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ABSTRACT 
This study investigates the cross-cultural communication challenges between the Swedish 
managers and their local employees from the perspectives of Swedish managers in Burmese 
and Vietnamese organisations. It adopts mixed models in which it embraces, both, the 
deductive and inductive approaches. The deductive study was conducted to derive the 
Swedish managers’ perceptions of the cultural dimensions of the local organisations using the 
GLOBE’s instrument. The inductive study was conducted to explore the challenges based on 
the cultural perceptions and to identify the relationship between the challenges and the 
cultural dimensions. This study also identifies the similarities and differences in the cultural 
dimensions between Myanmar and Vietnam.  
 
The countries for this research, Myanmar and Vietnam, have not yet been included in 
GLOBE’s current research. Therefore, it motivated us to conduct this study by using the 
GLOBE’s instrument on those two countries. The findings from this investigation are not 
only an effort to understand how the GLOBE’s nine cultural dimensions are related to the 
communication challenges of the Swedish managers in Myanmar and Vietnam; to a greater 
degree it is also to emphasise further on the challenges and their causes to improve on future 
cooperation between Sweden and the host nations, Myanmar and Vietnam. 
 
The findings showed that the majority of the interviewed Swedish managers in both regions 
face similar communication challenges such as reluctance of employees to raise issues, 
language barriers between the employees and the Swedish managers as well as the difficulties 
of understanding the indirect communication. They provided that the causes for the 
communication problems are, among others, at the schooling system, social values of losing 
face and language proficiency of the local employees. It is difficult to generalise the findings 
because the challenges are varied based on the work environment and the different 
perceptions of the local culture by the Swedish managers. However, there are patterns that 
emerged from the findings, which display the relationship between the challenges and the 
cultural dimensions. The discovery of that relationship is the main theoretical contribution of 
this study. Moreover, the cultural insights of the experienced Swedish managers from this 
study can help the future foreign or Swedish managers who are moving to the region to 
understand the local culture better and prepare accordingly to the challenges. 
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1. INTRODUCTION 

1.1. Background 
The landscape of today’s business environment has been characterised by globalisation with 
“ever-improving information and transportation systems, multicultural communities and 
workplaces as well as political systems” (Maclachlan, 2016, n.p.). The process of 
globalisation induces the massive amount of cross-cultural interactions. As a consequence, 
the cross-cultural intelligence and competence for the organisations have never been more 
necessary than now. They are important not only to communicate with other organisations 
from different cultures but also to manage the diverse workforce from different cultural 
backgrounds within the organisations. When the cultural differences are failed to be 
appreciated and recognised, it can lead to “embarrassing blunders, strain relationships, and 
drag down business performance” (Ghemawat & Reiche, 2011, p. 1).  
 
Hence, large organisations are constantly searching for the managers who have cross-cultural 
competencies because those managers can move effectively and easily between cultures and 
countries, “... taking on expat assignments, understanding the disparate market, and managing 
diverse teams” (Brimm, 2016, n.p.). Moreover, those types of managers possess the 
characteristics of considering change as a source of opportunity, thinking outside the box, 
learning new ways of thinking easily, adapting to new environment settings, and mastering 
their emotional transition. However, even if the managers are culturally competent, cross-
cultural communication has always been a challenge due to its complex nature of cultural 
contexts (LeBaron, 2013). 
 
Culture plays a big role in communication because cultural differences in communication can 
induce misunderstandings (Moran, Harris & Moran, 2011). Communication is more than just 
the exchange of information; it is also about comprehending the emotion and intentions 
behind the information (Robinson, Segal & Smith, 2017). To achieve effective and successful 
communication, both transmitter and receiver must have the same understanding of the 
information (Robinson, Segal & Smith, 2017). Communication can sometimes be failed even 
between the native speakers, who speak the same language (Kasper & Kellerman, 2014). 
Thus, the possibility of miscommunication between the speakers from different cultural 
backgrounds is even higher. 
 
Moran, Harris & Moran (2011) also described that effective communication across cultural 
and linguistic boundaries is difficult, and that requires the action of learning to use flexible 
approaches to listen, observe and speak situationally. Especially, the managers within the 
multicultural organisations need to communicate effectively regardless of the cultural 
differences to collect the crucial business-related information to perform basic functions of 
management – planning, organising, motivating and controlling (EduKart, 2013). Therefore, 
effective communication is crucial for the managers, because they spend most of their time 
simply communicating (Mintzberg, 2009). The constant communication within and outside of 
the organisation led the managers to become the nerve centre in which they handle the 
information effectively for the development of the organisation (Mintzberg, 2009). 
 
The different aspects of information handling are presented under the informational roles of 
Mintzberg’s managerial roles (Mintzberg, 1990). Mintzberg (1990) presented ten managerial 
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roles which are categorised into three groups – informational, interpersonal and decisional. 
Mintzberg’s informational roles relate with how managers seek and disseminate information 
within and outside an organisation. When managers perform the informational roles, the 
cultural differences within the organisation impose challenges on how managers seek and 
disseminate information, particularly for cross-cultural communication within the team 
(Anbari et al., 2009).  
 
There are several cross-cultural communication models introduced by scholars such as 
Hofstede (n.d.1) and House et al. (2014) that help the organisation to understand the cultural 
values and organisational practices. The most recent and largest cross-cultural study was 
GLOBE (GLOBE, 2016a). Although the GLOBE Study has conducted the cultural studies 
using their tools in many the countries, there are some cultures and regions where the existing 
research projects have not covered yet. Therefore, this research explores the cross-cultural 
communication challenges in Myanmar and Vietnam from Swedish Managers’ perspectives 
by applying the GLOBE’s instrument. 

1.2. Introduction to the GLOBE Study      
GLOBE stands for Global Leadership and Organisational Behavior Effectiveness and is a 
research project from Professor Robert J. House who conceived this project in 1991 (Hoppe, 
2007). The project depicts the ''influence of culture on societal leadership expectations'' 
(GLOBE, 2016a, n.p.). Furthermore, it can be considered as ''the largest and most prestigious 
study of its kind in the social sciences'' (GLOBE, 2016a, n.p.) since over ''200 researchers 
from 62 countries studying more than 17,000 mid-level managers'' (GLOBE, 2016a, n.p.) 
have participated in this study. 
 
Due to the large number of researchers’ collaboration worldwide and the large data set, the 
results of the GLOBE Study are highly valuable and important for the understanding of cross-
cultural leadership and organisational behaviour. The GLOBE model is based upon nine 
cultural dimensions which are: Uncertainty Avoidance, Future Orientation, Power Distance, 
Institutional Collectivism, Humane Orientation, Performance Orientation, In-Group 
Collectivism, Gender Egalitarianism and Assertiveness. We will elaborate further on GLOBE 
and the nine dimensions in Chapter 2.5.4. For our research study, we have used the GLOBE 
model and its instrument to conduct our quantitative data collection, since it is an ideal tool 
that assists in the understanding of the culture within an organisation. 

1.3. Motivation  
As we, the researchers, originated from the nations - Myanmar and Vietnam - the cultural 
differences and challenges were observed and experienced as foreigners in Sweden during the 
period of our studies. By relating with our experiences in cultural differences and knowledge 
from the literature, it indicates that cultural challenges await Swedish managers specifically 
in communication. Furthermore, Myanmar and Vietnam are relatively under-researched 
compared to other popular Asian countries like China or Japan. Therefore, the research was 
framed to explore the cross-cultural communication challenges between Swedish managers 
and their local employees in Burmese and Vietnamese organisations. Additionally, it was 
observed that the GLOBE Study has not included Myanmar and Vietnam as part of their 
cross-cultural studies yet. Hence, the motivation to cover those two countries with the 
GLOBE’s instrument becomes higher. In addition, this study also contributes to the 
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improvement in terms of communication and further cooperation between Sweden and 
Myanmar and Vietnam.  

1.4. Purpose and Research Questions 
The purpose of this study is to investigate the cross-cultural communication challenges 
between the Swedish managers and their local employees from the Swedish managers’ 
perspectives in Burmese and Vietnamese organisations. This study uses the GLOBE’s nine 
cultural dimensions to synthesise the Swedish managers’ understanding of the organisational 
culture in the host countries. Then, it identifies the relationship between the communication 
challenges and the cultural dimensions. It can help us understand the root of the management 
and communication challenges in Myanmar and Vietnam from the perspectives of Swedish 
managers. Furthermore, it provides the potential Swedish managers or managers from similar 
cultural backgrounds who are going to work in those countries with the information of what 
to expect in the different cultural settings. 
 
The following are the research questions for this thesis. These are logically extended from the 
purpose of this study. To satisfy the main research question, we have derived subquestions 
which give an in-depth and detailed analysis and discussion.  
 

How are the Swedish managers’ perceptions of GLOBE’s nine cultural dimensions in 
Burmese and Vietnamese organisations related to the communication challenges 
between them and their local employees? 
 
● What are the cross-cultural communication challenges between the Swedish 

managers and their local employees in Burmese and Vietnamese 
organisations? 

● What are the causes for those challenges? 
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2. LITERATURE REVIEW 
This chapter gives an overview of the literatures that we have used for this study which 
consists of: the definition of the term culture, the explanation of Swedish style of leadership 
and management, an introduction to the host nations - Myanmar and Vietnam - and the 
different cultural dimensions by different scholars. The dimensions have been compared and 
critically analysed which is important to understand the differences in-depth. The Literature 
Review builds the theoretical framework for this paper.  

