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Abstract

This study is an empirical research that is set to examine to what extent culture affects 

the performance of Swedish managers when doing business with their Russian 

customers. The authors aim is to find out how important cultural awareness is when 

doing business between Sweden and Russia as well as what factors Swedish managers 

should consider before doing business with a Russian customer. The purpose of this 

study has been set in relation to empirical evidence based on a qualitative research 

approach with semi structured in-depth interviews as a method.

Seven in-depth interviews has been conducted in order to fulfil the research questions 

and the purpose of this study, all interviewees has got at least three years of business 

related experience towards the Russian market. 

One of the main objectives of this study is to create a road map that will unveil hidden 

rules and provide a practical approach in order to avoid apprehensions and hesitations 

concerning the Russian culture, before arriving and while already in Russia.

This study reveals that factors such as language, non-stereotyping, and a rigorous 

research about the Russian culture are needed for a Swedish businessman before 

doing business in Russia. When a Swedish businessman has arrived in Russia, 

considerations and efforts should be put on factors such as the importance of a formal 

dress code, practice status, as well as a strict leadership style.

Keywords: globalization, BRIC, emerging markets, culture, cultural 
theories, GLOBE cultural dimensions, cultural intelligence, cultural 
awareness, language, communications, leadership, leadership styles, 
national culture, corporate culture, Russian Federation, Sweden.
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1. Introduction

Globalization has made the interdependence of firms more intense and the 

competition between different economies of the nations in the worlds market has 

increased (Hartungi, 2006). Going global can be of great success for many companies 

but there are several things that a company needs to consider and act upon when 

expanding their business to a foreign country. Companies that take the decision to 

expand to another country have the option to do so to an emergent market. Entering 

emerging markets gives companies who are globally expanding a growth opportunity 

in the long-term that does not exist anymore in developed markets, as well as less 

tough competition (Sakarya et al. 2006).

Emerging markets are attractive for two major reasons; with the first reason being that 

the potential for immediate added sales increases and the second is that the non -

emerging markets are suffering from maturation (Nakata & Sivakumar, 1997).

Enderwick (2007) explain that the most commonly identified emerging markets that 

offers great opportunities for internationally expanding business are the so-called 

BRICs- Brazil, Russia, India, and China. In Endwewick’s more recent work he states 

that the BRIC countries dominate as the most desirable investment locations of 

emerging markets (Enderwick, 2009).

The BRIC countries is undeniable four hot emerging markets and Russia presents one 

of the greatest opportunities among all emerging markets that exists with its largest 

landmass of a country in the world, outstanding R&D and the growing economy 

(Kouznetsov, 2009).

Russia is a country which popular to export to in Sweden, with the mean of Swedish 

exporting to Russia increased with 3,4% since 2009 (www.scb.se). A foreign country 

in an emergent market does not only refer to a location far away in distance, but many 

emerging markets are characterized by considerable cultural differences (Luo, 2002). 

Culture is defined as “The ideas, customs, and social behaviour of a particular people 

or society” by Oxford dictionaries (www.oxforddictionaries.com).

Sakarya et al. (2006) states that Hofstedes 5 cultural dimensions to measure cultural 

distance can offer long-term market potential for companies that are expanding in 

emergent markets.
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1.1. Background

National culture is formed through the first lives of people’s families, the living 

environment including school and these form the most of people’s basic values that 

they carry throughout their whole lives, while organizational cultures are formed and 

acquired by people as young (Minkov & Hostede, 2011). These formed cultural 

values will in time reflect into how individuals act in different social groups. Attitudes 

held by such social groups in an institution is a reflection of the shared beliefs of 

individuals as well as the value of activities performed and to how social exchange 

takes place (Williams, 2007). Social groups are in their turn a part of the bigger 

national culture of a country.

“The importance of national culture – broadly defined as values, beliefs, norms, and 

behavioural patterns of a national group – has become increasingly important in the 

last two decades, largely as a result of the classic work of Hofstede (1980)” (Leung et 

al., 2005 p.357).

Kanungo (2006) explain that cultural changes have become global norms affecting 

values for management practices, which have led specific managerial values to lose 

their meaning and to accept differences and practice it in businesses. Though Jacob 

(2005) states that management practices that are effective in one culture can be 

transferred to other cultures.

Due to the background to the problem, the authors chose to put the focus of this study 

in to what extent culture actually impact managers operating globally.

1.2 Specification of problem

As mentioned in previous sections, due to globalization and internationally expanding 

companies it could be a good idea for the management to adopt their practices such as 

sales to foreign countries in a way that is adopted and formed through a cultural 

perspective. Even though some research suggests that some managerial implications 

that work in one country could easily be transferred and implemented without any 

problems to another country.
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1.3 Purpose

The purpose of this study is to examine to what extent culture affects the performance 

of Swedish managers when doing business with their Russian customers.

1.4 Research Questions

- How important is cultural awareness when doing business between Sweden and 

Russia?

- What cultural factors should Swedish managers consider before doing business with 

a Russian customer?



2. Theoretical framewor

The objective of this chapter is to present the reader with theories that will be in the

centre of this study. The emphasize will be placed on cultural theories, following the 

interrelation of culture and leadership styles and the notion of global managers.

_____________________________________________________________________

Bearing in mind the complexity of the term culture and abundancy of the concepts 

that need to be mentioned in order to realize the hollisic picture of the cultural factors, 

the authors included the theoretical concepts as a road map into the chapter. 

The theoretical structure of this report is presented in the figure below.

Figure 1 Theory chapter structure
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research for international business 

challenges and aspects, hence
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and Potrafke (2013) argue that an increasing interest 
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practises and management practises. The term globalization involves many aspects. A 

lot of researches argued that globalization is either trade openness or flow of 

investment. 

Another definition by Oxford dictionary says that Globalization is “The process by 

which businesses or other organizations develop international influence or start 

operating on an international scale” (Oxforddictionaries.com, 2014). Prominent 

researches and experts in this subject spent decades to outline the footprint of 

globalization and it is probable that the research will continue as the consequences 

and challenges that come together will globalization will remain important. 

Globalization has shaped the world we live in and the way we live and do business. 

Potrafke (2013) and Harris et al., (2004) agrees that globalization is reshaping the 

boundaries by growing interdependencies among nations. Globalization also triggered 

domestic business to seek international partners and international competition, thus 

diverse work culture. Researches agree on the “growing economic interdependency 

among countries as an increased cross-border flow of goods, services and knowhow” 

(Leung et al., 2005, p. 358). Meanwhile the debate about the importance of influence 

of globalization remains firm, the new trends towards rejection of the values that 

globalization brings is arising. It had been noticed that globalization is not perceived 

equally beneficial in the Western part of the world and the Eastern block and 

emerging markets. “Fervent protests against globalization in many parts of the world, 

as shown in television and reported in the popular media, strong opposition to 

globalization usually originates from developing countries that have been hurt by the 

destabilizing effects of globalization” (Leung et al., 2005, p. 358). The debate on the 

whether globalization is beneficial or not so is on going. Although, it is important to 

mention that, all of the mentioned studies above are uniformly agreeing on the fact

that they perceive globalization as mechanism that is leading to increasing integration 

and interconnectivity (Bond & O'byrne, 2014; Potrafke, 2013; Leung et al., 2005)

2.2 Culture

Culture as phenomena has been captivating scholars for many years. Proof of that can 

be found among the existence of different definition that spread light and grasps the 

notion of the term. Culture has been studied in the scope of anthropology, psychology,

and social science. Moreover, research on culture from managerial and business 
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perspective had been abundant due to fading boarders as one of the outcomes of the 

globalization.

In order to facilitate the understanding and evolution of the concept of culture, the 

authors have outlined some of these concepts in the table found below. 

Author Study Definition

T. Parsons

(1955)

“General and 

theoretical:

Essays in Sociological 

Theory

“Culture is in the patterns relative to 

behaviour and the products of human 

action, which may be inherited”

G. Hofstede

(1984, 2010)

“Cultures and 

Organizations”

“Culture is a collective programming of 

the mind, which distinguished the 

members of one category of people from 

another.”

Kroeber &

Kluckhohn,  

(1952)

“Culture: critical review 

of concepts and 

definitions)

“Culture consists of patterns, explicit 

and implicit of and for behaviour 

acquired and transmitted by symbols… 

the essential core of culture consists of 

traditional ideas and their attached 

values.”

Hoecklin, 

(1994),

“Managing cultural 

differences. Strategies 

for competitive 

advantage”

“Culture is about groups.”

“Culture is a collective phenomenon that 

is about shared values and meanings.”

Table 1 Definition of the concept "Culture"

Geert Hofstede is one of the pioneers in the field of cross-cultural research within the 

scope of international business. He outlined culture as a catchword for all those 

patterns of thinking feeling and acting, greeting, keeping a certain physical distance 

from others. Geert Hofstede emphasize, “culture is a collective phenomenon, which is 

shared within the same social environment, thus learned and not innate” (Hofstede &

Hofstede et al., 2010, p.5). Harris et al. (2004) summarized that culture creates a sense 

of understanding of oneself and acts as a guidance of how one should behave. 

Hoecklin (1994) and Hofstede (2010) agree that culture is relative; hence there is no 

cultural Absolut, which means that people from different cultures perceive the world 
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differently. Additionally, culture is learned, hence derived form our social 

environment and not from our genetic make-up.

2.3 Cultural Theories

As it was mentioned in the previous sections of the chapter, culture is an important 

topic in today’s business society. The significance of culture increases substantially

once applied into the international business scope. A lot of widely recognized 

researches created so called “cultural dimensions” (Hofstede 1980, Trompenaars 

1997, Schwartz 1997). Bond and O'byrne (2014) justified the need for dimensions, 

affirming that these were done in order to be able to measure and assess the impact 

and influence that culture presents, moreover cultural dimensions serve as tools to 

facilitate the classification and creation of patterns.

2.3.1 Hofstede cultural dimensions theory

Geert Hofstede is a social psychologist and one of the pioneers in cross-cultural field. 

He advanced the most widely used model of cultural differences in the organization 

literature. His model was derived as an outcome of an extensive research performed 

for IBM Europe (Steers et al., 2010). Hofstede created a model of cultural dimensions 

that was initially comprised of four value dimensions: Power Distance – the extent to 

which the less powerful persons in a society accept inequality in power and consider it 

as normal; Individualism–the degree to which people prefer to act as individuals 

rather than as members of groups, in individualist cultures any person looks primarily 

after his/her own interest, while in collectivist cultures people are assumed to belong 

to tight in-groups that protect interest of its members in return for their loyalty; 

Masculinity–the degree to which masculine values like assertiveness, performance, 

success and competition prevail over feminine values like the quality of life, 

maintaining warm personal relationships, service, care for the weak, and solidarity; 

and Uncertainty Avoidance–the extent to which people are made nervous by 

situations which they perceive as unstructured, unclear, or unpredictable. Long- vs. 

Short-Term Orientation dimension (a.k.a. Confucian Dynamism) was later added 

(Taras & Steel et al., 2012).
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Cultural 
Dimension

Explanation

Power 
Distance
(PDI)

This dimension expresses the degree to which the less powerful members of a society accept and expect that power is distributed unequally. The fundamental issue here is how a society handles inequalities among 
people. People in societies exhibiting a large degree of power distance accept a hierarchical order in which everybody has a place and which needs no further just
people strive to equalise the distribution of power and demand justification for inequalities of power

Individualism 
vs. Collectivism
(IDV)

The high side of this dimension, called individualism, can be defined as a preference for a loosely knit social framework in which 
individuals are expected to take care of only themselves and their immediate families. Its opposite, collectivism, represents a preference 
for a tightly-knit framework in society in which individuals can expect their relatives or members of a particular in-group to look after 
them in exchange for unquestioning loyalty. A society's position on this dimension is reflected in whether people’s self-image is defined 
in terms of “I” or “we.”

Masculinity vs. 
femininity
(MAS)

The masculinity side of this dimension represents a preference in society for achievement, heroism, assertiveness, and material rewards 
for success. Society at large is more competitive. Its opposite, femininity, stands for a preference for cooperation, modesty, caring for the 
weak and quality of life. Society at large is more consensus-oriented.

Uncertainty 
Avoidance
(UAI)

The uncertainty avoidance dimension expresses the degree to which the members of a society feel uncomfortable with uncertainty and 
ambiguity. The fundamental issue here is how a society deals with the fact that the future can never be known: should we try to control 
the future or just let it happen? Countries exhibiting strong UAI maintain rigid codes of belief and behaviour and are intolerant of 
unorthodox behaviour and ideas. Weak UAI societies maintain a more relaxed attitude in which practice counts more than principles.

Pragmatic vs. 
Normative
(PRA)

In societies with a normative orientation most people have a strong desire to explain as much as possible. People in such societies have a 
strong concern with establishing the absolute Truth; they are normative in their thinking. They exhibit great respect for traditions, a 
relatively small propensity to save for the future and a focus on achieving quick results.
In societies with a pragmatic orientation, most people don’t have a need to explain everything, as they believe that it is impossible to 
understand fully the complexity of life. The challenge is not to know the truth but to live a virtuous life. In societies with a pragmatic 
orientation, people believe that truth depends very much on situation, context and time. They show an ability to adapt traditions easily to 
changed conditions, a strong propensity to save and invest, thriftiness, and perseverance in achieving results. �

Indulgence vs. 
Restraint
(IND)

Indulgence stands for a society that allows relatively free gratification of basic and natural human drives related to enjoying life and 
having fun. Restraint stands for a society that suppresses gratification of needs and regulates it by means of strict social norms.

Table 2 Cultural dimensions Hofstede

Source: Hofstede and Hofstede et al., (2010)  & Geert-hofstede.com, (2014) 
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2.3.2 Globe Cultural dimensions

GLOBE is an abbreviation for Global Leadership and organizational behaviour 

effectiveness and resembles the in-depth research of 25 societies (Chhokar et al., 

2008). As the abbreviation states, the study was conducted about leadership and its 

role in different cultures. This project examined the relationship between cultures and 

successful leadership and management patterns in 62 countries around the world. For 

the purpose of the study, leadership was defined as the ability of an individual 

manager to influence, motivate, and enable others within the organization to 

contribute towards the effectiveness and success of the enterprise (House, 2004). 

“GLOBE is a large-scale program involving over 160 researchers from many parts of 

the world and a support staff of three administrators and performed in-depth research 

on 25 societies and sixty two countries” (Javidan et al., 2006, p.899). The GLOBE 

project took Hofstede`s cultural dimensions as a starting point, GLOBE expanded five 

existing dimensions and added three extra ones: human orientation and performance 

orientation and gender egalitarianism, creating in this way nice cultural dimensions in 

total (House, 2004; Shi & Wang, 2011).

Bellow the table summarizing the concepts and cultural dimensions as an outcome of 

the GLOBE study can be found. 
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Dimensions Definitions
Power Distance The degree to which members of an organization or society expect 

and agree that power should be shared unequally
Uncertainty 
Avoidance

The extent to which members of collectives seek orderliness, 
consistency, structure, formalized procedures, and laws to cover 
situations in their daily lives.

Institutional
Collectivism

Level at which a society values and rewards “collective action and 
resource distribution.

In-Group 
Collectivism

Level at which a society values cohesiveness, loyalty, and pride, in 
their families and organizations.

Humane 
Orientation

Ideas and values and prescriptions for behaviour associated with the 
dimension of culture at which a society values and rewards 
altruism, caring, fairness, friendliness, generosity, and kindness.

Performance
Orientation

Level at which a society values and rewards individual performance 
and excellence

Gender 
Egalitarianism

Level at which a society values gender equality and lessens role 
differences based gender

Future 
Orientation

The extent to which members of a society or an organization 
believe that their current actions will influence their future, focus on 
investment in their future, believe that they will have a future that 
matters, believe in planning for developing their future, and look far 
into the future for assessing the effects of their current actions.

Table 3 GLOBE cultural dimensions

Source: House R.J. and Hanges P.J., Javidan M., Dorfman P.W., Gupta. Culture, 
Leadership, and Organizations: (2004)

2.4 Cultural Intelligence

The theory of cultural intelligence developed by Earley and Ang (2003) discuss that 

Cultural Intelligence (CQ) involves three important aspects: 

 Cognitive

 Motivational 

 Behavioural

Furthermore according to Earley and Gardner (2005) cultural intelligence (CQ) is 

referred to a person's ability to develop patterns from cultural cues, drawing from both 

cognitive and metacognitive abilities. To clarify the notion of the metacognitive 

activities and emphasize on the importance of it, researches Li et al., (2013) state that 

it is the ability of people to develop, comprehend and recognize cultural skills and 

conscious cultural awareness during the intercultural encounter. Researchers go 

further and discuss that metacognitive abilities are developed and formed as a result 

of setting a strategy before the actual cultural encounter and the capability to apply 
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adjustments to the formed strategy during the experience, in other words to be flexible 

and adaptive. According to Li et al., (2013) and Erez et al., (2013) it is the cognitive 

part of cultural intelligence is responsible for the actual knowledge that the individual 

posses regarding the norms, practices, language religion, even such concepts as 

politics and history of another cultures. The researchers agree on the fact that 

possession of such knowledge and awareness of the concepts enhance the 

construction of the accurate expectancies and understanding of future cultural 

encounters. 

Tuleja, (2014), Morrell et al. (2013) are addressing motivational aspects and 

describing it as vital skill that facilitate the adaptation to different cultures, moreover 

the desire and curiosity and interest to learn new concepts and new cultural aspects. 

The researches emphasize that motivational aspect enables a person to be motivated to 

interact with different cultures, create strategies and process new information about 

cultures. Tuleja (2014) was also describing the behavioural aspect of the CQ, and 

argues that it provides the person with tools to accurately interact and communicate 

with the counterpart form different culture, using both language and non-verbal skills. 

Crowne (2013), Erez et al., (2013) and Li et al., (2013) all stated that cultural 

intelligence is a process and as all processes, it needs time to be developed and it is 

not a skill that can be acquired over night. The majority of the researchers agree that 

although it is a long-term process, there are practices that can facilitate the obtaining 

of cultural intelligence and develop it. Studies had showed that the longer the 

individual is exposed to a different culture, the faster CQ is developed. To summarize 

the findings it had been proven that substantial oversees experience has a positive 

effect on the development of CQ and provide the person with knowledge and 

expertise of how to act accordingly in different cultural settings. 

2.5 Language and communication.

Claes (1995) made an observation that affirmed that language has an influence on our 

way of being and behaviour, it shapes the way we see and perceive things, hence 

culture can be embedded in the language itself. According to Jameson (2007) in 

business contexts, especially when we look into the international business sphere, 

people often use non-native languages, which affect interaction and relationships in 

complex ways. Friedman (2006) argued in his polemic study that there are three 

dynamic forces of globalization. Reading through his work, it can be found that the 

force behind Globalization 1.0 was country, in 2.0 the force was companies, and the 
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one that we find ourselves now globalization 3.0 is people, individuals. 

Communication potential is the dramatic force that changes and shapes organizations 

and the way business is done. Language is an inseparable part of communication, it 

has been highlighted that only language can enable individuals and companies and 

countries to communicate, thus perform. As mentioned earlier, communication 

embeds the exchange of information both formal and informal. In order to do so, 

people need to posses an adequate linguistic knowledge. Working in an international 

environment, the language can present substantial challenges and hinder the smooth 

operation globally.  

“Language, is sometimes awkward, sometimes impenetrable, sometimes irritating 

reminder of what may be involved in crossing foreign cultures and managing in a 

cross-cultural environment” (Welsh et al. 2005, p.11).

In the international business environment, managers are engaged in collaboration with 

culturally diverse individuals, thus not sharing common language can present 

additional challenges for an efficient performance. Charles (2007) discussed the 

importance of language skills. The researcher mentioned that in the multilingual 

company environment, it is particularly important for the managers to be conscious 

and aware about the language importance and the way it can both hinder and enhance 

company performance and internal communication. As stated in the Oxford dictionary 

(2014), communication is the imparting or exchanging of information by speaking, 

writing, or other means. Welsh and Welsh (2008) elaborated on the idea of the 

exchange of information. Exchange of something, usually involves at least two 

parties, and consists of sender and receiver. In the figure presented below, the 

knowledge and information exchange process is shown, thus giving the possibility to 

visualize the whole process and realize how delicate and how easy it can be to 

obstruct, impede thus send the wrong message. The figure is also clearly showing that 

language presents great challenge for both encoding the message that needs to be send 

and decoding the information. 
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Figure 2 Knowledge exchange

Source: (Welch and Welch, 2008, p.344)

As prior mentioned, communication is the vital part of knowledge transfer and 

information exchange. It becomes even more critical and essential, when 

communication is placed on the prism of international business. For managers to 

maintain a dialog with the customers plus to run and operate a team composed with 

culturally different members, correct communication is vital. Zander et al., (2012), 

House (2004) and Shi and Wang (2011) acknowledged that leaders, their leadership 

and communication styles differ in different cultures, but what is more interesting is 

that members of different societies that form international teams differ in the 

communication ways and preferences in the way they communicate. It was also 

discussed that some members with certain cultural backgrounds might prefer a very 

specific way of communication and the frequency of it. 

The skill needed in order to adjust the way one communicates based on what cultural 

background your opponent has is not easily developed. It takes substantial amount of 

time and expertise. Some studies however were able to identify the possible practices 

that can facilitate development of these skills (Fall et al., 2013). Sarala and Vaara 

(2010) discovered that the exposure to different cultures and the degree of interaction 

with unknown and different culture could affect the competence within the cross-

cultural communication. In other words proficiency and correct communication style

is directly proportional to the amount of international experience the manger posses. 
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2.6 Leadership 

Multiple theories about leadership and leadership classification as well as 

interpretation of the actual term can be found in numerous studies and researches. 

Through out the year, vast amount of literature, empirical findings tried to identify the 

universal explanation of leadership, empowerment of others and guiding abilities of 

dome individuals. For the purpose of clarification, some of the definitions of 

leadership will be presented in the chart. 

Author Definition
House et al
(2002, p. 15)

Leadership is “the ability of an individual to 
influence, motivate, and enable others to contribute 
toward the effectiveness and success of the 
organizations of which they are members.”

Chemers
(1993, p. 1)

Leadership is “a process of social influence in which 
one person is able to enlist the aid and support of 
others in the accomplishment of a common task”

Northouse
(2004, p. 5)

“Leadership involves influence; it is concerned with 
how the leader affects followers. Influence is the sine 
qua non of leadership. Without influence, leadership 
does not exist.”

Table 4 Leadership definition

According to House (2004), an outstanding leader is a person in an organization who 

is very skilled at motivating, influencing, or enabling others to contribute to the 

success of the organization. Another very often asked question among researchers of 

leadership is the different styles and ways that the manager can lead his/her team. 

It has been emphasized that leadership is culture relative, thus not only the term is 

translated differently into different languages but also the meaning of what “leader” 

means varies across cultures. The importance to recognize that leadership is a cultural 

construct and dependable on culture was also emphasized in the leadership literature. 

The actual meaning of the word is embedded in the diverse cultures where it is 

exercised, and changes accordingly to the culture in mind. Steers et al., (2012), 

Deanne et al., (1999) and Wilderom et al. (1999) argued and debated about the fact 

that the idea of leadership is culturally bounded, and what perceived to be a good 

leader in one society is unacceptable in another. According to their studies some 

cultures prefer a leader with a strong and decisive character, where in another culture 

democratic and consultative approach is a secret to success.  
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It was mentioned in the prior section of this thesis, that leadership style differs based 

on the cultural cluster and cultural backgrounds. In order to realize it more profound 

the authors decided to investigate the way culture influences leadership styles.  

This study is based on the work of two prominent cross-cultural studies; hence 

leadership attributes will be based on the finding form Hofstede and GLOBE project.

2.6.1 GLOBE leadership classification

The GLOBE research raised another question besides the identification of cultural 

dimensions. Javidan and Dastmalchian (2009) and Dickson et al. (2003) mentioned 

that the GLOBE study addressed an issue of leadership attributes and behaviours and 

attempts to find out the connection and to investigate the extent to which leadership 

qualities and characteristics are interconnected with national culture. Researches tried 

to identify the leadership attributes and styles hence to see if culture plays a role in 

leadership varieties. The methodology used during this study involved 112 

behavioural and attribute descriptions, which could enable or hinder outstanding 

leadership notion. In order to proceed with the possible effect that culture might have 

on the leadership style, definition of leadership will provide the meaning of the term.  

