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1. Abstract 

 

Human resource management and work values specifically have become a core 

element to organizations success and achieving their aims. The two countries taken into 

consideration in our dissertation (Sweden & Pakistan) both have a high percentage of 

work being done in the service sector. Sweden is one of the most developed countries 

in the world where the service sector plays a fundamental part in its GDP and Pakistan 

is a developing country on the rise where again the service sector plays a major role in 

the country's GDP. Sweden has an edge over most countries in the world when it 

comes to infrastructure and Pakistan has its own plus points with a wide range of work 

force thus opening new horizons for Pakistani workers to move into Sweden for work 

and for Pakistani managers to gain skills and expertise from there Swedish 

counterparts. This dissertation analyze, what aspects of work value are similar or 

different between managers in Sweden and Pakistan, this includes reviewing the 

findings from different case studies and of interview conducted with managers of 

different organizations in Sweden and Pakistan. The dissertation is qualitative in nature 

and theoretical cultural aspects in the lights of work values are used along with articles 

and books on management styles of managers in both the respective countries. 
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2. Introduction 
 

Values as defined “In general, important and enduring beliefs or ideals shared by the 

members of a culture about what is good or desirable and what is not. Values exert 

major influence on the behavior of an individual and serve as broad guidelines in all 

situations”. (Business dictionary)  

 

There are three schools of thoughts on cultures and values and sometimes applied to 

work values, management styles:  

 

1) Universal: this is the classical study based on this from an international perspective. 

The Convergence scholars like Pascale & Maguirein their work in 1980 showed that as 

the countries liberalize their markets, develop institutions, adopt modern technology, 

and achieve industrialization, the strategic business behavior would become similar 

because people will embrace common values with regard to economic activity and 

work-related behavior (England & Lee, 1974).  

 

2) Cultural specific: it is the study that stressed much more upon a defined cultural 

perspective e.g. Hofstede 1980. The Divergence scholars (cultural specific) instead 

assert that national culture, not economic ideology or technological growth, is the 

dominant force in shaping the values, beliefs, and attitudes of managers within a 

country (Hofstede, 1980, Laurent, 1983).  

 

3) “Crossvergent” set of values: the study is a fusion of convergence and divergence 

concept out of which this concept is derived. To bridge the differences between 

Convergence and Divergence schools, Ralston, Gustafson, Cheung, and Terpstra 

(1993) propose a middle ground using the term 'crossvergence' defined as a value set 

that was "in between" the values supported by the East and the West. Crossvergence 

suggests that the Asian organizations would develop a "hybrid" model -- blending the 

best elements of both their domestic and imported ideas (Abo, 1994). 

 
Figure 1.0 Three Schools of thoughts 

Source: Authors Own 
 

As the world is becoming more and more industrialized, some common values are 

commended in the work settings like Webber states “that the spread industrialization 

Universal aspect cross vergent cultural
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from developed to less developed countries will lead to a homogenizing effect in its own 

right. However, industrialization also means increased common education to support 

the technology, and thus further increases the homogeneity across societies”  but at the 

same time different work values are also present in the societies despite being 

industrialized as Ralston explains “Implicit in the observation that industrialized business 

organizations have become more similar in terms of contextual variables such as 

complexity, formalization and centralization is the assumption that common ways of 

organization lead to common business practices and in turn to similar managerial 

values (Negandhi, 1975). On the other hand, Ottaway, Bhatnagar and Korol (1989) 

report significant differences between cultures on their survey of beliefs about work.” the 

values are different because of the certain values held by the society. 

This paper would investigate the work values of Swedish and Pakistani managers.) The 

general benefit of the paper intends to provide is to foster better trade and 

communication between Pakistan and Sweden. For our dissertation we will interview 

people who are from the service sector. The reason being is that the highest amount of 

customer interaction takes place as services are consumed as soon they are produced 

thus mangers must have a strong influence over the activities of their subordinates to 

achieve high rate of customer satisfaction and to try to exceed customer expectations 

(Competitive Strategy : Michael E. Porter 1998) 

2.1. Problem 
 

A lot of research has been done on work values (Koivula N. (2008)), however very little 

cross-cultural comparative analysis on work values comprising an Islamic state and 

western state has been carried out. Our study will be focused on the analysis of 

management styles of Pakistani and Swedish managers on the basis of work values. 

The main reasons to choose this topic from our perspective is that there hasn‟t been 

enough study about Pakistani managerial style and working values, in fact to the best of 

our knowledge the only research done by an author named Arslan (2004) (a cross 

culture comparision of Kazakh and Pakistani managers in terms of work ethic values). 

Furthermore, not much qualitative interpretive study has been carried out – note that lot 

of studies have been carried out in positivist tradition on work values (Chapman, MK; 

Arslan, M,  Work ethic values of practising Catholic Irish and Protestant British 

Managers Irish Journal of Management,22(2),  2001). Our observations have shown 

that no study on Swedish managers from an Asian perspective has taken place. 

Research on Swedish managerial values has been until now carried out by western 

researchers from either Europe or USA. 
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2.2. Literature review 
 

As we started research by selecting topic on comparison of cross-cultural work values, 

we had to start with the study based on values itself. Since we had fairly vague 

knowledge about this topic to being with, we started by searching for major authors and 

scholars in this field. We searched through Ebrary and Jstor to begin with. When it 

came to finding out the main sources, we divided our work between Books (which 

included textbooks and academic monographs), we also relied on journals which we 

found through Jstor and the university library database, and we used old dissertations 

as a guide especially of Koivula N. (2008). Who had worked on our topic but in a 

quantitative way and lastly we relied on the internet in general though we were very 

careful about this because not all the information available on web pages can be traced 

back to sources and thus the reliability comes into question. 

For this purpose we had to study a wide range of work done by different authors who's 

work dated back all the way to 1954 with C.kluckhohn,F.Kluckhohn & Strodtbeck 

(1961),Rokeach (1973),Willams (1979),Hofestede(1980),Schwartz & Bilsky 

(1987),Schwartz (1992),Hechter (1993),Schwartz (1994), Verplanken & Holland (2002), 

etc. The literature pointed out that though these scholars and Gurus had done extensive 

work in the fields of values but the theory of work value wasn't explored that much to a 

great extent. Thus we decided to narrow down our work. The work of these authors 

mentioned above had given us the firm footing we required in this field to move forward. 

We narrowed our search criteria and focused on the three main schools of thought on 

culture and work value. As Penning (1970) said, work-value systems can be defined as 

constellations of attitudes and opinions with which individuals evaluate their jobs and 

work environments. In other words we had to look at work values in particular for our 

dissertation 

We choose works done by Pascale & Maguirein (1980); England & Lee (1974) as our 

main guides in the universal school of thoughts. It is reasonable to expect that 

managers in industrialized nations will embrace common values pertaining to economic 

activity and work-related behavior (England and Lee, 1974).At the same time Pascale & 

Maguire through there work on comparison of selected work factors in Japan and the 

United States pointed out the same facts. Another prominent scholar Child (1981) 

showed that as countries become more and more industrilized they start sharing 

common business and managerial values. 
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In Cultural specific section we studied works Hofstede (1980) and Laurent (1983) as our 

main guides. Cultural scholars focus more on cultural factors as a key source in shaping 

values. Studies carried out by the likes of Brewster and Tyson (1993), Brewster and 

Larson (1991) highlight the need for for managers to adapt to local customs and 

environments. Later studies conducted by Kelly et al (1987) and Tse et al (1988) point 

towards the same conclusion that managerial values differ from country to country.  