2.1. Definition of Culture       
The term culture is very broad and “unfortunately, there is no universally agreed-upon 
definition” (House et al., 2014, p. 11). Different researchers came up with different 
definitions, however what can certainly be said is that in social sciences the term culture has 
been used to relate “to a set of parameters of collectives that differentiate each collective in a 
meaningful way, with a focus on the sharedness of cultural indicators among members of the 
collective” (House et al., 2014, p. 11). Hofstede (1991) defines culture as “the collective 
programming of the mind which distinguishes the members of one group or category of 
people from another” (Hofstede, 1991, p.5). Culture can mean different things in different 
context for different individuals (McMinn, Tang & Gaskell, 2017; Moll, 2012). In essence, 
values, norms and certain behaviours are part of the culture and each country and 
organisation may have its own distinctive culture (Watkins, 2013). It is crucial for individuals 
to be aware of different cultures, especially nowadays where people move to different 
countries to work or study. As an example of different cultural values, Japanese managers 
bow instead of shaking hands with their business partners. These different types of 
behaviours or customs that are rooted in each countries culture consists of different layers - 
the outer layer, the middle layer and the core (Trompenaars & Hampden-Turner, 1998). 
Those layers can be seen in Figure 1.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
Figure 1: Culture Model from Trompenaar and Hampden-Turner (1998) 
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The outer layer ''consists of explicit culture'' (Trompenaars & Hampden-Turner, 1998, p. 21) 
which is everything that we observe – national dishes, language, architecture as well as music 
and art. The middle layer includes norms and values. According to Trompenaar and 
Hampden-Turner (1998) norms and values depict the ideal of a group or society. While 
norms represent what is right or wrong, values ''determine the definition of good and bad'' 
(Trompenaar & Hampden-Turner, 1998, p. 22). The core entails the assumptions that we 
have about existence. In order to work successfully with other cultures, one should 
understand the core (Trompenaar, 1996). The core is made of a set of certain ''rules and 
methods which a society has evolved to deal with the regular problems'' (Trompenaar, 1996, 
p. 52). It is the way how an organisation and country are managing problems, and ''once 
international managers have become aware of the problem-solving process'' (Trompenaar, 
1996, p. 52) it will be easier for them to deal with such problems. Thus, ''organisational 
culture […] is nothing more than the way in which groups have organised themselves over 
the years to solve the problems and challenges'' (Trompenaars & Hampden-Turner, 1998, p. 
23). 
 
Another well-known author in the cross-cultural field is Edward T Hall. Hall (1976) 
described culture by using his iceberg analogy in which the surface level depicts the visible 
part of the culture and a larger aspect of culture is hidden beneath the surface. The culture at 
the surface level is the external conscious part of the culture which is physically visible, for 
example, basic behaviours and customs such as language or greetings and etc. (McMinn, 
Tang & Gaskell, 2017). The culture beneath the surface is the internal subconscious part of 
the culture that causes the physically visible part of the culture, for example, attitudes, beliefs, 
values, motivations, unspoken rules and etc. (McMinn, Tang & Gaskell, 2017).  
                         
GLOBE’s definition of culture is the following: “Shared motives, values, beliefs, identities, 
and interpretations or meanings of significant events that result from common experiences of 
members of collectives that are transmitted across generations” (House et al., 2014, p. 11). In 
relation to that definition, GLOBE has developed nine cultural dimensions that also give a 
more in-depth explanation of what culture means. There will be a more detailed description 
for GLOBE cultural dimensions in chapter 2.5.4. The Globe Project. 
 
As it can be seen, the term culture is perceived differently by many authors. However, one 
common characteristic that the culture definitions have is geopolitical and regional 
boundaries. Also, culture is quite often defined by the context and the relationships within 
that context (McMinn, Tang & Gaskell, 2017; Moll, 2012). Since culture is very contextual 
and complex, it is important for researchers to be reminded not to stereotype or 
overgeneralise the cultural patterns and to understand the complexities of culture which is the 
initial step to develop cross-cultural communications (McMinn, Tang & Gaskell, 2017). After 
understanding what is culture and what makes up a culture, the research presents the general 
characteristics of the Swedish leadership and management, followed by the general cultural 
practices in the host nations, Myanmar and Vietnam. 

2.2. Swedish Style of Leadership and Management 
The Swedish management style is characterised by an informal, flat and consensus driven 
organisational culture. Teamwork, modesty, honesty and sharing responsibilities are other 
terms that describe the Swedish Management Style (Alexander, 2010). An example that 
depicts this way of management and leadership style is from the 1980s when Ingvar 
Kamprad, the founder and CEO of IKEA, contacted Russian Premier Gorbachev. In a letter, 
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Ingvar Kamprad proposed to open a branch of IKEA in Moscow. He wrote: ''Dear Premier 
[…] I am a humble businessman from a small country called Sweden, with a proposal to open 
a furniture retail outlet in your country […]'' (Alexander, 2010, p. 18). At first, Gorbachev 
was not very convinced by that as Ingvar Kamprad's modest approach did not work well in 
Russia. The Russian way is less humane orientated and therefore modesty is not a trait that is 
placed the high value on (Ambrozheichik, 2011, p. 314). Swedish modesty, however, is 
considered to be soft and may not work in other countries (Alexander, 2010). 
 
Indeed, it is a challenge for Swedish managers to manage and lead in a foreign country, since 
''Swedish management favours consensus, collaboration and teamwork'' (Alexander, 2010, p. 
24). Erik Jonsson (interview, April 04, 2017) from Top Mot in Vietnam says that for him it is 
important to find the right balance of both cultures – Swedish and Vietnamese. 

2.2.1. Sweden in the GLOBE Study  
Holmberg and Åkerblom (2008) findings in the GLOBE Study on Sweden showed that 
Swedish middle managers placed high value on inspiration, integration, being visionary, team 
integration as well as performance. Autocracy and face-saving were factors that they rated 
rather low. According to the GLOBE survey result, the Swedish managers shared the opinion 
that “an outstanding leader should inspire and engage the organisation members to do their 
best to achieve a visionary future, and she or he should be honest and trustworthy” 
(Holmberg & Åkerblom, 2008, p. 50). 

2.2.2. Fika Break 
Having a coffee break or in Swedish fikapaus is also a vital part of Swedish culture. Also in 
the business environment, Swedish people place high value on it. A common phrase in the 
Swedish business world is ''this will take time'' (Alexander, 2010, p. 37) which could also 
mean ''good work takes time'' (Alexander, 2010, p. 37). Fika is also an important part of team 
building. It helps to get everyone on board and helps in the decision-making process 
(Alexander, 2010). Different cultures have different perceptions of time, hence there are 
cultures where time and deadlines are taken very seriously. However, other cultures take time 
more “loosely, giving more weight to personal interactions and relationships” (Pant, 2016, 
n.p.).  
 
Moreover, fika plays a major role in building consensus, that can be divided into several 
phases: ''(1) discussing options (utreda) and (2) in deciding on an option, making sure that 
everyone is on board (förankra)'' (Alexander, 2010, pp. 37-38). At the working place, it also 
gives a feeling of inclusivity when joining a group for coffee. Fika is not only about making a 
break and drinking coffee, fika could also mean small talking, discussing work or asking for 
advice. In addition, it also is a good way to create transparency among teams when discussing 
''what's going on internally and externally'' (Alexander, 2010, p. 39). 
 

2.3. Host Nations 
This section presents the socio-economic and cultural context about the host nations that are 
related to the communication challenges for Swedish Managers. 
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2.3.1. Myanmar  
Myanmar, also known as Burma, is a nation in Southeast Asia with the neighbours China, 
India, Bangladesh, Laos and Thailand (CIA, 2017). As a former British colony, many 
educated urban residents pick up English as a second language but it is not widely spoken in 
the society as a whole (Takahashi, 2014). After gaining independence from Britain in 1948, 
the country was ruled by an oppressive military government from 1962 to 2011 (BBC, 2016). 
In 2011, it transitioned into civilian government and it has begun the economic reforms in 
order to attract foreign investments and reintegrate into the global economy (CIA, 2017). 
Together with the civilian government’s commitment to reform, the country’s abundant 
natural resources, young labour force and proximity to Asia’s dynamic economies, it has 
attracted foreign investment and led to accelerated economic growth (CIA, 2017).  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Figure 2: Myanmar country profile (World Economic Forum, 2016a) 
 
Although Myanmar is attracting foreign investments, the country needs substantial 
improvements in its basic infrastructure, educated workforce and institutional quality (World 
Economic Forum, 2016a). It is also reported that companies in Myanmar are facing 
difficulties in hiring high-skilled labours, but most firms in Myanmar do not spend their 
income on training although in-house training seems to be the solution to overcome the 
skilled worker shortage (Soans & Abe, 2015). While ICT (Information Communication 
Technology) skills are lacking at all level of labour, “larger firms are concerned more about 
communications, interpersonal skills, work ethic, analytical thinking, finance and foreign 
language skills” (Soans & Abe, 2015, p. 38).  
 
Myanmar has a population of about 56 million people and about 87% of them practices 
Buddhism, which has influenced the Burmese culture to a very high degree (CIA, 2017). The 
concept of Hpon, and ANADE (AH-NAR-DE), the veneration to elderly are some of the key 
concepts that derived from Buddhism and are embedded in the Burmese culture (Thein, 2015; 
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Merchant, 2014; Seekins, 2017). The business culture in Myanmar is also influenced by the 
national culture and it is hugely based on personal relationships (Bhasin, 2011). The Trade 
Council of Denmark also suggested that it requires patience and willingness to build 
friendships and to foster trust in order to do business in Myanmar (Ministry Of Foreign 
Affairs Of Denmark, n.d.). To increase the understanding of Burmese culture, the following 
section sheds light on some of the key concepts of it. 
 
 
The Concept of Hpon 
The Hpon concept, which can also be translated to power, is derived from Buddhism. It 
describes the earned power and the social status at the current state, that are the results of the 
past deeds (Marshall Cavendish Publishing, 2007). The concept is used to describe the 
different degrees of ethnic, socioeconomic and gender power in the society (Miller, 2014). In 
the context of gender power, it presents the idea of male superiority which gives higher 
authority and religious status to men in the Theravada Buddhist societies (Derichs & 
Thompson, 2013; Thein, 2015). The concept is reflected in the society and cultural practices 
which have led Burmese culture into a masculine culture with distinct social roles by gender 
(Thein, 2015; Miller, 2014). In society, men are generally regarded as the legitimate 
householders and have a higher social position, since men are perceived to possess more 
strength, bravery and tenacity than women (Derichs & Thompson, 2013; Thein, 2015; Miller, 
2014).  
 
Because of this social norm, in general, women in the society are very rarely represented in 
upper management or in leadership and decision-making positions in politics, society and 
economics (Derichs & Thompson, 2013; Asian Development Bank, 2016). This concept has 
been rooted in Burmese culture for thousands of years, but recently it has drawn the attention 
of scholars and international organisations to question the gender inequality within the 
society (Thein, 2015; World Bank, 2013). Regarding the gender inequality, the statistics 
reported that although the wage differential between different gender is low, gender ratio at 
the upper management for women are far behind men (Soans & Abe, 2015). 
 
