People’s Daily 
Online). 

 

Competitive forces 

The level of industrial competition is relatively high in China, due to the fact that there are 
many local translation firms which are even able to charge fewer prices with similar services. 
Since there are many suppliers in the market, potential buyers have many alternatives to 
choose and this gives these buyers relatively high purchasing powers over the prices.  
China’s translation industry has been criticized for lack of translation professional, even 
though China has about 60,000 professional translation and interpreters, and the number of 
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people that practices translation is estimate to be around 500,000, but yet still cannot meet the 
surging demand (People’s Daily Online) . Therefore companies have to pay high prices for 
those professors who are really qualified. The entry barrier for new comers in the industry is 
relatively low, because the capital requirement for startup is low compared to other industries 
such as manufacturing industries. Low entry barrier means higher potential competitions for 
the companies in the industry. In overall, the company is facing quite tough competitions in 
China.  

Culture in general  

According to Hofstede (1980, p.21), Culture is “collective programming of the mind which 
distinguishes the members of one human group from another”. Culture, in this sense, includes 
systems of values are among the building blocks of culture. Philip Kotler (1991) defined 
culture as “The society that the people grow up in shapes their basic beliefs, values, and 
norms. People absorb, almost unconsciously, a world view that defines their relationship to 
themselves, to nature, and to the universe”. In scientific theory, culture is describes as a 
fundamental aspect of life. All people have culture, only requirement for being cultured is to 
be human. Cultures are made of: i) material objects; ii) ideas, values and attitudes and iii) 
normative or expected of behaviors. (Ferraro, 1994, p.16).Ignoring culture might be 
dangerous because one that might emerge, if the process is not managed, may not help the 
organization meet it objectives (Paul Burns 2005,p.111).Culture is recognized as one of the 
most important variable influencing ethical decision-making within the organization and 
differences in consumer ethnics reflect cultural variation. Ralston(1994) 
 

 Elements of culture 

The generalization that can be applied to all the culture is called cultural universals or cultural 
homogeneity. These Elements of culture are characteristics in following topics: Language, 
religion, values and norms, manners and customs, material elements, aesthetics, education 
and social institutions. The authors stressed that this elements of culture has to be manager to 
process of Acculturation; means adjusting and adapting to a specific culture other than one`s 
own – is one of the keys to success in international cross culture business.(Czinkota and 
Ronkainen1990p.67-70). 
 
Language 
Language is multidimensional by nature which has been described as the mirror of the 
culture. The assumption is based on the fact that, when interpreted or translated in different 
environments, it can mean different things such as words, action, moves or even different 
gestures. Language is outline as an important factor for any international business manager, 
as a means of acquiring information’s in an environment, gather and evaluates them. 
Secondly, it provides access to local society in foreign environments. The authors further 
argued that for organizations to avoid language problems, for instance in verbal language, 
when a translator is required, for the purpose of communicating with suppliers or customers, 
care should be taken in selecting the translator. (Czinkota and Ronkainen. 1990.pp.67-79). 
 
In nonverbal language- managers must analysis and become familiar with the unknown 
language in foreign cultures. There are five key topics recommended - time, space, material 
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possession, friendship patterns, and business agreement-offer a starting point from which 
mangers can begins to acquires the understanding necessary to do business in foreign 
environment. (Czinkota and Ronkainen, 1990, p.67) 
 
Religion  
Religion as a culture defines the ideals of life, which in turn are reflected in the values or 
attitudes of societies and individuals. In most cultures, people find religions being legitimacy 
in the beliefs, values and attitudes that shape their behavior and practices of institutions and 
members of culture.( Czinkota and Ronkainen,1990,p.70). 
 