For the last view on values called crossvergent we used works done by the likes of  

Ralston(1991,1997),Gustafson, Cheung, and Terpstra (1993) ; Abo work (1994) as our 

main source of guide. This is basically the formation of a value system when the two 

extremes the Universal (ideological) and Cultural are mixed together. Ralston in his 

work in 1997 showed through his study based on managers from China, Japan, USA 

and Russia how important crossvergent school of thought is. 

The literature on these three schools of thoughts showed how work values may differ in 

specific circumstance and how managers in different school differ in their option about 

them. Like how the universal school of thought suggest a much more classical approach 

based on that the world is becoming globalized and with the formation of multinational 

companies people will start sharing common values both in their personal life and in 

work,``the fact that the world market is integrating through globalization and the fact that 

multinational corporations are becoming commonplace´´ (Bhadury et al., 2000). While 

the cultural school of thought suggest that attention needs to be diverted towards the 

cultural aspects rather than the economic ones, while at the same time the crossvergent 

study mixes the two distinct concepts of east and west. 

Apart from this we choose Management style based view and Managerial ways based 

study to help us understand what sort of work had been done in each field. Dr.Thomas 

N Garavan , Dr.Sudhir K Saha ,Dave O´Donne , Stan Mensik, Dave McGuire and Birdie 

Branicle (2001) work on Managerial values and Human resource decision making was 

studied along with Bette Price (2002) work were taken into consideration as basic 

guides. 

Gurus like Arslan,Saha (1995,1999), were chosen on Pakistani front. Scholars like 

Zahid Parvez and Pervaiz Ahmed (2004) , Selcuk Uygur (2009) in their work took 

religion ( Islam) into consideration as well against secularist western societies which 

provided us with some basic understanding on how religion plays a part in managerial 

work values. While on the Swedish front work done by Gill, J. & Johnson, P (1997); 

Atilla Diclea; Ulku Dicle (2001) was studied. This helped us grasp the basic idea behind  
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the way managers perceive values in their countries and allowed us to better 

understand how to go about our interview process. When using electronic media for 

search we heavily related on data bases like, Ebray, Google Scholar, ABI/INFORM, 

Emerald, JSTOR, Wiley Interscience for which we had access to from the university 

library website along with this books from the library and Libris ( inter library loan from 

all over Sweden) was used to help us through the search process. 

 

2.3. Research Questions 
 

1) What work-values do Pakistani managers perceive as important that might help 

them to carry out their duties. 

 

2) What work-values do Swedish managers perceive as important that might help 

them to carry out their duties. 

 

3) How do the perceived work-values of Pakistani managers differ from that of 

the Swedish managers? 

 

4) Are there any similarities of work-values of Pakistani and Swedish mangers? 

If yes, how do they manifest?   

 

5) How the work-values of both Pakistani and Swedish managers are manifested in 

actual work situation? 

2.4. Objectives 
 

Our aims and objectives for doing this dissertation are as follows: 

 We find it incumbent to learn from this dissertation, that is our basic and primary 

purpose. 

 Our secondary purpose is to analyze the case study from the bird‟s eye view, in 

this case analysis of the companies in Sweden and Pakistan. 
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 We don‟t intend to dictate this dissertation in any form physical and verbal. It‟s 

only to bridge the cultural gap between two societies. Hence making their 

bilateral trade, partnership and trainee programs successful. 

  

2.5. Purpose 
 

Like any qualitative thesis learning is the main purpose behind our research, all our 

study will be interpretive and each manager that we will interview will be a unit of 

analysis or a case study. Our study will help both countries to promote future trade by 

better understanding of work values. As on one hand Pakistan is densely populated 

country with a population of 174 million while on the other hand Sweden is one of the 

most developed countries in the world let alone Scandinavia. Some key example of 

bilateral trade between Sweden and Pakistan can be seen through major multinational 

companies like Tetra Pak, Ericsson, Volvo, H&M, IKEA and Lindex.  

The core purpose of this thesis is to Identify work values of Pakistani and Swedish 

managers mainly focusing on the service sector. At the same time interpreting which 

work value prevails in which country. 

 

2.6. Method 
 

The dissertation is based on primary study (mostly which is based on a series of 

interviews that we conduct with Swedish and Pakistani managers) and secondary study 

(mostly which is based on different scientific article and books such as Rokeach, The 

Nature of Human Values , Stackman, R. W.; Pinder, C. C; and Connor, P. E. Values 

Lost etc.)  

Since our work was Qualitative in nature thus we had to rely on interviews, documents 

and observations in order to fully grasp the social phenomena. 

Our main motive behind this instead of a qualitative thesis was that it would present us 

with the opportunity to interact face to face with managers of different company's and to 

firsthand experience how important they felt work values were for them. The goal of 

understanding a phenomenon from the point of view of the participants and its particular 

social and institutional context is largely lost when textual data are quantified (Kaplan 

and Maxwell, 1994).we were concerned with the uniqueness of each particular situation 

(ideographic) to get a proper ethic of what is being done. Our research was based on 

case study nature where our units on analysis were three Pakistani managers and three 

Swedish managers. 
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Yin (2002) defines the scope of a case study as follows: 

 

A case study is an empirical inquiry that: 

 

        1. Investigates a contemporary phenomenon within its real-life context. 

        2. Especially when the boundaries between phenomenon and context are not 

clearly evident. 

 

Empirical materials we read and understood consisted of interviews, participant 

observation and fieldwork, through to archival research like published documents, 

company reports. This data allowed us to firstly better understand the functions the 

company performs in the service sector and secondly to get a proper grasp of the way 

the company handles in daily affairs. 

Our analysis will be Narrative and Metaphorical in nature. Narrative is defined by the 

Concise Oxford English Dictionary as a "tale, story, recital of facts, especially story told 

in the first person."  While a Metaphor according to webster is`` a figure of speech in 

which a word or phrase literally denoting one kind of object or idea is used in place of 

another to suggest a likeness or analogy between them (as in drowning in money)´´ 

 

2.7. Limitation 
 

Since our thesis was qualitative in nature our main aim was to analyze work values. 

Due to nature of the work and the current time frame our interview process was limited 

to a certain extent, three interviews were conducted with Pakistani managers and three 

were conducted with Swedish managers based in their respective countries. To prepare 

for these interviews a series of articles and websites mainly were studied which were 

based on the behavior and work values. It is quite normal to think that some of the 

questions that we asked them were in fact developed during the interview process. At 

the same time to distant ourselves from any previous bias which we might have heard 

of. We tried to keep a very much opened minded view towards each interview letting the 

managers speak and respond to our questions as freely as they wanted to. To try to 

counter the problems that arise with telephone conversation we decided to send one of 

our group members to Pakistan while another one went to companies in Sweden so we 

could have a series of face to face interviews with manager and at the same time see  



  Dated: 04-06-2010 

 
Authors: Avais Pervez, Ahmad Tariq, Saad Jamil 

Page | 9  
 

 

the area in which the work in. Also it must be noted that our dissertation is for a 

Bachelor level program thus we had to define our work in a constricted frame work as 

per the requirements in a Bachelor level dissertation. 

 

2.8. Access 

2.9. Access to information  
 

In order to carry out our research we would carry out a series of interviews both in 

Pakistan and Sweden. To do this more effectively we preferred face to face interaction 

with our interviewees who all work in the service sector in both the countries. In 

Pakistan our interviews will be conducted with two senior restaurant mangers and a 

head of regional bank while in Sweden we will again focus on three people, the owner 

of Kallma Service AB a company that works closely with Solna stad and two people that 

are highly respected managers of departmental stores. In order to conduct our 

interviews thoroughly as possible we will be visiting each manager at their respected 

office and try to understand as much as we can about the work values they incorporate 

in their work places for this purpose we also sent one of our group members to Pakistan 

because we felt it was highly important to have face to face communication rather than 

on the phone or through Skype thus providing a strong foundation for our primary data. 