 
ANADE (AH-NAR-DE) 
It is the social value that is believed in and practised widely in Burmese society, though 
similar practices are found in other Asian societies as avoiding losing face (Seekins, 2017; 
Bhasin, 2011). Bhasin (2011) interpreted this social value as maintaining face although there 
is no direct translation available in English. Individuals with this social value may feel shy, 
embarrass or awkward when they assert themselves in human relations because they have “a 
strong sense of consideration and for the feelings of others and a desire not to cause them to 
feel psychological distress or unease” (Seekins, 2017, p. 66). For instance, the social value of 
Anade may impede a student from asking questions to his lecturer although he or she cannot 
follow up because he or she does not want to trouble a social superior or delay the lecture for 
others. 
 
Ferguson and Archive (1981) added that this social value is contextual and its meaning 
changes with changes in social status. For example, the lower status person with the Anade 
value will curb spontaneous behaviour and observe properties of speech, dress and general 
decorum when interacting with a higher status person. In contrast, the higher status person 
will generally be shameful for not helping if requested (Ferguson & Archive, 1981). When 
the two interacting parties are of the same status, the Anade feeling is translated as “empathy, 
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sympathy, sensitivity to one another’s needs, and as a pressure for sharing moods, activities, 
and possessions” (Ferguson & Archive, 1981, p. 21). On the one hand, this Anade value may 
induce positive qualities which promote smooth and harmonious interpersonal relations with 
the empathetic understanding between intimates. On the other hand, it can also induce 
negative qualities which pressure on self-assertive needs and restricts individual’s capacity to 
defend his/her own rights (Ferguson & Archive, 1981). 
 
 
Contextual Respect 
Children in Myanmar are taught to respect the elders from an early age by their family (May 
& Nugent, 2015). Because, elders are considered as an essential source of wisdom (UKCO, 
2005). Therefore, younger generations are expected to show respect, listen, obey and not to 
offer opinions to the elders (UKCO, 2005). Bhasin (2011) also described that age also plays 
an important role in the workplace when it comes to respect because it is believed that age 
comes with wisdom and experience. Hence, a younger person placed in a supervisory role 
may feel uncomfortable with older subordinates. But, the hierarchy is important in business 
organisations and the respect to the individual goes according to the rank in the hierarchy in 
Myanmar (Bhasin, 2011; Merchant, 2014).  

2.3.2. Vietnam        
Vietnam is a Southeast Asian country that is bordering China in the north and Laos and 
Cambodia in the west. Hanoi is Vietnam's capital. Since its Đổi Mới – Reform, the Southeast 
Asian country's economy is growing rapidly. Đổi Mới is known as the ''economic renovation'' 
(Vuong, 2014, p. 2). Vietnam's economy changed ''from a centrally-planned model to [a] 
market-oriented [one]'' (Vuong, 2014, p. 3) in 1986. Vietnam's economy grew steadily since 
that reform and the growth rate for 2017 is expected to be 6,8 % (Jennings, 2017) as the 
country keeps attracting foreign investors. Moreover, according to Vietnam’s country 
statistics, the country is in the middle of the average emerging and developing Asia with a 
few better scores in market size and education (Figure 3). Therefore, with increasing 
investments in the country, it is necessary for foreign business people to understand the 
Vietnamese culture to communicate effectively. 
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Figure 3: Vietnam Country Profile (World Economic Forum, 2016b) 
 

As Vietnam was under Chinese rule for over one thousand years the '' [Chinese] influence on 
Vietnamese administration, law, education, literature, language and culture'' (Odell & 
Castillo, 2008, p. 82) is still present until now. Thus, Confucianism plays a major influence 
on Vietnamese society and its values. Confucianism guides Vietnamese people in their 
''social interactions, which are the underpinnings of social order in society'' (Bagwell, 2006, 
p. 55). The origin of Vietnamese Confucianism comes from the agricultural industry, that still 
is Vietnam’s largest industry (Dam & Barbour-Lacey, 2015). From that historical 
background, one can see certain features that are also relevant in today’s business world 
(Pham, 2005). 
 
 
Collectivism  
In Vietnamese society, the family is considered as ''the most important social unit'' (Bagwell, 
2006, p. 55). Often, many generations are living together where the younger generation cares 
for the elders. While children need to be very polite, respect and obey their parents and 
grandparents in a business context the ''junior must obey the senior […] the responsibility of 
the senior is to look after the junior'' (Shaiq, 2011, p. 109). There is a saying in Vietnamese 
which says kính trên nhường dưới. The translation means respect the elders and give in on the 
younger. This saying gives a realistic depiction of the society and its values. Furthermore, 
working together in a group and aiming for the overall goal of the group, instead of pursuing 
one's individual interest is also a trait that Vietnamese people have in common which goes 
back to the idea of collectivism (Nguyen, Mujitabe & Boehmer, 2012). 
 
 
The Concept of Face         
A research on the concept of face has been conducted in the last years in communication 
studies (Sueda, 2014). The origin of this concept comes from China which was first 
mentioned by John Morrison in the beginning of the 19th century. In his book on China, he 
firstly expressed “the phrase to lose face” (Pham, 2014, p. 223). According to Pham (2014), 
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different cultures may have different perspectives on face, however, what is universal is the 
awareness that people have of “their public self-image” (Pham, 2014, p. 223). The 
Vietnamese view on face – mặt – does not refer to the physical, but more to the social side. 
This means that “the Vietnamese concept of face is made up of social roles and role-driven 
characteristics, positive qualities and achievements” (Pham, 2014, p. 225). Therefore, the 
perception of face can either be seen in a positive way – đẹp mặt – and in as a face loss – mất 
mặt – in a negative way. 
 
 
Building and Maintaining Relationships 
Being respectful to each other and caring about the opinion of others are vital to remain a 
good reputation in Vietnam. The fear of getting a negative statement from someone else 
about oneself is considerably huge. Therefore, a successful person in Vietnam knows how ''to 
build and maintain relationships with other people'' (Pham, 2005, pp. 80-81). Especially, 
Vietnamese managers pay attention to remain good relationships with business partners. 
Vietnamese people are not only focused on their tasks, but also on the relationships with 
others (Nguyen, Mujtaba & Boehmer, 2012), which makes great sense as they prefer working 
collectively and aim to achieve goals together. Thus, a good relationship with co-workers is 
also highly important and necessary. Due to their good network and relationship with family, 
friends and co-workers, Vietnam is a high context country. According to Hall and Hall 
(1990), people from high context countries do not need much information to understand their 
counterpart as they keep themselves informed about the other person. 
 

2.3. Cultural Differences and Communication Challenges 
Both host nations, Myanmar and Vietnam, share numerous similarities in terms of social and 
cultural values. As both countries are in Southeast Asia they share a common understanding 
and belief when it comes to respecting and obeying the elders and maintaining good 
relationships with the people around them. Even though the concepts of Myanmar and 
Vietnam have derived from different sources - Buddhism and Confucianism - they are still 
very close in their ideas and concepts. For example, Anade social value from Myanmar and 
the concept of face from Vietnam. 
  
But, there are several differences between the managers’ culture and the culture of the host 
nations. Therefore, those differences can invoke communication challenges. For example, 
Swedish managers may find it difficult to deal with the Anade value in Myanmar or the 
losing face practice in Vietnam. Thus, the managers need to adapt to the local culture, 
because the management technique or philosophy of the manager might not be appropriate 
for the local culture (Hofstede, 2007). Despite that, Moran, Harris & Moran (2011) argue that 
at one level, the communication between managers from two different cultures in the 
business environment can be relatively smooth when the managers belong to the society of 
the same profession or elite of a group. Furthermore, they also stated that significant 
differences in values, approach, pace, priorities and other factors may cause difficulties in 
communication.  
 
The cultural differences can create a substantial barrier to effective teamwork when a 
manager manages his/her multicultural team (Brett, Behfar & Kern, 2006). Paunova (2014) 
stated that potential problems in the multicultural teams arise because the individual's 
struggle to understand, trust or relate to people with different backgrounds or perspectives. 
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Those challenges or problems faced by multicultural teams are summarised into four main 
categories – 1) direct versus indirect communication, 2) trouble with accents and fluency, 3) 
differing attitudes toward hierarchy and 4) authority and conflict norms for decision making 
(Brett, Behfar & Kern, 2006). Paunova (2014) then added two more categories which are 1) 
differences in perceptions of time and deadlines and 2) us versus them dynamics. These 
challenges are mainly related to communication since managers spend most of their time 
communicating (Moran, Harris & Moran, 2011; Mintzberg, 2009). In the interest of 
understanding more about the different aspects of communication of the managerial job, 
Mintzberg’s informational roles are explored in the next section.  

2.4. Informational Roles of Managers Within an Organisation 
Manager’s daily job may seem complicated however Mintzberg (2009) has stated that the 
working roles of the managers can be boiled down to ten managerial roles as following: 
 
Table 1: Mintzberg’s Ten Managerial Roles (Mintzberg, 2009) 

Category Roles 

Informational Monitor 
Disseminator 
Spokesperson 

Interpersonal Figurehead 
Leader 
Liaison 

Decisional Entrepreneur 
Disturbance Handler 
Resource Allocator 
Negotiator 

 
The ten roles are categorised into three main categories: informational, interpersonal and 
decisional. In informational roles, it describes how managers become the nerve centre of the 
unit within the organisation and how they acquire information from both internal and external 
events and transmit it to others (Mintzberg, 2009). In interpersonal roles, managers act as 
formal representatives of the company and they motivate, lead and act as a liaison between 
internal and external entities of the organisation (Mintzberg, 2009). In decisional roles, 
managers are visionary decision makers who generate new ideas, handle disputes, allocate 
resources and negotiate solutions within the organisation (Mintzberg, 2009). However, the 
focus of the research is on the communication challenges, therefore the following section will 
explore the informational aspect of the managerial roles.  
 
Mintzberg (2009) described that communication and information processing are the major 
part of the manager's jobs since they dedicate most of their times simply communicating in 
order to promote the flow of information all around them. The communicating role is vital for 
managers since it allows managers to have a speedy access to valuable information that is the 
source to execute all the other important proceeding managerial activities such as decision 
making. Mintzberg (2009) identified the communicating roles into three activities: monitor, 
disseminator and spokesperson. Managers seek for work related information through 
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monitoring activities, and they transmit the information through disseminating activities 
inside the unit and through spokesperson activities outside the unit. From these three 
informational roles, only monitoring and disseminating are relevant to the research focus, in 
other words, the communication inside the unit between the manager and his employees.  
 