Values and attitudes 
These are the shared beliefs, norms and attitudes that are internalized by the society. The 
more embedded values and attitudes are, the higher the beliefs will be in those particular 
environments. Therefore, the international organization mangers should cautious about their 
strategies, of how to implement and operate in thus environments. Attitudes towards changes 
are basically positives in industrialized environments, where by in more traditional bound 
societies, changes are view with great suspicious, especially when it comes from a foreign 
organization. This kind of environment requires knowledge before managers can operate. 
(Czinkota and Ronkainen,1990,p.72). 
 
Manners and customer 
Changes occurring in manners and customers must be carefully monitored especially in case 
that seems to indicate narrowing of cultural differences between environments. For instance, 
understanding of manners and customs is an important aspect in negotiation, because 
interpretations that are based on ones own frame of references, may lead to totally incorrect 
conclusions. Organization management should have understanding about different ways of 
thinking in environments and knowledge of appreciation of host country such as history, 
culture, government and image of foreigners in their environments. (Czinkota and 
Ronkainene,1990.p.73). 
 
Material elements or culture 
Describes the degree in which valued or honors have an impact on marketing decisions. It is 
results from technology and is directly related to how economic activities are organized in 
different environments. It includes economic, social, financial and marketing infrastructures.  
( Czinkota and Ronkainene.1990,p.77). 
 
Aesthetics 
Are significant feature in the element of culture, the assumption is based on how people in 
different environment relates things, sign or colors to a particular event or time. For instance 
black color in USA and European is considered the color of mourning (dresses), where as 
white has the same symbolic values in Japan and most of the Far East countries. International 
organizations have to take into consideration in some local taste like colors and concerns in 
designing their facilities. Organizations may have to cautious when it comes to developing 
tastes like that. ( Czinkota and Ronkainene,1990,p.78). 
 
Education 
Education levels of a culture can be assessed through information available from secondary 
data sources for the knowledge about environment literacy rates and educations level. This 
will help the organizations in local staff recruiting, training, enrollment or selection.  
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( Czinkota and Ronkainen,1990.p.79). 
 
Social institutions 
Points the importance of relationship in family unites like parents and children, but in some 
environments, it is extended to grandparents and other relatives. In some countries the social 
institution are very wide for instance, in third world countries it closely explains the 
relationship status( close and caring) or power distances within the particular environment . 
In such an environments the organizations managements has to understand the importance 
society’s social values and their tribes.( Czinkota and Ronkainene,1990,p.79). 

 
Categories of people in the environment 

For firms establish a successful business in an environments, it should have a kind some 
ideas, knowledge or understanding about people way of life, the way they think, react and 
interpret different objects in their society`s or nations. Because evidence shows that human 
being have unique characteristics which make every one unique from others, peoples are 
expected to have behavior patterns. This behavior pattern is either from our individual 
behaviors or human behaviors or cultural behavior. “Human behavior is the kind of behavior 
which is common among human being and individual behaviors are typical with society or 
group that the person is involves in”. For example that “eating crayfish in August in Sweden, 
or killing a buffaloes at the funeral “party” in Indonesia. This is known as a cultural 
behavior”. Since the groups consist of individuals and all groups combined make up the 
world population. In the model below, the author indicate the limitations of culture which 
defines the inter-relationship between human behaviors, individual behaviors and culture. 
(Helgesson 1996) 
 
 
                                        
 

      
                 
 
  
         Figure : Helgesson, T. (1996,p.12) the borders of culture behavior 
 
The author further categorizes people in world as Ethnocentrism, xenophobia, polycentrism, 
cultural relativism or egocentrism. Xenophobia people who see them self’s as the centre of 
everything, dislike foreigners and do not trust them. Polycentrism people who know and 
understand that there are other cultures, but their own culture is superior. Cultural 
Relativism, the correct thing depends of the situations. It is possible to judge or evaluate other 
cultures or allows you to accept other culture-empathy is required. Egocentrism World 
operation, solutions to problem can be taken everywhere. Sensibility and flexibility is 
required, all other culture are possibilities. (Helgesson T. 1996,p.12) 
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