 

2.10. Access to Literature, Databases, etc 
 

Most of the literature we will use will be from either Mälardalens University or one of the 

many libraries interconnected with each other through Libris. We will also be using 

prominent data bases to help us find relevant articles and journals which will help 

remove us along our study. The most admirable part to us about this was that we could 

access this information through the databases any time of day and night no matter 

where we were and of course we could borrow books from the library which we needed 

as well. Also to keep options open for us we decided to check the city library of both 

Västerås and Pakistan in case we need any information not readily available. 
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2.11. Ideographic explanation 
 

Ideographic explanation is concerned with establishing a unique answer to a question, 

where as in the process only certain number of causes can be examined through and 

through which has led to an event, accident or a certain event. Ideographic and 

Nonmothetic are the two terms coined by a Wilhelm Windelband during his lifetime to 

describe two different approaches to knowledge. While nomothetic tends to be more 

quantitative way of approaching, ideographic explanation is more suitable for the 

qualitative knowledge, which is more often expressed in humanities. In our case, 

ideographic explanation would be most suitable, firstly because our research is 

qualitative and secondly it‟s concerned with humanities and social behavior of human in 

certain environment. 

 

2.12. The Potential Audience 
 

The companies that are already working in Pakistan, and as well as companies that are 
looking forward to invest in Pakistan and also the companies that are currently 
operating as a partner company in Pakistan for instance New Allied Electronics 
Industries (PVT) Ltd  and Electrolux. The companies that had been there in Pakistan 
are quite prominent companies like Tetra Pak, Ericson, Volvo, H &M, and IKEA. 
 

2.13. Ethical consideration 
 

While doing the research dignity and privacy of every interviewee will be considered. 

Before the interview starts or research, individual he / she will be notified about the 

aims, methods, anticipated benefits of the research and to what degree of confidentiality 

their answers will be kept. No questions will be forced to be answered from the 

interviewee. Interview will be taken place with care; no aggressive attitude will be used 

or which make interviewee threatened. 
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3. Theoretical Framework 

3.1. Values Defined (In general) 
 

Values when searched in the dictionary for the what meaning the word holds, is 

generally defined as “beliefs of a person or social group in which they have an 

emotional investment”(Princeton, word web) but off course different social science 

scholars have defined, it differently, by different, I mean the difference in context the 

value holds may vary from person to person depending on the situation, as  

(C.Kluckhohn 1954)defines value as “A concept of the desirable, which influences the 

selection from available modes, means, and ends of action” meaning it is a set of rules, 

means to get something or to get somewhere, while( hofstede 1980) defines values as 

“Broad tendencies to prefer certain states of affairs over Others” whereas as Hofstede 

refer to values as being tendencies, which are predispositions to think, act and proceed 

in a particular way to prioritize limited resources of time, interest and financial assets 

over all other affairs, to achieve a desirable result in the preferred affair, coming towards 

another renowned social scholar (Schwartz 1992) who defines values as “A criterion 

people use to select and justify actions and to evaluate people (including oneself) and 

events”. The different views expressed on what are values, for better understanding, it 

can be asked from where do the values come from? And how they are formed? As a 

model developed by McRae and Costa (1999) who sees values as adaption to cultural 

condition, but they are at the same time directly related to basic tendencies of a 

personality. For instance, are rhetorical question would be to point out basic values in 

an office providing services, so as to put the model in an ideographic way it would look 

like this  

 

 

 

 

 

Figure 2.0 Values  Source: Authors own 

 

Values in Company 

Responsibility, collaboration 

Trust 

 

Personality traits 

Honesty, Fairness, Courage, 

respect 
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The figure presented above, shows that how values, at first being a part of personality 

and of individual and secondly values that are admired in the company, how they are 

both connected with each other, most of the times having something in common, hence 

otherwise the values in Personality and values in an organization overlapping with each 

other. Therefore, it clears the question one holds on the origin of values or where do 

they come from, so we can say that values are an important part of human being, 

although there is a considerable difference between two persons and the values, that 

are part of them, In other words what “Mr.” views as an important value “Mr.” might not 

consider it as important as “Mr. A” holds for that particular value. But from where does 

the personality of an individual adapt those values, as Hetcher (1993) explains that 

most of them are derived from institutional structures, such as families, which have 

embedded values, but further (Hetcher et, al p.15) 

“All told for any individual, some values are selected biologically (we like what’s good for 

us, and dislike what’s bad for us; otherwise no survival), some are the by-product of the 

physical and institutional environments, and the rest are the by-product of personal 

history. Disentangling the relative weight of these different kinds of factors seems 

extremely difficult. But it is probably not impossible.” 

So, now we reach how the values are gained individually and hence that individual, and 

lots of individuals make up a society, hence social values are derived. 

 
 

3.2. Work values 
 

There are various definitions of work values suggested by many researchers or scholars 

describing unique concept. According to Penning (1970), ”work-value systems can be 

defined as constellations of attitudes and opinions with which individuals evaluate their 

jobs and work environments.” Herzberg et al. (1956) considered work values as 

representing motivational aspects, i.e. motivators and hygiene. Other authors consider 

work values as representing Protestant work ethics (e.g. Furnham, 1984). However, 

many researchers and authors well thought-out values in general and work values 

specifically as important variables in explaining organizational commitment (Kidron, 

1978; Putti et al., 1989). 
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If we define work value in our own words, they are values to the employee which not 

only motivates him but make him feel a part of the company. Mostly work is material in 

nature, some can be directly applied (pay), rest have direct practical consequences; 

which includes benefits, hours of work, and significantly work conditions in which they 

are working etc.  

On the other hand system performance contingency, where managers find ways and 

necessity of motivating individuals to join the organization. For this they use different 

motivational tools, incentives which are given before task has performed and are not 

conditional on the performance of the work. These can include benefit plans, work 

conditions and various services such as transportation and subsidized meals, as well as 

other resources provided by the organization. Katz and Kahn (1966) refer to these as 

systems rewards, earned merely through membership in the system. 

 

3.3. Values (In general) versus Work values 

 
“As (Stackman 2002),‟ One of the major issue in the literature of values is to 

differentiate or distinction between the work values and the simple values. A concept 

that implies the existence of particular sets of values and that govern employee work 

behavior, in all of its forms. In the article of Stackman value lost he gave reviews of 

different scholars. According to (Stackman 2002) definition of work value is similar to 

general definition of values but they are in broader sense, like it focus on work, work 

behavior, and work related outcomes (e.g. Wollack, Goodale, Wijting & Smith, 1971). “  

Work value defined by (Pine and Innis 1987) as “an individual; s needs and priorities 

and consequent personal dispositions and orientations to work roles that have the 

perceived capacity to satisfy those needs and priorities”. Whereas on the other hand if 

we see to the more recent definition is provided by (Nord, Breif, Atieh, and Doherty 

1988) “We define work values as the end states people desire and feel they ought to be 

able to realize through working”.  

Stackman “the controversy has to do with whether there is any benefit added, such as 

conceptual clarity, applied insights, or scholarly utility of any sort, in distinguishing 

between values in general and values related to work place”. 

However, the multiple value system perspective such as work or family values, it 

suggests that the values system is dynamic and a value system a person constructs in 

any given situation is very much dependent on the context in which he or she is asked 

to do so. Value stable could be stable in a particular context because they would be 

flexibly attuned to context where these systems would be informed and influenced by 

the general value system. 
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Figure 3.0    Source: Authors Own 

 

3.4. Work values from a Swedish managerial perspective 
 
Sweden is one of the most developed countries in the world and was as high as number 

7 on Forbes best countries for business list in 2009.sweden was able to focus their 

attention to development in the latter half of the 19th and early part of the 20th century. 