As monitors, managers are constantly collecting any type of work related information from 
internal operations and also from external events through various activities (Mintzberg, 
2009). Moreover, the managers are also being bombarded with the information from their 
networks. As disseminators, managers transmit factual and valuable information to the 
colleagues or their subordinates (Mintzberg, 2009). When exploring the cross-cultural 
communication challenges for the manager, these two aspects of the managerial job will be 
focused on since they represent the communication between the Swedish manager and the 
local employees. 

2.5. Cultural Dimensions Review 
This section presents the well-known cross-cultural communication models in the field and 
critically review each of the models. In total, it reviews four models: the Lewis model, 
Trompenaars Seven Dimensions, Hofstede’s Five Dimensions and GLOBE. Among the 
models, GLOBE, Hofstede and Trompenaars share similar dimensions whereas the Lewis 
model is different from those three models yet it is well-known. After the review of the 
individual models, we will compare all the models and provide the motivation behind 
choosing GLOBE as the research tool in this study. 

 2.5.1. The Lewis Model of Cross-Cultural Communication 
Richard D. Lewis has created and presented the Lewis model of three groups of behaviour in 
the 90s (not to be mistaken with the dual-sector model or Lewis model from developmental 
economics). After visiting 135 countries and working in more than 20 of them, he concluded 
that humans can be categorised into three groups, based on behaviour instead of nationality or 
religion because Lewis believes that “[d]etermining national characteristics is treading in a 
minefield of inaccurate assessment and surprising exception, ... however, there is ... such a 
thing as a national norm” (Lewis, 1996, pp. xvii). The three dimensions are linear-active, 
multi-active and reactive (Lewis, 1996).  
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Figure 4: Characteristics of Lewis Three Dimensions Model (CrossCulture, 2015) 
  
Linear-Actives can be summarised as those who are task-oriented, highly-organised planners, 
who single task in a linear agenda (CrossCulture, 2015). Multi-Actives are multitaskers and 
poor agenda follower. They are in general emotional, talkative and impulsive and also 
relationship-oriented (CrossCulture, 2015). Reactives are in general good listeners. They 
prioritise courtesy and respect, rarely initiate action or discussion but instead, they prefer to 
listen quietly first then react to it (CrossCulture, 2015; Lubin, 2013). While creating the 
model, Lewis considered the clarity and succinctness since he regarded the previous cross-
cultural theories as if they are the multiplicity of dimensions which could cause confusion. 
Additionally, he also pointed out that experts overlooked or ignored the powerful Asian 
mindset since they were preoccupied with the north/south, monochronic/polychronic 
dichotomies (CrossCulture, 2015). This Lewis three dimensions model is based on the data 
provided by the 50,000 executives of 68 different nationalities and Lewis presented the 
tripartite comparison according to the countries as following (Figure 5) (CrossCulture, 2015). 
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Figure 5: Cultural Types: The Lewis Model according to Countries (CrossCulture, 2015) 

 
Critical Analysis of Lewis Model 
Unlike the Hofstede and GLOBE model, the Lewis model has fewer, clearer and more easily 
understandable dimensions. That is because it presents the high-level view of the culture with 
three axes. On the other hand, the model becomes relatively restrictive in the understanding 
of the full spectrum of cross-cultural factors which the other models provide (Sult, 2013). 
Therefore, the model may be too limited to provide useful business optimisation insights 
related to organisational behaviour effectiveness compared to more specific models like 
Hofstede’s and GLOBE’s cross-cultural models. 
 

2.5.2. Trompenaars Seven Dimensions  
Trompenaars and Hampden-Turner (1997) co-created the seven dimensions of the culture 
theory model with the purpose to understand and manage cultural differences. The authors 
believe that each culture has its own solutions to certain problems, which reveal themselves 
as dilemmas (Trompenaars & Hampden-Turner, 1997). These dilemmas can be summarised 
into three categories: 1) the relationship with people, 2) attitudes to time, and 3) attitudes to 
the environment. Those categories are subdivided into seven dimensions. Furthermore, the 
authors described that cultures are distinguished according to their preferences on the seven 
dimensions. The following table presents the summary of the meaning of each of the 
Trompenaars seven dimensions: 
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Table 2: Trompanaars seven dimensions (Trompenaars & Hampden-Turner, 1997) 

Universalism  
Society’s focus is more on rules and 
laws rather than relationships. 
Decision is strictly based on contract 
or agreement. 

vs. Particularism  
Society’s focus is more on particular 
circumstances and relationship than rules. 
Response to a situation may change, based 
on the situation and who’s involved. 

Individualism 
Society believes in personal freedom 
and achievement. Individuals are 
independent and assume personal 
responsibility. 

vs. Communitarianism 
Society is more collective and integrated 
into groups. Society believes in achieving in 
groups and assuming joint responsibility. 

Specific 
Society keeps direct to the point, 
purposeful in relating. The work 
objectives are not that influenced by 
the status of the relationships. 

vs. Diffuse 
Society prefers indirect, circuitous, 
seemingly “aimless” forms of relating. Good 
relationships are important in work. 

Neutral  
Individuals in society control their 
emotions and don’t reveal their 
thoughts or feeling. Cool and self-
possessed conduct is admired. 

vs. Emotional 
Society accepts and welcomes emotional 
expression spontaneously verbally and non-
verbally without inhibition. Heated, vital and 
animated expressions admired. 

Achievement 
Society accords status on the basis of 
performance regardless of the titles or 
superiority in the hierarchy. 

vs. Ascription 
Society values the extensive use of titles, 
power and position over performance. 

Sequential Time  
Society prefers the events to happen in 
order. Place high value on punctuality, 
planning, sticking to plans, serious 
time commitment and staying on 
schedule. 

vs. Synchronous Time 
Society sees the past, present and future as 
interwoven periods. People do several things 
at a time and they view plans and 
commitments as flexible. 

Internal control 
Society believes that people control 
nature or their environment to achieve 
goals. This includes how people work 
with teams and within organisations. 

vs. External control 
Society has an organic view of nature and it 
believes that nature or its environment 
control them, therefore they must work with 
their environment to achieve goals.  

 
Critical Analysis of Trompenaars Seven Dimensions 
Although the Trompenaars Seven Dimensions is a useful tool to measure the culture and help 
us understand how national culture differs. There are some limitations and criticisms from 
other scholars. Hofstede (1996) claimed that Trompenaars’s theory was not supported by his 
database. Hofstede (1996) continued that only two dimensions from Trompenaars’s theory 
could be identified with his database and both dimensions are correlated with Hofstede’s 
dimension of Individualism. Trompenaars responded to the criticism by presenting a 
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“contrasting list of assumptions attributed to Hofstede’s work and his own”, to display their 
different points of view (Obeng-Darko, 2010, p. 23). It appears that Hofstede’s approach is 
concerned with the analysis of the variables of national culture, whereas Trompenaars’ 
approach is more involved in the process of cultural creation (Obeng-Darko, 2010). 

2.5.3. Hofstede's Five Cultural Dimensions        
Professor Geert Hofstede can be considered as a pioneer in the research field of cultural 
dimensions. Hofstede depicted the ''concept (paradigm) of dimensions of culture'' (Hofstede, 
n.d.1, n.p.), which has also been functioning as the basis in the field of cross-cultural research 
studies and other researches. By analysing the large database of employees collected within 
IBM over the years, Hofstede has developed the five national cultural dimensions and later 
expanded them to six which are: Power Distance, Individualism, Masculinity, Uncertainty 
Avoidance, Long Term Orientation and Indulgence (Hofstede, n.d.2). 
 
Table 3: Hofstede’s Five Cultural Dimensions (Hofstede, n.d.2) 

Dimension Description 

Power Distance The dimension of Power Distance depicts how power is distributed 
within a society and how members who are less powerful in that 
society or organisation ''accept and expect'' it to be (Hofstede, n.d.2). 

Individualism The dimension of Individualism refers to a society where members 
only take care of themselves and their close families (Hofstede, n.d.2). 

Masculinity The dimension of Masculinity stands for a society that is rather tough 
and competitive. This society is characterised by assertiveness, 
achievement and heroism (Hofstede, n.d.2). 

Uncertainty 
Avoidance 

The dimension of Uncertainty Avoidance refers to members in a 
society that fear ambiguity and uncertainty (Hofstede, n.d.2). 

Long Term 
Orientation 

The dimension of Long Term Orientation represents the linkage of a 
society's past ''with the challenges of the present and the future'' 
(Hofstede, n.d.2). 

Indulgence The dimension of Indulgence refers to the freedom of pleasure and 
enjoyment. In other words, social norms in this society are not so strict 
and people in that society have fun (Hofstede, n.d.2). 

 
Critical Analysis of Hofstede’s Five Dimensions 
Even though Hofstede's research has built the foundation for the work of other researchers, 
his research is only based on IBM, an ''American multinational technology and consulting 
company'' (Schmitz & Weber, 2013, p. 13), and its subsidiaries (Shi & Wang, 2010). The 
argumentation here is, how can an example of one company be validated, which is one of the 
reasons why his research is highly criticised by some researchers (Shaiq et al., 2011) while its 
counterpart, GLOBE project, analysed worldwide from three industries: telecommunications, 
finance and food processing (GLOBE, 2016a). 
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Some researchers argued that Hofstede's survey is, as mentioned before, ''based on individual 
assessment'' (Shaiq et al., 2011, p. 103), where he generalised his individual findings. 
Furthermore, his study was done between 1967 and 1973 which many researchers consider as 
''too old and [due to that it] can't be effectively implemented in the era of the rapidly changing 
environment, convergence and globalisation'' (Shaiq et al., 2011, p. 103). 