Leadership styles and plays vital role in the success of the international business. Vast 

amount of research support the idea that managers need to take different approaches 

depending on the cultural environment (Byrne & Bradley, 2007).

It was, however disclosed through the studies, that management styles that resembles 

transcendence and focus on society are more successful and influential concerning 

achieving goals than egocentric/authoritarian styles (Cowan & Todorovich, 2000).

The GLOBE research has outlined six global dimensions for leadership 

characteristics:



23

Leadership type Characteristics

Charismatic A broadly defined leadership dimension that reflects ability to 

inspire, to motivate, and to expect high performance outcomes 

from others based on firmly held core values. The GLOBE 

charismatic/value-based global leadership dimension includes 

the following six primary leadership dimensions: (a) visionary, 

(b) inspirational, (c) self-sacrifice, (d) integrity, (e) decisive and 

(f) performance oriented.

Team-oriented 

leadership

A leadership dimension that emphasizes effective team building 

and implementation of a common purpose or goal among team 

members. This global leadership dimension includes the 

following five primary leadership dimensions: (a) collaborative 

team orientation, (b) team integrator, (c) diplomatic, (d) 

malevolent (reverse scored), and (e) administratively competent.

Participative 

leadership

This global leadership dimension reflects the degree to which 

managers involve others in making and implementing decisions. 

The GLOBE CLT participative leadership dimension includes 

two primary leadership dimensions labelled (a) no participative 

and (b) autocratic (both reverse scored).

Humane-oriented 

leadership

This global leadership dimension reflects supportive and 

considerate leadership but also includes compassion and 

generosity. This leadership dimension includes two primary 

leadership dimensions labelled (a) modesty and (b) humane 

orientation.

Autonomous 

leadership

This is a newly defined global leadership dimension that refers to 

independent and individualistic leadership attributes. A single 

primary leadership dimension labelled autonomous leadership, 

consisting of individualistic, independence, autonomous, and 

unique attributes, measures this dimension.

Self-protective 

leadership

This leadership dimension includes five primary leadership 

dimensions labelled (a) self-centred, (b) status conscious, (c) 

conflict inducer, (d) face saver, and (e) procedural.

Table 5 Six global dimensions. Leadership characteristics

Source: Dorfman and Javidan et al., (2012)
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2.6.2 Hofstede leadership classification

As it was mentioned before, the researcher has studied cultures and divided the globe 

into cultural clusters, stating that cultures in the same cultural clusters present similar 

characteristics and share common attributes (Hofstede, 1993; House et al., 2004; 

Javidan, 2006).

Geert Hofstede presents that dimensions such as individualism-collectivism and 

power distance are the ones that mostly shapes the leaderships style in cross-cultural 

arena. Looking into Hofstede’s cultural dimensions, different leadership styles can be 

presented.

Leadership style Characteristics

Participative style/Democratic style For small PDI index countries. Decentralized 

authority. Consultative and 

Participative management style. Leaders invite 

and encourage team members to take part in 

the decision- making process.

Autocracy/Bureaucratic leadership Countries with high PDI and individualistic. 

Leaders are strict and make sure that all their 

employees follow the strict rules.

Management by objectives MBO Countries with high individualistic values and 

low power distance. 

Table 6 Cultural leadership traits Hofstede

Source: Hofstede (1993)

2.6.3 Other Leadership styles

The red line through the leadership literature had been the notion of the fact 

leadership styles is dependable on personality and background of the leader. 

Bass (1995) leadership theory, which presents three main leadership styles -

Transactional, Transformational and Laissez-fair, received a lot of support among 

academics and professionals and summarize some of the most universal practises. 

Bass (1995); Furtner et al. (2013) and Aarons (2006) elaborated on the concepts 

stating that transactional leadership is primarily based on the exchange among leaders 

and followers, whereby followers receive rewards only when met the specific goals 

and criteria. It is seen as a more practical approach, as the main drive of the leader is 

to meet the specific objectives. Transformational leadership style is about charismatic 
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and visionary leadership, leaders engaged in transformational style empower and 

motivate followers. 

Lewin et al. (1939) introduced the Laissez Fair Leadership Style, or as it is also 

known as; delegation. With this particular approach, leaders allow employees to take 

there own decisions, but the leader still bears responsibility and is responsible for the 

decisions made. As described by Goethals et al. 2004, involves leaders who support 

and believe in freedom of the choice of the team members, and strongly support the 

idea that employees are perfectly cable of working independently and are best to be 

left alone. 

Leadership styles play a vital role in the success of the international business. Vast 

amount of research support the idea that managers need to take different approaches 

depending on the cultural environment (Byrne & Bradley, 2007).

It was disclosed throughout the studies that management styles that resembles 

transcendence and focus on society are more successful and influential concerning 

achieving goals than egocentric/authoritarian styles (Cowan & Todorovich, 2000).

2.7 Cultural integration, convergence and divergence of cultures

Globalization has raised another question and presents a dilemma for the researches 

and business managers: cultural convergence and divergence- that the notion whether 

cultures becoming more similar under the force of globalization (Leung et al., 2005; 

House, 2004). Since cultures increasingly become in contact with one another, some 

researchers assume that managers and managerial styles are beginning to converge, 

especially in the industrial world. One example is the study conducted by Swiss 

professor Susan Schneider, who noticed that during the twenty years period, the 

values and styles of successive MBA students converged, therefor the result can be 

the arrival of one global managerial culture (Schneider & Barsoux, 2003). Friedman 

(2006) introduced the term “flattening world,” Friedman debated about the 

importance of interplay between national and organizational culture and the effect it 

produce. From one site there are such practices like benchmarking, mimicking and 

merges, which enhance homogeneity and convergence of culture. There is also 

another site of the medal, where the norms and values may contradict and create a 

conflict with the local culture, emphasizing and prompting divergence (Naor et al., 

2010). Cross-cultural studies covers great amount of academic field, but the debate 

about convergence and divergence of cultures had not ceased, moreover it became 
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more acute in the era of globalization and cross-national trade. Supporters of 

convergence theory describe convergence as the process whereby the value systems 

and practices of different countries become alike (Ralston et al., 1997). Another study 

goes even further and debate about the possibility that so-called global culture may 

result in the obsolete or even disappearance of a national culture (Bird & Stevence, 

2003; Harrison & Huntington, 2002). 

2.7.1 National vs. Corporate culture

In order to be able to investigate the notion of convergence and divergence of cultures 

further, additional attention needs to be given to the interrelation between national and 

corporate culture. In the previous section of this thesis, the authors already 

summarized different perspectives and cultural theories that are available. 

Corporate culture, which is very relevant for this particular study, is defined as a deep 

lever of beliefs and assumptions that are shared by the employees of an organization 

and is buried unconsciously in each individual, corporate culture is sometimes also 

seen as hidden force that is behind the activities of an organization (Shein, 1986).

Hofstede (2010) defined four fundamental dimensions of organizational culture 

within the international business environment, power distance, in this context 

represents the level to which authority is decentralized, and leadership is autocratic. 

Masculinity vs. femininity dimension embodies the level to which organization values 

assertiveness and compassion. Uncertainty avoidance dimension stands for the degree 

to which corporation can handle uncertainty and risks. Finally, individualism vs. 

collectivism represents the relationship between the individual and the company. The 

researcher also maintain that national culture will have an impact on the corporate 

culture, in case the two are totally different.

Kattman (2014) discussed that the main difference between national and 

organizational culture lies in the deepness of the roots, hence organizational culture is 

learned during ones adult life, while national culture is something embedded into the 

individual himself (Hofstede, 1984; Schartz, 1992). Kattman (2014) also described 

that national culture shapes and has an influence on the organization and the 

individual. Building organizational culture will, certainly depend on certain values; 

and those strong values will dominate over the weaker ones. Sasaki and Yoshikawa 

(2013) explained that maintaining a strong organizational culture, with its unique and 

strategic elements, might be the most important factor when operating global. In-



27

depth research had demonstrated that companies with strong and coherent corporate 

culture have a bigger chance to operate efficient and effectively in the remote 

locations than the ones with a weaker or more diffuse corporate culture. The figure 

bellow sketches, the way solid corporate culture can dominate the organizational 

behaviour in the international subsidiaries. 

Hofstede (1980; 2001) and House et al., (2004) also stated that while operating in an 

international environment as in the case of multinational companies, corporate culture 

can prevail and influence the employees with various international backgrounds. 

McLaurin (2008) affirmed that individuals with strong leadership skills and 

charismatic personality have the skills to craft organizational culture, which can 

exceed employees previously established values and beliefs that was created by their 

national culture. 

  

Figure 3 Relationship between MNE HQ, the subsidiaries, and the host region

Source: Sasaki and Yoshikawa, p. 6, 2013
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2.8 Global Managers

In the previous section, great amount of evidence showed that globalization re-shaped 

the business arena, changed practises and added more challenges to the task of a 

manager. In order to facilitate the clear understanding of the concept of global 

mangers, see the table presented below;

Author Definition

Suture

(2002)

Global leaders are managers with global integration responsibilities 

in global organization.

Harris, Moran, 

Moran 

(2004)

Global leaders are capable of operating effectively in a global 

environment while being respectful of cultural diversity.

Caliguiri 

(2006)

Global leaders, defined as executives who in jobs with some 

international scope, must effectively manage through the complex, 

changing and often, ambiguous global environment.

Mendenhall, 

Ostalnd, Bird, 

Oddou, 

Maznevski

(2008)

Global leaders are individuals who effect significant positive change 

in organizations by building communities by building through the 

development of trust and the arrangements of organizational 

structure and processes in a context involving multiple cross-

boundary stakeholders, multiple sources of external cross-boundary 

authority, and multiple cultures and conditions of temporal, 

geographical and cultural complexity.

Table 7 Global leadership definition

Cappellen and Janssens (2008) explained in their work that modern organizations are 

in great need of global managers with abilities and expertise to coordinate functions 

and operations on the global scale and with much extensive international scope. 

According to Javidan and Dastmalchian (2009) globalization and the rise of 

international trade enhanced interdependency and increased the level of 

internationalization of enterprises; hence the need of managers capable of conducting 

business worldwide emerged. Harvey and Novicevic (2006) as well as Brodbeck 

(2001) emphasized the need to raise the importance of cultural literacy, consequently 

enhance the development and emergence of culturally aware managers. The 

researchers stated that due to the elimination of the trade barriers and development of 

the global marketplace, the process of development of special mind-set that would be 
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global oriented requires management teams that posses diverse cultural backgrounds. 

Harvey and Novicevic (2006) also accentuated that if the company can grow and 

educate such managers with the rich tacit knowledge in the local markets, which

indeed can become solid competitive advantage and increase the efficiency of the 

operations in the global arena. Adler and Bartholomew (1992) elaborated on the 

necessary skills and some challenges that global managers most likely will face and 

conclude those in thee need to overcome ethnocentric mind-set, take an approach of 

trying to accept other party position, grow openness and ability to integrate foreign 

practices and values into their own work routine. 

2.8.1 The Global Leadership Competency (GLC); Stages of intercultural 

sensitivity 

Javidan (2010) dedicated many years of research to identify necessary skills and 

personal traits that an individual needs to be able to develop the global mind-set in 

order to be intercultural sensitive. The scholar emphasized the existence of various 

capitals that are vital in order to get the mind-set globally enriched.  

 Intellectual capital- resembles global business understanding and 

cosmopolitan outlook.

 Psychological capital- involves passion for diversity, adventure, and self-

assurance. 

 Social capital- intercultural empathy, diplomacy, and interpersonal impact. 

In order to be able to develop such traits, thus facilitate the awareness and adaptation 

to the new international business context, the researchers Chin and Gu (2001) came 

up with the Global Leadership Competency model, which consist of hierarchical 

factors and resembles the path of global leadership and managerial efficiency starting 

at deficiency stage and continuing to adaptability, hence a high level of competence. 

This particular model, also imply that with the changes of the context that the 

manager is submitted to, his/her behaviour needs t change accordingly. 
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Figure 4 Global leadership Competency model

Source: Chin and Gu (2001)

Taking a look at the stages, Chin and Gu  (2001) and Chin and Gaynier (2006) stated

that ascending to the highest level of the model, therefore acquiring the knowledge 

and expertise of a global manager/leader, is not only appropriate but is almost 

required and expected in order to obtain functional excellence on the global context. 

Chin and Gaynier (2006) went through the stages and summarize it in the following 

way: 

 Awareness level- the first stage, where with expose to the new culture and 

settings some the vague impressions. Little or almost none sense-making is 

present. 

 Understanding level- during this level, conscious desire to learn and 

understand the behaviour of people form different culture. Collection 

information, reading, and observation starts. 

 Appreciation level – “leaf of faith” and genuine tolerance of various points of 

view. Sometimes true appreciation of some pints of new culture. 

 Acceptance level- during this stage the recognition of commonalities and 

effective dealing with differences. The possibility to interact between cultures 

increase.

 Internationalization level- Clear sense of self-understanding, which leads to 

readiness to interact with different cultures.

Adaptation

Internalization

Acceptance

Appreciation

Understanding

Awareness

Ignorance



 Adaptation level- this stage resembles the end of the process and cultural 

competence becomes a way of living

becomes a second nature.

Understanding culture is an on

through different stages till they finally achieve a sense of cultural competence 

(Gardensschwartz et al., 2003) 

2.8.2 Development model of Intercultural Sensitivity (DMIS)

Bennet (2003) developed a similar model, which indicates that the stages that a person 

submitted into different culture indeed endure and global managers as well the CEO 

of the corporations must be aware of it. 

Figure 5 Development of Intercultural model

Source: Hernandez and Kose (2012)

Developing Intercultural sensitivity

Ethnocentric stages

this stage resembles the end of the process and cultural 

competence becomes a way of living. The new culture during this stage 

becomes a second nature.

Understanding culture is an on-going and incremental process, whereas people go 

through different stages till they finally achieve a sense of cultural competence 

(Gardensschwartz et al., 2003) 

.8.2 Development model of Intercultural Sensitivity (DMIS)

Bennet (2003) developed a similar model, which indicates that the stages that a person 

submitted into different culture indeed endure and global managers as well the CEO 

of the corporations must be aware of it. 

ntercultural model

Source: Hernandez and Kose (2012)

Experience of difference

Developing Intercultural sensitivity

Ethnocentric stages Ethno-relative stage

this stage resembles the end of the process and cultural 

The new culture during this stage 

going and incremental process, whereas people go 

through different stages till they finally achieve a sense of cultural competence 

Bennet (2003) developed a similar model, which indicates that the stages that a person 

submitted into different culture indeed endure and global managers as well the CEO 

relative stage



32

As in the GLC model, DMIS resembles various stages. The first three are so-called 

Ethnocentric stages- where a person beliefs that their own culture is the norm and is 

the only universal truth. Moving along the stages, on the other side of the scale, 

manager can successfully blend and mix more than one culture and create a 

mechanism to develop synergetic solutions to various arising problems  (Hernandez & 

Kose, 2012) 

Adler and Bartholomew (1992) and Molinsk et al. (2012) suggested that global 

managers have to overcome an ethnocentric mind-set and develop cultural fluency, 

hence the ability to enter a new environment, apply new norm and feeling 

comfortable. It was also emphasized that in order to become a global leader, it is vital 

to learn how to code-switch and not form stereotypes. 

Javidan (2010) stated that leaders and managers that managed to develop global mind-

set have good knowledge about cultures and economic as well as political systems of 

other countries. Moreover, they have an ability to find comfort in uncomfortable 

situations and environments. The global mind-set helps leaders to build long-term

relationships and networks with people from different cultures.  

2.9 The Russian Federation from a cultural and organizational perspective

Russia being the largest country in the world and a home to different nationalities and 

religions, presents very diverse cultural panorama for an international manager. 

Furthermore, it has been emphasized that the need for comprehension of the local 

market by foreign managers is evident. Even though the presence of international 

companies in Russia is extensive, the spill over effect, in terms of acquisition of 

western organizational culture and practises, had been minor, thus the challenges are 

significant (Jones, Fallon & Golov, 2000).

In order to facilitate the comprehension of the cultural aspects in Russia, the country 

cultural exploration is considered necessary and fundamental. The framework with 

country scores on different dimensions, built by Hofstede (2010), will provide the 

basic grasp on some of the cultural aspects.  
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Figure 6 Russia. Cultural dimensions scores

Source: (Hofstede, 2014)

Hofstede (2010) and House (2004) describe high power distance that is principal in

the Russian society. Elenkov (1998) and Fey (2005) argues that due to the historical 

background and the fact that Russia was led and ruled by very ambitious and ruthless 

leaders who exercised total control over the country and its people. Therefore, within 

the Russian society the idea of status is vey important and people behave dominantly. 

Furthermore Fey (2005) and Shekshnia (2008) stated that due to the very high score 

on the power distance dimension, Russians appreciate and recognize only strong and 

authoritarian leadership style. Strong personal qualities and charisma are among 

required skills to be a successful leader in the Russian federation. 

Scoring low on the individualism dimension, provides the insights into the 

collectivistic notion of the society, moreover Camiah and Hollinshead (2003) and 

Fey (2005) supports the idea that, once again, due to the communist regime where the 

ideas of individualism were severely punished, society developed collectivistic 

approach, therefore thinking and having a preference towards a group rather than 

individual needs. 

Hofstede (2010) and Fey (2005) also assess Russian as low on masculinity, and 

attributing it to the fact that due to the country background, ideas of communism and 

a mind-set that everything will be decided for them by the state, might have 

contributed to this fact. As the researchers stated, strong assertiveness and dominant 
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behaviour is well accepted only when it comes form a person by higher status, among 

the peers this would not be tolerated.  

Russia exhibits a very high score on uncertainty avoidance dimension. Hofstede 

(2010) explains, that such high score indicates a feeling of threat towards ambiguous 

situations and unplanned future. Furthermore Camiah and Hollinshead (2003) support

the idea and discuss that the Russian society attempts to reduce threat from ambiguity 

by establishing very complex bureaucratic system and numerous rules and 

regulations. Another fact was stressed by Naor et al. (2010) stating that a combination 

of high power distance and high uncertainty avoidance create a positive climate for 

low autonomy in the organizational level.

Hofstede’s findings exhibit high score on pragmatism dimension and further elaborate the 

meaning, stating that people in general have a belief that everything is dependent on the 

context and situation. Furthermore a very low score on indulgence represents the tendency 

towards pessimism and cynicism within the society (Geert-hofstede.com, 2014).

The GLOBE dimension took a different approach with the measurement of two types 

of dimensions, the first type of findings present the results after asking the participants 

to describe some dominant practises and personality traits, found within their society. 

The second part of the results, is an outlook of the participants view of what “should 

be”, hence the ideal concepts in their society on the scale from one to seven (Minkov 

and Blagoev, 2012).

Using the results from the GLOBE studies in Russia, the following scores were 

presented;

Figure 7 Summary of GLOBE Societal Culture Scales for Russia

Source: (Grachev, 2003)

House (2004) and Grachev (2009) elaborated on the scores results for Russia and 
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debated about the relatively low score on collectivism and a found possible 

explanation to it, based on the fast change within the Russian society. The economic 

turmoil and emphasize on the entrepreneurship mind-set, together with an adaptation 

of western practices with some help from the mass media and presence of western 

companies, could lead the country towards a more individualistic concepts. 

Furthermore, the idea of changing traits in Russian society is supported by the study 

of Naumov (1996) whose advanced hypothesis in terms of the possibility that the 

change in formal behaviour, due to the adaptation of new practices and routines, 

under the transition period in Russia, may exceed the rate of change in culture, which 

according to Hofstede (1996) can take between 500 to 5000 years.  

Russia presented very low score on the uncertainty avoidance measure, which was 

explained by Grachev (2009) as another sign of behavioural change, which is leading 

towards “uncertainty acceptance” due to the constant change that the country has been 

experimenting during decades. 

House (2004) and later Grachev and Bobina, (2006) made a summary about the 

leadership traits that are predominant in Russia. The researchers emphasized that; 

Russia exhibits importance towards a visionary mind-set, charisma, and 

administrative competency together with decisive performance. Another finding show 

that modesty is not viewed as an important trait.
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3.  Operationalization and conceptual framework

From a fist view, it is not so easy to realize the connection between concepts and 

research. Bryman and Bell (2003) explains that oncepts are the building blocks of 

theory and represents the points around which the research is conducted. “Different 

theories evoke different concepts” (Ruane, p.48 2005).

Bryman and Bell (2003) also noted that in order to provide a measure of the concept 

(often referred as operational definition) it is necessary to have an indicator that 

would stand for the key concept. They also provided with the number of ways in 

which indicator can be devised:

 Through a question or series of questions that is a part of a structured or semi-

structured interviews.

 Through the recording of individuals` behaviour using a structured 

observation schedule

 Through official statistics

 Through the examination of mass media content through content analysis.

Ruane, (2005) argue that in order to be able to conduct research, researches must be 

able to work with the concepts and must engage into the translating the process to 

transform the abstract concepts into their concrete, empirical counterparts.

One of the important and crucial steps towards a good measurement is good 

conceptualization. Yin (1994), Ruane (2005) and Bryman and Bell (2003) emphasize 

that, since concept can mean different things to different people, the researches must 

clarify the meaning that the researcher is going to use in the work.

The next steps for researches, once the conceptual clarity has been achieved is 

engagement in the task to find the best empirical counterpart for the concept- also 

known as the operationalization (Ruane, 2005).
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Table 8 Operationalization and conceptual

CONCEPT CONCEPT DEFINITION OPERATIONAL DEFINITION

Culture Culture is a collective programming of 
the mind, which distinguished the 
members of one category of people 
from another. G. Hofstede (2010)

A measure that reflects the way culture 
forms the individual and the way it 
affects the behaviour and attitudes of a 
person in the business environment. 

Informal 
Practises

“Behaviour not in line with formal 
procedures stipulated for dealing with a 
given problem or behaviour aimed at 
solving problems for which there are 
no (clear) formal procedures. (Aasland 
and Berit Grodeland et al., 2012) 

The measure that reflects the way 
informal practises affects the business 
routines and business behaviour. 

Cultural 
Awareness

Someone's cultural awareness is their 
understanding of the differences 
between themselves and people from 
other countries or other backgrounds, 
especially differences in attitudes and 
values. Dictionary.reverso.net, 2014)

The measure that reflects the importance 
of being aware of cultural differences 
and not falls for prejudice. 

Leadership “The ability of an individual to 
influence, motivate, and enable others 
to contribute toward the effectiveness 
and success of the organizations of 
which they are members.” House et al 
(2002)

The measure that reflects the qualities 
that the leader should posses in different 
cultures. 

Global 
Leaders/
Managers

“Global leaders, defined as executives 
who in jobs with some international 
scope, must effectively manage 
through the complex, changing and 
often, ambiguous global environment.” 
(Caliguiri 2006)

The measure that reflects the qualities 
and skills that a manager needs to have 
in order to pursue the international. 

Leadership style
Leadership style is the manner and 
approach of providing direction, 
implementing plans, and motivating 
people. As seen by the employees, it 
includes the total pattern of explicit and 
implicit action of their leaders 
(Newstrom, Davis, 1993). 

The measure that reflects and 
investigates the difference is it exists
between the Russian and Swedish 
leadership styles.

Decision-
making

It observes decision making as 
communication that opens future 
alternatives of action. (Baraldi, 2013, 
pp. 339--361

The measure that reflects the process of 
decision-making in the organization. 
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SCALE INTERVIEW QUESTIONS
Power-distance

Uncertainty-avoidance

Individualism and 
collectivism

Masculinity vs. Femininity

Indulgence vs. restrain
(Hofstde 2010)

Have you perceived or experienced the importance of status in 
Russia?

Do you consider Russian to be spontaneous or more formal and 
organized?

How important is networking and what role does personal 
connection play in the business life?

How important are professional achievements for your Russian 
colleagues?

How important are the norms and rules for the Russian workers? 
And how is their attitude towards leisure and rewarding themselves?

Networking
Bribes
(Kuznetsov 2010)

How important is networking and what role does personal 
connection play in the business life?
Have you experienced any informal practices or unwritten rules 
during you experience in Russia? Name three (3).

Self-awareness
International experience
Cross-cultural experience

How many years of international experience 
you have?
Is it important to know about specific culture 
before you go to the region?

Assertiveness
Language skills

Do you think knowing Russian would have helped in your day-to-day 
routines?
Did you have any problems with the Russian language?