Sweden boasts a GDP of dollar 346 billion and 75 percent of the work force located in 

the service sector. Since the country favors business environment and welfare it was of 

little surprise to us to how many large multinational companies are from Sweden. We 

learned that a much more egalitarian way of thinking is followed here where the desires 

of most of the top management is to give a room of space to their employees. Managers 

mostly seems to act supervisors who give advice and suggestion rather than forcing 

their own will and thoughts over there lower level employees thus show a very non 

beacratic way of thinking. What we found out is that most of them agree that literature or 

text alone is not the best guide instead it the experience a person has gained which 

gives him or her edge. They felt that no matter how much you a book can guide you 

unless you really enter a scenario you can never get to fully grasp all the unforced 

problems that might arise and how to deal with them. They believe in getting together in 

teams to solve goals and accomplish tasks which allow managers to be much more 

closely connected to the work force. Also much of the research in this field pointed that 

managers seem to have good faith in their subordinates they think and fell that the 

employees must have a good level of freedom to perform their tasks and be innovated, 

to bring forth new ideas etc. This from their point of view helps the employees overcome 

obstacles much faster. Also by looking at Hofestede power distance work which states  
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“Power distance is the extent to which less powerful members of institutions and 

organizations within a country expect and accept that power is distributed unequally.” 

(Hofstede) we can see that in Sweden the power distance among the smallest in the 

world which shows that in managers here try to convey the message that each person 

is part of a team thus each and every individual must take responsibility for their work. 

This is one of the main reasons why it the research points out that there is such a 

horizontal inclination in Swedish companies and also why a pragmatic way of thinking 

exists. Also another element being pointed out in almost all of the work done on 

Swedish work values is the importance given to time. Swedes tend to value time more 

than most other countries and thus this reflects in their work values as well. 

 

 

3.5. Work values from a Pakistani perspective  

 

Before we conducted our series of interviews we faced totally different obstacles when 

trying to understand the work values in Pakistan. The main problem was that while a 

large amount of work had been done on the Swedish side of work values very little had 

been done on the Pakistani side. Being located in the heart of Asia we could see a 

mixture of influences there were similarities with Persian work culture along with Indian 

and off course British. 

As with Arslan (2004) work and the other two articles we read we found out that 

Pakistan due to being a largely Muslim country has incorporated religious elements to 

its working values as well, which meant normal breaks on every Friday for prayers etc. 

As it was pointed out by Arslan in his work concepts like cooperation with each other, 

dedication and the general consensus that laziness is bad for work exist in all work 

values in Pakistan. Also what the studies showed that English was used in work 

situations especially in major cities as a secondary language. Though most people try to 

be punctual it seems that it‟s not always the case, plus through Hofestedes study we 

saw that a significant amount of power distance exist which results in high regards for 

authority making the working environment more vertical in nature. An employee seems 

to have to go through protocols and have little power to make important decisions on 

their own. Managers here act as team leaders rather than guiders and pull all of the 

strings together. They seem to distance themselves a bit from their subordinates again 

showing signs of how much status are important at the same time there seems to be 

great deal of personal relationship existing between work groups where it is customary 

to ask about each other and family before starting formal talks. 
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4. Theories and Concepts 

4.1. Universal Values (Rokeach theory) 

 

One of the Rokeach (1973) findings in „the nature of human values‟ he wrote to 

reinforce the view he had previously taken in „beliefs, attitudes and values‟. In writing 

this book he kept two audiences in mind. First, “it is intended for colleagues in all the 

social science, philosophy and religion. Secondly it is intended as a textbook in courses  

on human values which, paradoxically do not yet exist in most colleges and 

universities.”  

As extracted from the article of Braithwaite and Law (1985), one of the most widely used 

instruments for measuring personal and social values has been in Rokeach value 

survey. Rokeach (1973) “major innovation was to set out a model of the belief systems 

in which beliefs, attitudes and values are clearly differentiated”. The value construct is 

restricted to that special class of enduring beliefs concerning modes of conduct and 

end-states of existence that transcend specific objects and situations and that are 

personally and socially preferable to an opposite mode of conduct or end-state of 

existence (Rokeach, 1973)”. 

Rokeach (1973) “arrogate that all people everywhere in the world posses the equal 

values to different degrees and on the other hand the total values a person possesses 

is relatively petite”. Rokeach (1973) “saw the value system as a hierarchical 

organization, a rank ordering, of ideals or values in terms of importance. Rokeach 

(1973) value refers to a mode of conduct or end-state of existence; he stated two kinds 

of values. Values as instrumental and terminal values (Rokeach, 1973).” And distinction 

between these values has been recognized by some researchers or philosophers 

(Lovejoy, 1950 & Kluckhohn, 1951; Kluckhohn and Strodtbeck, 1961). There is a 

functional relationship between instrumental and terminal values that cannot be ignored. 

Rokeach (1973) further divided two kinds of values: terminal value in personal and 

social, where personal values may be self centered or society-centered, intrapersonal or 

interpersonal where as social values include equality. Secondly, instrumental value in 

morals and competence values, where moral values is considerably narrower then 

general concept of values (helpfulness), while competence values have a personal 

rather than a interpersonal focus and do not seem to  be especially concerned with 

morality.  Accordingly the total number of terminal values that a grown person  
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possesses is about a dozen and a half and that the total number of instrumental values 

is several times this number, perhaps five or six dozen. 

Moreover, as stated by Koivula N. (2008), Rokeach (1973) found seven factors in value: 

I. Social vs. family security. 

II. Courage vs. politeness. 

III. Immediate satisfaction (comfortable, clean and exciting life) vs. delayed 

satisfaction or gratification. 

IV. Respect vs. love. 

V. Competence vs. religious morality. 

VI.  Self construction vs. self expansion. 

VII. Social vs. personal orientation. 

 

Furthermore, Rokeach (1973) analysis also revealed that values form a circular 

structure. The values that are internalized as a result of cultural, societal, and personal 

experience are psychological structures that, in turn, have consequences of their own 

(Rokeach 1973).  Rokeach value survey instruments look biased to western values 

(Hofstede and Bond, 1984). 

 

4.2. Cultural Aspect (Hofstede theory) 

 

Hofstede has worked on “Values, Attitudes and Culture” where he set forth the 

questionnaires to a large number of people like 2590, with 120 questions that were used 

to answer different questions regarding attitudes, values and culture. It can be said that 

Hofstede was among the first to compare cultural groups, in which 20 Danish and Dutch 

organizational units were, in the spot light, but the range and type of companies differed 

in sense of production, service, public and private, where Hofstede has analyzed 

quantitative measurement of the values. In this study Hofstede (1980) have derived four 

dimensions of cultural variability. These culture-level dimensions are power distance, 

uncertainty avoidance, individualism/collectivism and masculinity/femininity. These 

dimension are further explained in (Hofstede, at el, p.29) 
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Where Power distance according to Hofstede (1980), which is related to the different 

solutions to the basic problem of human inequality. For example fear of disagreement of 

doing a certain thing, in another way, close supervision of the tasks performed by the 

employee and lack of trust among co-workers is evident more in high power distance 

cultures then in low power distance culture. 

The dimension of individualism versus collectivism according to Hofstede (1980), which 

is related to the integration of individuals into primary groups. In this culture, the survey 

of Hofstede across various cultures, displayed that how each member of a culture are 

apart from each other regarding their group memberships or culture for example in 

individualistic cultures, cultures with increasing national wealth people are expected to  

develop and demonstrate their individualistic personalities, where as in collectivist 

cultures, people are expected to be homogenous, complements of other group 

members in the group or culture. 