2.5.4. The GLOBE Project           
The GLOBE study which stands for Global Leadership and Organisational Behaviour 
Effectiveness is a research by Robert J. House from 1991. Professor House of the Wharton 
School – the University of Pennsylvania led this project. Involved in this project were 170 
''country co-investigators based in 62 of the world’s cultures” (Grove, n.d.2, p. 1). For that 
research, ''about 17,300 middle managers from 951 organisations'' (Hoppe, 2007, p. 1) in 
different industries participated. The results were firstly published in 2004. The results of this 
project are put in ''nine cultural dimensions that make it possible to capture the similarities 
and/or differences in norms, values, beliefs – and practices – among societies'' (Hoppe, 2007, 
p. 1). GLOBE is built on the other studies such as Hofstede's (1980), Inglehart (1997) or 
Schwartz (1994), but it is a more recent model that has extended dimensions (Hoppe, 2007). 
With the collaboration between many researchers, the results represent more recent cultural 
metrics of the countries. However, as GLOBE is a recent study, ''researcher have not yet fully 
analysed and tested it” (Shi & Wang, 2010, p. 93). 
 
The GLOBE project is divided into three different phases. The first phase includes ''the 
development of research instruments'' (Grove, n.d.1, p. 1), while the second phase evaluates 
the nine cultural dimensions in societal and organisational cultures. For our research project, 
we have only looked at the nine dimensions of “organisational culture” as we are looking at 
the challenges of Swedish managers in Burmese and Vietnamese organisations. The last 
phase, phase three, is progressing and about the ''effectiveness of specific leader behaviours'' 
(Grove, n.d.1, p. 1). 
 
The 62 societies were classified into ''clusters'' (Grove, n.d.1, p. 2). These clusters allow 
researchers to analyse the similarities and differences between cultural groups and make 
generalisations about the culture and leadership (Virkus, 2009). The following table from 
Grovewell depicts the ten clusters or ''societal clusters'' (Grove, n.d.1, p. 1) with the number 
of societies in it: 
Table 4: GLOBE’s Societal Clusters (Grove, n.d.1, p. 2) 

Anglo - 7 Latin Europe - 6  

Nordic Europe - 3  Germanic Europe - 5  

Eastern Europe - 8  Latin America - 10  

Sub-Saharan Africa - 5  Middle East - 5  

Southern Asia - 6  Confucian Asia - 6  
 
In the current clusters, Myanmar and Vietnam are not included. If they were to be included, 
Myanmar will be grouped under Southern Asia and Vietnam under Confucian Asia based on 
its cultural similarities. 
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GLOBE's Measurement 
Over the years many researchers who are working in the field of culture or cross-culture have 
been using Globe's nine cultural dimensions, which gives the model a certain credibility. The 
nine dimensions are: 
 
Table 5: List of GLOBE’s Nine Cultural Dimensions (Grove, n.d.1, p. 2) 

Uncertainty Avoidance Future Orientation  Power Distance 

Institutional Collectivism Humane Orientation Performance Orientation 

In-Group Collectivism Gender Egalitarianism Assertiveness 

 
 
The GLOBE survey was used to get the quantitative data for which the questions are 
categorised in the nine cultural dimensions on a scale from 1 to 7. For example, one question 
could be whether the people in the organisation are generally tough (1) or tender (7), (4) is 
neither tough nor tender. Furthermore, the nine dimensions are distinguished in: “practices 
[within the organisation or society] or “as is” [score] and values [that should be within the 
organisation or society] or “should be” [score]” (Grove, n.d.2, p. 2).  
 
 
GLOBE’s Nine Cultural Dimensions 
The following table presents the GLOBE’s cultural dimensions and its brief description. 
 
Table 6: Descriptions of GLOBE’s Nine Cultural Dimensions (House et al. 2014, pp. 12-13) 

Dimensions Descriptions 

Uncertainty Avoidance  The dimension of Uncertainty Avoidance shows “the extent 
to which a society, organization, or group relies (and should 
rely) on social norms, rules, and procedures” (House et al. 
2014, p. 13) 

Future Orientation  The dimension of Future Orientation depicts “the extent to 
which individuals engage (and should engage) in future-
oriented behaviors” (House et al. 2014, p. 12).  

Power Distance  The dimension of Power Distance depicts to which extent 
“members of a collective expect (and should expect) power 
to be distributed equally” (House et al. 2014, p. 12).  

Institutional Collectivism  The dimension of Institutional Collectivism shows the extent 
“to which organizational and societal institutional practices 
encourage and reward (and should encourage and reward) 
collective distribution of resources and collective action” 
(House et al. 2014, p. 12).  
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Humane Orientation The dimension of Institutional Collectivism shows the extent 
“to which organizational and societal institutional practices 
encourage and reward (and should encourage and reward) 
collective distribution of resources and collective action” 
(House et al. 2014, p. 12).  

Performance Orientation The dimension of Performance Orientation shows to which 
extent a “collective encourages and rewards (and should 
encourage and reward) group members for performance 
improvement” (House et al., 2014, p. 12) 

In-Group Collectivism  The dimension of In-Group Collectivism depicts the extent 
“individuals express (and should express) pride, loyalty, and 
cohesiveness in their organizations or families” (House et al. 
2014, p. 12) 

Gender Egalitarianism  The dimension of Gender Egalitarianism depicts “to which a 
collective minimizes (and should minimize) gender 
inequality” (House et al. 2014, p. 12). 
 

Assertiveness The dimension of Assertiveness depicts the extent “to which 
individuals are (and should be) assertive [...] in their 
relationship with others” (House et al. 2014, p. 12).  

 
 
Critical Analysis of Globe’s Nine Cultural Dimensions 
As described earlier, GLOBE’s societal or organisation measurements consist of nine 
dimensions in two sets, As-Is, the practice in the organisation or society and, Should-Be, the 
values it should be in the organisation or society. GLOBE has criticised that “Hofstede failed 
to measure properly what he thought he was measuring and that GLOBE has provided the 
necessary corrective” (Minkov & Blagoev, 2012, p. 27). Although GLOBE might be the best 
available cross-cultural tool out there, it also triggered criticisms from scholars around the 
world. 
 
The GLOBE practices scores are the perceptions of their surroundings or fellow citizens of 
the respondents, thus, the resulting generalisations of the respondent's answers do not really 
correlate with self-descriptions (McCrae et al., 2007). Consequently, the authors claimed that 
the generalisation result is rather a national character stereotype that does not contain even a 
kernel of truth (McCrae et al., 2007). Similarly, for the Should-Be dimension set, the 
respondents were asked what should be important in the society. This is very controversial 
because “the values that people hold personally and those that they wish to see in other 
people” are tremendously different (Minkov & Blagoev, 2012, p. 35). 
 
A reason for a limitation in the GLOBE Study are the questionnaire. According to Maseland 
and van Hoorn (2009), the measurement of practices (As-Is) and values (Should-Be) correlate 
negatively. The designed questions in the GLOBE Study are “measuring marginal 
preferences rather than underlying values” (Maseland & van Hoorn, 2009, p. 530). This way 
the same society and culture may answer differently when the questions are being formulated 
differently. Therefore, the questions should be designed in a way that encourages the survey 
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participants to focus on “their general inclinations [and] […] desired states rather than desired 
changes” (Maseland & van Hoorn, 2009, p. 530). 
 
 
GLOBE Versus Other Models 
The following table provides a summary of each of the model reviewed earlier with 
references to Sult (2013)’s summary of models. 
 
Table 7: Summary of the Criticisms on the Models of Lewis, Trompenaars, Hofstede and 
GLOBE (Sult, 2013) 
 
MODEL CONTEXT BUSINESS 

APPLICABILITY 
CRITICISM 

Lewis Model Business High High level and restrictive in 
understanding of the full 
spectrum of the cross-cultural 
factors (Sult, 2013) 

Trompenaars 
Seven 
Dimensions 

Business High The theory was not supported by 
Hofstede’s database. Only two 
dimensions of Trompenaars are 
related with ‘Individualism’ from 
Hofstede’s model. (Hofstede, 
1996) 

Hofstede’s 
Cultural 
Dimensions 

Anthropological Medium Too old to implement in this fast-
changing world. Generalisability 
is questionable since it is 
homogeneous organisation 
research (Shaiq et al., 2011, p. 
103) 

GLOBE’s 
Nine Cultural 
Dimensions  

Anthropological Medium Generalisations of the 
respondents’ perceptions do not 
really correlate with self-
descriptions by the society 
(Minkov & Blagoev, 2012) 

 
Although GLOBE is the largest study of its kinds in social sciences, it does not disprove or 
replace Hofstede’s model. Before the GLOBE Study emerged for the first time in 2004, a 
great number of researchers were limited to using Hofstede’s model due to its reputation 
(Warner-Søderholm, 2012). Now, researchers are using GLOBE since the dataset is more up-
to-date and equipped with more comprehensive measurements than Hofstede’s cultural 
dimension (Warner-Søderholm, 2012). While comparing GLOBE with other models, it 
undoubtedly provides not only comprehensive cultural dimensions and data about the 
countries but also the tool that they used to collect data, which was developed through an 
internationally collaborative cross-cultural research (Warner-Søderholm, 2012). Therefore, 
with the transparent and freely available research tool from GLOBE along with its 
comprehensiveness and up-to-date dataset, the GLOBE Study shows more credibility in 
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comparison to other models. The credibility, comprehensiveness and availability are the 
advantages that GLOBE offers and it has motivated us to select GLOBE as the research tool.  
 
 
Chapter Summary 
Culture is defined differently by many scholars. Edwards T. Hall, for instance, has defined 
the term with his iceberg model and other definitions were given by Hofstede and 
Trompenaars. Each nation or organisation has its own culture and the differences between the 
cultures can invoke the communication challenges. Within the context of organisation for a 
Swedish manager, the communication challenges can be occurred inside the unit and outside 
the unit. The focus of this study is on the manager’s communication inside the unit, which is 
represented by Mintzberg’s (2009) as Monitor and Disseminator in the category of 
informational roles. In the interest of studying the cross-cultural communication inside the 
unit between the Swedish managers and local employees, the cross-cultural communication 
models were reviewed. Several cross-cultural communication models research exist; each 
model has its own advantages such as business applicability or comprehensiveness and 
disadvantages like complexity or limited generalisability due to homogeneous research 
domain (e.g. Hofstede’s dimensions are results of one company analysis). Therefore, the 
critical analysis of the models was carried out to be aware of the disadvantages of using the 
GLOBE model and use the GLOBE’s tool in an appropriate way. 
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3. METHODOLOGY 
This chapter presents the research philosophy, research design, research strategy, data 
collection and data analysis methods that are used to fulfil the research purpose and answer 
the research questions.  Saundars, Lewis and Thornhill (2007) presented a research onion that 
describes the layers or the sequence of the research processes that should be considered. 
Therefore, this chapter presents each layer of the onion in order, starting from the outer layer 
towards the inner layer. The following is the research onion for this study based on the work 
of Saundars, Lewis and Thorhill (2007). 