Authoritarian Leadership
Participative leadership
Declarative leadership
(Laissez-faire)
(Lewin 1939)
Charismatic
Autonomous
(Hall 2005)

Describe the leadership qualities that are 
preferred in Russia?

Centralized decision making
Decentralized 
decision-making

Is decision making centralized or decentralized?
Is hierarchy well defined within Russian organizations?

Table 9 Scales and related interview questions.
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4. Method

The intention of this chapter is for the authors to identify the methodological 

decisions made in order for this study to be executed. The chapter will contain 

discussions about the different approaches, designs and researches available with 

descriptions on what was chosen in order for this study to be conducted.

_____________________________________________________________________

4.1 Research approach

A research approach reflects and defines in what way the study will be carried out and 

it is good if the research follows a scientific method and contains an empirical 

foundation (Gray 2009; Sachdeva, 2009). Therefor this study will put emphasis on the 

chosen scientific theory in relative to the empirically gathered information that will 

serve as the practical sequel of the theory.

4.1.1 Inductive vs. Deductive research

In the field of research methodology there are two basic approaches, which are 

Inductive and Deductive research. Bryman (1989) describes inductive research as the 

collection of data, which later is formed into a new theoretical framework. Deductive 

research indicates the extensive look in to existing theories of the topic of interest to 

find the most relevant theory, which will then form the basis of the gathering of 

empirical data (Bryman, 1989). Deductive research is the most common used research 

method; the empirical data gathering will then confirm or deny the collected theory 

through observations in relation to the hypothesis (Sachdeva, 2009; Bryman & Bell 

2011; Oghazi et al. 2012).

The chosen research method for this study is the deductive approach since the 

theoretical framework of cross-culture will build the foundation for the empirical data 

gathering of the chosen hypothesis.

4.1.2 Qualitative vs. Quantitative research

According to Bryman & Bell (2011) there are two main research approaches within 

the area of business science; they are called qualitative research and quantitative 

research.



41

Qualitative research approach is carried out through observations, individual 

interviews or  in-group interviews and is used in areas where in general terms the 

specific topic is lacking of information or when the purpose is to gain new insights on 

already well-studied topics (Gray, 2009; Bryman & Bell, 2011). The information 

gathered through a qualitative research approach needs to be evaluated carefully in 

order to not miss any important information and it has to be compared with existing 

theory in order to gain credibility (Gummesson, 2003; Shat et al. 2010; Hammersley, 

2012; Oghazi et al. 2012). 

In comparison to the qualitative research approach, Hammersley (2012) explains that 

the quantitative research approach main focus is to use numerical data as a method for 

gathering data in order to do a generalization of the results. The quantitative approach 

is suitable for examining general opinions or attitudes of a specific set of people or 

organizations, normally throughout the use of a questionnaire or a survey.

Maxwell (2013) refers to a qualitative research approach as a “do-it-yourself” 

approach rather than an “off-the-shelf” way of researching the topic of interest, as it 

nor has a predetermined starting point or a fixed set of steps through the research 

approach cycle. 

Due to little previous research done in the particular field of study that this thesis 

focuses on, the quantitative research approach would not contribute with an 

appropriate empirical foundation. To understand the bigger context, to gather a great 

extent of insight of the topic as a whole and to see precisely what the source of the 

information comes from, the qualitative research approach was chosen (Bryman & 

Bell, 2007; Sachdeva, 2009). 
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Dimension Quantitative Qualitative

Objective To quantify data and 

generalize the results to the 

population of interest

To gain an understanding 

of underlying reasons and 

motives

Types of research Descriptive and/or casual Exploratory

Flexibility Low due to standardized, 

structured questionnaires 

High due to the use of two-

way communication

Sample size Large Small

Choice of respondents Representative sample 

populations

Person with considerable 

knowledge of problem

Information per 

respondent

Low High

Data analysis Statistical summary Subject; interpretative

Ability to replicate High Low

Interviewer requirements No special skills Special skills required

Time consumption High during design phase; 

low during analysis phase

Low during design phase; 

high during analysis phase

Table 10 Qualitative vs. Quantitative research

Source: Yin, 2009 p. 89

4.2 Research design

This section will treat how the authors address the research questions as well as a 

layout of the merge of the research structure and diverse integrated research parts.

“Research design should be effective in producing the wanted information within the 

constrains put on the researcher, for example time, budgetary and skill constrains… 

Choice of research design can be conceived as the overall strategy to the information 

wanted” (Ghauri & Grønhaug, 2005, p.56).
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Research design can be conducted in many ways, and in three different paths: 

exploratory research design, descriptive research design, and casual research design. 

Exploratory research design is mostly used in studies where no previous studies has 

been made or little information is to be obtained in order to get small insights to the 

area as a whole. Descriptive research aims to give answers about questions with the 

aim of who, what, when, where and how while the casual research treats two or more 

variables and whether there is a cause or a determination of value of each and any of 

the variables (Bryman & Bell, 2007, Sachdeva, 2009). 

The exploratory research design was chosen for this study because the exploratory 

research is more flexible and considers the whole picture in a deeper way than a 

descriptive research does. Since this research will examine whether culture affects 

business between Sweden and Russia it is important to get an understanding of the 

whole business context and interaction.

4.3 Data Sources

When doing a research there is two different data sources that a researcher needs to be 

familiar with in order to get accurate information: primary data and secondary data. 

Primary data are collected by a researcher who will also examine the data, for 

example through interviews, focus groups, questionnaires, or observations. Secondary 

data on the other hand is any data that are used to answer a research question other 

than the question(s) for which the data were initially collected and is normally 

collected by research institutions or governments (Beheshti et al. 2014; Vartanian, 

2010; Oghazi et al. 2009).

Since primary data is directly related to the researchers research question, primary 

data provides the researcher with more consistent and insightful information that 

could be harder to obtain from information through secondary data. Primary data 

collection requires an extensive planning procedure, which is time very time 

consuming (Yin, 1994). According to Sanjeev (2010) there are several methods for 

the usage of primary data collection, these are: observation, interviews, content 

analysis, in-depth interviews, and distribution audits.

In-depth interviews are one of the main methods for data collection used in qualitative 

research. In-depth interviews are generally described as being a “conversation with a 



44

purpose” and require a set of stages in order for the researcher to help the participant 

through the interview (Mostaghel et al. 2012; Legard, Keegan & Ward, 2003).

The collected data in this research has been collected from both primary and 

secondary sources. The primary data has been collected since the information has to 

be directly linked to the research question as well as because of the importance of 

acquiring information of the subject as a whole that is required in order to answer the 

purpose of this research. The primary data has been collected through in-depth 

interviews with several former or current business managers that interact with Russian 

customers with a minimum of 5 years’ experience. The secondary data has been 

collected due to help the researchers to make the study more reliable in terms of using 

statistics of trade between the Russian market and Sweden from the Swedish Trade 

Council.

4.4 Research Strategy

Yin (2009) identifies five different research strategies for a researcher to choose from 

when making a study, these are; experiment, survey, archival analysis, history and 

case study.

Relevant issues of each research strategy are outlined in the table below;

Strategy Form of Research 

Question 

Requires Control 

of Behavioural 

Events 

Focuses on 

Contemporary Events? 

Experiment How, why? Yes Yes 

Survey Who, what, where, 

how many, how 

much? 

No Yes/No 

Archival Analysis Who, what, where, 

how many, how 

much 

No Yes/No 

History How, why? No No 

Case study How, why? No Yes 

Table 11 Research strategies

Source: Yin, 2009 
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An experiment’s goal is to verify, falsify, or establish validity of a hypothesis where 

one or more of the variables are to be the cause of the differing effects. The survey 

samples a part of a population that later is going to be statistically interfered by using 

a sample. The archival analysis is a form of observational method, where the 

researcher inspects and examines collected archives or documents and to draw a 

conclusion through the unit of analysis. History collects and analyses historically 

made documents. A case study is a narrow and clear analysis of a person, group or 

event through in-depth interviews with the purpose to put the gathered data in 

correlation to relevant theory and in to the specific context (Yin, 2009; Bryman & 

Bell, 2011).

As this research require primary information, archival analysis and history was 

eliminated as research strategies. To use survey as an alternative was not an option 

since statistical data is not relevant to the research questions and purpose of this study. 

An experiment would neither be an alternative for this particular research because this 

research would not require control over behavioural events.

Surveys for example provide data with direct evidence about the events and behaviour

but when it comes to capturing perceptions, attitudes, and verbal reports about events 

and behaviours a case study strategy is more appropriate (Yin, 2009).

A case study is more sustainable to use in an exploratory research when the purpose is 

to provide an answer to “how” questions with the aim to explain different 

phenomenon (Yin, 1994). Realizing this, as well as the importance of comparing and 

analysing the collected data with relevant theory in order to draw relevant parallels, 

the research strategy for this research came to be of a case study. 

4.5 Data Collection Method

As chapter 3.4 defined, the research strategy for this study is a case study. This 

chapter will aim to define and motivate an appropriate data collection method.

Since the target group of this research will be business or sales managers from 

different companies it was not possible to conduct group interviews. Possible pros and 

cons with an interview are defined in the table below.
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INTERVIEWS

Interviews are targeted which means that they are focusing directly on the chosen 
topic

They are insightful due to the casual interferences and explanations

Interviews can be biased because of poor recall

The interviewee could act from reflexivity and tell what he/she thinks the interviewer 
wants to hear

Table 12 Interview characteristics 

Source: Yin, 2009

As the table above stated, a downfall with interviews is that interviewee can be biased 

from the interviewer in cases where the interviewer does not ask open questions. This 

is an in issue that can mislead the whole research in to wrong findings. To address 

this, the authors have been using in-depth interviews.

Table nr nine shows that a qualitative research with interview as a research tool 

demands the interviewer to have special skills, and as Legard, Keegan and Ward 

(2003) explains, in-depth interviews gives a broader perspective with room for 

probing open questions. In order for the interviewee to feel comfortable in the 

interview environment it is important to plan the in-depth interview carefully, it is 

also therefor the interviewer requires to have a special set of skills.
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Below is a 6-step process with keynotes in order for an in-depth interview to be 

successful;

1. Arrival

To spend the first few minutes to establish a relationship with the interviewee is the 

number one rule for a successful in-depth interview, in order to get the interviewee 

comfortable with the situation as well as the interviewer/s.

2. Introducing the research

It is here the business begins; the interviewer should provide clear reiteration of the 

nature of the purpose of the research to the interviewee.

3. Beginning the interview

Ask open questions in order to collect important contextual information. Ask for 

background information about the interviewee, also in purpose of a comfortable 

environment.

4. During the interview

Guide the interviewee through the key themes of the interview and its purpose, also 

make sure to ask follow up questions and probing.

5. Ending the interview

Phrases like “the final topic” are useful here before the last questions in order to 

return to the level of everyday social interaction.

6. After the interview
Reassurances about confidentiality or the use of the interview should be given.

(Philipson & Oghazi 2014; Legard, Keegan & Ward, 2003)

There are two different types of in-depth interviews for a qualitative research; the 

unstructured and the semi-structured approach. An unstructured interview approach is 

barely prepared as the questions are not prearranged. 

As the importance of unbiased answers, open questions have been asked which made 

the choice of interview became to be qualitative in-depth interviewing with a semi-

structured approach in order to welcome new inputs during the interview as a result of 

what the interviewee or interviewer says. This is again, to increase the opportunity 

that questions can be added alongside the interview (Oghazi & Österberg 2003; 

Bryman & Bell, 2007). 
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4.5.1 Participants in the interview

Seven in-depth interviews have been conducted in order to gain practical knowledge 

in the field of doing business in Russia. All interviewees have been found through the 

authors personal or business contacts. The first conducted in-depth interview with 

Sven Kallin, which is the former Vice President of Logistic/IT at Electrolux Laundry 

Systems (1998-2011) was conducted the 17th of March in Ljungby, Sweden and 

lasted for 85 minutes. The second interview with Håkan Andersson, which is the 

former general manager at Volvo Russia and Ford Russia with over 15 years of sales,

related experience to the Russian market was conducted via Skype the 19th of March 

2014 and lasted for 65 minutes. Like the other interviews, extended information could 

be gathered since follow-up questions arose during the interview. The third in-depth 

interview, with Tatsiana Aspman which is a country manager for Russia at Sundström 

Safety AB / Sundström Safety Vostok LLC was conducted the 31st of March 2014 in 

at Roddys café in Ljungby, Sweden and lasted for approximately 75 minutes. The 

fourth in-depth Interview was with Christofer Salsing, Chief Executive Officer at 

Terrakultur in the Russian Federation.

Christofer Salsing is originally from Sweden and has over seven years of substantial 

cross-cultural business experience between Sweden and Russia. The interview was 

conducted on 31st of March 2014 via Skype, as Christofer has his residence in 

Moscow while holding a position of CEO of Terrakultur and the duration of the 

interview was 60 minutes.

The fifth in-depth interview was with Råland Axelsson, export manager/head of 

export sales at Rottne Industri AB. Råland Axelsson is a very experienced export 

manager with over 15 years of experience towards the Russian market, and therefore

the knowledge about different markets and cultural impact is the concepts well known 

to him. 

The interview was in form of an in-depth interview and was conducted at the 

Linnaeus University library in Växjö, Sweden the 3rd of April 2014 and lasted for one 

hour. 

The sixth in-depth interview was conducted with Niklas Nygren, Global service 

manager at one of Sweden’s biggest companies inn the packaging branch. The 

interview took place in Lund, Sweden the 8th of April 2014 and lasted for 

approximately 60 minutes. 
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The seventh and last in-depth interview was with Kristina Johansson, channel partner 

manager at HMS Industrial Networks. This personal interview was conducted the 10th

of April 2014 at HMS Industrial Networks head quarter in Halmstad, Sweden and 

lasted for 80 minutes.

Name Occupied position Place and duration of the 
interview

Christofer Salsing CEO Terrakultur in the 
Russian Federation

31st of March 2014 via 
Skype. Duration 60 min.

Sven Sallin Vice President of 
Logistic/IT at Electrolux 
Laundry Systems (1998-
2011)

17th of March in Ljungby, 
Sweden. Duration 85min.

Håkan Andersson Former general manager at 
Volvo Russia and Ford 
Russia

via Skype the 19th of 
March 2014. Duration for 
65 minutes.

Tatsiana Aspman Country manager for 
Russia at Sundström 
Safety AB / Sundström 
Safety Vostok LLC

31st of March 2014 in at 
Roddys café in Ljungby, 
Sweden. Duration 75 min.

Niklas Nygren Global service manager 8th of April 2014 in Lund, 
Sweden. Duration 60 min.

Råland Axelsson Export manager/head of 
export sales at Rottne 
Industri AB

Linnaeus University 
library in Växjö, Sweden 
the 3rd of April 2014. 
Duration 60 min. 

Kristina Johansson Channel partner manager 
at HMS Industrial 
Networks.

HMS Industrial Networks 
head quarter in Halmstad, 
Sweden. Duration 80 
minutes

Table 13 List of interview participants
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4.6 Data collection instrument

As mentioned earlier, to have interviews as a data collection method is good in 

several ways but there are also drawbacks such as answers that are biased and as a 

response to reflexivity. To make the questions in the in-depth interview as unbiased as 

possible and to make sure that the interview questions were able to answer the wanted 

information, the authors probed the interview guide before the first interview to Dr. 

Magnus Hultman who is an associate professor of Marketing, to Dr. Pejvak Oghazi 

which is also a professor in Marketing and to professor Peter Caesar.

The authors made a lot of research on how to manage and successfully conduct in-

depth interviews and learned that the questions must be clearly stated and open. Pre, 

during and post the interviews the authors followed the six-step process of Legard, 

Keegan and Ward in order to get the best possible outcome of the interview. To be a 

good listener is an important part when interviewing which according to Yin (2009) 

means to be able to receive and interpret a big amount of information without being 

biased, so it is not only for the interviewer to make sure that the interviewee is 

unbiased but it is also very important to have an unbiased mind as an interviewer. 

Asking “why” a lot is another way of getting less biased due to the right interpretation 

and that is why most case studies does not proceed and end the way expected (Yin, 

2009). The authors always send out the interview questions in advance so that the 

interviewee could prepare and give thoughtful answers. Another way to handle biased 

minds was that the authors were very non-judgmental with predetermined opinions 

when interviewing in order to understand and interpret their answers exactly as the 

interviewee meant them and is there were any doubts we asked directly for a rephrase.

4.7 Data analysis method

According to Creswell (2014) the data analysis method is directly linked to the 

documented empirical findings of the interviews in a qualitative study due to the 

richness of the given information through the interviews the vitalness of analysing the 

data becomes greater. This procedure can be done according to Leslie et.al (1996) in 

three steps, data reduction, and data display and conclusion drawing/ verification.

In the data reduction phase the authors are to transform and simplify the collected 

data from the in-depth interviews (Philipson & Oghazi 2013; Leslie et.al, 1996). The 
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transformation from the raw-spoken data was directly transcribed in a document, 

which one of the two authors had at hand, writing everything the interviewee said. In 

order to simplify the data, the authors have re-written all words from the 

interviewee’s to an academic text.

Secondly and thirdly, in the data display and conclusion drawing/verification which is 

described as the organized way to assembly information into conclusion-drawing 

statements (Oghazi 2009; Leslie et.al, 1996). The authors treated the data display in 

terms of concluding the gathered data from each conducted in-depth interview in to 

general advices as well as constructing tables comparing the answers from the 

interviews in order to identify key information.

4.8 Quality criteria

This chapter will give an overview why the method used in this research is valid, 

“validity is defined as the degree to which the researcher has measured what he has 

set out to measure” (Smith, 1991, p.106).

4.8.1 Content validity

Content validity measures the relation between nominal and operational definitions, if 

they coincide or overlap (Oghazi 2014; Ruane, 2005). In other words, the content 

validity refers to if the used measurement of a research measures what it is supposed 

to measure by examining the correlation between what the theory and empirical data 

states. The interview guides has been probed by Dr. Magnus Hultman, associate 

professor of Marketing in order to confirm the content validity, all interview questions 

has also been carefully and strictly designed and formulated in relation to the nominal 

concepts.

4.8.2 Construct validity 

“Construct validity is a more sophisticated technique for establishing the validity of 

an instrument” (Kumar, 2005, p.155). This is established through a combination of 

theory and hypothesis testing in order to discover if the measure is valid enough.

This study has reached construct validity in terms of interviewing individuals with 

qualified skills and experiences; all interviews have been carefully studied with 



recordings and written observations. The answers from the in-depth interviews have 

been triangulated with a Russian country manager that lives and works for a Swedish 

company in Lagan in order to measure and compare the answers from Swedish 

managers to see that there was a clear connection and interconnection between the 

answers.

4.8.3 External validity

Study findings Do findings hold outside the study?

Figure 10 External validity

Source: (Ruane, 2005, p.41)

The external validity is an outcome of whether the generalisations made in terms of 

the data display and conclusions are truthful. It concerns questions regarding if the 

same research would get the same results with other people or if it would be done in 

another place (Sachdeva, 2009). 

The authors treated the external validity through only making conclusions from the 

in-depth interviews according to an interrelation towards previous academic 

researches found in the theory chapter.

4.8.4 Reliability

“The concept of reliability in relation to a research tool is consistent and stable, and,

hence, predictable and accurate, it is said to be reliable. The greater the degree of 

consistency and stability in an instrument, the greater is the reliability” (Kumar, 

2005, p. 156).

A way of establishing reliability is through repeatability of instruments stating the 

same thing (Oghazi 2013; Sachdeva, 2009); thereby the reliability for this study is 

confirmed through seven in-depth interviews where the questions are directly related 

to concepts that theory treats. One of the seven in-depth interviews is conducted in 

pure triangulation purposes in order do increase the reliability of the study.
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5. Empirical Findings 

The objective of this chapter is to present the findings obtained during in-depth 

interviews with Swedish managers. All interviewees have personal and professional 

insights on the Russian market. The authors did not take into consideration the 

industry the interviewees are coming from. Moreover, questions that had been asked 

were as open as possible, allowing freedom of thoughts and opinions. Findings are 

solely based on the information obtained during the personal interviews conducted 

on-site or via Skype, when personal attendance was not possible. Transcripts of the 

interviews can be found in the Appendix No.2.

As it was mentioned in the previous chapters of the thesis, the emphasis is placed on 

the perceptions and personal insights from Swedish managers knowledgeable in the 

Russian market, which experienced all the challenges, obstacles and cultural clashed 

first hand. 

5.1 Interview with Christofer Salsing, Chief Executive Officer at 

Terrakultur, Russian Federation

Christofer Salsing, Swedish manager with substantial cross-cultural experience. 

One of the key criteria that was chosen to delimit the sample population for this 

research, was the years of experience that the interviewee posses in closely dealing 

with Russian environment. Salsing`s interaction with the Russian market and culture 

is became in the year 2007 in Saint Petersburg and Moscow.

As mentioned during the interview, seven years of almost daily life in Russia and he 

is still cannot call himself fully aware of what is known as Russian culture. Russia 

was not the first foreign country that Christian got a chance to live and work in (his 

previous employment residence was in Asia). Therefore it should be easier for him to 

adapt to new environment. 

Christofer Salsing on Intercultural Sensitivity:

Salsing mentioned going through various stages during the early stages of his life in 

Russia. 

“ When I first arrived here, I felt so much frustration, as everything was so 

different and unknown, but it was disappearing, I think I got used to it.” (C. Salsing, 

personal communication, 2014-03-31).
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Christofer Salsing on Cultural Dimensions:

Proceeding with the interview, questions about cultural dimensions were asked to be 

able to create a complete picture of the way Swedish expatriates perceive Russian 

way of being and behaving. According to Christofer, power distance is very 

noticeable within Russian society and status was defined as one of the main drivers of 

the population as everything is about status and exhibiting the power. Behavioural 

patterns and interaction between individuals are subjected to the status of the person. 

As for Swedish nationals, status is not something people focus on. Rather the focus is 

placed on equality and independent thinking.  

When talking about the level of interdependence in society and focusing on what you 

hear more in the conversation “we” or “I.” Salsing was very specific and indisputable 

on this matter. He mentioned, that without an understanding and familiarity with 

Russian culture, one could consider that the country should be dominated by 

collectivism, due to the history of communism etc., but it is completely the opposite. 

Salsing emphasized that Russian are “super individualistic.” More elaborate answer 

was given, stating that, since there is no trust towards institutions and authorities, due 

to the total collapse of the systems, in general population has a tendency to be more 

focused on them and think about themselves. Taking a more working area of 

interaction with Russian populations. Interviewee also stated that Swedish in general 

are being very group oriented and team oriented and these notions and concepts are 

totally unknown, moreover not generally accepted among Russians. The probable 

reason mentioned by Salsing was due to personal competition that is constant between 

Russians.  

Impressions about the degree of competitiveness in Russian culture, continued 

and into another dimension that was under discussion during the interview. In order to 

be able to evaluate what Russian value more achievements and assertiveness or 

cooperation and modesty. Christopher’s answers were very straight and unequivocal 

on this subject as well. On the question: “How important are professional 

achievements for your Russian colleagues? Christopher answered with firm: 

“Very, everything is about achievements and power here.”
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Opinion regarding assertiveness was given in terms of appreciation of the dominant 

behaviour that is almost expected from the manager/leader. Salsing shared a personal 

insight reviling that at the beginning he tried to use “Swedish” managerial approach, 

which he defined as more modest and moderate. This approach was not well 

acknowledged by his Russian subordinates. Furthermore Salsing was being perceived 

as a weak leader, without a solid position. The situation took a change, when Salsing 

altered his behaviour style and employed firmer managerial style. He summarized 

with:

“ You have to show a dominant character to be able to manage here. ”

When talking about the way Russians deal with unfamiliar and uncertain situations, 

Salsing mentioned that Russians in general perceive ambiguous situations as threaten. 

When describing the planning and meeting, Salsing mentioned that in general, 

Russian have a tendency to improvise, probably due to the fact that everything is very 

unstructured and unprepared. It was also specified, that Russians do not consider time 

as something important; therefore, there is not much respect towards time and 

scheduling. One example was given on the matter: “

“If you plan a meeting with a Russian counterpart and you want that meeting 

to happen, you need to remind your Russian partner about the time and place a 

couple of times. Where in Sweden, this is an unwritten rule to respect yours and 

others time and no explicit necessity to have an extra reminder is needed. “

In general, it was detailed that no proper structure exists in Russian. Moreover it was 

stated that structure and planning is something that is urgently needed to be integrated 

into society for a possible more efficient and effective performing. 