Hofstede (1980) describe masculinity versus femininity which is related to the division of 

emotional roles between man and women, he further goes to explain that in masculine 

cultures whether male or female people tend to value material possession and power, 

where as in femininity cultures whether male or female people tend to value 

relationships and quality of life. 

And the last dimension, uncertainty avoidance which Hofstede (1980) define as a level 

of stress in a society in the face of an unknown future, meaning the anxiousness of 

unknown of the members of the society and as a consequence, develop a contingency 

plan to minimize unknown variable. So in this dimension, where cultures that are strong 

in uncertainty avoidance, they prefer working on established rules and perform 

accordingly, a good example of this type would be by the book, to look everything, every 

situation according to a standard operating procedure , rather than innovating 

something when faced with a situation. Where as in cultures with weak uncertainty, 

there common trait is the opposite, which can be understood by an analogy, a person 

working day that‟s from strong uncertainty culture would be same, whereas a person‟s 

working day that‟s from weak uncertainty culture, would have new challenges with every 

other day.  

These are the four dimensions which Hofstede has implemented in his research, and 

compared cultures with on a common scale and therefore they are working values. 
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4.3. Mixed (Ralston theory) 
 

In his articles “difference in managerial values, A study of Us, Hong Kong, and PRC 

managers” Ralston argues, that whether the western ways of engaging in the business 

will result in adoption of Western values, whereas the culture and its values are 

sufficiently strong force, that insure that managerial values will be different, regardless 

of the impact of Western ways of engaging in business and western style 

industrialization. Values are very important from a managerial point of view, because 

each and every decision taken on a certain criteria would be made according to the 

certain values; rules and set of norms, As (Schwartz and Bilsky, 1987) indicate that  

 

“Values a crucial role in managerial decision process”, it becomes incumbent to 

understand and necessary to realize the origin of values, previous research has shown 

that (Ronen,1986;Webber,1969) national culture and  business environment  are two 

major forces that form the values held by managers. Then the question arises where 

does the national culture comes from, Hofstede and Bond (1988) define culture as “the 

collective programming of the mind that distinguishes the members of one category of 

people from those of another” this programming is likely to come from mature 

individuals of the society, according to this definition off course national culture will have 

an influence on the business environment but at the same time, Webber (1969) argues 

that as adoption and spread of industrialization in the countries It will lead to 

homogenizing effect on its own, from this an assumption can be made, that to support a 

technological infrastructure of a country there has to be an education, which will further 

increase homogeneity across societies. 

The concept of convergence, which assumes that managers in industrialized nations 

will embrace the attitudes and behaviors common to other industrialized societies 

despite the cultural differences, where as the concept of divergence, assumes that 

individuals will remain unique in values and attitudes despite the fact that a society has 

economic and social similarities between them. The whole concept of this work was to 

develop a proper view of the subject which meant taking precautions to ``overcome 

problems that measures developed in one culture may appear strange to members of 

another culture or may totally miss an important aspect of the other culture ´´ as pointed 

out by the work Adler, Campbell & Laurent in 1989; Munroe and Munroe 1986;  
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Schwartz and Bilsky, in 1987 respectively. Also the work had to curb the possibility of 

biased answer and finally have well developed and thoroughly tested measures. 

In the case of the western measures; 1.)Machiavellianism- a measure that indicates 

how much a person would value his or her self interests or goals over those of the entire 

group as pointed out by Jaffe,Nebenzahl and Gotesdyner in their work in 1989; 

2.)Dogmatism – the reluctance of a person to accept new ideas. As Schulze clearly 

summarizes this in his words it is the belief that ``if old ways were good enough for my 

predecessors, they are good enough for me´´; 3.) Locus of control – this deal with 2 

main types of people, one who desire high self control and are referred as internals 

while in contrast those that don‟t attempt to control others are called externals and 

4.)Intolerance of ambiguity- according to Martin & Westie´s work it shows and identifies 

the ability of managers to work and make productive choices in a non stable 

environment and in contrast for the Eastern measures The Chinese culture connection 

run by Michael H.Bond helped them with the use of 4 different dimensions in their work 

which consisted of 1.) Confucation Dynamis - Hofstede and Bond in their work in 1988 

pointed out that this measure looks at the society’s search for virtue (page 9 Ralston 

article), 2.)Human heartedness – the ability of a person to understand the needs of 

others by being kind and open hearted 3.)integration – the ability to being lenient to 

others and for to have faith & trust in them and finally the last measure 4) moral 

discipline – to keep ones personal felling intact when dealing with others basically taking 

the middle ground by being  moderate. 

The results of this study were quite remarkable in many sense like in the example of the 

study of convergence the researchers found a difference between Hong Kong and PRC 

but non between Honk Kong and the USA. While in another example of Divergence it 

can be seen that there was a large amount of different Hong Kong and USA but none 

what so ever between Hong Kong and PRC showing that the results support 

divergence. 

The study consisted of 326 managers from USA , 182 from Hong Kong and 82 from the 

Peoples republic of china (PRC).to formulate the results for  the measures a MANCOVA 

was preformed and  since the results were major thus a univariate AVCOVA was also 

preformed. 
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5. Methodology 
 

5.1. Methodological Stance 
 

The two types of researches, qualitative and quantitative research approach has always 

been a controversial issue; to recognize that which topic lies under which type of 

research. The debate between these two approaches has a long history. However, 

debate provided an understanding and characteristics of both researches. Qualitative 

research helps researches to understand or explore the areas which quantitative 

research won‟t allow. Such as, cultural phenomena, organizational functioning, social 

behaviors and personal experiences; such kind of information could not be obtained via 

statistical methods or other quantitative methods (Pope and Mays, 1995).  In this 

dissertation, the answer of “Comparison between work values of Pakistani and Swedish  

Mangers” is discussed. The exploratory nature and complexity of the topic drive us to 

carry a qualitative research. 

Qualitative research use inductive logic while exploring and discovering issues. Being 

inductive, research discovers the important extent of case being studied from the 

observations and permit researchers to understand the connection between these 

extents without making any former assumptions. As the difference between an open 

interview and close ended questionnaires, provide clear image of difference between 

each. Whereas a questionnaire with multiple choices is a deductive approach, an open 

interview let the interviewee describe the issue without being structured or formal with 

any category and it is easy for him to explain in a way he feels too. The theory becomes 

known from the observations of respondent inductively (Patton, 2002). 

This methodological stance enables us to implement the knowledge from the 

experiences and the observations without any limits. It led us to have a deep 

understanding of complex relationship between major actors in market and their actions 

in Pakistan and Sweden. By the support of each employee we talked or the articles we 

read, our aim was to understand and study the work values of mangers in both 

countries (Pakistan & Sweden) and in which way they differ. 
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5.2. Research Method 
 

There are many methods of doing academic researches such as surveys, 

ethnographies, experiments, quasi-experiments, economic and statistical modeling, 

histories, research syntheses, development models and case study (Yin, 2004). These 

are different methods of data collections. Academic researcher should choose the one 

method which fits best for the research and hence is a useful measure to answer the 

question or problem being discussed in the dissertation. In order to decide which 

method to choose for collection of data, looking at the research question would be a 

good idea. According to (IBID) if the research question is based on “how” or “why” than 

this type of academic research requires collection of data through case studies, 

histories or experiments. In our case, we consider case study as the most appropriate 

approach to this research due to several reasons, firstly our research question is a 

“how” question which makes it explanatory, with such question case study would enable 

us to explain our academic research. As (Yin, 2004) mentioned in the article, case study  

helps us to make straight forward observations and to collect data. As mentioned 

earlier, our source is primary data, which are interviews which makes case study more 

suitable for our research. Our main focus is on the firm, providing services so we have 

interviewed three service providing companies from Sweden and from Pakistan which 

would be helpful for the case and then we have compared all three companies from 

both countries on similar basis. 