 
Figure 6: Research Onion (Saunders, Lewis & Thornill, 2007, p. 132) 

3.1. Research Philosophy 
The term research philosophy relates to “the development of knowledge [in a particular field] 
and the nature of that knowledge” (Saunders, Lewis & Thornhill, 2007, p. 101). All 
researchers make their own philosophical assumptions that are hidden beneath the research 
(Saunders, Lewis & Thornhill, 2007). Therefore, understanding the research philosophy for 
us is important and useful since it enables us to clarify our research designs, select the most 
suitable research approach and ultimately create the designs that are outside of our experience 
(Easterby-Smith, Thorpe & Jackson, 2015).  
 
The study takes the relativist ontological viewpoint since the truths are subjective to the 
observer’s perspectives and interpretations. Hence, there is no single reality (Easterby-Smith, 
Thorpe & Jackson, 2015). For example, the perception of the cultural dimensions of the host 
nations is highly subjective to the Swedish manager’s interpretation, which is based on their 
experience, environments, personality and other contextual factors. This relativist ontological 
viewpoint is often associated with the social constructionism in which the view of the reality 
is not objective, but rather it is socially constructed and given the meaning by the observers 
(Saunders, Lewis & Thornhill, 2007; Easterby-Smith, Thorpe & Jackson, 2015).  
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To identify multiple different realities, the research needs to gather multiple perspectives and 
experiences from diverse individuals through a mixture of quantitative and qualitative 
methods. Thus, this research study takes the constructionist epistemological standpoint since 
we believe that there are multiple realities (Easterby-Smith, Thorpe & Jackson, 2015). 
Consequently, it is necessary for us to understand the differences among the social actors and 
also to explore the motivations of the actions of the social actors in the complex environment 
in order to understand their perceptions (Saunders, Lewis & Thornhill, 2007). This means 
that our study also takes the interpretivist epistemological standpoint (Saunders, Lewis & 
Thornhill, 2007). Furthermore, for this research study, we need to be reminded to adopt the 
empathetic stance to understand the world from the research subject’s perspectives (Saunders, 
Lewis & Thornhill, 2007). That will give us the rich descriptions of the reason behind the 
experience to enable a deep analysis of the research focus.  

3.2. Research Approach 
Based on the research purpose, the research aims to reveal new facts and develop the 
explanation of the facts through existing theory and observations. Therefore, this research 
uses both deductive and inductive approaches. The research explores both of ‘what’ are the 
communication challenges and ‘why’ are the challenges occurring. The use of deductive 
approach in this research is to derive the metrics of the cultural perceptions of the Swedish 
managers by using the existing framework of the GLOBE Project. Consequently, the 
inductive approach is used in this research to discover the communication challenges based 
on the informants’ experiences and the cultural dimension metrics derived from the deductive 
approach and also to discover the relationships between the challenges and the cultural 
dimension metrics. 
 
The context of the culture and perceptions of the culture by individuals that would cause the 
communications challenges are different and complex due to the possibility of multiple 
realities as described earlier. Therefore, if the research is constrained within a strict boundary 
of the researcher’s knowledge, it will stifle the discovery of the new relationships between 
the cultural perceptions and the communication challenges (Saunders, Lewis & Thornhill, 
2007). Hence, it requires flexible structure and focuses on individuals behaviours to allow the 
discovery of new patterns (Saunders, Lewis & Thornhill, 2007). But we need to keep in mind 
that there are also possibilities in which no useful data patterns or theory that can be emerged 
(Saunders, Lewis & Thornhill, 2007).  

3.3. Research Design 
After establishing the research approach, the research design is required to organise the 
research activities to achieve the research aims (Easterby-Smith, Thorpe & Jackson, 2015). 
As discussed in the research approach, this research uses both deductive and inductive 
approach. Hence, by reflecting the research approach, the research is designed to use the 
mixed research design, which consists of explanatory and exploratory studies. The 
exploratory study is used in this research to reveal new patterns or facts from the data, while 
the explanatory study establishes relationships between variables (Saunders, Lewis & 
Thornhill, 2007). In this way, the research can explore the relationships between the 
communication challenges and the cultural dimensions. According to the research onion, the 
research design encompasses strategies, choices and time horizons which are presented under 
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this section. The following figure (Figure 7) represents the mixed research design for this 
research project. 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

Figure 7: Mixed Research Design for the Research 

3.3.1. Research Strategy and Research Choice 
The research strategy presents the research techniques that is used to conduct the study 
(Saunders, Lewis & Thornhill, 2007). The research choice presents the way the research 
techniques are used in gathering or analysing the data (Saunders, Lewis & Thornhill, 2007). 
The mixed research design induces the need for mixed model research as a research choice. 
The mixed model research combines quantitative and qualitative data and analyses them 
together which increases the validity and generalisability of the result (Easterby-Smith, 
Thorpe & Jackson, 2015). 
 
In the quantitative study, the GLOBE’s instrument was used. The instrument is in the 
questionnaire survey form. Then, based on the metrics from GLOBE’s instrument, the 
qualitative study is conducted to explore the communication challenges. By following the 
grounded theory traditions, the results from both inductive and deductive studies are analysed 
together to reveal new theory and relationships through a combination of inductive and 
deductive analysis of the gathered data (Saunders, Lewis & Thornhill, 2007).  

3.3.2. Time Horizon 
The last component of the research design to decide in the research onion is the time horizon, 
which represents the timeframe of the research (Saunders, Lewis & Thornhill, 2007). The 
research interviews were snapshots of the events because the research aims to capture and 
study the phenomena at a specific time from the different organisations or units in the 
different contexts. Therefore, the research takes the cross-sectional time horizon, since it does 
not necessitate the evolutionary study to observe the changes over time. 

3.3. Data Collection Methods       
The theoretical data collection was carried out by analysing the relevant and high-quality 
online materials and physical materials. With the help of online search engines, such as 
Google Scholar, Google Books and LUBsearch (Lund Libraries’ shared search engine), it has 
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helped us to find valuable works of literature that are not physically accessible. Since online 
information can be overloaded, the authenticity and reliability of the source were ensured 
before referencing. It was ensured to use the right keywords in the online research, to keep 
the results highly relevant. Furthermore, other criteria like Journal Rankings were taken into 
account to ensure that the sources are of high quality. Getting data from the academic 
literatures and reviewing them was the first step to developing a theoretical knowledge 
framework. 
 
After the theoretical framework has been built, the data collection process began. The 
foundation of the frame is based on the GLOBE’s cultural dimensions and two of 
Mintzberg’s informational roles, namely monitor and disseminator. In brief, the data 
collection process consists of two parts: 1) using the GLOBE’s instrument and 2) qualitative 
interviews. The GLOBE’s instrument, which is in the form of the questionnaire, was used to 
collect data to derive the cultural dimensions scores of the two host nations, Myanmar and 
Vietnam. Then, the qualitative interview was followed to obtain more insights from the 
managers on these scores. The application of the GLOBE tool was necessary because the 
cultural dimension data for the host nations (Myanmar and Vietnam) was not available yet in 
the GLOBE Project. We have contacted GLOBE and we were offered guidance and help 
from their official research assistant to verify our application of the model. Next, it presents 
the sampling technique for our data collection process. 
 
Sampling 
For this research, we intend to collect data by conducting interviews and surveys with 
Swedish Managers who have worked and are currently working in Myanmar and Vietnam. 
Therefore, we carefully selected the Swedish Managers with at least of six months local 
experience of managing local employees and also from diverse industries. This type of 
method of choosing participants is known as purposive sampling method (Saunders, Lewis & 
Thornhill, 2007).  
 
Searching the Chamber of Commerce websites for both countries was the first step. The list 
of Swedish managers in Vietnam was found on the Swedenabroad website (Sweden Abroad, 
2015). Furthermore, we used the snowball sampling method, which exploits the network of 
the participants to attract more managers for us to interview. In addition, social channels such 
as LinkedIn or Facebook groups were good sources to connect with the Swedish Managers. A 
total of eleven managers were interviewed by using both sampling methods; six from 
Vietnam and five from Myanmar. All managers were informed that they can request their 
information to be anonymised before publishing this research. Moreover, we obtained their 
consent before the recording of the interview and the agreement to describe their information. 
The following table presents the detail information of the interviewees: 
 
Table 8: Overview of Research Participants 
Date and 
Time Name Position 

Host 
country Industry 

04/04/17,  
11.10 CET Erik Jonsson CEO Vietnam E-commerce 
12/04/17,  
13.00 CET Johan Schedin Jigland 

Operations 
Manager Vietnam IT 

18/04/2017,  
08.00 CET Anders Lundholm 

Country 
Manager Vietnam Education 
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18/04/2017,  
09.00 CET Jan Eriksson 

Head of 
Sourcing Vietnam Home Improvement 

20/04/2017,  
14:30 CET Claes Johansson 

MD for 
Southeast Asia Vietnam Dairy - Milk Industry 

21/04/2017,  
08.00 CET Janne Sjonemark Team Manager Vietnam Sales & Marketing 
10/04/17,  
12.00 CET Pontus Berg Team Manager Myanmar Telecom 
21/04/17,  
15.00 CET Jesper Fridolf 

Operations 
Manager Myanmar NGO 

26/04/17,  
16.00 CET Johan Hallenborg Head of Office Myanmar Consulate 
07/05/2017,  
14.00 CET Niklas Lind 

Head of 
Department Myanmar Telecom 

08/05/2017,  
15.30 CET Hanna Helsingen 

Programme 
Manager Myanmar NGO 

 

3.3.2. Quantitative Data Collection 
The foundation for the qualitative data collection is built upon the quantitative data 
collection. For the quantitative data collection, we have used the GLOBE questionnaire. 
Based on the results obtained from this survey, more in-depth questions could be asked the 
managers in the next process of data collection. 