Christofer Salsing on leadership styles in Russia

However, Salsing also mentioned the reluctance of Russians to embrace and accept 

change. 

Leadership was another of the subjects that Salsing elaborated and debated a lot. He 

mentioned that to be perceived as a true leader a more authoritarian and strict style is 

favoured. Russian subordinate are extremely good in following the orders and doing 
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exactly what they are requested for, however they need a constant supervision and, as 

a general rule, prefer to work individually. 

Christofer Salsing Informal practises:

Salsing also remarked on money and concept of bribery. According to the manager, 

bribery is way of living in Russia. When operating in the Russian market, Salsing had 

to make sure; that the company has a completely white accounting system complies 

with all local regulations and taxations. It did provide additional challenges for his 

company, as it contributed to the increase of the price, but it was being 

counterweighed by an outstanding product and quality of service. Money is also the 

subject that is constantly present in the Russian society.  

Emphasis was also put on the importance of networking and relationship building, 

when operating in Russia. Consequently, general knowledge about Russian culture, 

politics, and economic state is essential. Politics is regarded as a sensitive subject, and 

possible avoidance in participating in such conversation should be considered, 

therefore knowing but remaining neutral.  

Christofer Salsing on national vs. corporate culture

During the interview, it was emphasized in various occasions that national culture is 

exceptionally important factor that needs to be taken into considerations before, 

during, and after the decision to operate globally. Alternatively, Salsing mentioned 

the importance of the corporate culture of the company. According to him, if the HQ 

of the company proclaims and practise strong organizational culture, with deeply 

embedded routines and procedures, with well-established norms and rules, the impact 

of the national culture of the host country could be substantially reduced. Salsing 

mentioned that he is a big supporter of situational leadership and aim to adapt to the 

local norms, while retaining organizational practises from Sweden. Another example 

was mentioned in relation to the bribery, consequently Salsing mentioned that from 

the day one, he declared and clearly demonstrated that his organization will not 

engage in any suspicious activities and will try to win the market with the quality and 

outstanding service. According to Salsing, this approach proved to be efficient. 

Advices for Swedish managers

Concluding the interview, Salsing provided important thing to consider before 

engaging with the Russian market. He mentioned that the knowledge of language is 

indispensable for a smooth operation in Russia. In order to avoid misunderstanding 
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and escape loosing important concepts and details in translation, it is vital for a 

modern manager to dominate the language of the region they are directed to. Culture 

was another of the subjects that Salsing did not get tired of emphasizing on. As he 

revealed himself, even though he lived in Russia a substantial amount of time, this 

does not prevent him from having dilemmas of cultural clashes from time to time. 

• Learn the language

• Lear about culture

• Do not form a frame of reference upon arrival

• Keep in mind that Russians are money driven

• The tendency of the locals to over-do, over-achieve, over-sell-

• Build networks directly and careful with expectations 

5.2 Interview with Sven Kallin. Vice President Logistic/IT Electrolux 

Laundry Systems (1998-2011)

Prior to the start of the interview Sven Kallin made a statement, affirming that a 

crucial aspect to consider when determining to enter the Russian market and to 

effectively operate in it, is the fact that Moscow and Saint Petersburg “is nothing like 

the rest of Russia.” Elaborating this the statement, it was explained that the European 

part of the Russian Federation is one of the most popular places for foreign 

investment and international offices of western companies, including Swedish. 

Therefore the main knowledge about the business climate and cultural references are 

based on a small part of the country, which does not reflect the reality. Sven Kallin 

also mentioned that, the Russian Federation is an enormous country with tremendous 

potential but the market is as delicate and complex as it is alluring. 

Sven Kallin on Soviet and Post-Soviet Russia and linguistic barriers.

Working with Russia for approximately fifteen years Kallin have seen two different 

countries. His first interaction with Russia was prior to his time at Electrolux and it 

gave him a chance to experience Russia as a part of the Soviet Union. Kallin 

mentioned that the change from the Soviet Union and post Soviet Union is remarkable 

and can be noticed everywhere, starting from the general level of English and ending 

with organizational structures and behaviours. Soviet Union Russia, as Sven 

described it, was a country where it was hard to find an English speaking person. He 

described organizations as extremely centralized and the word of the manager was 



58

always correct and was always the only truth. After the fall of the Soviet Union, 

openness to the western world arose and English became a necessity, which is 

reflected in todays improved skills of the language. It is still relatively poor, but the 

change is great. Kallin further rationalized after Russian organizations started to adopt 

western practices they have become to be less and less centralized. Nowadays, Kallin 

explained, manager is perceived as the holder of a universal truth only if it is 

supported by his actions and achievements. Nepotism is less present and 

organizations became more professional. 

Kallin described that as one of the first companies to come into Russia, the major 

challenge was the language. Services for translation were greatly used, but due to 

Russians poor level of English, important amount of significant information was 

misinterpreted and misunderstandings were very common. The situation nowadays is 

different; the general level of English language has increased among the younger 

generations, but the linguistic challenge remains to be extensive. 

Sven Kallin on Cultural Dimension

Sven Kallin occupied a very high position within the organization, he described that 

status, and power is extremely important in Russia. The fact that Kallin was among 

the top management team of Electrolux with a worldwide recognition, automatically 

placed him very high in the hierarchy and the treatment that he would receive from 

the locals was outstanding. Kallin explained that the Russian associates showed him 

great respect and appreciation because of the title he held. 

Kallin also elaborated on the individualistic nature as a general phenomenon amongst 

Russians. The level of competition and personal achievements are highly prioritized 

and the in-group collectivism is rather low. With this statement Kallin means that the 

group work, as well as team orientation, are not well accepted in Russia, although the 

tendency is developing. Due to the fact that the presence of western companies in 

Russia has been growing, the western managerial style is slowly taking over as well 

as the skills at a linguistic level. One example mentioned by the manager was the 

emergence in the modern Russian language such words as “team-building” and 

“brainstorming.” 
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Sven Kallin on Managerial style in Russia

Kallin describe a Russian manager as authoritarian and assertive and in order not to 

be perceived as a weak and soft manager, a notion of toughness has to be exercised. 

In the same time, ability to listen and adapt from the expatriate part was mentioned as

decisive and very important. Kallin affirm that the ability of a foreign manager to 

navigate and steer between the local culture and way of doing and his/her own is a 

key to success in Russia.  

Male executives and managers mostly dominate the business environment in Russia, 

and females are predominated within the service sector.  

Kallin defined Russia as a country with a lot of rules and paperwork involved. 

Especially from the logistic point of view. Kallin stated that: 

“…you need to get your product into the country in order to be in a position to be 

able sell it, and it is the most complicated part of the whole process.”

Sven Kallin on rules and informal practises

Regulations and constantly changing rules and instructions are impossible for a 

foreigner to master. In this case it is almost vital for a Swedish company to have a 

local know-how and trust them. Trust and networking are two crucial points in the 

Russian society according to Sven. He said that it takes time to build relationships 

with a Russian counterpart, though once established they are at the most loyal 

conditions and they last for years. 

Kallin mentioned that professional relationships grows into a personal one and, even 

after leaving his position at Electrolux; Kallin still has personal contact with his 

contacts in Russia. 

“It took me about two to three years to build a relationship with my business 

partners in Russia, but once the trust had been established, the relationship is so 

much more than business – it really takes you to a personal level”

Kallin further explained that relationship building in business is a must in Russia. 

Without proper connections with your business associates, it is virtually impossible to 

succeed in the Russian market. 
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Kallin stressed the importance of being culturally literate and aware. The fact that 

globalization should drive the practises towards a one universal tradition and way of 

doing things he thinks is true, but culture still plays an enormous role.

Advices for Swedish managers

The very first thing mentioned during the interview by Sven, was the fact that 

Europeans are mostly familiar with one part of Russia, but culture and traditions 

differ within the national border as well, therefore it is obligatory for a manger to, 

who aspire for international career to be culturally aware. 

Another important factor for success according to Sven, is to be honest and a to be a 

good listener. Such qualities will provide the manager with an ability to adapt faster 

and to prevent from him from unnecessary mistakes.  

When the authors asked Kallin what he would have done differently if he was to do 

business with Russia for the very first time, the answer was simple and affirmative: 

“Learn the culture and try to do it the Russian way!”

Advices for Swedish managers

 Be honest and straightforward! Do not try to trick them or play them. 

 Learn the language or have a very skilled interpreter 

 Be assertive and tough in order to be perceived as a person people listen to

 Have a local contact that can help you with regulations and cultural 

understandings

 Trust and loyalty is crucial when doing business with Russians

5.3 Interview with Håkan Andersson. Former general manager at Volvo 

Russia and Ford Russia

Håkan Andersson has over 15 years of sales related experience to the Russian market 

in both Ford and Volvo

Håkan Andersson on cultural dimensions and linguistic skills

Håkan Andersson described the Swedish way of interaction as smooth and “week” 

compared to Russian way and that from his experience in international business in 

general, that the difference between two cultures are big.

Status is in general very important in the Russian culture and there are a lot of rules, 

both formal and informal to consider then doing business with a Russian customer 

which stress the importance to portrait yourself a tough person, in order to show your 
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status and high hierarchy. Håkan Andersson defines Russians as a very individualistic 

people, and that it is very easy to “spot” a decision-maker. There is an obvious 

hierarchy and it is crucial to respect it. The working climate in Russia is very tough 

and the competition is severe, Russian live in constant fear of taking decisions that 

they are not authorized to make. 

Culture is extremely important, perhaps it is of much greater importance than we ever 

would ever imagine and some of Håkan Anderson’s business deals failed due to a 

cultural misunderstanding. To know the language plays a momentous role for the 

possibility to communicate and understand the Russian culture to the fullest, this is 

because of the many hidden meanings different words play in an interaction between 

two people. 

The Russian market is an attractive market, but one among the trickiest ones with 

obstacles such as corruption, the huge amount of paperwork everywhere especially in 

customs with language and cultural barriers.

Håkan Andersson on the Russian leadership style

The leadership style in a Russian corporation is very direct and affirmative and almost 

military. You should always act like a very confident and strong leader; otherwise you 

will not be taken serious. 

Håkan emphasized on the importance of conducting a careful background check about 

the Russia as a country including the culture and the Russian people, a tip from Håkan 

Andersson is to map up people and observe while at site. 

Håkan Andersson on doing business in Russia

Politics is a touchy subject, but it is vital to be aware of the political situation and be 

politically literate in general in order to show respect and interest.

“Do it the Russian way and provide a solution that may not make you happy but will 

make them happy. Be observant since Russians avoid giving direct answers when the 

solution does not fit them, they cannot give you a straightforward “No” instead they 

will make a lot of excuses.”

Russians put huge emphasis on relationship building and it is the key for success. For 

Håkan Andersson it took about 2-3 years to sometimes 3-5 years to establish a solid 

and trustworthy relationship with a Russian counterpart. In order to form a good 
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business relationship with a Russian, it is a good idea to make it a mix of personal and 

professional where it is of appreciation to ask personal questions as well, not only 

professional. Russians want business to be done quickly and smooth so value time 

and be flexible to their wishes.

Blat and corruption is inevitable when doing business in Russia, especially with state-

owned companies, Håkan Anderson’s strategy was to avoid it, pretend it is not an 

option at all, and if it was, never engage in it. It is vital to make it obvious that you are 

not interested, although it remains to be very present in the business and day-to-day 

life. 

According to Håkan Andersson, Russians tend to say that they like changes and can 

adapt easily, and that from his experience it is not what it is like in reality. The 

generation that went through the fall of USSR is terrified of change. 

Humour is important in business with a Russian, Håkan Andersson defines Russians 

as easy-going, open, and generous people. Hospitality of Russians are outstanding, 

but it is directly proportional to the status of the individual, the higher on the 

hierarchical ladder you stand the more pleasant and generous they are towards you, 

not because they want to but because they are allowed.

Håkan Andersson explained that money is, like for most of us, important for Russians 

and in general Russians are much more materialistic than Swedish people and rewards 

are much appreciated in monetary forms. Avoid talking about money and how much a 

person is earning since it is considered to be rude. 

Advices for Swedish managers

 Respect corporate hierarchy

 Learn informal rules and messages in terms of culture

 Have a strict dress-code that emits power

 Russians prefer everything to be done quickly, no staling

 Avoid talking about money and how much a person is earning since it is 

considered to be rude

 Learn the language or have a translator at hand at all times
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5.4 Interview with Tatsiana Aspman. Country Manager Russia at 

Sundström Safety AB / Sundström Safety Vostok LLC

Tatsiana Aspman has three years’ of working experience with the Russian market, 

and with a background from growing up in Belarus the authors are using this 

interview in pure triangulation purposes.

Tatsiana Aspman on the importance of cultural knowledge in Russia

According to Tatsiana Aspman, the Russian population is of course of a different 

culture than Sweden and there is no doubt about that misunderstandings will occur in 

case of poor cultural competence. 

Small talk is considered very important when doing business in Russia. Tatsiana 

Aspman stated that it is a good idea to really try to engage with Russians in small talk, 

although it can be hard since Russians in general are quite preserved and closed 

people. Small talk is a good start of gaining trust, which is another crucial component 

if one wants to be successful when operating in Russia. 

Tatsiana Aspman on begin a woman in business in Russia

Tatsiana Aspman explained that the psychological mind-set towards a business 

environment differs from Sweden and Russia, not only in terms of hierarchical 

ladders in the Russian corporation and drinking vodka at meetings, but also as for 

being a business woman.

Tatsiana explicated the different perspectives of females in business in Russia with an 

example based on her own experience: 

“It was during one of my first business trips to Russia and my boss (who is Swedish) 

forgot to introduce me to the Russian businessmen that took us in to their office and 

they directly assumed that I was either a translator or an assistant. Due to this 

misunderstanding, the Russian businessmen did not bother offering me neither a seat 

nor a glass of water.”

With this example, Tatsianas intention was to point out not only the difficulties that 

could arise as a woman in business in Russia but also the importance of the 

hierarchical society, which reflects, directly to the corporate culture.
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Tatsiana Aspman on Soviet and Post-Soviet Russia managerial style and 

linguistic barriers

It is essential to endure in mind the fact that Russia has experienced a total 

transformation during the last decades Tatsiana Aspman stated. Due to the fall off the 

Soviet Union in 1991, the Russian population can be divided by the ones who was 

born and raised during the Soviet Union, with all attributes and special upbringing, 

and secondly the ones that were born post Soviet Union, which she calls; the “new 

generation” managers. The new generation managers have a completely different 

approach and philosophy of life, being and style of leadership. They also exercise 

different managerial practises and have different work ethics. The table presented 

below provides a general outlook of the most obvious differences. Tatsiana stated that 

it is vital for a western manager to realize these differences, as the outcome of the 

business meeting or of the business in general will in many cases depend on what type 

of leader the Russian side of the business encounter contains. 

Furthermore Tatsiana Aspman said that the Russian language is very important to 

know in order to have the ability to read between the lines when operating in Russia. 

Tatsiana Aspman explained that lot of informal messages can be lost in translation. 

The Russian language is one of the hardest languages in the world and very rich in 

idioms. This interrelates to the nonverbal behaviour, which Tatsiana Aspman stressed 

to be a big part of the hidden understanding in Russia. 

Tatsiana Aspman on motivational factors in business

Reward systems in Russia are very different than in Sweden Tatsiana explained. In 

Sweden the reward systems at your workplace is based on pure performance and 

procedural practices while in Russia the possibility of getting a promotion at work is 

based on performance, seniority, loyalty, trust and your personal relationship with 

your boss.

Tatsiana Aspman on NVB (nonverbal behaviour)

Tatsiana further explained that power is very important and is what drives the Russian 

society and people tend to demonstrate it and strive for it. There is a saying in 

Russian, that can be translated as “First you judge how nice and later how wise” 

meaning, that appearance and status is directly connected. People are being judged by 

the way they present themselves and only afterwards you allow yourself to see the 
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qualities and professional skills. Thus, people tend to send out the message of power 

and status with their nonverbal behaviour. 

Who introduces whom and who is introduced first? Tatsiana Aspman said during the 

interview that status and power is reflected by age as well as gender, for example you 

are considered to be inexperienced if you are young in business. It is important to find 

the right decision maker and as a result of these informal rules just mentioned, it can 

be of advantage to know when in order to find the right person to talk real business 

with.

Tatsiana Aspman on cultural dimensions

As for general business practices with Russians, Tatsiana said that to be kind and 

democratic is still perceived as a weakness.

Due to Tatsiana Aspmans work responsibilities and requirements she sometimes 

needs to embrace negotiations with both Swedish and Russian managers. She 

described the experience as almost playing two different roles. When she is dealing or 

speaking with a Swedish manager, she needs to use a more democratic and softer 

approach, while on the other hand, she needs to harden her voice and use a more 

direct and strict way of speaking, choosing her words carefully, if she is to 

communicate with a Russian manager. 

Tatsiana Aspman mentioned that it is definitely considered as a competitive 

advantage that her company has, and she motivated this fact, saying that without an 

insider- person with a Russian background, western companies can experience 

substantial difficulties due to the unknown market with totally different culture and 

ethics. 

Table 14 Two leadership styles in modern Russia

Source: Derived from the Tatsiana Aspman interview.

RUSSIAN LEADER 50 Y.O

OLD SCHOOL

RUSSAIN LEADER 2.0

EMERGING LEADER TYPE

Emphasis on status More liberal and open minded

Authoritarian and strict Democratic

Soviet mentality thinking Western way of thinking and manage

Result oriented Service oriented

Team oriented
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Advices for Swedish managers

• Never compare to Sweden, in Russian, the way of working and doing 

things is different

• Be open minded, flexible and adaptive. Culturally aware and ready to 

work with people, not forming any stereotypes

• Language

• You can spot a decision maker based on the businessmen’s nonverbal 

behaviour

• It is vital to have a cross-cultural training before going to Russia 

• After identifying the decision maker, consider age to find out which 

leadership style he/she practices

5.5 Interviews with Niklas Nygren. Service manager

Niklas Nygren is an international service manager at one of Sweden’s biggest 

companies in the packaging branch. Nygren has substantial international experience 

and has been involved with the Russian market for about five years, with most of the 

long-term visits during the past two years. 

Niklas Nygren on the importance of cultural knowledge in Russia

According to Niklas Nygren, culture plays a fundamental role when dealing 

internationally, but it is even more so when it concerns the Russian Federation. 

Culture in Russia differs from Swedish on many levels and not being conscious of 

cultural specialties of the country will most definitely lead to a problematic project. 

One of the crucial observation that was mentioned during the interview was the fact, 

that Russian employee will never talk against or make a discussion with a boss or 

someone higher in the hierarchy, therefore, it is important to bare in mind, that 

Swedish manger might not get a full and complete information from a Russian 

colleague.  

“Russians will never argue with you or tell that you do something wrong, they 

simply will comply and do it the boss way even though they think it is wrong” 

In order to overcome this threshold, Swedish manager should ask a lot of questions 

and encourage a free ideas flow, to be able to see complete picture of the situation, it 

was also mentioned, that once the relationship between Swedish manager and Russian 
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co-worker had been established, the challenge become less crucial, but does not 

disappear.

Niklas Nygren on cultural dimensions

According to Niklas Nygren one of the very principal concept that is obvious in 

Russia is the fact that status is extremely important among the populations. 

Elaborating on the answers it was further mentioned that status could be seen from the 

dress code that is being used, the manners, and non-verbal behaviour. 

“It is very easy to spot a person who is high in the hierarchy. An individual will make 

it obvious with behaviour, appearance and the interaction way.”

Further into the discussion, it was revealed that against all the perceptions and 

stereotypes that western world might have about the Eastern Block, the notion of 

collectivism is almost non-existing. Individualism is the highly encouraged and can 

be easily understood by observing the language patterns.  

“It is just to listen to the way Russian build sentences, the amount of pronouns I, you 

can rarely hear We, especially in the work related scope.”

Nygren shared an observation about the level of competitiveness in Russian. It was 

stated that in general a feeling of personal dissatisfaction and sometimes irritation was 

seen among Russian workers when their Swedish colleagues found a better solution to 

the problem that was investigated. 

Uncertainty and being unable to control a process is something that bothers and 

affects Russians. Therefore, one of advices to better manage Russian team was to 

avoid possible ambiguous situations. Alternative observation was to the fact that it 

takes a very long time for a Russian worker to alter their routine. Therefore changes 

are not very welcome. Alternative observation was to the fact that it takes a very long 

time for a Russian worker to alter their routine. Therefore changes are not very 

welcome. 

It was also said during the interview, that there is a tendency to take things very 

personal among the Russian workers.  

Nygren mentioned that when on a meeting, the atmosphere is very formal, but the 

actual preparation and agenda of the meeting are rarely planned. Due to the fact that 
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bureaucracy is very present in everyday life, meetings and gatherings are a bit chaotic 

and not well organized.  

Niklas Nygren on managerial style in Russia

During the interview, it was also uncovered that managing a Russian team, Swedish 

manager should be as precise with the task description as possible, providing as many 

details as possible and supervise the work continuously. Nygren mentioned, that, in 

general, Russians are very dependable on the instructions provide by the boss or a 

leader, very rarely autonomous decisions are taken by the employees by themselves. 

The notion of authoritarian leadership style was also discussed and such remarks as:

“… you cannot practise Swedish humble and soft management style, or you 

will be not taken seriously. Very important to assertively communicate your visions on 

the matter and explain the notion of freedom under responsibility”

Additional point submerged during the communication, which was the good 

knowledge level among Russian workers, and their ability to comply and execute 

their job in a professional way.  

Advices for Swedish managers

• Language knowledge is of great importance

• Culture plays a crucial role, read about the current state of affairs in 

Russia, to be in a position to understand the trends that the country is 

living in

• Attitude is very important, be flexibility with an open mind

• Listen and observe, practical learning is appreciated

5.6 Interview with Råland Axelsson, export manager with Export Sales at 

Rottne Industri AB

Roland Axelsson is a very experienced export manager. Consequently the knowledge 

about different markets and cultural impact is the concepts well known to him. 

During the interview, Axelsson mentioned that his experience with Russia began in 

1997 when Rottne took a decision to penetrate the Russian market. Widespread 

opinion about Russia was outlined as “interesting, important, and difficult to handle.” 
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Råland Axelsson on language

One of the critical issues that were experienced by Axelsson was the language and 

culture. As for linguistically aspect, the lack of knowledge of Russian, hinders the 

communication flow, therefore it becomes impossible to establish relationship and 

conduct business. It also provides inconveniences in terms if one complete 

dependency on the translators. 

Axelsson talked about the lack of technical knowledge among the Russian colleagues 

and the need for a substantial training and education of the staff. On the other hand, it 

was mentioned the fast learning abilities and general willingness to learn and perform 

at the best possible level by the Russian workers. 

Råland Axelsson on culture 

Another aspect that Axelsson found different about Russian culture was substantial 

disparity in negotiation styles and making deals. Bureaucracy had a huge imprint 

within Russian society and endless paperwork, rules and regulations, makes the 

process to be time-consuming. 

In order to avoid any uncertainty and ambiguity, there is an enormous attention to 

details and procedures that has to be followed. Axelsson mentioned one example:

“When we send our machine to Russia, a complete set of pictures of the 

machine need to be send together. We have put the manuals into the machine prior 

the departure from Sweden, but we failed to photograph it, therefore once in customs 

it was discovered that the manuals are not part of the description of the machine, the 

entrance was not allowed. The machine was standing there for a long time, until 

together with our subsidiary in Russia we managed to resolve the issue.”

Another significant insight was mentioned during the interview. Axelsson stated that 

in general, Russians are very pessimistic and worst-case scenario oriented. 

Axelsson also mentioned that culture does play a very important role in global 

business, but it still remains a person-to-person matter. Consequently being honest, 

open, and receptive will help in building long-term relationship, which is the key for 

good operation in Russian market. 
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Råland Axelsson on managerial practises

Throughout the conversation, it was mentioned in various occasions that to achieve 

respect form Russian colleague, one need to be very good professional, somehow it is 

widespread opinion that western managers should be better; therefore expectations on 

performance for the Swedish managers are very high. It could be beneficial to practise 

more assertive managerial style, although without forgetting that relationship are 

formed on the personal level, thus people should be in the centre of thinking.  