As, mentioned above to collect data, interviews were the most worthy option, for our 

case we interview three different companies in Sweden. We choose Kallma service AB 

and interviewed its vice director, Närköp Solna is another Swedish firm, we interview 

there recruitment head and Norvatten‟s manager. Then on the other hand we 

interviewed Mobilink Gsm which is a cell phone service Provider Company of Pakistan 

and we interviewed their manager, Muslim commercial bank, as the name tells it and we 

interviewed its manager, last of the three we interviewed Arizona grill which is a 

restaurant and its general manager was interviewed. 

Company info Name Position interviewee Date of Interview 
Cell phone Sp Mobilink GSM HRM manager Avais Pervez 27-04-2010 

Restaurant Arizona Grill General Manager Avais Pervez 03-05-2010 

Bank MCB, Pvt , Ltd Operations Director Avais Pervez 29-04-2010 

Service provider Kallma service Ab Vice Director Saad Jamil 30-04-2010 

Grossery Store Närköp Solna Manager Saad Jamil 29-04-2010 

Water works Norvatten Manager Saad Jamil 29-04-2010 
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We conducted our interviews, without putting any pressure on the person being 

interviewed to get unbiased and natural answers to our questions, which were based on 

similar characteristics and work values, which henceforth seemed an appropriate way to 

compare both countries work values.  

 

5.3. Values and Knowledge sharing  
 

This study also examines how the values in the organization are shared and knowledge 

sharing, most of it depends on the structure of organization, at times it depends on the 

type of culture its is masculine, feminine, but we would be generalizing the organization 

structures of the organizations which were interview in this dissertation. Most of 

organizations we interview in both countries had a vertical hierarchical organization  

structure, which is “the vertical layers of ranks of personnel within an organization, each 

layer subordinate to the one above it” (business Dictionary). This means that most flow 

of the information is like a pyramid, from above to below, but this flow can be termed as 

values and jobs that a particular person has to perform. As far as the knowledge sharing 

of each individual is concerned, it was observed that knowledge that leads to exceeding 

the usual limits in terms of work and required personality traits, the art of presenting a 

work, channeling the information, qualitative skills as these were shared in the 

workplace.(Nina, p 99) where as knowledge sharing which included values that are an 

improvement in the personality required in the workplace to make the job more 

agreeable was not shared and is negatively related to knowledge sharing(Nina, p 99). 
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Figure 4.0 Theoretical location of values (adapted from Schwartz 1992, 1994 a) 
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6. Findings 
 

6.1. Swedish Companies 
 

6.1.1. Kallma service AB 

 

We interviewed their VD, who told us about they work values in the company and how 

important he thinks they are for the success of the company. He told us that he likes to 

promote individualism and creative thinking which helps to achieve different goals that 

the company needs to achieve. He said he likes the employees to be individualistic in 

nature meaning they are free to take decisions regarding their line of work. Since the 

company deals with a lot of various tasks he said it was important that the employees 

have a certain level of freedom to do their work freely. He said he believed in being 

more of a guide then a dictator. The company had a lot of state of the art technology in 

their work place and promoted the idea of employees having lunch together. At the 

same time he said that his company offers a very good salary package which is a good 

motivator, along with this once a month they all go out to a pub to have dinner and get 

to know one another better and interact more freely. He seemed fairly satisfied with his 

work staff and said all of them give work their first priority. He explained to us that how 

motivation of employees was a problem when the company became privatized and how 

it was important to stress on work values to deliver higher value to customers. We were 

also lucky enough to attend a company meeting and process how they went about it. 

The employees were all given turns to speak which meant even the shy ones had to say 

something. All the points each person presented were backed by facts and data, the VD 

would mostly listen to each of them and then have the final say after agreeing with most 

of them about an issue. Also he told us that since the company does not have many 

employees he likes to make each of them fell like they are part of a family. He told me 

that whenever a relative of one of the employees visits them at work he personally 

invites them in his office for coffee and each employee gets Christmas presents from 

him. 
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6.1.2. Närköp Solna  

 

We interviewed their head of recruitment, who is also primarily the top manager in the 

store. He told me that they held work values in high esteem in their line of work. He said 

it is very important to make the employees fell part of a unit especially since they need 

to compete with bigger stores in the area like LIDL. He explained to us that the reason 

they are still in business is because when customers come to their store they fell a 

sense of importance they are given extra attention if they require anything especially the 

elderly and in order to achieve this it is very important that all the workers are highly 

motivated. He said they have once a month company dinners where all the employees 

of the shop sit down together to have a nice time and discuss work related issues. He 

also explained how each employee‟s demands are heard and how they all get together 

for events like employee birthdays. 

6.1.3. Norrvatten 

 

We interviewed one of their middle managers and she was kind enough to take us 

through their head office and working area. She told us distance in the company is a bit 

high compared to most other organizations in Sweden because of the nature of the 

work. She said that there is one main head of the company and four middle managers 

who are all responsible for about ten people each. The company has a manifesto that 

could easily be seen all around the office and we were told that it is also at the main 

water plants as well. The middle managers have about two meetings each year with 

their subordinates where they discuss work related issues. She also told us that every 

employee in the company is evaluated every second year. She told us that work values 

are taken as a very serious element in the company. Each middle manager has get 

together with their subordinates. The company pays for Christmas presents to 

employees. She also explained to us that in the meetings they conduct they always 

have a fixed agenda so the talks don't stay away, at the same time each person is given 

a pointer which means that he or she must talk now. Written notes are given to each 

member in the meeting and a friendly atmosphere is promoted. She also explained that 

since their work deals with providing better quality of living to individuals in the fourteen 

kommunes they serve, It is very important that employees are motivated to make sure 

high quality output (water) is provided to the customers. 
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6.2. Pakistani Companies 
 

6.2.1. Mobilink Gsm 

 

We interviewed the Human Resource Manager (HRM) on the basis of our 

questionnaire, who told us about the significance of work value in their company. As 

Mobilink plays a vital role in service sector and is mostly dependent on the services, 

they feel that to consider work value is really important for their company to maintain the 

quality and management for their staff and customers. HRM told us that work values 

shall be adhered to the maximum extent, an employee thinks off. He told us that 

companies usually don‟t take much steps to achieve a great level of work value, but 

Mobilink takes a lot measures. Such as, they organize monthly dinners along the 

seminars for their training and asking for feedbacks. Employees are allowed for flexible 

times between their job hours (short breaks), in which they can practice their religion as 

it‟s an Islamic country. Some time they are asked to work more than the job hours 

without any extra pay per hour worked. Employees are treated with an extra holiday on 

Eid (Islamic festival) without any extra work day, along with a pair of traditional clothes 

(Shalwar- Kameez). 

Although on the question for comparison with other nations, he told that work values 

with other nation differ in Pakistan because of some cultural variation and religious 

restrictions. He told, on the briefing of three schools of thoughts (Universal, Cultural & 

Cross Vergent) that in Mobilink work values lie in the third school of thoughts “Cross 

Vergent” where both universal and cultural values are mixed. Moreover, he told that in 

Mobilink most of the work is delegated and each employee is respected, but there is 

some bureaucracy. Every employee has to be formal and there are no friendly relations 

between superior and subordinates to maintain the professional environment. 