3.3.3. Qualitative Data Collection 
Interview Process 
To evaluate the interviews and surveys, we developed an interview and survey guideline for 
the managers. The guidelines were sent out via emails before the actual interviews. By doing 
so, we assured that the managers will have the same level of understanding of the 
terminology and variables as we do.  
 
After the managers have completed the GLOBE questionnaire, semi-structured interviews 
with open-ended questions were asked in this research to get more personal insights of the 
managers working life and their challenges in Myanmar and Vietnam. Those questions were 
formulated based on the understanding and gained knowledge from academic literature and 
also from their insights from the GLOBE score. By collecting qualitative data through 
interviews, we gained insights of different ''views, perceptions and opinions'' (Easterby-
Smith, Thorpe, Jackson, 2012, p.128) of the interviewees. Moreover, we have used the 
technique of laddering by asking ‘why’ questions, whenever needed. This helped us to better 
understand the manager's view on an explicit matter. 
 
Both the surveys and the interviews were either web-based interviews due to the geographical 
limitations. Those methods were the best possible options for us as we could collect the data 
without being present in Myanmar and Vietnam. We are also aware of the obstacles from 
conducting interviews via email because the email interview can sometimes be ambiguous, 
and therefore it can lead to the misinterpretation of data. Moreover, without interaction, the 
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collected data is one-dimensional, only text-based, and it constrains the researcher to get 
more in-depth information, social cues and gestures which can be useful for better 
interpretation. We attempted to conduct the interviews as much interactively as possible, but 
email interview was used when it was inevitable (Meho, 2006). 

3.4. Data Analysis Methods 
Since the mixed-method approach is used in data collection, it consists of two data analytical 
processes - quantitative and qualitative analysis. The results of the quantitative analysis were 
used to form the frames for the qualitative data collection. The qualitative data was analysed 
to derive the summaries which are discussed in relation to the quantitative results in the 
discussion section. The quantitative results from both countries are compared to find the 
similarities and differences in cultural dimensions scores. Moreover, the qualitative findings 
from both countries are also compared to identify the similarities and differences. 

3.4.1. Quantitative Data Analysis 
As the GLOBE’s instrument is used in the quantitative study, the quantitative results are 
calculated by strictly following the syntax provided by GLOBE. The instrument is a self-
completion questionnaire with 1-7 scales for all questions. The instrument consists of two set 
of questions, the first set consists of 34 questions that address the actual cultural practices 
(As-Is) and the second set consists of 41 questions that address the expected cultural practices 
(Should-Be). The responses for the questions are calculated to derive nine cultural 
dimensions as perceived by the Swedish managers.  
 
The responses from the research participants were also put in a digital format that is in excel 
matrix form. Therefore, the layout of the calculation sheet is replicated in the same format as 
the responses. Afterwards, the syntax for each question from the instrument was coded 
respectively on the calculation sheet. Once the accuracy of the syntax for each question was 
examined thoroughly, these responses were transferred into the calculation sheet to generate 
the metrics for each of the response from research participants. Since there are two sets of 
questions for each participant, it results in two sets of metrics (As-Is and Should-Be), for each 
set of metrics. The discrepancies between the two sets of metrics are used to frame the 
qualitative questions in a later stage.  
 
The data visualisation is important since it displays informatively and eases the analysis and 
interpretation process (Easterby-Smith, Thorpe & Jackson, 2015). In order to have a clearer 
understanding of the numerical data, two sets of metrics are visualised in bar charts. The 
following figure is the sample bar chart with two sets of metrics, each composed of nine 
cultural dimensions: 
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Figure 8: Sample Bar Chart 

3.4.2. Qualitative Data Analysis 
Qualitative analysis is a process, which develops the theory from the collected data 
(Saunders, Lewis & Thornhill, 2007). It is challenging for the researchers to generate a theory 
to tell a convincing story from a highly complex and context-bound information (Easterby-
Smith, Thorpe & Jackson, 2015). There are many qualitative research strategies to deal with 
collected data. However, by reflecting the research strategy, the research analysis bases on 
the traditions of grounded analysis in which the analysis aims to discover new patterns from 
the data itself instead of imposing the external structure on the data. 
 
As the first step of the analysis process, we needed to familiarise with the collected data 
(Easterby-Smith, Thorpe & Jackson, 2015). Therefore, the collected data is organised in a 
standardised format and layout to facilitate the data analysis process. The video or audio 
formats were transcribed into written text for an easier information manipulation. These 
transcripts were validated with the informants to ensure the validity of the content. The 
amount of data is massive to make sense of. Hence, we are reminded to be reflective and 
bring existing knowledge during the process of analysis as suggested by scholars (Easterby-
Smith, Thrope & Jackson, 2012). 
 
The next step of the analysis process was to condense the rich amount of data through data 
reduction and interpretation process, in order to improve the manageability and understanding 
of the data. In the process of data reduction, the materials from interviews were coded 
individually by following the open coding method in which the name, a short word or phrase, 
is given to a material as a summary for the chunk of data (Easterby-Smith, Thorpe & Jackson, 
2015).  
 
The codes were reviewed and the relevant codes were grouped to derive themes throughout 
the analysis process. Then, whenever the fragments of data from the interview were relevant 
to the existing code, it was grouped under the respective codes and categories. Due to the 
iterative and evolving nature of the coding process, the codes were frequently revised to 
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derive more focused codes or emerge new codes from analysis of new data from the study 
(Easterby-Smith, Thorpe & Jackson, 2015). This type of analysis process that we have used is 
also known as the constant comparative method which allows the new data to be compared 
and integrated to refine the existing concept (Kolb, 2012). At the end of the qualitative 
analysis process, in the total of 21 codes were identified and grouped into four themes as 
presented in Appendix D - List of Themes and Codes. 

3.5. Data Quality 

3.5.1. Quantitative Data Quality 
Even if the research uses a ready-made tool, a preliminary small-scale study was carried out 
before the actual survey was sent out in order to avoid misunderstandings of the questions. 
Moreover, the research participants were asked to read the interview guidelines before 
answering the questionnaire to assist them in understanding the questions better. All 
questions are in Likert scale and the questions are a result of the collaboration effort of 200 
researchers from the GLOBE Project (GLOBE, 2016a). Therefore, it is important to ensure 
that we implement the tool correctly. Since the syntax for the calculation was coded as an e-
survey from the manual provided by GLOBE, the calculation syntax for each metric was 
checked thoroughly by running several unit tests to ensure the data integrity.  
 

3.5.2. Qualitative Data Quality 
To ensure the authenticity for this study, we considered the four criteria of a trustworthy 
study: credibility (internal validity), transferability (external validity/generalisability), 
dependability (reliability), and confirmability (objectivity) (Shenton, 2003). This research 
adopted the most recent and widely accepted theory in the cross-cultural field, GLOBE, with 
the intention to increase the research’s credibility. Before adopting the GLOBE model, we 
have carefully and critically analysed the other alternatives and also the GLOBE model itself 
to be aware of its limitation. Moreover, the results from the tool were validated with the 
mixed method and the research participants to increase the accuracy of the interpretation of 
the data, which in turn increase the research credibility.  
 
However, the research sample size was relatively small and therefore, transferability or 
generalisability of this research is limited. Therefore, the context and environment for the 
research needed to be described as clear as possible for the research findings to be applicable 
to the respective situation. In addition, the processes for the research from methodology to 
findings are documented as clear as possible to ensure that dependability (reliability). Thus, if 
the work from this research was repeated, in the same context, with the same methods, and 
with the same participants, similar results would be obtained (Shenton, 2003). 
 
Regarding the confirmability, we are aware that this type of cross-cultural study can have 
biases on the interpretation of the data based on the previous cultural knowledge or 
experience. Due to that, the mixed method approach was used to ensure that the meaning of 
the collected data is understood from the informant perspective. In addition, we have 
recognised that there are limitations in the study methods and their potential limitations. With 
these overall considerations of four criteria for the trustworthy study, we aim to obtain the 
high data quality in the qualitative study. 
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Chapter Summary 
This chapter presented the methodological aspect of the research based on the research onion 
by Saunders, Lewis and Thornill (2007). Firstly, it discussed the research philosophy in 
which the research is based on a relativist ontological viewpoint, constructionist 
epistemological stance and interpretivist epistemological standpoint. Secondly, it presented 
the research design, a deductive-inductive mixed model in which it uses both quantitative 
study and qualitative study, which captures the snapshot of the event instead of evolution of 
the event. As part of the studies, the data collection method is based on snowball sampling. 
Thirdly, the interview process was discussed. As part of the analysis process, an excel sheet 
was used to derive codes and themes from the collected data. Moreover, the research also 
considered the criteria for trustworthy study to ensure high data quality.  
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4. FINDINGS AND ANALYSIS 
This chapter presents the quantitative and qualitative findings. The quantitative findings are 
the results gained from the GLOBE’s instrument, while the qualitative findings are the results 
gained from the semi-structured interviews. In both findings, we have discovered similar 
findings as well as country-specific findings in the host nations. 

4.1. Quantitative Findings 
This section presents the quantitative findings, which are the results of the GLOBE’s 
instrument. The findings consist of two groups, Myanmar and Vietnam. They provide the 
insights of how managers perceive the national culture of the host nations. In this process, we 
have compared the findings from the two nations to find the similarities and differences in the 
cultural perceptions. Based on these quantitative findings, qualitative questions were framed 
to explore the manager's communication challenges. These quantitative results were validated 
again with interviewees in the qualitative study to get a better understanding of their 
perceptions. As described earlier, there are two sets of questions (As-Is and Should-Be) that 
each manager answered. Each set of question produces statistics for the nine cultural 
dimensions: Uncertainty Avoidance, Future Orientation. Power Distance, Institutional-
Collectivism, Humane Orientation, Performance Orientation, In Group-Collectivism, Gender 
Egalitarianism and Assertiveness. 
 