Advices for Swedish managers

 Language

 Be honest and open

 Do research about the culture

5.7 Interview with Kristina Johansson. Channel Partner Manager at HMS 

Industrial Networks

Kristina has 8 years’ experience of business with the Russian market and explains that 

a big obstacle when doing business with Russia is the language barrier and because of 

this issue, HMS Industrial Networks has and are using a distributor in Russia in order 

to help them understand the Russian culture and market in the best way. 

Kristina Johansson on doing business in Russia

This interview concerns the relationship Kristina Johansson has established with their 

distributor in Chelyabinsk, Russia. The reason for this is due to bad business rumours 

and experiences concerning of dealing with Russian customers from HMS Industrial 

Networks part. It was in fact the Russian distributor themselves that approaches HMS 

Industrial Networks, otherwise according to Kristina Johansson, HMS Industrial 

Networks would never have considered of doing business in Russia.

Kristina Johansson explained these “bad” rumours about the Russian market as 

misunderstandings, different ideas of doing business, corporate style, hierarchy 

difficulties and the biggest issue of them all; cultural clashes. 

From Kristina Johansson’s point of view it is crucial to establish a business 

relationship that reaches to a personal level as well due to gain trust, as trust is the 

biggest cornerstone of a business relationship with a Russian. As Russians tend to do 

business in a straight and professional way, make sure to explain what your purpose 

and goals are with the business relationship in an early stage. Russians are cautious 
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concerning who they choose to do business with and put a lot of effort in choosing 

with the gut feeling and their heart rather than realistic factors.

Kristina Johansson also stressed the same strategy when it comes to blat for example, 

to be clear with your vision directly and do not indulge in strange practices if you are 

interested in a long-term relationship with your Russian customer. 

Kristina Johansson about being a woman in business in Russia

Kristina Johansson has attended several tradeshows in both Moscow and St. 

Petersburg and it is primarily from these experiences that the cultural aspects of doing 

business with Russia are based on. 

“I once attended a tradeshow in Moscow, there were several women present during 

it, and the only difference from me and the other women was that I was the only 

female professional representative of a company while all the other women were 

wearing provocative clothes such as bikinis, serving coffee and vodka.”

This citation from Kristina Johansson explains that from her opinion, as a female 

businesswoman operating in Russia, there is a huge difference in gender in business 

compared to Sweden. It was Kristina Johansson and three men from the distributor 

site in Chelyabinsk that were present in the booth and every single person that was 

visiting the booth approached one of the men first with a greeting since it was obvious 

for them that it was a man, not a woman that was in charge.

Kristina Johansson on corporate hierarchy in Russia

In terms of hierarchy of professional positions Kristina Johansson stated that it is very 

obvious who has the power and who is ranking underneath each other and that it is a 

good idea to know that these people needs to be greeted and approached with 

different styles. For example to always try to greet the person with the highest level of 

authority first.

Kristina Johansson explains that meetings with their Russian distributor are very 

formal and organized; a lot of effort has been put in preparation from their side.

Status is very important in Russia, it has become so more and more over the eight 

years Kristina Johansson has been working with Russia. The dress code is different 

compared to Swedish business, which was noticed at the trade show, Russians tend to 
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dress more sophisticated with an expensive look to it.

It is considered to be a “good” thing to have a foreign company endorsement. The rep. 

for HMS Industrial Networks has gotten new customers and enjoys a great reputation 

not only because of the outstanding job that they are doing but also due to the fact that 

a Swedish company is standing behind. 

Kristina Johansson on cultural dimensions

Drinking vodka at business meetings is said to be a standard procedure during 

business meetings in Russia and exists in the general culture Kristina Johansson 

explained. HMS Industrial Networks distributor offered Kristina Johansson a glass of 

vodka during their first meeting, which she gently rejected, since that day the 

distributor has not offered her vodka again. Kristina Johansson brought up the 

importance of status and empowerment in Russia and explained that it is very 

important as a foreigner coming to Russia for business to dress formal and to have an 

“expensive” look, in that way people will take you more seriously.

Advices for Swedish managers

 Learn the language or find a representative/distributor in Russia

 Be observant of corporate hierarchy in order to know who to approach and 

who the decision-maker is 

 Be prepared as a female manager to get equal respect as men, be tough and it 

can be to your advantage

 Be aware of the culture and be open minded towards it without stereotyping to 

much

 Put your effort in finding similarities rather than focusing on what is different
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5.8 Summary

Additionally, visual representation and the outlook of Russia and Sweden according 

to Hofstede dimensions, in the form of the diagram, is place to increase 

comprehension of the existing cultural divergences between Swedish and Russian 

culture. 

Figure 11 Comparisons between Sweden and Russia

Source: (Russia vs. Sweden - Geert Hofstede, 2014)

As it can be seen, there are some very significant discrepancies between two cultures. 

One of the most important differences can be appreciated on power distance 

dimension, with the score of 93 for Russia and 31 for Sweden respectively. Sweden 

with 31 as a grade for power distance, according to Hofstede (2010) represents a 

society that values equal rights and accepts hierarchy for convenience only. Scoring 

so low on this dimension, Swedish managerial style is soft with emphasis on team and 

empowering, therefore communication with management is rather informal. Another 

significant difference can be appreciated on uncertainty avoidance dimension with 95 

for Russia and only 39 for Sweden. In this particular case, with so low score on this 

measurement, Sweden resembles the society with tolerant views on uncertain 

situation, considering that there should not be more regulations and rules than 

necessary, and any possible deviation form the last ones is very easily endured. 

Innovation, modernization, and all variables of improvements are not considered as 

threat and are welcomed by the society (Hofstede, 2010).  

Additional dimension that presents noteworthy difference is individualism vs. 

collectivism. According to Hofstede (2010) Sweden scores 71 on this dimension, thus 
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is an individualistic society with emphasis on the individual work and contribution to 

the cause. Sweden is an “I” society, rather than “We” one, according to the study. 

Russia, on the other hand, in this particular study score 39, thus resembling more 

collectivistic culture with emphasis on relationship and networking.

Moving along the dimensions, disparities can also be seen on indulgence. With a 

score of 78, Sweden stands for society with more positive and optimistic views, 

people in Sweden, according to the findings of Hofstede (2010) exhibit importance 

towards leisure time and enjoying life in general. Russia score is 20, considerably 

lower than the Swedish culture. Therefore, Russian society can be called as restrained 

with a clear inclination towards pessimism and cynical behaviour, another outcome of 

being a restrained culture is, some-what negative attitude towards leisure and the idea 

that their actions are restrained by norms and rules.

Considering the differences on the masculinity vs. femininity, Sweden resembles the 

lowest score on this dimension- 5, which means that the main value and drive for 

Swedish people is quality of life, support, and empowerment. From business 

perspective this indicates that managers in Sweden have a tendency towards 

solidarity, equality and consensus. On the other hand such characteristics as 

competitiveness and standing out from the crowd, according to Hofstede (2010) is not 

well accepted in Sweden. Opposite to it, Russia scores 36 and is moderately different 

form Sweden, while discrepancy is not substantial, Russian society values and 

appreciates assertiveness and dominant behaviour.

In order to facilitate the understanding of the answers, comparison table was created 

and summarized the answers provided by the interviewees. As it can be viewed, the 

overall accordance is inevitable. The authors reviewed and summarized the findings 

according to the cultural dimensions and leadership characteristics, ideas on 

importance of linguist knowledge and tolerance for change. As it can be seen form the 

table, all managers had been uniform on the aspects of specific cultural dimension and 

no discrepancy within the answers had been found. Divergences in answers had been 

appreciated as well, although it was seen on the degree of emphasizing a concept 

rather than contradicting it. Table embraces keywords that had been subtracted form 

the interviews.
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Kallin
Sven

Andersson
Håkan

Aspman
Tatsiana

Salsing
Christofer

Axelsson
Råland

Nygren
Niklas

Johansson
Kristina

Importance of 
knowing the 
Language

Very important Very important Very important Very important Very important Very important Very important

Importance of 
Culture

Crucial Important Very important Crucial Very important Fundamental Fundamental
But focus on 

people
Convergence 
VS. Divergence

Divergence Divergence Very different Totally opposite 
to Swedish 

culture

Divergence It will never 
become similar

Divergence, 
with some 
universal 
practises

Leadership Assertive Assertive Authoritarian Situational but 
tough

Strong leader Authoritarian Adaptive

PDI High High High Very high High Very high Obvious and 
high

IND Individualistic Individualistic Individualistic Super 
individualistic

Individualistic Very 
Individualistic

Individualistic 
but emphasis on 

family.
MAS Competitive Competitive Assertive and 

competitive
Very 

competitive
Competitive Competition 

always
Quite 

competitive
UAI High High High High High High High but 

Adaptive
In-group
Collectivism

No No No No No No No

Gender equality No No No No No No No
Table 15 Comparison of interview answers
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6. Analysis

In this chapter the findings form the interviews will be analysed and discussed in 

relation to theoretical framework generated for this study. 

6.1 Globalization

One of the consequences of globalization, as it was concluded by Potrafke (2013) as 

well Harris and Moran et al., (2004) was the increased interdependency among nations 

in the world. Furthermore globalization has triggered the existence of cross-cultural 

teams within organizations, cross-border flows of goods and services and know-hows 

according to Leung & Bhagat et al., (2005). One of the criteria’s for managers to be able 

to participate in this study was the experience with the Russian market and its culture. It 

was very noteworthy to apprehend that all of the interviewed managers, besides the 

main criteria to have substantial experience with the Russian culture, also have 

substantial working background and experience with another foreign market. When 

working for global companies, managers need to keep up with global market conditions 

and be up to date with global competition. Since culture in the sense of this study is 

narrowed down to business in the national culture of the Russian Federation it is vital to 

stress the importance of having knowledge of the bigger picture, in this case 

globalization. Managers that are to be operating in a multinational company needs to be 

aware of the blurring of the boundaries between nations and that the trading of business 

is becoming as one, as this is the first step in order to become culturally aware and to 

see that culture does matter to some extent in some countries. Is it really possible to 

have a globalized mind in business without being culturally aware?

Some of the managers that were interviewed such as Christofer Salsing have been living 

and working in the bigger part of Asia for various years and now due to work has his 

residency permanent in the Russian Federation. All the interviewees have managerial 

positions in international companies, and their job description involves daily interaction 

with colleagues form different countries and cultures. Sven Kallin and Håkan 

Andersson, resumed their contracts with their companies, but continue working on 

international arena in the role of consultants. Both of them mentioned that amid 

consulting on the directly related areas of their expertise, they provide cross-cultural 

training and trying to greatly stress the importance of thinking global. Hence, without 

having a global mind-set while doing business internationally it could be harder as a 
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manager to succeed. As one of the most important factor, Kristina Johansson, Christofer 

Salsing, Tatsiana Aspman, Niklas Nygren and Råland Axelsson stated that it is crucial 

to have an open mind and to focus on similarities instead of differences when doing 

business with global customers, in order to be able to play on the same field. 

Niklas Nygren was affected by globalization considering the fact that all his occupations 

were related with travelling internationally and being stationed in different countries for 

prolonged periods of times. Kristina Johansson, being a partner channel manager, is 

permanently interconnected with her colleagues in all the continents. Tatsiana Aspman 

resembles a pronounced example of increased interdependency among nations and flow 

of knowledge; being Belarusian by origin, she has her residency in Sweden, working for 

Swedish company as a country manager towards the Russian market. As it can be seen 

from only looking into the background of people who participated in this study, the 

impact that internationalization presents is extensive and since all of them agree that it is 

crucial to have an open mind when operating in global business, one could question the 

fact that if globalization and culture is interrelated that the theory states, is it really 

necessary to know each national culture in order to be successful?

6.2 Culture and Cultural theories

This study involves testimonies about cultural differences and generates empirical 

collection showing that culture could be relative, moreover, no such concept as cultural 

absolute exists, meaning, that people from different cultures perceive the world 

differently, as it was delineated by Hoecklin (1994) and Hofstede (2010). All Swedish 

managers interviewed strongly emphasized that the answers that they provide are based 

solely on their perceptions and experiences of the Russian culture. They were stressing 

that the way they see and experience Russian culture is shaped and judged on the basis 

of their own culture, values, and beliefs. Such statements as: “I don’t know how it is, 

but to my opinion”,  “From my point of view and what I had experienced” are agreeing 

to what previous researchers concluded could be true and that additionally, culture is 

learned, hence derived from our social environment and not from our genetic make-up. 

Since culture consists of patterns, explicit and implicit of and for behaviour acquired 

and transmitted by symbols… the essential core of culture consists of traditional ideas 

and their attached values (Kroeber & Kluckhohn, 1952), having this in mind when 

relating to the empirical data gathered in this study, one could argue that even though 

the globalization makes people think alike there may still be ways of getting closer to 
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your international customers with extended information about their true beliefs and 

values in life as such. From the examples from Kristina Johansson and Tatsiana 

Aspmans own experiences in how women are perceived in business, one could question 

once again if it is enough to only acquire a globalized mind when doing business 

internationally. Due to these examples where the perceptions of women in business 

seems very different comparing Sweden to Russia, it is nearly inevitable to exclude the 

fact that culture would not matter in business internationally at all. 

Testing Russia’s cultural dimensions towards Swedish managers’ perceptions was an 

interesting choice with some insights worth looking in to. Starting with power distance, 

which the first dimension, Hofstede argues that the power distance is very high in 

Russia compared to Sweden. After examining this pillar among the interviewees is was 

found that this statement is aligning with practice with all the interviewee’s confirming 

the importance of power as well as corporate hierarchy. Håkan Andersson confirmed 

the high power distance in Russia from Hofstede by stating that it is crucial to have a 

strict dress code that emits power when doing business in Russia in order for Russians 

to take you seriously and to listen to what you have to say. Tatsiana Aspman gave the 

example of a Russian saying that can be translated as “first you judge how nice and later 

how wise” meaning, that appearance and status is directly connected and is key for 

gaining trust at the first meeting. Tatsiana Aspman was very keen on putting forward 

the argument that his sub-ordinates always introduce the person with the highest rank 

attending the meeting. Sven Kallin explained that the Russian associates showed him 

great respect and appreciation because of the title he held.

Niklas Nygren also confirmed the high power distance in Russia by explaining that it is 

very easy to spot a person who is high in the hierarchy, an individual will make it 

obvious with behaviour, appearance and the interaction way. Kristina Johansson stated 

that it is very obvious who has the power and who is ranking underneath each other and 

that it is a good idea to know that these people needs to be greeted and approached with 

different styles, this is different compared to Sweden where all employees are to be 

treated in a very democratic way. 

Proceeding to individualism, the findings are extremely interesting thus the empirical 

data contradicts Hofstede’s dimensional score. According to Hofstede, Russian people 

are high in collectivism/low in individualism compared to Sweden and one could think 
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that Russians should be dominated by collectivism, due to the history of communism 

etc., but it is completely the opposite. Christofer Salsing emphasized on the “I” thinking 

instead of “we” in Russia with explanations revealing that Russians are not team-

oriented at all since there is no trust towards institutions and authorities and due to the 

total collapse of the systems, the general population has a tendency to be more focused 

on themselves and only thinks about themselves. Niklas Nygren furthermore explained 

the “we” and “I” thinking by explaining that one can listen to the way Russians build 

their sentences, the amount of pronouns I, you can rarely hear We, especially in the 

world related scope.

To further develop tendencies that are adopted after the collapse of the system, Sven 

Kallin gave an example by mentioning, due to this that the emergence in the modern 

Russian language has evolved with words such as “team-building” and “brainstorming” 

which could be a clue that the Russian Federation are slowly developing towards a more 

collectivistic nation. Håkan Andersson as well defines Russians as a very individualistic 

type people, and that it is very easy to “spot” a decision-maker. Tatsiana Aspman gave a 

great example while explaining the individualistic approach that covers the Russian 

people, she said that; In Sweden the reward systems at your workplace is based on pure 

performance and procedural practices while in Russia the possibility of getting a 

promotion at work is based on performance, seniority, loyalty, trust and your personal 

relationship with your boss. This statement from Tatsiana Aspman reflects the two 

contradictions in a fascinating way since it both confirms norms about Swedes as well 

as Russians even though Hofstede’s cultural dimension proves differently. 

According to Hofstede, masculinity is more than five times higher in Russia than in 

Sweden, which was confirmed from all the interviewees. Tatsiana Aspman and Kristina 

Johansson gave their own examples on that the view of females in business in Russia 

are extremely different than in in Sweden and the male interviewees had never met any 

females with managerial positions ever, only in administration. One must have in mind 

that the post Soviet area that Russia now is living in has come with another way of 

thinking in business with more western styles of managing which also could be the rise 

of a greater acceptance and rise of females in business.

Uncertainty avoidance is again much higher according to Hofstede, with a score of 95, 

Russia is perceived to be to an extreme when it comes to structured and formalized 

procedures with a daily living of many laws to obey. This is probably also a result of the 

Soviet area with a dictatorship that has left its traces in the Russian society. Christofer 
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Salsing mentioned that Russians in general perceive ambiguous situations as threatening 

an. When describing the planning and meetings, Salsing mentioned that in general, 

Russian have a tendency to improvise, probably due to the fact that everything is very 

unstructured and unprepared. Having Christofer Salsing’s perceptions about Russians in 

mind, questions regarding if Russians really are as high in uncertainty avoidance as 

Hofstede’s cultural dimension state arises. It could be so that the general perception 

among Russians to be very structured and formalized but when it comes to private 

practices, these tendencies fade. Håkan Andersson explained that Russians tend to say 

that they like changes and can adapt easily, and that from his experience it is not what it 

is like in reality, that the generation that went through the fall of SSSR, is terrified of 

change, this statement confirms the possible confusion of how Russians want to behave 

and how they behave in practice. Furthermore Niklas Nygren said during the interview 

that, uncertainty and being unable to control a process is something that bothers and 

affects Russians, could this be the reason for the unstructured meeting approaches as 

well as the bad attitude towards time? That Russians does not set specific time and dates 

for meetings in order to not feel trapped and uncertain that the other part will show up? 

In this was they might feel they have more control over the situation. 

According to the answers, it is hard to be sure about the pragmatism and indulgence 

dimensions, some perceive Russians as adaptable and easy to change, while the rest 

think that they are totally reluctant to embrace any changes. As for pessimistic 

orientation, the majority agreed on the fact that pessimism is predominant within 

Russian society. Russians have a tendency towards cynical mind-set and overall quite 

hard to read therefore know their true intention and thoughts. 

As for rewards, all the participants uniformly stated that they are monetary driven and 

emphasize on work. Only Kristina Johansson mentioned that she found Russians to 

maintain a good balance between work and free time. Although it is worth to mention 

that leisure for her Russian college was to work in the garden, renovate and household 

activities, travelling was mentioned as well, but not as a general rule. On the other hand 

she also mentioned that without probably realizing, that due to his poor English skills 

his correspondence is spotless and very correct, she wondered how much time he is 

dedicating to write that kind of very professional emails- she mentioned that she can 

believe that he does it on his free time- viola- no free time. Though one must have in 

mind that this particular finding, as first- it is only one person out of millions, secondly 

he is not from Moscow and therefore, not spoiled by the abundance work possibilities 
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and takes his job extremely serious. Kristina Johansson concluded in the interview by 

saying that HMS Industrial Networks got very lucky to cooperate with such a typical 

Russian, as it is not the typical Russian westerners do business with. As mentioned, 

according to the interviewees Russians are not so welcoming towards change or 

adoption to new rules. All interviewees also agreed towards that Russians are quite 

pessimistic when it comes to the attitude towards business and life in general, that they 

often expect the worst-case scenario. This could also be related to the previous strict 

dictatorship Russia has experienced. 

6.3 Language and communication

For one who is not so knowledgeable about culture, the possibility to think; what has 

language to do with culture, its only words? As Claes (1995) affirmed in his study, 

language has an influence on our way of being and behaviour as it shapes the way we 

see and perceive things; hence culture can be embedded in the language itself. 

Christofer Salsing words aligned with Claes (1995) by saying that in order to avoid 

misunderstanding and escape loosing important concepts and details in translation, it is 

vital for a modern manager to dominate the language of the region they are directed to.

Håkan Andersson explained that it plays a momentous role to know the language for the 

possibility to communicate and understand the Russian culture to the fullest; this is 

because of the many hidden meanings different words play in an interaction between 

two people. With this in mind, one could actually start to wonder how big part of the 

language of a nation that is reflected in its language?

Råland Axelsson said during the interview that the lack of knowledge of the Russian 

language hinders the communication flow to work properly; therefore it becomes almost 

impossible to establish relationship and conduct business. Language is in this case an 

inseparable part of communication, as it is explained by Friedman (2006), that only 

language can enable individuals and companies and countries to communicate, thus 

perform. 

Communication embeds the exchange of information both in a formal and informal 

aspect, especially in Russia where Tatsiana Aspman explained that the Russian

language is very important to know in order to have the ability to read between the lines 

when operating in Russia. Tatsiana Aspman explained that lot of informal messages can 

be lost in translation. The Russian language is one of the hardest languages in the world 

and very rich in idioms. This interrelates to the nonverbal behaviour, which Tatsiana 
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Aspman stressed to be a big part of the hidden understanding in Russia. So, if the 

informal rules and messages are hidden in the Russia language the possibility that a 

better business relationship can be achieved through knowing the language, if the 

culture has such a significant role as discussed.

6.4 Leadership

The population of this study resembles managers operating in international companies. 

To be a manager in a company involves many obligations and responsibilities, among 

which are to administer a group of people or a project in the most efficient way in order 

to achieve the best results. With this in mind, we can establish that it is equivalent for a 

manager to be a leader as well and lead people and/or project. As it was discussed in the 

theoretical chapter, an outstanding leader is a person in an organization, who is very 

skilled at motivating, influencing, or enabling others to contribute to the success of the 

organization (House, 2004). All seven interviewees have managerial positions in their 

respective companies and all are performing the roles of whether a group or a project 

leader. It is important to notice that all participants have had different hierarchical levels 

of management, starting from Sven Kallin, Håkan Andersson, and Christopher Salsing 

who occupied top managerial positions, following with an international service 

manager, channel partner, export manager and country manager. These varieties 

provided this work with various points of view on one matter and gave the study more 

diversified background. On another hand, such diversity also represents challenges in 

terms of perceptions of the actual leadership. Sven Kallin mentioned that due to his 

position as Vice President of a global company that he was perceived as a leader in 

Russia on a totally different level as an export manager could have been. The fact that 

among the population of this study there were two female managers, also gives this 

study the ability to investigate the attitude towards feminine leaders operating in Russia. 

It was mentioned by Tatsiana that she experienced some challenges and sometimes 

almost anecdotic situations. According to her testimony, the Russian society is not 

completely ready to embrace females in leadership positions. Even though there is a 

positive tendency towards accepting females as managers, it remains in the area for 

development. Supporting this point was the fact that without any proper introduction by 

her male boss, she was directly assumed to be an assistant; therefore it is virtually 

embedded on the subconscious level in the Russian culture, that females play a 

secondary role. Kristina Johansson explained that she never experienced any different 



105

treatment from her Russian colleagues, shared another point of view. In accordance with 

her experience, she sustained that she was solely judged by her performance and 

expertise. Although, further in the conversation, it was mentioned that she managed to 

establish very trustworthy connection with her Russian colleague and that they often 

discuss such issues as family, vacation etc. Kristina Johansson made a remark saying, 

that being a female, besides obvious professional achievements helped her to establish 

trust and build a closer relationship with her Russian subordinate, thus aid her to 

establish herself as democratic leader. 

Having these testimonies in mind, this study uncovered some discrepancies in terms of 

attitudes towards female leaders in Russia. From one perspective and according to one 

manager, it is perceived that Russians struggle to accept a woman that is higher than 

them in the hierarchical ladder. From another perspective, one of the Swedish managers 

did not experience any discrimination, but rather using her gender as an advantage to 

build a more trustworthy relationship. Following up on these inconsistencies, another 

interesting point that arises. Due to the fact that the manager that experienced less 

gender related issues, was a Swedish national and the one stating the opposite was a 

representative of a former Soviet republic- Belarus. It could be a possibility that, being a 

foreign citizen plays a role when it comes to tolerance of female managers rather than 

complete acceptance. Kristina Johansson mentioned during the interview, that the 

Russian representative experienced a significant growth of his business once a Swedish 

international company was standing behind him, therefore adding to his status. The fact 

that Kristina Johansson is foreign female manger could also benefit her Russian 

colleague in terms of acquiring more status among his associates; therefore the 

treatment towards her can be different. Noteworthy, all the participants matched in their 

answers that a great leader could be completely the opposite in a foreign culture. 