6.2.2. MCB (Muslim Commercial Bank) 

 

We interviewed the General Manager (GM) of MCB Gulberg, Lahore branch on the 

formulated questionnaire. He highlighted the work values of MCB very shortly because 

of shortage of the time he can provide me with. He told me that his company does lot of 

efforts for their employees to maintain a great and challenging environment. Their 

employees are supposed to work independently in their work area and have the 

authority to be flexible with customers. They are allowed to produce innovative ideas to  
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the superiors for maximize productivity and they are encouraged for it. GM of MCB 

thinks the same as first interviewee that the work values of MCB lie in the sector of 

“Cross vergent” with mix and Pakistan has cultural and religious values involved which 

make them different from other countries.  

He thinks employees in MCB have authority to take decisions but they are answerable 

for every act. The interesting part he told us was that the criteria set for employees 

between work hours are extracted from international regions, but it has been emended. 

He told us that employees are given financial gifts at Eid (festival in Islam) and an extra 

holiday to enjoy the festival, without any salary cut. 

6.2.3. Arizona Grill 

 

We interviewed Director Operations (DO) of Arizona Grill Lahore branch. As we asked 

the questions on the basis of our formulated questionnaire. He told us that Arizona Grill 

as restaurant serves to its customers at best and to do this they have to maintain and 

keep their employees motivated, not only with the financial needs but with their values 

as well. He told us that Arizona Grill use to have a training session every day of 30 

minutes before it open for its customers, in which all the problems are discussed with 

managers in a friendly environment. Feedbacks are taken and advised are encouraged. 

He told that by doing this employees feel them self as a part of a company, they don‟t 

feel shy for sharing their point of view; as Arizona Grill wants to be best in customer 

satisfaction through employees motivation. He told us that Arizona Grill is common with 

other nationally organized companies in work values as they follow the standardized 

rules. 

Furthermore, he added that the Arizona Grill follows the first school of thought 

“Universal” and cultural issues are involved in much minimized manner. He told us that 

work values which Arizona grill offer to it employees is with same standards as it‟s 

internationally except few exceptions. On the request he elaborated that on Islamic 

Festivals employees are offered with financial gifts, without any holidays as company 

can‟t afford any. Moreover, he told that employees are treated equally; no post 

consideration is undertaken. No one is treated highly. 
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7. Analysis 
 

As mentioned earlier, the ideographic way explanation, searches for a number of 

causes for a certain event, incident or an accident, we will comply with utmost of my 

knowledge in interpreting the findings from our interviews. As all our firms were service 

providing companies, although the product was different in the end, from the south 

Asian corner of the world, where lies Pakistan, and as established before that with 

services are intangible, cannot be seen or touched and cannot be stored as similar to a 

any goods we consume, where there is a possibility of storing that good in an inventory 

for a period of time before it reaches its consumers and as (Porter et al) describes 

services ”The highest amount of customer interaction takes place as services are 

consumed as soon they are produced thus mangers must have a strong influence over 

the activities of their subordinates to achieve high rate of customer satisfaction and to 

try to exceed customer expectations”. Two of the managers said that a free hand 

environment exist on their part towards employees, although there are some standard 

operating procedures in certain events, but most of the time employees are encouraged 

to deal the situation on their own, and according to the situation, and these two 

managers thought that, the environment, and institutions in which employees are 

working were enough to teach them work values, but at times they would have to work 

as a team to solve a particular  problem, and some other times to reach a common goal 

and furthermore, more social events were organized and gifts given to employees on 

the occasion relevant to the origin. A crossvergent school of thought existed, specifically 

mentioning Mobilink and MCB, meaning the hybrid form as explained earlier in this 

dissertation, which is a mix of both universal and cultural school of thought. Coming 

towards the manager of Arizona Grill, a team spirit existed in that institution and an 

embedded sense of brotherhood and team spirit was encouraged on daily basis, while 

giving advices at the same time, and only this manager termed it values as cultural 

specific, there might be some reasons for it, for instance a restaurant business does not 

involve complex technology, thus to learn it and operate therefore emerges a society 

which is homogenous to the west.  

When we observe, companies in Sweden most of them encourage work values, either 

by creating an environment that was friendly and everyone got to say something. There 

was a certain degree of freedom in the working environment for the employees. Two of 

the managers when asked which school of thought relates to their story. They said it  
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was similar to Hofstede, meaning the cultural influences and dictates the values, this 

phenomenon can be related to Sweden, because it is already a developed nation in the 

world and not almost but some of the technology comes from Sweden (CIA fact 

book,2009).  There is another reason that Sweden is a welfare state and meaning there 

is equal distribution of resources and that is why taxes are high in Sweden. Therefore it 

is natural that people here grow up with it and therefore its adapted in the culture as 

well. Whereas only one termed it as crossvergent, its reason being that some 

employees migrated from other countries and they are still adapting and homogenizing 

that is the possible reasoning. 

8. Conclusion 
 

The purpose of this dissertation was to compare, values between an Islamic State and a 

Western state and to analyze from where does these values come from, how much of 

the values come from culture and how does these values affect the managers in 

interacting with their colleagues at workplace and management in general, although one 

can find very vast amount of literature on values that leads to the success of an 

organization in any moment in time and space and place. 

As Argandoña (2003) says “that any manager who does not take values into the 

account will not be successful” although our approach was not to measure the success 

of, or the to analyze which country manager is in lead to another manager in terms of 

certain factors such as monetary returns, communication and cooperation with the 

working colleagues, but we set forth on a journey of a cross cultural comparison of 

these two countries managers. 

As we, went through different stages we highlighted different school of thoughts, an 

altruistic work from the scholars of humanities. Although highlighting them alone didn‟t 

serve our purpose; on the other hand we wanted to see the DNA of their theories 

related to our work, being implemented in real life. Although the questions asked the 

interviewee, were not directly related to the theories. However school of thoughts 

regarding values was explained to them. And according their own experience they told 

us which school of thought, from values they belong. Furthermore their answers were 

subjected to our own interpretation, but some true colors of experience revealed to us, 

when we interconnected theories with their answers. 
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For example, in Sweden children grow up as technology jockeys, having iPods, Ipad, 

laptops and other technology at their disposal. This is because of the wealth factor of 

the society. This meant that these things became a part of society and consequently the 

culture. On the other hand as Webber (1969) argues as adoption and spread of 

industrialization in the countries It will lead to homogenizing effect on its own, from this 

an assumption can be made, that to support a technological infrastructure of a country 

there has to be an education, which will further increase homogeneity across societies. 

This phenomenon can be explained by the fact that new technologies when adopted in 

a less developed country like Pakistan. They would need some education to operate it, 

however at the same time, there values which is derived from several sources, will be 

used as well and they will become a hybrid. Thus, the adoption process i.e. education 

will make them homogeneous to their western counterpart in one or the other. 

Furthermore, the four cultural level dimensions set forth by Hofstede (1980) were 

observed. Firstly, power distance which differs in both high power distance culture, 

where inequality is high and low power distance where people are considered equal 

more or less. In Pakistan there was friendly environment but some fear of disagreement 

existed, in a negative way meaning losing one job, suspension etcetera. In Sweden, 

people welcomed being negative or disagreement followed by a solid steel logic. 

Secondly, employees and managers particularly liked to work in team with their peers to 

follow a common goal in both countries. Last of all, was uncertainty avoidance, which 

seemed to be more optimistic. Like if we say on a scale, Sweden which is a developed 

country tend to be more positive in reaction to uncertainty in comparison to Pakistani 

organizations, this fact might be back by, Swedish firms having a strong blue print for 

standard operating procedures to all situation but Pakistani firms, not having them at all. 

Last but not least these were the observations and answers to our research questions. 

Work values across Sweden, that we found out common was individualism, confidence 

on the employees and most of all employ empowerment to a limit beyond. Work values 

that are deemed valuable in Pakistan, that we found out was completing job, employees 

relying more on standard operating procedure and religious freedom as well as cultural 

freedom regardless of beliefs. Variations that we found out between, Sweden and 

Pakistan are the different in management styles that resulted in different work values. 