Consequently, these testimonies support the findings addressed by Steers and Sanchez-

Runde et al., (2012); Deanne et al., (1999) and Wilderom and Hartog et al., (1999) 

whom also claimed that leadership is culturally bounded.
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6.5 Globe, Hofstede and others on leadership as a phenomena

Likewise, all of the interviewed managers agreed on the idea that leadership styles differ 

depending on the cultural cluster and the background of the team.

One remarkable discovery was that some of the participants said that they were not even 

aware of the fact that they had to alter their behaviour depending on the cultural 

background of the counterpart. As it was mentioned during the interview with Kristina 

Johansson, she practices the same managerial approach when dealing with the Spanish 

representative, American and Russian. Kristina Johansson emphasizes and stresses a lot 

on the common purpose, collaboration, and human orientation. As can be seen from the 

theory part of this study, the Globe dimensions represent team-oriented leadership style 

combined with human-oriented leadership style. The fact that Kristina Johansson is 

mostly dealing with the Russian representative via email and telephone and actual 

physical visits are limited to two to four times a year can contribute to the fact that she 

does not need to substantially adopt her managerial style across cultures. On the other 

hands, answers that were obtained from other participants challenge Kristina Johanssons 

statements. 

Taking into consideration the findings obtained from the interview with Tatsiana Aspan, 

which implied that to be perceived as a leader in Russia, one need to be assertive, status-

conscious, strict, and strong. Tatsiana Aspman developed her statement saying that 

being responsible for two markets like Swedish and Russia, the tone of voice and the 

flow of conversation are depending on whom she was communicating with. According 

to her testimony, if practicing a soft, informal and team oriented style, a Russian partner 

would not perceive her as a serious associate. The idea of a more autocratic leadership 

style that is preferred by the Russian society was also supported by the findings from 

the interviews with Niklas Nygren and Christofer Salsing. Both of the participants 

accentuated on the need to provide very clear and specific instructions to the Russian 

colleagues and create rules that have to be followed. Additionally, statements from 

Niklas Nygren were stressing the fact that the Russian colleagues perceive a firm and 

confident behavioural leader style to be better than the “Swedish humble style.”

Moreover a more radical statement was obtained from Håkan Andersson, which implied 

that it is required, so much assertiveness that a military leadership style almost would be 

appropriate in Russia.
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Notwithstanding, Christofer Salsing discussed that he remains a true believer of 

“situational leadership,” and supported the idea that as there is no universally right or 

wrong concepts and practices. He also stressed the importance to be able to adapt and 

manoeuvre among different situations, therefore using more insistent style with a 

combination of human orientation style. 

All of the managers that participated in the interviews declined the effectiveness of the 

Laissez-fair leadership style in the Russian Federation. Lewin et al., (1939) defined this 

particular style of delegating and allowing employees to take their own decisions while 

the leaders bear all the responsibility. Various managers mentioned that delegation in 

this manner presents many challenges with Russian employees; therefore, it is essential 

to explain the task as clearly as possible. Another finding that emerged during the data 

gathering was the fact that due to the substantial power distance, Russian employees 

present unwillingness to engage into discussion with someone who is higher in the 

organizational hierarchy. Consequently, team-oriented leadership style or delegating 

managerial style might obstruct the overall performance and can lead to a variety of 

misunderstandings.

Remarkably, all of the participants of the interviews agreed on the fact that a leader 

should have special skills and personality traits. Additionally, all mentioned charisma as 

one of the vital elements to be able to execute managerial tasks efficiently in any 

society, regardless of culture. Participants highlighted the fact that the ability of 

empowering others and make others believe in you, and more importantly, to follow 

you is the key attributes of a good leader. To have a clear vision, to be performance 

oriented and integrate oneself to the cause, according to the interviews is of a great 

importance for being a good leader in Russia. Additionally all the participants supported 

the idea that shifting the focus on the actual society one is operating in and practicing a 

more transcendent managerial style, adapting and observing to your subordinates is 

becoming more predominate practice among international leaders. 

One of the outcomes of the findings was the different terminology used to describe the 

leadership style that is required when managing Russian subordinates. Variation from

human oriented style that was mentioned by Kristina Johansson, to almost a military 

leadership approach that was mentioned by Håkan Andersson. One of the possibilities 
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that can explain such a discrepancy could be the fact that the population of the managers 

in this study all come from different industries, as well the average age of their Russian 

colleges was not in the scope of this particular study. As it will be explained in the next 

chapters of this analysis, age can significantly alter the behavioural patterns of the 

Russian associates; likewise, leadership style could differ in relation to the age of group. 

One question needs further investigation in terms of to what extent the age group of the 

Russian subordinates of the Swedish managers affects the leadership style?

6.6 Cultural integration, Convergence and divergence of cultures

As stated in the theory chapter, there is an on-going debate regarding the convergence 

or divergence of cultures. Due to increased interconnection and close collaborations 

between diverse cultures, the notion of possible emergence of the universal culture had 

been emphasized lately (Schneider & Barsoux, 2003). The majority of the interviewees 

sustained that they do not support the idea of universal practices that would be 

applicable in all the cultures. Moreover, it has been accentuated by all of the participants 

that it is important to be culturally aware in order to avoid cultural clashes. Throughout 

the interviews, the importance of learning the local culture and to read about it 

beforehand had been notably persistent. One interesting finding is the possible shift in 

managerial styles noticed among the young generations of managers and the old school 

(pre Soviet). Tatsiana Aspman stressed the importance of considerable differences that 

exist between young managers from 20 to 35 years old. According to the some 

interviewees, the new generations of Russian managers present preferences towards a 

more westernized way of business thinking, service oriented, liberal and more open-

minded. Tatsiana Aspman elaborates further and explained that the older generation that 

experiences the pre Soviet area practices a more authoritarian, strict and all in all, a 

“Soviet mentality”. Christian Salsing supported the shifting phenomena with 

acknowledging that he would experience significant challenges working with the “old 

school” leaders. Even though the majority of the participants acknowledged the 

existence of the change, the nature of the actual change was not revealed during this 

study and remains unknown. It could be the sign of convergence of cultures and 

emergence of so called global culture, as implied by Bird & Stevence, (2003); Harrison 

& Huntington, (2002). Likewise it could be a behavioural shift and adaptation of rather 

work related practices, acquired with the introduction of international companies to the 

Russian working landscape, than merging of two cultures. 



109

As it had been outlined, due to the globalization and increased existence of international 

companies in the Russian landscape, there is a possibility that some of the practices are 

being embedded and alter a behaviour rather than culture. Further research on the matter 

of convergence and divergence is essential. 

6.7 National vs. Corporate Culture

An alternative perspective on the possible shift that was observed concerning the old 

and new generation of Russian leaders can also be the influence of strong corporate 

culture of the international company on their local subsidiaries. The majority of the 

participants represent big Swedish companies with global operations and concrete and 

distinct corporate culture and ethical code. According to Kattman (2014) the main 

difference between national and organizational culture lays in the deepness of the roots,

hence organizational culture is learned during the adult life, while domestic culture is 

something that is embedded into the individual. Following this pattern, it can be 

assumed that strong corporate culture of international companies, including Swedish has 

left its footprints on the establishment of so-called new business conduct in the Russian 

Federation. All the interviewees put emphasize on the HQ values and to strictly follow 

the corporate code when operating in the Russian market. Moreover, concerning illegal 

bribery practices or engaging in any sort of activity that can be perceived as illegal or 

unethical, is strictly forbidden. Christofer Salsing commented on the issue of bribery 

and his observation was that the policy of his company forbids any suspicious activity 

and solely competes with the local companies on the basis of healthy competition. 

Kristina Johansson mentioned that she rejected any social drinking during working 

hours from the very first meeting and no further attempts from her Russian colleges 

followed. 

There is continuing discussion on the fact that companies with strong and coherent 

corporate culture have a bigger chance to operate efficiently and effectively in remote 

locations than the ones with a weaker or more diffuse corporate culture (Kattman, 

2014). All of the participants presented similarities in their answers regarding the 

importance of acquiring a solid corporate culture. It was mentioned that while the 

process of integrating and correctly transferring company culture and visions to the 

local subsidiaries could present substantial challenges from the begging, in the end it 

would enhance the performance and create a suitable working environment. Additional 

important issue emerged around the important leadership qualities during the transfer 
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process, uniformly all the participants agreed that being a dedicated leader most 

certainly would contribute to the process. Salsing, Nygren and Kristina Johansson 

emphasized that is vital to unambiguously communicate the company vision and values 

to the Russian customers in order to prevent any possibilities of misunderstanding, 

hence establish a new common culture with the local subsidiary. All of the participants 

affirmed and reassured that it is possible to craft new organizational culture that can 

alter already established national culture in some aspects. Taking into consideration the 

example of Kristina Johansson who was not asked to participate in activities that 

involve drinking during business meetings; Salsing that is successfully operating in the 

Russian market with plans for expansion without the need to recompense extra to win 

the market presents a positive support towards the governance of the corporate culture. 

Although these findings sustain the importance of the corporate values of the principal 

company when operating globally, the fact that the interviews were conducted with very 

experienced managers could raise another question. The issue could be laying within the 

scope of an actual personality and strong leadership skills developed by the participants 

over many years of international experience. Therefore it is interesting to investigate the 

balance of the impact produced by the solid corporate culture of the company and 

leadership and influential skills of the international managers towards their subordinates 

in the host country. Taking this into consideration, it could be interesting to see to what 

extent personality and individual values and beliefs of the expatriate manager has on 

Russian colleagues

6.8 The Global Leadership Competency (GLC); Stages of intercultural 

sensitivity 

Considering the fact that all the participants in the interviews possess international 

managerial background and experience in Russian market, questions on the issue of 

developing necessary skills to operate and lead in unknown environment were asked 

(See Appendix). All of the interviewees agreed on the fact that Russia is the most 

challenging market for them to operate in due to enormous cultural diversity and 

divergence form the Swedish culture. Likewise, equal thoughts about developing 

special skills in order to be able to operate in the Russian market were discussed by the 

participants. 

Javidan (2010), who researched on skills and personal traits of global managers, 

introduced various concepts that are essential for an international manager. All of the 
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participants in one way or another cited similar personality traits and expertise. Niklas 

Nygren and Råland Axelsson accentuated on the importance of diplomatic skills and 

passion for diversity, moreover, patience and general curiosity for absorbing and 

acquiring new knowledge. Discussing challenges and cultural barriers that they 

experienced when doing business in Russia, the interviewees uniformly mentioned 

mediation skills and tact. According to Sven Kallin, being specialized on your field plus 

the ability to listen to your counterpart, besides intercultural empathy can facilitate the 

dialog and lead to avoidance of cultural clashes in Russia. Accordingly, it was 

highlighted in the interviews that Russian people are very proud of their cultural 

heritage. Therefore displaying awareness of their culture, thus cultural empathy can also 

benefit Swedish managers operating in Russia. Unexpectedly, the majority of the 

participants mentioned another trait that is essential to be able to succeed as an 

international manager- not to stress. The aspect of stress was not disclosed in the 

theoretical background, but the fact that it was mentioned in the answers it should not 

go unnoticed. 

Additional discussion about necessary competence that is required to efficiently operate 

in Russia revealed such ideas as the need to adapt and develop tolerance towards the 

unknown. Four out of seven participants, intensely emphasized that first-hand 

experience with Russia can result in a very challenging experience. Christofer Salsing 

stressed that upon his arrival to Moscow and during the first couple of months he 

experienced very strong feelings including frustration, due to the unknown and 

significantly different culture compared to his own. After some time living in Russia, 

Christofer Salsing became familiar with the culture, which led to assimilation and 

adaptation towards it. Remarkably, after seven years of permanently living in the 

Russian Federation, Christofer Salsing confessed that he still experiences challenges 

understanding some of the aspects of Russian culture. Accordingly the rest of the 

participants, whom agreed that being subjected to the Russian culture involves going 

through various stages from a state of shock, as mentioned by Kristina Johansson during 

the exhibition in Moscow, to an understanding and appreciation of similarities rather 

than differences. Altogether everyone supported the fact that forming stereotypes about 

Russian culture before going in and experiencing the culture, can lead to substantial 

conflicts and problems, hinder individual performance of the manager and impact 

overall project. 
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6.9 Development model of Intercultural Sensitivity (DMIS)

Successively, all of the participants believed that it is critical to overcome the idea of the 

dominant culture and be as open-minded as possible. Without cultural fluency and 

adaptation to new norms and rules it would be therefore difficult to feel comfortable in 

Russia, was mentioned during interviews. Salsing, Axelsson specifically stated that 

operating in Russia with an idea that your practices and norms are the correct ones, not 

living space for manoeuvring could be a big mistake from the Swedish manager 

position. Noteworthy, the notion of cultural literacy and awareness was challenged by 

Sven Kallin and Håkan Andersson. Both made suggestive statements, affirming that 

being culturally aware is not sufficient in Russia; it is vital to operate in the Russian 

way. In general, all these testimonies were aligning with the conception supported by 

Adler and Bartholomew (1992). Molinsk and Davenport et al.. (2012), affirming that 

global managers have to overcome an ethnocentric mind-set and develop cultural 

fluency. Although, the degree to which a manager should adapt to the local practices 

and culture that could be very different from their own culture, remains unclear. From 

one perspective it is important to adapt and embrace the practices of the host culture. On 

the other is it important to be self-aware and consistent with the corporate culture. It was 

also observed that in order to become a global leader, it is vital to learn how to avoid 

stereotyping. Remarkably, the idea of being knowledgeable in various areas, besides 

specific field of expertise, was named by all the participants as a beneficial skill. Being 

conscious of history, social behaviours, economy and politics, were said to be 

advantageous. Furthermore, two of participants mentioned the critical current political 

situation in the region and the importance of being aware of not only the present 

situation but also the background to it, could help to avoid conflicts. All of the 

participants summarized that to be an international manager, involves a lot of skills and 

expertise. It could be interesting to apprehend the actual scope of skills necessary to be a 

manager in Russia in more details the amount of obstacles both conscious and 

subconscious that need to be overcome by a Swedish manager operating in Russia is 

significant and complex. Conceivably all underlined the on going transitional stage 

within Russian society, therefore, it had been stressed by interviewed managers the 

importance to almost overlook ones own values and beliefs and adjust to the regional 

one. This could present a significant dilemma for an international manager. The fact that 

to achieve the complete internationalization level, one need to be fully aware of their 
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own culture, as stated by Chin and Gaynier (2006), but on the same time, to appreciate 

the host culture to the extend of embracing it fully and integrate local culture to one 

own.

6.10 Global Managers 

As it was mentioned in the previous chapters and highlighted through the entire study, 

globalization reshaped the way of doing business and the skills necessary to conduct it. 

All of the managers uniformly agreed that in order to become successful as a manager 

in the Russian Federation, significant effort and proficiencies are needed to be 

considered. The majority stated that existing cross-cultural training was not enough as 

to completely grasp the holistic view of conducting business in Russia. Moreover the 

majority agreed that to perceive the entire picture, it is essential to be present on the 

place and engage in forming a relationship with Russian colleagues, therefore 

understanding the culture from within. As mentioned in the theory chapter, the 

importance of practical experience is vital to form a global mind-set and the frequency 

and regularity interaction with Russian culture might have a positive effect on the 

development of necessary skills to prosper as an international manager. With this in 

mind, the discrepancies between the answers provided by Kristina Johansson in relation 

to the other participants could be attributed to the lack of actual experience obtained by 

physically being in Russia. It is remarkable that physical presence in the Russian market 

can aid in forming a holistic view of the specific aspects of that market. 

6.11 Discrepancies in the results obtained from the interviews. 

While analyzing the results of the interviews, the authors found some substantial 

discrepancies between answers provided by Tatsiana Aspman and the rest of the 

interviewees. Bearing in mind that Tatsian Aspman answers served for triangulation 

purposes, the authors decided to dedicate a separate section to analyze the reasons 

behind the differences in answers. 

Due to notice that one of the most prominent differences was noticed regarding the 

nature of Russian leader and the emergence of new, so-called “post-soviet” generation. 

Tatsian Aspman highlighted that there is a tremendous difference between the old 

leadership style and the new one. This can be due to the great exposure of the young 

generation to the “Western” life style that was brought to Russian Federation with a 

media as a vehicle, another reason can be found in the substantial amount of western 

companies present in the Russian market nowadays. 
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The majority of the Swedish managers, however, stated that they had not noticed such a 

big shift between generations. This discrepancy could be the outcome of the 

precondition to form stereotypes and mental picture of the Russian managers that is 

formed by Swedish colleges prior to the actual encounter. In any way, the difference is 

in perceptions exist. 

Another inconsistency in answers was recognized around the small talk concept. 

According to Tatsiana Aspman, small talk is very important when conducting business 

in Russia, it aids in establishing long-term relationship and creates trust. Moreover, she 

stated that Russian colleagues are very eager to engage in conversations that might not 

be precisely associated with the actual business subject. Comparing to the rest of the 

answers, the authors realized, that Swedish managers agreed to the strict and direct 

approach to conduct business without any engagement in the conversations on non-

business related subjects. These differences can be ascribed to the essential concept-

linguistic skills. Due to the fact that Tatsiana is native in Russian, small talks is 

something very natural for her on the contrary to the Swedish colleagues. 

The same concept could be implemented to the importance of “reading between lines” 

as stated by Tatsiana Aspman. For Swedish managers, it is almost impossible to be able 

to realize hidden messages that are being covered by linguistic expressions. 

Summarizing the discrepancies, the authors realized that culture is incredibly complex 

notion, and some of its attributes can only be perceived realized by a local person, 

which can be used as an explanation as for why the answers did not match between 

Swedish managers and Tatsiana Aspman.
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7. Conclusion

The objective of the final chapter is to provide answers to the specified research 

questions and to fulfil the purpose of this study with applicable and beneficial 

information. Managerial and academic implications, as well as limitations that were 

uncovered during the study will be addressed and reviewed. Throughout the study,

supplementary questions were uncovered, which could craft the foundation for further 

research on the subject of cultural challenges for Swedish managers in the Russian 

Federation.

After carefully selecting and analysing the data obtained during this study, the authors

are able to draw an overall conclusion and to some extend agree with the fact that 

“Culture eats strategy for breakfast”; which is a famous quote associated to one of the 

prominent business and management consultants- Peter Drucker. 

In this study, the authors attempted to critically investigate the extent of cultural 

influence on the performance of Swedish managers in Russian Federation. Taking into 

consideration the on-going dispute about whether culture still plays an important role 

when crafting the expansion strategy. This study presents interesting findings that can 

be attractive for managerial as well as academic professionals. 

Living in the era of globalization, technological advances and freedom to easily move 

and operate across boarders provides an enhanced easiness for interaction and 

cooperation between cultures. Cross-cultural teams became a necessity in international 

companies; modern managers posses vast international experiences and more 

international companies moving into foreign markets frequently. Therefore, it is not a 

revelation that the idea of the “flat world” (Friedman 2006) or convergence of cultures 

becomes very crucial nowadays. According to the findings that were provided during 

the interviews, it became evident that cultural awareness and cultural literacy remain to 

be a cornerstone of the expansion strategy of an enterprise. 

It was established that the Russian Federation is a very alluring market that continues to 

attract foreign direct and indirect investment. Moreover Russia remains to be a very 

appealing market for Swedish companies with a steady export rate of three per cent. 

One very important finding is that, culturally, Russian Federation significantly differs 

from Sweden therefore this could affect the performance of Swedish managers, if 
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culturally relates-issues would be neglected. Concluding the overall findings, the 

authors uncovered that doing business in Russia will remain a very challenging task and 

that culture is a very complex concept and needs to be considered very seriously and 

addresses at early stages.

One concept surfaced as an outcome of this study and it is the fact that international 

managers lacking proper preparations before they are send to work in a different region. 

The amount of possible cross-cultural courses has increased in recent years, and we 

cannot deny the respectable effect it produces, as to provide a general picture of the 

culture and to show the visible part of the iceberg. Developing the iceberg allegory, we 

are all aware of the fact that the biggest and therefore the most threatening part of it is 

covered well down under water hence is invisible. Continuing the dispute on the 

challenges that are faced by the international managers in the Russian Federation, the 

authors realized that the majority of managers were well aware about the fact that 

Russia is a challenging country with a very different culture, but even with this prior 

knowledge they were overwhelmed and surprised by the magnitude of these differences. 

The authors of this study disclosed that it is the hidden part of the cultural iceberg that 

presents the biggest challenge for the Swedish managers in Russia. The hidden part of 

culture involves unwritten rules, which as the name implies, are the rules that are not 

being written anywhere, hence remain known only to the local population and the only 

way to uncover these is by a personal experience. These unwritten rules and practises 

that are common in the host country but remain unknown to the Swedish manager can 

substantially alter the operations and overall performance of the manager and the 

mother company. Culture can and will modify the plans of the managers if the last ones 

do not pay enough attention to it. Findings revealed that t culture remains to be an 

important challenge to consider for an international manager. In order to succeed as a 

manager in Russian Federation it is vital to be aware of the cultural specific issues. The 

fact that politics and money is considered a taboo subject, gain a greater weight in 

todays Russia. Due to the current unstable political situation, the fact that international 

manager should remain neutral when discussing politics, or even better, avoid these 

kind of conversation is vital to maintain a good relationship and harmony within the 

company. 



7.1 Implications 

As it was stated in the beginning of 

was to analyse how culture affects the performance of Swedish managers when 

operating in Russia. One of the main implications of 

map that will unveil hidden rules and provide 

apprehensions and hesitations 

7.1.2 Managerial implications

This study had two main objectives to comprehend the influence of culture and as an 

outcome to recognise and categorise the possible challenges and means to avoid these. 

Through the study, the authors we able to recognise that couture plays a crucial role 

structure operations and performances. The main outcome from the interviews was that 

culture in Russia is significantly different form the Swedish one and therefore practices 

to successfully encounter these challenges and avoid making mistakes are impo

Following the list of practises, as an outcome from the findings, is created to facilitate 

the smooth operations and enhance performance of Swedish managers.

Table 16 Operating in Russia 

Before going to Russia 

Rigorous research on Russian 
culture 

Identify hidden cultural specifics

Learn at least basic level of 
Russian language

Avoid forming stereotypes

As it was stated in the beginning of this thesis, the purpose and objective of this work 

was to analyse how culture affects the performance of Swedish managers when 

sia. One of the main implications of this study is to create a clear

map that will unveil hidden rules and provide a practical approach to avoid 

apprehensions and hesitations concerning Russian culture. 

7.1.2 Managerial implications

This study had two main objectives to comprehend the influence of culture and as an 

outcome to recognise and categorise the possible challenges and means to avoid these. 

Through the study, the authors we able to recognise that couture plays a crucial role 

structure operations and performances. The main outcome from the interviews was that 

culture in Russia is significantly different form the Swedish one and therefore practices 

these challenges and avoid making mistakes are impo

Following the list of practises, as an outcome from the findings, is created to facilitate 

the smooth operations and enhance performance of Swedish managers.

Operating in Russia checklist

Before going to Russia 

Rigorous research on Russian 

Identify hidden cultural specifics

Learn at least basic level of 

Avoid forming stereotypes

While in Russia

Avoid comparing Russia and 
Sweden

Strict dress code

Emphasize relationship 

Build networks and connections

Practise assertive leadership 
style

Be status conscious. 

of this work 

was to analyse how culture affects the performance of Swedish managers when 

this study is to create a clear road 

practical approach to avoid 

This study had two main objectives to comprehend the influence of culture and as an 

outcome to recognise and categorise the possible challenges and means to avoid these. 

Through the study, the authors we able to recognise that couture plays a crucial role and 

structure operations and performances. The main outcome from the interviews was that 

culture in Russia is significantly different form the Swedish one and therefore practices 

these challenges and avoid making mistakes are important. 

Following the list of practises, as an outcome from the findings, is created to facilitate 

While in Russia

Avoid comparing Russia and 

Emphasize relationship 

Build networks and connections

Practise assertive leadership 



118

7.1.3 Academic Implications

Main theories that were used to conduct this study were focused on cultural dimensions 

and overall had the goal set to provide an understanding of Russian culture compared to 

the Swedish one. Culture as a phenomena is a broadly studied and research area. The 

findings of this study demonstrated that Russian culture undergo a slight shift from a 

collectivistic nature into a more individualistic one, therefore, this matter needs to be 

treated with accuracy. Our analysis also added to the changing within the leadership 

styles. All in all the findings of this study added to the existing research on cultural 

awareness and perceptions with the new findings in terms of passible convergence and 

transformation of Russian culture. Additionally, it is important to consider and identify 

the actual mechanisms and practises that facilitate the transfer and exchange of 

knowledge that exists between Swedish and Russian colleagues. Further academic 

implications are closely related to the potential future research on the field and will are 

discussed in the next subchapter.

7.2 Limitations

One of the major limitations of this study lay in the fact that all of the interviewed 

managers except for Kristina Johansson have experience in a geographically limited 

area of the Russian Federation. Moreover, they have operations only on two biggest 

cities- St. Petersburg and Moscow. As it had been highlighted by some of the managers, 

Moscow and St. Petersburg do not resemble the entire country. Bearing in mind the 

undeniable fact that the Russian Federation is the biggest country in the world, 

embracing vast varieties of cultures, ethnics and religions, the findings are limited to 

only European part of Russian Federation. Another factor contributing to the limitations 

was significant discrepancies in answers between the overall opinions and statements 

provided by Kristina Johansson, who has experience with Chelyabinsk. The city of 

Chelyabinsk is located just to the east of the Ural Mountains, therefore on the border of 

Europe and Asia. These differences could be ascribed to the cultural differences within 

the overall Russian culture, or a singular experience of one manager, which can be an 

exception rather than a rule. Therefore, it is important to recognize that the findings and 

conclusions presented in this study are directly linked to the European part of Russian 

Federation. 
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Geographical limitation is directly linked to the time and resources constraints 

experienced by the authors of this report. In total twelve interview propositions were 

sent and only seven agreed to participate. Addressing this limitation, the authors 

realized that it could have been the subject of the thesis that did not elevate significant 

interest among the managers, or the inability of the authors to motivate the importance 

of the possible findings of this study. Another factor that could explain the relatively 

low willingness to participate in this study could have been the criteria of at least three 

years of experiences in the Russian market. Taking away the experience margins, 

moreover expanding the geographical scope, and being in possessing of more time and 

resources, could contribute to minimizing the overall limitations. 

7.3 Further research

It is a common tendency that starting on a research with subject and clearly delimitated 

research area, the authors discover additional areas that demand further research. This 

study is no exception to that. Several facts that had suffered during this study can create 

foundations for further research. 

The authors suggest that a more in-depth research to investigate to what extent the 

actual national culture differs within the Russian Federation and to investigate if there is 

a likelihood that managerial practises would differ depending on what part of Russia 

Swedish companies have their operations.

One more area that needs to be further researched is the acceptance and perception of 

female leaders in Russian organizations, and if there are any differences in attitude

towards a western female leader and a Russian one. 

One of the most important areas is the transition phase that is on going in Russian 

federation and the way it affects young generation. The question in mind is how big is 

the gap between old and emerged generation of managers and how this gap is affecting 

the business operations? One of the substantial discrepancies between he general

cultural theories and findings of this work is the level of collectivism and individualism. 

The authors uncovered that besides the well-established belief on the collectivistic 

nature of Russian society, the interviewees proclaimed the opposite. Therefore, a more 

in-depth study to address the likelihood of changing into a more individualistic 

perspective of Russian society is greatly needed. 
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From the authrs 

The authors would like to discuss the current turbulent situation that is on-going in the 

region. Due to the fact that the Russian Federation is engaged into the military conflict 

with Ukraine, some of the countries are applying economic and financial sanctions for 

Russia, which could lead to a decrease in economic growth. The authors, however 

believe that findings and implications presented in this research are relevant and valid, 

as the business operations between Sweden and Russia would be eliminated completely. 
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Appendix 1. 

Appendix 1.1 Difference between GLOBE model and Hofstede model

Table 17 Differences between GLOBE and Hofstede Model

Source: (Shi and Wang, 2011, p.7)
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Appendix 1.2 Countries participating in the GLOBE and Hofstede study

Table 18 Participating countries and regions in GLOBE and Hofstede research

Source: (Shi and Wang, 2011, p.9)
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Appendix 2 Interview guide

Bachelor Thesis
“Potential Success Factors for Swedish Sales Managers when operating in Russian 

market.”

Interview guide. Cultural Dimencions. 

1. Power Distance (PDI) This dimension expresses the degree to which the less 
powerful members of a society accept and expect that power is distributed 
unequally. The fundamental issue here is how a society handles inequalities among 
people.

1.1 Have you perceived or experienced the importance of status in Russia? 
1.2 Did your business interactions got affected by top-down approach when 

interacting with Russian co-workers?

2. Individualism vs. collectivism (IDV) The high side of this dimension, called 
individualism, can be defined as a preference for a loosely-knit social 
framework in which individuals are expected to take care of only themselves 
and their immediate families. Its opposite, collectivism, represents a preference 
for a tightly-knit framework in society in which individuals can expect their 
relatives or members of a particular in-group to look after them in exchange for 
unquestioning loyalty. A society's position on this dimension is reflected in 
whether people’s self-image is defined in terms of “I” or “we.” 

2.1 Have you perceived the notion of collectivism within the Russian group?
2.2 How important is networking and what role does personal connection 
play in the business life?
2.3 Do Russians divide between business life and personal life?

3. Masculinity versus femininity (MAS) - The masculinity side of this dimension 
represents a preference in society for achievement, heroism, assertiveness and 
material rewards for success. Society at large is more competitive. Its opposite, 
femininity, stands for a preference for cooperation, modesty, caring for the 
weak and quality of life. Society at large is more consensus-oriented.

3.1 Can you define Russians as competitive?
3.2 How important are professional achievements for your Russian 

colleagues?
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3.3 Can you agree that Russian professionals are modest about their 
personal achievements?

3.4 Is dominant behavior well accepted among Russian workers?

4. Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with 
the way that a society deals with the fact that the future can never be known: 
should we try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia?
4.2 Do you consider Russian to be spontaneous or more formal and 

organized?
4.3 How do Russian workers handle uncertain situations related to work? 

5. Pragmatism- This dimension describes how people in the past as well as 
today relate to the fact that so much that happens around us cannot be 
explained. In societies with a normative orientation, most people have a strong 
desire to explain as much as possible. In societies with a pragmatic orientation 
most people don’t have a need to explain everything, as they believe that it is 
impossible to understand fully the complexity of life. The challenge is not to 
know the truth but to live a virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions 
easily?

5.2 What is Russian attitude towards changes?

6. Indulgence stands for a society that allows relatively free gratification of basic 
and natural human drives related to enjoying life and having fun. Restraint 
stands for a society that suppresses gratification of needs and regulates it by 
means of strict social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in 
general? 
6.2 How important are the norms and rules for the Russian workers? And 
how is their attitude towards leisure and rewarding themselves?

7. Performance Orientation- Level at which a society values and rewards 
individual performance and excellence.

7.1 How would you define Russian workers when it comes to their 
orientation towards individual performance? Is it encouraged to be 
autonomous or more group oriented achievements?

8. Gender Egalitarianism- Level at which a society values gender equality and 
lessens role differences based gender
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8.1 Hove you met many female performing top management tasks in 
Russia?

8.2 Do you think there is gender equality among Russian workers?
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Appendix 2.1 Interview guide part two

Interview guide.

1. How many years of experience do you have in Russian market?

2. Can you name the three (3) general obstacles for a Swedish salesperson 

when operating in Russia?

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

4. Is it important to be culturally aware when doing business in Russia? Can 

you please elaborate on your answer?

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome?

6. Can you mention your less successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome?

Russians do not have respect for time. 

7. Can you name three (3) most important factors to consider when operating 

in Russia?

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

9. Can you give three main (3) advices to a Swedish manager starting his 

career in Russian market for the first time? 

10. Is empowerment strongly encouraged? 

11. Is it compulsory for all employees to be self-managed and self-organized?

12. Is decision making centralized or decentralized?

13. Does the company have a lot of rules and policies?

14. Does the company have a flat or a hierarchical organizational structure?

15. How does the reward system or the evaluation system work?

16. Do you think culture still matters?

Thank you for your time.
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Appendix 3

Appendix 3.1 Personal Interview with Sven Kallin. Vice President 

Logistic/IT Electrolux Laundry Systems (1998-2011)

This in-depth interview with Sven Kallin took place in Ljungby 17th of March 2014. 

Sven Kallins previous position was Vice President for Electrolux logistics during 1998 

and 2011 and Sven has interacted experience with Russia during all these years.  

Interview guide 1.  Cultural Dimensions.

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 

The fundamental issue here is how a society handles inequalities among people.

8.1 Have you perceived or experienced the importance of status in Russia? 

I would say yes.
8.2 Did your business interactions got affected by top-down approach when 

interacting with Russian co-workers? 

Yes.

9. Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

2.1 Have you perceived the notion of collectivism within the Russian group? 

Not very much on the business level, on the personal-yes

2.2 How important is networking and what role does personal connection play in 

the business life? 

Networking is very important in B2B sphere.
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2.3 Do Russians divide between business life and personal life? 

They start to divide it now.

10. Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.

Can you define Russians as competitive?
Very!

10.1 How important are professional achievements for your Russian 

colleagues?  

It was hard for them to achieve smth, they are proud of it.

10.2 Can you agree that Russian professionals are modest about their personal 

achievements? 

On the level I was operating, I did not notice it.

3.4 Is dominant behavior well accepted among Russian workers? 

They prefer a “solid” leader. But skills are important as well!

11. Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

11.1 How formal and planned are the meeting in Russia? 

Formal and over planed.

11.2 Do you consider Russian to be spontaneous or more formal and 

organized? 

More formal.
11.3 How do Russian workers handle uncertain situations related to work? 

They have experienced so much change, they feel threatened by it, but if it involves 
improvement for them, they will consider it after a while.

12. Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 
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as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

12.1 Do you find Russian workers to adapt to new rules and traditions easily?

No
12.2 What is Russian attitude towards changes? 

Ambiguous
13. Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

13.1 Would you categorize Russian workers as optimists or pessimists in 

general?  

More realistic with a notion of pessimism sometimes.

13.2 How important are the norms and rules for the Russian workers? 

And how is their attitude towards leisure and rewarding themselves? 

Absolutely love rules

14. Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

14.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 

group oriented achievements? 

Independent.
15. Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia?

8.2 Do you think there is gender equality among Russian workers?
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Continuation

No, I have not met so many females in the “ruling” positions, or positions that 

involves some kind of a decision-making. I believe it is a long road to go for Russian 

society. But I am sure they will get there.

Russians are very deep people. They love history and literature, well educated. 

They appreciate when you can maintain a conversation about historical events, but 

politics it is something that is left for Russians to discuss among themselves. You need 

to know it, but don’t mention it. Also, I have noticed a small shift towards a bit of pride 

to be Russian, especially among the young generation. 

You should be expected to be invited to the dinner, as their hospitality is 

incredibly. To build a solid relationship with a Russian colleagues- trust is 

fundamental, honesty and trust will open all the doors. 

Interview guide 2.

1. How many years of experience do you have in Russian market?

About 15 years.

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia? 

Culture. Culture. Language

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

No

4. Is it important to be culturally aware when doing business in Russia? Can you 

please elaborate on your answer?

Very important. I can’t stress enough how important.

5. Can you mention your most successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome?

N/A
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6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome?

N/A

7. Can you name three (3) most important factors to consider when operating in 

Russia?

They appreciate honesty, professionalism, and language skills.

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

9. Can you give three main (3) advices to a Swedish manager starting his career in 

Russian market for the first time?  

I would be much more aware of the cultural aspects and language- definitely.
Do not form stereotypes

10. Is empowerment strongly encouraged?
N/A

     11 Is it compulsory for all employees to be self-managed and self-organized?

I would say yes

10. Is decision making centralized or decentralized?

Very centralized. Everything is centralized there- power as an example.

11. Does the company have a lot of rules and policies?

Yes- too many. Creates a huge challenge.

12. Does the company have a flat or a hierarchical organizational structure?

Hierarchy.

13. How many levels of hierarchy does the organizational structure have? 

A lot

14. How does the reward system or the evaluation system work?

Which factors are rewards (salary raise, bonus, promotion) based on? 

Performance? Seniority? Loyalty? Relationship?

I would say, they are intrinsically motivated, good word about their job, seniority 
possibility. But money do play an important role.

15. Do you think culture still matters?

Yes!
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16. Which personal and professional qualities do the modern manager that strives 

for an international career need to have nowadays?

Advices:
 Be honest and straightforward! Do not try to trick them or play them.

 Learn the language or have a very skilled interpreter

 Be assertive and tough in order to be perceived as a person people listen to

 Have a local contact that can help you with regulations and cultural 

understandings

 Trust and loyalty is crucial when doing business with Russians

Appendix 3.2  Interview guide which Håkan Andersson, Former country 

manager at Volvo AB and Ford. Cultural Dimensions

The interview was conducted via Skype, on the 19th of March 2014 ,and it lasted for 65 

minutes.

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 

The fundamental issue here is how a society handles inequalities among people.

1.1 Have you perceived or experienced the importance of status in Russia?

Yes

1.2 Did your business interactions got affected by top-down approach when 

interacting with Russian co-workers? 

Absolutely

2 Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 
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particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” – “I”

2.1 Have you perceived the notion of collectivism within the Russian group? 

Here I must say that it is a I environment

2.2 How important is networking and what role does personal connection play in 

the business life? 

Very important! You need also to have contact “up to the top “

2.3 Do Russians divide between business life and personal life? 

It’s a mix of

3 Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.

3.1 Can you define Russians as competitive? 

Hard to give clear answerers I think there roles between Men and women are very 

clear in the business.

3.2 How important are professional achievements for your Russian colleagues?

Very!

3.3 Can you agree that Russian professionals are modest about their personal 

achievements?

Not at all!

3.4 Is dominant behavior well accepted among Russian workers? 

Yes still are!

4 Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia? 

It’s formal and very bad planned.

4.2 Do you consider Russian to be spontaneous or more formal and organized? 
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Formal.

4.3 How do Russian workers handle uncertain situations related to work? 

The boss takes all decisions!

5 Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 

as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions easily? 

Very slow.

5.2 What is Russian attitude towards changes? 

Hard to do, business as usual.

6 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in 

general?

I think pessimists.

6.2 How important are the norms and rules for the Russian workers? And how 

is their attitude towards leisure and rewarding themselves?

Very important I think but to follow it’s not so important, can you gain something 

without following the rules, this is very much accepted.

7 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

7.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 

group oriented achievements?
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I still think it’s more autonomous.

8 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia? Yes I 

have. But not many at all.

8.2 Do you think there is gender equality among Russian workers? 

No!

Interview 2. Håkan Andersson

Besides the answers provided in the interview paper, he answered some of the follow up 

questions and elaborated more in-depth previous answers. 

Experience in Russia- more than 15 years on different positions all of those sales 

related) and for different companies ( Ford and Volvo) 

He described Swedish way of interaction as smooth and “week” compared to Russian 

way. In general the difference between two cultures is big.

A lot of rules. Important to portrait a tough person image, show your status. In general 

status is very important in Russian Culture. 

He emphasized on the importance f doing a careful background check about the country 

and people. Map up people and observe. 

Politics is a touchy subject, but it is vital to be aware of the political situation and be 

politically literate in general. 

As an advice- do it the Russian way ( do it their way) Try to be a solution to them, 

provide as much solution oriented concepts. Important to be flexible and value the time. 

Russians prefer everything to be done quickly, no staling. 

According to Hakan, he did not experience much drinking and social partying style 

business.



149

He defined Russian as a very individualistic people. Easy to “spot” a decision-maker. 

There is an Obvious hierarchy and very important to respect it. Attitude towards 

females in business is positive, but still room to improve. 

Russians avoid to give direct answers when it is a negative on -Cant say No, will make 

a lot of excuses…. 

Huge emphasis on relationship building- vital to succeed. For Hakan it took about 2-3 

years to sometimes 3-5 years to establish a solid and trustworthy relationship with 

Russian counterpart. 

Blat and corruption- his strategy was to avoid it and never engage in it. Make it very 

obvious that you are not interested, although it remains to be very present in the 

business and day-to-day life. A lot of mistrust among Russians. 

According to Hakan, Russians tend to say that they like changes and can adapt easily, 

but not true in reality- what he had experienced. The generation that went through the 

fall of SSSR, is terrified of change. 

Humour is important. In general he defined them as easy people, open and generous. 

Hospitality of Russians is outstanding, but it is directly proportional to the status. The 

higher on the hierarchical ladder you stand the more pleasant they are towards you. 

Money is important for Russians. In general, Russians are much more materialistic than 

Swedish. Reward is appreciated in the monetary form. 

Dress-code- very strict and very expensive.

In general, no talk about money and how much the person is making. Working climate 

is very tough and competition is severe. Russian lives in constant fear. 

Culture is extremely important! More than we ever could think of!  Some of his business 

deals, failed due to the cultural misunderstanding. 

It is important to know the language! 

Russia is a very attractive market, but among the trickiest ones. Corruption, huge 

amount of paperwork everywhere. 

Leadership style- almost military! Very direct and affirmative. Confident leader, or you 

would not be taken serious. Advices:

Advices

 Respect corporate hierarchy
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 Learn informal rules and messages in terms of culture

 Have a strict dress-code that emits power

 Russians prefer everything to be done quickly, no staling

 Avoid talking about money and how much a person is earning since it is 

considered to be rude

 Learn the language or have a translator at hand at all time.

Appendix 3.3 Interview with Tatsiana Aspman Country Manager, Russia at 

Sundström Safety AB / Sundström Safety Vostok LLC

Personal interview was conducted the 31st of March 2014 in Ljungby. The duration was 

approximately 1,5 hours. 

Interview guide, Cultural Dimensions.

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 

The fundamental issue here is how a society handles inequalities among people.

1.1 Have you perceived or experienced the importance of status in Russia? 

Yes. It is part of the life, embedded into society.

1.2 Did your business interactions got affected by top-down approach when 

interacting with Russian co-workers?

Top-down approach.

2 Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely-knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

2.1 Have you perceived the notion of collectivism within the Russian group?
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No, it is more individual, but importance of extended family.

2.2 How important is networking and what role does personal connection play in 

the business life?

Very important.

2.3 Do Russians divide between business life and personal life?

Sometimes, depends on the kind of relationship you have.

3 Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.

3.1 Can you define Russians as competitive?

Yes.

3.2 How important are professional achievements for your Russian colleagues?

It is important. Achievements are important.

3.3 Can you agree that Russian professionals are modest about their personal 

achievements?

No.

3.4 Is dominant behavior well accepted among Russian workers?

Yes. It is

4 Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia?

It is planned, but badly, maybe overplanted.

4.2 Do you consider Russian to be spontaneous or more formal and organized?

Very formal, but due to the way of life, spontaneous is also part of life.

4.3 How do Russian workers handle uncertain situations related to work? 

Not very easy for them.

5 Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 
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as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions easily?

They have to, so they do their best. Quite used to changes.

5.2 What is Russian attitude towards changes?

Accept it.

6 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in general? 

Realistic and towards pessimism. They are very formal, sometimes can be 

perceived as pessimism.

6.2 How important are the norms and rules for the Russian workers? And how is 

their attitude towards leisure and rewarding themselves?

Norms and rules are important. As for rewarding they are money driven.

7 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

7.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 

group oriented achievements?

More individual, no team work culture.

8 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia?

No.

8.2 Do you think there is gender equality among Russian workers?

Not yet.

Interview guide 2.
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1. How many years of experience do you have in Russian market?

3 years as  a country manager for Russia. 

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia? 

Different culture: Different psychological perspective. Language.

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

Mostly that you need to be engaged in the informal talks – small talks are very 

important.

4. Is it important to be culturally aware when doing business in Russia? Can you 

please elaborate on your answer?

Yes, very important. Mostly that you need to e aware of it, makes life so much easier.

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome?

N/A

6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome?

For her personally, when she was still working part time and during one of the 

first trips to Russia, her Swedish boss forgot to introduce her, and Russians 

directly assumed that she was a translator or an assistant, she was not offered 

neither coffee no chair  Can also be related to the question about gender 

thingy!!!

7. Can you name three (3) most important factors to consider when operating in 

Russia?

Language- important to read between the lines and be able to read the NVB.  

Never compare to Sweden, in Russian, the way of working and doing things is 

different. And be open minded.

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

N/A- she is from there.

9. Can you give three main (3) advices to a Swedish manager starting his career in 

Russian market for the first time?  See nr- 7

10. Is empowerment strongly encouraged?
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Depends on what position you hold.

11. Is it compulsory for all employees to be self-managed and self-organized?

Clear instructions needed.

12. Is decision making centralized or decentralized?

Very centralized.

13. Does the company have a lot of rules and policies?

Yes

14. Does the company have a flat or a hierarchical organizational structure?

Very hierarchical

15. How many levels of hierarchy does the organizational structure have?

depends

16. How does the reward system or the evaluation system work?

Monetary

17. Which factors are rewards (salary raise, bonus, promotion) based on? 

Performance? Seniority? Loyalty? Relationship?

Relationship and trust.

17. Do you think culture still matters?

Very much

18. Which personal and professional qualities do the modern manager that strives 

for an international career need to have nowadays?

Be open minded, flexible and adaptive. Culturally aware and ready to work with 

people, not forming any stereotypes.

Continuation.

Tatiana background – she is from Belorussia, but had been living in Sweden for about 

10 years. 

She started to work for this company 3 years ago as a country manager for Russia. 

Prior to that she collaborated in some projects, also directly linked to Russia. 

 Sundström  safety have a subsidiary in Moscow.  She is responsible for the last one 

and her responsibilities include to find and work with staff, to manage 

documentation and everything that has to do with Russia. 

 She mentioned that she can be considered as a competitive advantage that her 

company has, and she motivated this fact, saying that without an insider- person 
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with Russian background, western company can experience substantial difficulties 

due to the unknown market with totally different culture and ethics. 

 Factors to pay attention to : Culture that involves psychological factors.  Language, 

it is very important to have the ability to read between the lines when operating in 

Russia. A lot of things can be lost in translation. Russian language is one of the 

hardest and very rich in idioms.  NVB- important to observe and find the person you 

should be really talking to. 

 Skills needed: Open mind, inner power???  Never to compare to Sweden. Start as if 

it would be a new book, never judge. 

 Very strong hierarchical society. It becomes a bit more easier to be a woman, but 

man still dominate the business environment.  Age and gender- very touchy subjects. 

To be young- is read as inexperienced. 

 To spot a decision maker- focus on NVB.

 Power is very important, that is what drives Russian society, people tend to 

demonstrate it and strive for it. There is a saying in Russian, that can be translated 

as “ First you judge how nice and later how wise” Meaning, that appearance and 

status is directly connected. People are being judged by the way they present 

themselves and only afterwords, you see the qualities and skills. Thus, people tend 

to send out the message of power and status with their NVB.

 Small talk is very important. Try to engage with Russians in small talks, although it 

can be hard, as in general they are quite preserved and closed people.  Small talk 

can lead to trust building, which is another of a very important component if you 

want to be successful when operating in Russia.  You must have connections and 

network- otherwise- dead.

 It is vital to have a cross-cultural training before going to Russia. 

 No such thing as a team player. 

 Leadership can be divided in 2 parts:

RUSSIAN LEADER 50 Y.O

OLD SCHOOL

RUSSAIN LEADER 2.0

EMERGING LEADER TYPE

Emphasis on status. More liberal and open minded

Authoritarian and strict Democratic

Soviet mentality thinking Western way of thinking and manage

Result oriented Service oriented
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Team oriented

Table. Two-leadership styles de to the shift of generations. 

It is essential to endure in mind that Russia had experienced the total transformation in 

the last decades. Due to the falloff Soviet Union in 1991, the population of Russia can 

be divided by the ones who was born and raised in Soviet Union, with all attributes and 

special upbringing, and the ones that was born in the post Soviet era, the new 

generation managers. The last ones have completely different approach and philosophy 

of life and being. They exercise different managerial practises and have different work 

ethics.  The table presented above provides a general outlook of the most obvious

differences. It is vital for a western manager to realize these differences, as the outcome 

of the business meeting or of the business in general will depend on what type of leader 

will be on the Russian side of negotiations (as an example).