Swedish employer found out to be more empowered with less observation and more 

result oriented, where as Pakistani employer was found out to be more relying of 

standard operating procedures, more observation. Sweden being a secular country 

found out to be less conservative regarding other cultures and religion. Whereas 

Pakistan being an Islamic country was found out to conservative of a moderate level we 

would say regarding other religion and beliefs. 
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Hence we would like to align our objectives with questions, as stated earlier our primary 

purpose is to learn, we learned in many ways, first of all, we learned the norms of 

corporate culture and how regional difference affects the corporate culture and secondly 

it‟s very important to stick to values of perspective cultures. A detail analysis of our case 

study is already stated.  

All in all it could be concluded that in both countries managers look for values and that‟s 

what make their management easy, but at the same time people and organizations are 

different from each other on the basis of education, technology, ideology, awareness 

and culture. Hence, most likely appears to function on the blue print build by their 

ancestors. 

9. Recommendations 
 

In the end of our research, the knowledge we extracted and compared for Sweden and 

Pakistan on the basis of work values. There are some recommendation points which we 

think are important for the companies. Companies who think to start their business in 

one of the both countries (Sweden & Pakistan).  

For Swedish companies we recommend from our findings that if companies want to 

have business in Pakistan they have to be more flexible with the managers. Another 

thing we recommend that Swedish companies should put some cultural values, which 

helps employees to motivate as Pakistani managers do.  As in Pakistan religious 

importance is given. Swedish companies have to trust Pakistani companies, as it‟s 

difficult for them to do so according to today‟s economic situation. We highly 

recommend for Swedish companies, if they want to have good business they should 

innovate Pakistani companies. 

Whereas on the other hand, Pakistani companies has to learn more from Swedish 

companies if they want to work successfully. We recommend that Pakistani companies 

should work more freely, giving empowerment to the employees as Swedish companies 

do. To make employees more productive. Moreover, we recommend that for the 

Pakistani managers that they have to fulfill their commitments as committed. As 

Swedish companies like to be on time, and if the companies do so they appreciate and 

trust between each other increases. To earn Swedes trust would be a challenging job, 

but once it‟s earned. It‟s a lot easy job for Pakistani companies to have business. We 

highly recommend for Pakistani companies to be punctual with Swedish companies, if 

they want to do good business. 
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11. Appendices 
 

11.1. Appendix A- Questionnaire 
 

1. How would you describe your company and functions it performs in service sector? 

2. How would you describe the work values incorporated in your organization? 

3. How important do you feel that work values must be adhered too and what measures company 

takes to achieve them? 

4. Ho w would you generally compare the working values of your company compared to the 

working values nationally? 

5. On the basis of the working value scale, where does your company lie? 

6. How would you describe employee empowerment in your company?  
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11.2. Appendix B- Companies Background 

11.2.1. Background of the Swedish companies that we interviewed 

 

 

11.2.1.1. Kallma service AB 

 

The company's office is located in Stadshusgången in Solna. It used to be a part of the 

Solna Kommune (municipality) but was privatized about 14 years ago.the current owner 

and VD was at that time one of the employees of Solna stad. The company deals with a 

wide range of services mostly for Solna stad from small to large scale like for example 

providing food and snacks for meetings of Kommune members,reception desk for the 

kommune,printing everything that the Kommune requires from news letters to local 

government officials ,to letters,to forms and documents for all the schools located inside 

Solna and the pensioners,transport facilities for kommune political and social service 

members and postage facilities inside the kommune. Along with this the company does 

similar services for private sector but its main customer is the Solna kommune. The 

company in 2009 made total revenue of 943800000 SEK. 

11.2.1.2. Närköp  

 

This is a grosser store located in Solna  since the early 1980s, the store at that time was 

one of the few in their areas. The store provides a wide range of products from simple 

grousers stuff like bread, serials to much more new stuff like latest DVD rental service. 

Since being established since the early 80s the store enjoys a good customer base and 

is able to compete with larger stores in the area like ICA. The store boasts itself as the 

only store in the area closing as late as 23.00 and being open all year round. The 

company for private reasons was unwilling to tell us about the revenue they earned in 

the last fiscal year. 

 

11.2.1.3. Norrvatten 

 

The third company in our series of interviews is called Norrvatten. The company has a 

staff of 50 personal thus qualifying as middle sized organization in Sweden. It deals with 

a wide range of activities like providing water work pipes for 14 different  kommuns in 

Sweden which are the following : Danderyd, Järfälla, Knivsta, Norrtälje, Sigtuna, 
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Sollentuna, Solna, Sundbyberg, Täby, Upplands-Bro, Upplands Väsby, Vallentuna, 

Vaxholm and Österåker. It is run by the politicians of these 14 municipalities who in turn 

hire the top management staff for the organization. The largest customer base for the 

company is private households in the municipalities, about 500 000 users 

approximately. Water is also delivered to companies, industries and hospitals. The 

untreated water comes from Lake Mälaren and Görvälnfjärden. The water is stored and 

processed in the Görväln plant, which technically is one of the most advanced water 

plants in Sweden. The main pipeline is about 260 km long and has six pumping stations 

and eight reservoirs. The company also deals with cleaning water, measuring the 

pressure in pipes, tracking down leakages, lab work to measure the level of purity of the 

water. There are a wide range of professionals that work for the company dealing like 

economists, microbiologist, and civil engineers and off course the management staff. 

The company made revenue of 120 million SEK in the last fiscal year. 

 

11.2.2. Background of the Pakistani companies that we interviewed 

  

11.2.2.1. Mobilink Gsm 

 

It‟s a subsidiary of Orascom Telecom, started its operations in 1994 in Pakistan, and 

has become the market leader both in terms of growth as well as having the largest 

customer subscriber base in Pakistan; a base of over 28 million and growing.  They are 

the first cellular service provider to operate on hundred percent digital GSM technology 

in Pakistan. Mobilink offer competitive price and hold a great market share in 

communication sector among other. They cater diverse group of people, from 

individuals to businessmen to corporate and multinationals. Along it Mobilink provides 

great career opportunities and they believe to have the diverse and friendly working 

environment. They believe that work values are considered on priority for company.  

 

11.2.2.2. MCB (Muslim Commercial Bank) 

 

MCB is one of the leading banks of Pakistan with a deposit base of Rs. 368 Billion and 

total assets over Rs.500 Billion. Incorporated in 1947 when Pakistan was an 

independent country, MCB earned the reputation of a solid and conservative financial 

institution managed by expatriate executives. In 1947, MCB was nationalized along with 

all other private sector banks. The bank has a customer base of approximately four 
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million, a nationwide distribution network of over one thousand branches. During the last 

fifteen years, the banks has concentrated on growth through improving service quality, 

investment in technology and people, utilizing its extensive branch network, developing 

a large and stable deposit base. 

 

11.2.2.3. Arizona Grill 

 

Arizona Grill is one of the leading restaurants in town. It was established in Karachi in 

1990, which is one of the most populated cities of Pakistan. Arizona Grill expanded it 

network in popular cities of Pakistan .i.e. Lahore, and Islamabad in total of six branches 

nationwide. It caters in Steaks and Italian cuisine along with coffee shop. We focused 

on one branch which is in Lahore. Arizona Grill Lahore having a work force of 120 and a 

seating capacity of 150 people. Arizona Grill believes “Customers is a king” and to 

maintain their elite ambience and service they take care of employees in an organized 

manner. Provide career growth to their employees and a great environment to interact 

between employee and employer.  

 

11.3. Appendix C- Schedule 
 

 