 To be kind and democratic is still perceived as week in Russia. 

Tatianas, due to her work responsibilities and requirements s sometimes needs embrace 

negotiations with both Swedish and Russian managers. She had described the 

experience as almost playing two different roles.  When she deals or speaks with the 

Swedish managers, she needs to use the more democratic and “soft” approach, on the 

other hand, she needs to harden her voice and use more direct and strict language if she 

communicates with the Russian manager. Nice VS. Persistent.

Advices:

 Never compare to Sweden, in Russian, the way of working and doing 

things is different

 Be open minded, flexible and adaptive. Culturally aware and ready to 

work with people, not forming any stereotypes

 Language

 You can spot a decision maker based on the businessmen’s nonverbal 

behaviour

 It is vital to have a cross-cultural training before going to Russia 

 After identifying the decision maker, consider age to find out which 

leadership style he/she practices



157

Appendix 3.4 Interview with Christofer Salsing. Chief Executive Officer at 

Terrakultur. Russian Federation

The interview was conducted on 31st of March 2014 via Skype, as Christofer has his 

residence in Moscow while holding a position of CEO of Terrakultur. The duration of 

the interview was about 1,5 hours.

Interview guide 1. Cultural dimensions. 

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 

The fundamental issue here is how a society handles inequalities among people.

1.1 Have you perceived or experienced the importance of status in Russia? 

Yes.

1.2 Did your business interactions got affected by top-down approach when 

interacting with Russian co-workers?

Status is the main driver of Russian life. Everything is about status, everything is 

about showing the power.  First impression lasts- quite crucial for Russians.

2 Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely-knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

2.1 Have you perceived the notion of collectivism within the Russian group?

Individualism

This is very tricky. Everyone says that Russians are supposed to be collectivistic, 

but from my perspective they are very individualistic. They are super 

individualistic. Since there is no trust in institutions, no trust towards authorities 

and no trust in general, after the collapse of the system, people turned to be for
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themselves.  As for working environment- they might be collectivistic in a sense, 

that they need a clear leader and instructions to be able to do their work. Notion of 

team- does not exist. If compared to Sweden, where everything is a team oriented, 

in Russia it does not work. Too much personal competition!

2.2 How important is networking and what role does personal connection play in 

the business life?

Networking is very important in B2B sphere.

2.3 Do Russians divide between business life and personal life?

Not really.

3 Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.

3.1 Can you define Russians as competitive?

Very!

3.2 How important are professional achievements for your Russian colleagues? 

As mentioned before- everything that shows power is appreciated!

3.3 Can you agree that Russian professionals are modest about their personal 

achievements? 

No

3.4 Is dominant behavior well accepted among Russian workers?

Yes. First I tried to be the nice Swedish guy, but I was not perceived serious. You 

have to show dominant character to be able to manage here.

4 Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia? 

No, not planned at all. Since they do not respect your time, they improvise all the 

time. Everything is very unstructured and can change easily. For example in 

Sweden, I know that if I have planned a meeting for next week, that is just that, no 
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notification or reminder needed, the meeting will happen. Here, you need to 

remind almost daily to make sure that the meting will actually take place.

4.2 Do you consider Russian to be spontaneous or more formal and organized?

Improvisation is very much appreciated.

4.3 How do Russian workers handle uncertain situations related to work? 

They need structure. The more the better.

5 Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 

as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions easily?

No. they don’t.

5.1 What is Russian attitude towards changes?

They are quite reluctant to change.

6 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in general?

More pessimists.

6.2 How important are the norms and rules for the Russian workers? And how is their 

attitude towards leisure and rewarding themselves? 

Rules very important.

7 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

7.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 
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group oriented achievements?

They like to work by themselves and have personal assignments but under severe 

surveillance.

8 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia? 

No. But due to the nature of my business, I am surrounded by females here.

8.2 Do you think there is gender equality among Russian workers?

No.

Continuation.

In my business, since it is flowers and plants, guys are reluctant to enter. They 

perceive it as female business. So in my line of work, the majority, and it is about 90% 

girls.  In general, I have not seen many female executives, the deals that I am making is 

mostly man. 

Bribery is a day to day life. I made sure, that everyone knows that we are white 

company, we pay all the taxes, and due to that, we need to have an outstanding product 

and service. When it comes to public tenders, bribes are the only way to get it. Bribes or 

great product. We go for a great product and it works- planning to open 6 more offices 

in Russia. 

Russia is all about money.  Also, important to know politics, but even more 

important to stay neutral and avoid that kind of conversation. I emphasize on the 

corporate structure and corporate rules. I must confess, that it is hard to find adequate 

people to employ, but it is still possible. 

What is super important- is to know the language! Make sure that you keep in 

mind that Russia is hyper materialistic and money driven.  DO not have frame of 

reference when you come here- be patient and adoptive. 

Russians tend to overdo everything, overplay, and trust no one! 

Interview guide 2.
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1. How many years of experience do you have in Russian market? 

7 years. In different work positions till finally became a CEO. Vast 

International experience, worked in Asia a lot! In general find Asian people to 

be closer to Swedish Thant Russian.

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia?

Too soft Management style, Swedish Naivety, Language.

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

Social interaction, go with a flow.

4. Is it important to be culturally aware when doing business in Russia? Can you

please elaborate on your answer?

It is very important. Been here for 7 years, still feel like I know only little bit about 

Russian culture.

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome? Have not had one

6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome? 

Russians do not have respect for time. We are hiring an HR manager right 

now. Calling them for the interview. 90% don’t show up, and never let you 

know in advance that they don’t.

7. Can you name three (3) most important factors to consider when operating in 

Russia?

Be tough. Assertive. Patience.

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

9. Can you give three main (3) advices to a Swedish manager starting his career in 

Russian market for the first time? 

Patience. Learn the language. Learn about culture.

10. Is empowerment strongly encouraged? 

I don’t know

11. Is it compulsory for all employees to be self-managed and self-organized?
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No.  it is very important to let them know exactly what needs to be done and how it 

should be done.

12. Is decision making centralized or decentralized?

Very centralized.

13. Does the company have a lot of rules and policies?

We are doing it Swedish way, but yes, it is important to have a lot of rules.

14. Does the company have a flat or a hierarchical organizational structure?

Very hierarchical.

15. How does the reward system or the evaluation system work?

Monetary.

Which factors are rewards (salary raise, bonus, promotion) based on? Performance? 

Seniority? Loyalty? Relationship?

16. Do you think culture still matters?

Yes. Very much.

7 years in Russia. When first arrive here, felt frustration in the beginning, everything is 

very different, but got used to it. 

Very important with the language. A lot of things can be “lost in translation.” The 

average level of English is not that very high.  

Taking a look at different generations- clear difference.  For example, I would never 

employ a person over 40 years in my company, it would have never worked. Older 

generation is very closed minded and soviet oriented. Newer generation is much more 

adaptable and flexible, the only problem is sometimes ignorance and complete non-

existence of respect towards other people in general and time. 

I am a huge fan of situational leadership! One needs to adapt and be flexible to be a 

good manager. 

To avoid cultural clashes, try to build a strong corporate culture with corporate rules, 

Russians like rules and generally comply. 

Advices:

• Learn the language

• Lear about culture

• Do not form a frame of reference upon arrival
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• Keep in mind that Russians are money driven

• The tendency of the locals to over-do, over-achieve, over-sell-

• Build networks directly and careful with expectations 

Appendix 3.5  Interview with Råland Axelsson, export manager with Export 

Sales at Rottne Industri AB

The interview was in form of a personal interview and was conducted in Växjö the 3rd of 

April 2014 and lasted for one hour.

Interview with Roland

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed 

unequally. The fundamental issue here is how a society handles inequalities among 

people.

Very much

2. Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely-knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

From what I experienced they tend to use “I” more often, but in general, they like 

to be in group.

3. Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,
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and quality of life. Society at large is more consensus-oriented.

Probably more achievements that modesty, during the training here in Sweden, 

Russians try very hard to learn, to perform. They try to be the best. But also, the 

level of technical knowledge is poor, so it is double as hard for them.

4. Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia?

Not very planed

4.2 Do you consider Russian to be spontaneous or more formal and organized?

Spontaneous.  We had one visit from Russian manager. He was supposed to come 

to the office to perform a test. We did not now that he needed to be met at the 

airport till we got a phone call that he is already in Sweden. No one informed us.  

The same was about the fact that he did not know any English, so we had to find a 

translator within hours, and it was not so easy. If they had organized, that would 

have saved us a lot of troubles.

4.3 How do Russian workers handle uncertain situations related to work? 

Stressed.

5 Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 

as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions easily?

No

5.2 What is Russian attitude towards changes?

I think, they are quite adaptable.  During the training here in Sweden, they have 

no problems to learn new techniques and welcome change relatively good.

6 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 
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society that suppresses gratification of needs and regulates it by means of strict 

social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in 

general? 

More pessimistic, very strict, at lease they look like that.

Pessimistic and very distant. The manager that arrived to perform the test, was in 

silence he complete working day. He did not communicate with anyone and looked 

rather sad or angry.

7 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

7.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 

group oriented achievements?

They are very hard workers and achievements are important to them. Although, 

they are more individual oriented, I did not see them help each other.

8 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia?

8.2 Do you think there is gender equality among Russian workers?

No I have not seen a lot of females on the managerial positions.

Continuation.

One of the biggest differences was the way the make deals. Contracts in Russian 

are very important and it has to be on paper. All possible rules and regulations, it is like 

a jungle there. One need a local specialist to be able to cope with all the closures and 

regulations. 

The hierarchy is very strict and must be followed. An example is that operators 

do not talk to the bosses, even though they are the ones who use the machines, they 

simple do not share their suggestions with us, it has to be a manager for these purpose.  

Decision making is also a problems, “lower staff” do not take decisions, same rule 
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apply- it has to be the boss who makes changes.

We also experienced problem with communication.  As there is no team 

orientation. Everything is done on the individual level. It is hard to communicate. 

Emails go back and forward and the same information need to be repeated several 

times.

Interview guide 2.

1. How many years of experience do you have in Russian market? 

Since 1997

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia?

Language. Culture. Very poor technical skills of Russians.

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

No

4. Is it important to be culturally aware when doing business in Russia? Can you 

please elaborate on your answer?

Very much, and not only in Russia.

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome? 

N/A Russian representative takes care of everything.

6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome? 

The story with manuals. The machine had to stand in customs for a long time, due 

to the simple fact that the manuals that was inside the machine, were not 

photographed and attached to the description document package.

7. Can you name three (3) most important factors to consider when operating in 

Russia?

One thing- do not stress very much. Be open-minded

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

Learn the language

9. Is empowerment strongly encouraged? 
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N/A

10. Is it compulsory for all employees to be self-managed and self-organized?

Employees follow whatever the boss tell them to do.

11. Is decision making centralized or decentralized?

Very centralized.

12. Does the company have a lot of rules and policies?

We are doing it Swedish way.

Does the company have a flat or a hierarchical organizational structure?

Very hierarchical.

13. How does the reward system or the evaluation system work?

Which factors are rewards (salary raise, bonus, promotion) based on? Performance? 

Seniority? Loyalty? Relationship?

14. Do you think culture still matters?

Yes. Very much.

Advices: 

 Language is extremely important

 Culture, you need to know it, otherwise you will be lost in Russia.

 Be super open-minded and adaptable. 

 Do not stress!

Appendix 3.6  Interview with Niklas Nygren. Global Service manager.

Personal interview took place in Lund 8th of April 2014 and lasted approximately 45 

minutes. 

Interview 1. Cultural Dimensions.

a. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 
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The fundamental issue here is how a society handles inequalities among people.

Very much

b. Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely-knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

Very individualistic! You only hear “I” this and “I” that, it is only “I”

c. Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.

Competition is everywhere. They need to outperform the whole time. Feels like 

they overdo everything just to show that they are better.

4 Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

How formal and planned are the meeting in Russia? Not very planed.

5. Do you consider Russian to be spontaneous or more formal and organized?

I can not say that they are very organized. A bit of chaos, actually.  One example, 

is that time and scheduling is a big issue there. Nothing starts on time. It can be 

earlier, they just show up and act as if you have to be already there, or meetings 

are pushed forward.

5.1 How do Russian workers handle uncertain situations related to work? 

They feel very threatened by it.  (Literally the word “freak out was used”
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6. Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 

as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

6.1 Do you find Russian workers to adapt to new rules and traditions easily?

No

6.2 What is Russian attitude towards changes?

Not welcoming change, but they are fast learners, so they adapt.

7 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

7.1 Would you categorize Russian workers as optimists or pessimists in 

general?  Pessimist. The majority is thinking in terms of “worst case 

scenario”

8 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

8.1 How would you define Russian workers when it comes to their orientation 

towards individual performance? Is it encouraged to be autonomous or more 

group oriented achievements?

Individual performance.

9 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia?

8.2 Do you think there is gender equality among Russian workers?
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No I have not seen a lot of females on the managerial positions.  Mostly 

secretaries or travel agents.

Interview guide 2.

1. How many years of experience do you have in Russian market? 

About 5 years

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia?

Language. Poor Quality and technical skills. Attitude.

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

Unwritten rule- you never argue with the one who is higher than you are in 

org. hierarchy.

4. Is it important to be culturally aware when doing business in Russia? Can you 

please elaborate on your answer?

Very much. See question 3, if you don’t know it, you can get in trouble.

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome? 

N/A it is done on the company level. All the deals with local subsidiaries are taken 

care by the cluster managers.

6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome? 

N/A

7. Can you name three (3) most important factors to consider when operating in 

Russia?

Do not try to apply Swedish soft management style, will be perceived as weak, 

they will not follow you.

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

Learn the language, so you do not waste a lot of time with translators, and 

usually important things are said during the unofficial meetings.

9. Is empowerment strongly encouraged? 

N/A
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10. Is it compulsory for all employees to be self-managed and self-organized?

Not at all. Everything is decided on the higher level and people just follow.

11. Is decision making centralized or decentralized?

Very centralized.

12. Does the company have a lot of rules and policies?

We have a very strong corporate culture, so it dominates a lot, but there are 

still a lot of small local rules.

Does the company have a flat or a hierarchical organizational structure?

Very hierarchical.

13. How does the reward system or the evaluation system work?

Which factors are rewards (salary raise, bonus, promotion) based on? 

Performance? Seniority? Loyalty? Relationship?

Russia, from what I have perceived are very materialistic.

14. Do you think culture still matters?

Yes. Very much.

Continuation

One challenge is that they take everything very personal. Feels like they do not 

distinguish personal and work life. 

Advices:

 Language knowledge is of great importance

 Culture plays a crucial role, read about the current state of affairs in Russia, to 

be in a position to understand the trends that the country is living in

 Attitude is very important, be flexibility with an open mind

 Listen and observe, practical learning is appreciated

Most important, be professional, you will gain respect directly. Russian in 

general have a very high opinion and expectations on the foreign managers, they do not 

say it out loud, but it is like that, so once you demonstrated that their expectations on 

you had been true, they will be very nice and friendly.

Also, Russian are very open and love to talk about these families, show pictures. 

They are very hospitable, you can get an invitation to visit their homes very fast. 
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Appendix 3.7  Interview with Channel Partner Manager Kristina Johansson 

at HMS Industrial Networks

This personal interview was conducted the 10th of April 2014 at HMS Industrial 

Networks head quarter in Halmstad and lasted for 80 minutes.

Interview guide 1. Cultural dimensions. 

1. Power Distance (PDI) This dimension expresses the degree to which the less 

powerful members of a society accept and expect that power is distributed unequally. 

The fundamental issue here is how a society handles inequalities among people.

Status is very important in Russia, it become so more and more. The dress 

code is different to ours. Noticed on the trade show.

Important and considered to be a “good” thing to have a foreign company 

endorsement. The rep. for HMS got new clients and enjoys a great reputation 

not only because of the outstanding job that he is doing but also due to the fact 

that a Swedish company is standing behind.

2. Individualism vs. collectivism (IDV) The high side of this dimension, called 

individualism, can be defined as a preference for a loosely-knit social framework in 

which individuals are expected to take care of only themselves and their immediate 

families. Its opposite, collectivism, represents a preference for a tightly-knit 

framework in society in which individuals can expect their relatives or members of a 

particular in-group to look after them in exchange for unquestioning loyalty. A 

society's position on this dimension is reflected in whether people’s self-image is 

defined in terms of “I” or “we.” 

N/A

3. Masculinity versus femininity (MAS) - The masculinity side of this dimension 

represents a preference in society for achievement, heroism, assertiveness, and 

material rewards for success. Society at large is more competitive. Its opposite, 

femininity, stands for a preference for cooperation, modesty, caring for the weak,

and quality of life. Society at large is more consensus-oriented.
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N/A

4. Uncertainty avoidance - The dimension Uncertainty Avoidance has to do with the 

way that a society deals with the fact that the future can never be known: should we 

try to control the future or just let it happen?

4.1 How formal and planned are the meeting in Russia?

4.2 Do you consider Russian to be spontaneous or more formal and 

organized?

4.3 How do Russian workers handle uncertain situations related to work? 

5 Pragmatism- This dimension describes how people in the past as well as today 

relate to the fact that so much that happens around us cannot be explained. In 

societies with a normative orientation, most people have a strong desire to explain 

as much as possible. In societies with a pragmatic orientation most people don’t 

have a need to explain everything, as they believe that it is impossible to understand 

fully the complexity of life. The challenge is not to know the truth but to live a 

virtuous life.

5.1 Do you find Russian workers to adapt to new rules and traditions easily?

5.2 What is Russian attitude towards changes?

6 Indulgence stands for a society that allows relatively free gratification of basic and 

natural human drives related to enjoying life and having fun. Restraint stands for a 

society that suppresses gratification of needs and regulates it by means of strict 

social norms.

6.1 Would you categorize Russian workers as optimists or pessimists in 

general? 

Probably more pessimistic that optimistic. They are a bit “down” not real 

emotions and hard to read. Very cautious also.

7 Performance Orientation- Level at which a society values and rewards individual 

performance and excellence.

7.1 How would you define Russian workers when it comes to their 

orientation towards individual performance? Is it encouraged to be 
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autonomous or more group oriented achievements?

People that I had a contact with, in general have a very entrepreneurial 

mind set. They are also very hard working and curious. The type that can 

fix everything.

8 Gender Egalitarianism- Level at which a society values gender equality and 

lessens role differences based gender

8.1 Hove you met many female performing top management tasks in Russia?

8.2 Do you think there is gender equality among Russian workers?

No I don’t think so. The woman that I met, he were the ones serving during 

the trade shows and receptionists. It can also be due to the nature of the industry in 

general. If you take a look at the female rate working in the automation industry 

anywhere in the world, the are not that many.

Interview guide 2.

1. How many years of experience do you have in Russian market?

8 years as a channel partner managers, including Russia.

2. Can you name the three (3) general obstacles for a Swedish salesperson when 

operating in Russia? 

Language, Culture (extremely different) Relationship based on trust.

3. Have you experienced any informal practices or unwritten rules during you 

experience in Russia? Name three (3).

No, everything is being done by the rep. in Russia

4. Is it important to be culturally aware when doing business in Russia? Can you 

please elaborate on your answer?

Very important, especially in a culture so different as Russian.

5. Can you mention your most successful business deal/meeting/contract in 

Russia? What contributed to the successful outcome?

N/A

6. Can you mention your less successful business deal/meeting/contract in Russia? 

What contributed to the successful outcome?
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The trade show in Moscow, was a little odd with all the girls with very special 

and provocative clothes and the general public

7. Can you name three (3) most important factors to consider when operating in 

Russia?

Language, culture

8. What would you do different if you got a chance to go to Russia again for the 

first time without any previous experience?

If the rep. form Russia had not approached HMS personally,  we would not 

have gone into Russia. One needs a lot of preparation to be able to 

successfully conduct business there.

9. Can you give three main (3) advices to a Swedish manager starting his career in 

Russian market for the first time?  

Do not form stereotypes, be open and adaptive, observe, and try to build 

relationship directly.

10. Is empowerment strongly encouraged? 

N/A

11. Is it compulsory for all employees to be self-managed and self-organized?

According to my experience, the guy is very organized, that might be due to 

the fact that he is form Chelyabinsk, where the unemployment rate is 

extremely high and HMS is a great partner for him. He is very organized.

12. Is decision making centralized or decentralized?

N/A

13. Does the company have a lot of rules and policies?

N/A

14. Does the company have a flat or a hierarchical organizational structure?

N/A

15. How many levels of hierarchy does the organizational structure have?

16. How does the reward system or the evaluation system work?

Which factors are rewards (salary raise, bonus, promotion) based on? Performance? 

Seniority? Loyalty? Relationship?

17. Do you think culture still matters?

Yes!

18. Which personal and professional qualities do the modern manager that strives 

for an international career need to have nowadays?
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Be passionate and professional about what you do, it works everywhere. DO 

not indulge strange practises, show the boundaries directly.

Continuation.

HMS does not have any office or subsidiary in Russia. They work with so-called 

representatives. HMS has one representative in Russian, in the city of Chelyabinsk. The 

responsibilities of the rep. are to take care of everything: orders, logistics customs, and 

paperwork. Kristina mentioned that if that man had not approached HMS first, the 

company would have never be present in Russian market. The reason for that is that 

HMS being a relatively small company does not have the resources and knowledge 

enough to handle such a market. They had a project going on in India- establishing a 

subsidiary there, and taking in consideration that it had been handled by a team with a 

substantial international background and an extensive prior study and investigation 

was performed, the project still presented an enormous amount of challenges  and 

problems. After that project a decision to not expand in the emerging countries, at least 

for the nearest future was taken. 

The rep. is working form Chelyabinsk and actively present in Moscow and 

St.Petersburg. 

One very important thing to bare in mind that Moscow is not Russia!! ( meaning 

that what they do in Moscow, the way they live etc. is not the same as in Chelyabinsk. 

The level of education, culture, differences in salaries are huge. The level of English is 

very poor. Their rep. has a very good written English, but when it comes to the actual 

conversation the knowledge is quite limited. 

Another important point is Relationship. To build a solid relationship builds on 

mutual trust. Very important! 

When it comes to business ethics, think of a Swedish way of doing and managing 

things and discount 15 years.  One great example is the trade show in Moscow. Kristina 

arrived to Chelyabinsk first, and encountered the “Russia” she expected. Quite poor 

and abandoned. After couple of days they went to Moscow to participate in the trade 

show and it was a different world. The amount of brands and the dress code was 
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extremely western, even more western that we have in the west. It felt like any other 

European capital, but almost “over “ that. People overdressed. In the trade show, their

hostess were dressed very light, high hills and lot of make up. If remember the trade 

shows in Germany like 15 years ago, it was the same. 

To the first meeting the Russian rep. took his wife with him.  Being a female Swedish 

manager, Kristina thinks that she has got an advantage.  To build a more trustfully and 

open relationship it is easier when you are a woman. The rep. opened up very fast, first 

in the email correspondence, during personal meetings. 

Drinking part exists in the general culture, the rep. offered her a drink on their fist 

meeting, which she refused, since than, no more offers, which could indicate that they 

respect other people opinions and not forcing. 

Achievements are important and well recognized. Hard work. 

Before going into Russia- sorrow investigation needs to be performed. 

Once their- try to find common ground and focus on similarities rather than differences. 

PDI- very obvious and important. One thing related to language as well. During the 

trip to Sweden the Rep had an interpreter/his employee with him, much younger man 

who was fluent in English. Due to the language restrains, it looked like HMS was 

talking to Alex (young man) more than to the Rep., which made him a bet 

uncomfortable. Kristina arranged the business dinner where only Rep. was invited to 

make sure that everyone knows that he is in charge. 

Meetings are very formal, planned and organized. 

Russian seems to balance work and “play” have their kitchen garden. They relax by 

working on the ground- one example. 

He is quite collectivistic- followed by the group of people, like to be surrounded by 

people, showed pictured of the family almost directly. 

Another hint- focus on people not on culture.

Advices:
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 Learn the language or find a representative/distributor in Russia

 Be observant of corporate hierarchy in order to know who to approach and 

who the decision-maker is 

 Be prepared as a female manager to get equal respect as men, be tough and it 

can be to your advantage

 Be aware of the culture and be open minded towards it without stereotyping 

to much

 Put your effort in finding similarities rather than focusing on what is 

different
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Appendix 4 Road map for successful operations in Russia. 

    