4.1.1. Quantitative Findings in Myanmar 
For the quantitative data collection, we have received in total of five responses from the 
Swedish managers in Myanmar. All managers are living or have lived recently in Myanmar 
for more than six months. All managers are of Swedish descent with different professional 
backgrounds ranging from NGOs, Consulate, and Telecommunication. All the responses 
were consolidated; the following diagram (Figure 9) presents the average scores for cultural 
dimensions of Myanmar as perceived by the Swedish managers. 
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Figure 9: Myanmar Cultural Dimensions from Swedish Managers’ Perspectives 
 
 
Table 9: Myanmar Cultural Dimensions Scores and Differences 

Cultural Dimensions As Is Should Be Differences 
(As Is - Should Be) 

Uncertainty Avoidance 3.27 3.6 0.33 

Future Orientation 4.2 5.4 1.2 

Power Distance 3.3 2.87 -0.43 

Institutional Collectivism 4.07 4.4 0.33 

Humane Orientation 5.8 5.95 0.15 

Performance Orientation 5 6.7 1.7 

In Group Collectivism 5.12 6.03 0.91 

Gender Egalitarianism 4.53 5.85 1.32 

Assertiveness 3.4 3.75 0.35 
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Uncertainty Avoidance 
Regarding the workplace environment, most of the managers agreed that the organisations in 
Myanmar needed to be more structured and give the instructions explicitly to their employees 
in order to avoid uncertainties. However, except for one manager, Pontus Berg, who wanted a 
less controlled environment, because he perceived his company structure as too rigid 
(interview, April 10, 2017). One important finding here is that his company was a 
multinational company, where many executives were British. Therefore, there are certain 
cases where Uncertainty Avoidance was expected lower. Yet still, in most cases, the 
managers expected more Uncertainty Avoidance to ensure the clear roles in the Burmese 
organisations. 
 
Future Orientation 
When we look at the dimension of Future Orientation all managers provided that the 
organisations in Myanmar should invest more in the company’s future. The As-Is scores of 
the dimension depend on the resources that the company is spending on, for example, training 
programmes and investing in the future. But certainly, there is the gap between the practice 
and expectation in every manager’s response, which indicates that the managers expect their 
employees to be more consequentialist, and more time for training shall be made.  
 
Power Distance 
As depicted in the Power Distance scales, the difference between the two sets is 0.3 points, 
which was quite insignificant compared to the other dimensions. When we look at the 
individual scales, the majority of the managers presented that the Power Distance should be 
low except for one manager who thinks it should be significantly higher than the current state 
with the organisation. This is an interesting finding because generally, the Swedish 
management style prefers flat management with empowering and coaching instead of 
endorsing the authority. But, the organisations in Myanmar are generally hierarchical. The 
need of more Power Distance indicates that the organisation needs a more controlled 
environment for it to be effective or simply it could be the personality of the manager who 
favours high Power Distance. 
 
Institutional Collectivism and Humane Orientation  
These two dimensions have an insignificant difference between two sets when the scores 
were averaged out. Also, when we examine at the individual scores, the difference between 
the As-Is and Should-Be scores for Institutional Collectivism and Humane Orientation 
dimensions had a negligible gap in all managers answers although the ranges for both sets for 
each dimension are different. Therefore, the insignificant gap in Institutional Collectivism 
dimension displays that the managers are generally satisfied with the current level of 
collective resource distribution and collective action within the organisations in Myanmar. 
This can relate to the Burmese culture of being collective in general. Similarly, for the 
Humane Orientation dimension, which managers regarded that the organisations in Myanmar 
are generous, kind and caring to each other and they expected it to be a little higher than now. 
 
Performance Orientation and Gender Egalitarianism 
All managers responded that both Performance Orientation and Gender Egalitarianism should 
be higher than the current state. It is a natural part of the corporate process where the 
organisations encourage their employees to improve their performance. However, in this case 
this Performance Orientation dimension has the biggest gap between the reality and 
expectation of the managers among all the dimensions. For the dimension of Gender 
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Egalitarianism, the managers’ answers display that the workforce in Myanmar should 
minimise gender inequality and invite more women, especially in the decision making 
positions. 
 
In-Group Collectivism 
All participated managers deemed that organisations in Myanmar have a fairly good in-group 
collectivism which indicates that there is there is a certain level of trust and pride between 
employees and managers. The current score for the practice of In-Group Collectivism of 
Myanmar (4.9) is lower than that of other Southern Asian Countries (5.87) (GLOBE, 2016c). 
Most managers believe that the challenges can be reduced with a high level of trust between 
managers and employees and therefore they preferred this dimension to be higher than the 
current state. 
 
Assertiveness 
This dimension has almost become equal because half of the participated managers agreed 
that the assertiveness should be low within the organisation whereas the other half prefer it to 
be high. This dimension indicates how individuals prefer to communicate within the 
organisation, either in a tender or an aggressive way. Although all managers agreed that their 
employees are non-dominant and tender but it differs in the level of how assertive are they. It 
is observed that it depends on the corporate environment, personality and the education level 
of the employees. 

4.1.2. Quantitative Findings in Vietnam        
For the quantitative data collection, we have received in total answers from six Swedish 
managers for Vietnam. Five of those managers are currently living and working in Vietnam. 
Only one of the six managers is not living and working in Vietnam anymore. However, he 
has been working in Vietnam for three years as a Country Manager and due to that could 
provide valuable inputs and experiences as well. The managers do all have a Swedish 
background, but work or have worked in different industries such as E-Commerce, IT, 
Education, Home Improvement, Dairy Industry and Sales and Marketing. 
 
Figure 10 shows the average result of all six managers of the GLOBE survey, that we have 
used for our research.  
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Figure 10: Vietnam Cultural Dimensions from Swedish Managers’ Perspectives 

 
 
Table 10: Vietnam Cultural Dimensions Scores and Differences  

Dimensions As Is Should Be Differences  
(As Is - Should Be) 

Uncertainty Avoidance 2.61 3.29 0.68 

Future Orientation 4.83 5.5 0.67 

Power Distance 3.67 2.28 -1.39 

Institutional Collectivism 4.83 5.39 0.56 

Humane Orientation 5.38 5.58 0.2 

Performance Orientation 5.42 6.54 1.12 

In-Group Collectivism 5.47 5.72 0.25 

Gender Egalitarianism 3.94 5.08 1.14 

Assertiveness 3.33 4.04 0.71 
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Uncertainty Avoidance          
Based on the result of the survey, the Should-Be state of this dimension is slightly higher than 
the As-Is state with a gap of 0.68. With our qualitative data collection and analysis, we will 
elaborate further in the next chapter. We discovered that the Vietnamese employees did not 
enjoy being in a state of uncertainty. Therefore, tasks and roles needed to be allocated in a 
clearer way. House et al. (2014) explain it in the following way: “The greater the desire to 
avoid uncertainty, the more people seek orderliness, consistency, structure […] in their daily 
lives” (House et al. 2014, p. 13). 
 
Future Orientation  
The Future Orientation shows that according to the Swedish managers the Vietnamese 
workforce could work more future-oriented, in order to gain a “long-term success” (Grove, 
n.d.2, p. 10).  
 
Power Distance  
When we look at the dimension of Power Distance, one can clearly see that the difference 
between the As-Is and Should-Be state has the highest score difference. This can be 
explained by the fact that the Swedish organisational structure and the way of managing and 
leading are very flat in comparison to the Vietnamese one. The Swedish managers who work 
in Vietnam, therefore, wanted to have an organisational structure that is even flatter.  
 
Institutional Collectivism  
The results for the dimension of Institutional Collectivism are high in Vietnam, similar to 
Sweden (GLOBE, 2016b). Thus, this result means that members in an organisation are in 
general independent and that “the society’s economic system tends to maximise the interests 
of collectives” (Grove, n.d.2, p. 9).       
 
Humane Orientation  
The score difference of Humane Orientation dimension is the lowest with 0.2. The practice 
score for Vietnam was at 5.38, while the value score was at 5.58, which points out that “the 
interest of others are important” (Grove, n.d.2, p. 8). Further, it indicates that the Swedish 
managers, as well as the employees in the organisations in Vietnam, feel a responsibility for 
the well-being of each other (Grove, n.d.2). 
 
Performance Orientation  
The dimension of Performance Orientation was ranked at the third place in the score 
differences between the As-Is and Should-Be practices with a gap of 1.12. Societies with a 
high Performance Orientation value development, improvement and materialism (Grove, 
n.d.2). Thus, the Swedish managers prefer an environment that encourages and fosters 
development, where everyone has the opportunity for great performance.  
 
In-Group Collectivism  
Similar to the dimension of Humane Orientation with a difference of 0.2, the dimension of 
In-Group Collectivism was at 0.25, which is very low. The results show that the Swedish 
manager's perceptions on this dimension are also very much in line with the situation in 
Vietnam, where people feel a great “relatedness with groups” (Grove, n.d.2).  
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Gender Egalitarianism  
The dimension of Gender Egalitarianism shows the second highest difference between the 
As-Is and Should-Be state in Vietnam. It shows that according to the survey participants more 
women should be working in the organisation. Depending on which industry the Swedish 
manager works in, some industries in general not only in Vietnam have a lack of women in 
the workforce, for example in the IT or the Dairy Industry. However, according to the survey 
results, it can be said that the majority of Swedish managers wanted to employ more women 
at the workplace. This insight is in line with the qualitative data collection which will be 
elaborated further on, in the next chapter. 
 
Assertiveness 
The results in the dimension of Assertiveness show that Vietnamese employees could be a bit 
more assertive in their way of communication. This indicates that they rather avoid 
confrontations “in their relationship with others” (House et al. 2014, p. 12), which can be 
linked to the fear of losing face (Pham, 2014).  

4.1.3. Similarities and Differences between the Host Nations 

 
Figure 11: Myanmar and Vietnam Cultural Dimensions from Swedish Managers’ 

Perspectives 
 
Although both countries are situated in Southeast Asia, the countries would be categorised 
differently by GLOBE for their culture clusters; Myanmar in Southern Asia and Vietnam in 
Confucian Asian. But these countries share some similar cultural characteristics. Overall 
from the visual comparison of cultural dimensions scores between Myanmar and Vietnam, 
the pattern of the practice and expectation in each dimension are similar yet the ranges for 
each dimension are different.  
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When we examine the individual dimension, the comparison indicates that Future 
Orientation, Humane Orientation, Performance Orientation and Assertiveness have relatively 
similar statistics between the two countries. For Gender Egalitarianism, although the current 
practices are different in both countries, coincidentally, managers in both countries expect 
about the similar level of the dimension. This is an indication of the manager's perception that 
more women should be in upper management positions. Regarding the Power Distance 
dimension, the current practice is similar between two countries, however, the expectations 
for the dimension is different. In Vietnam, the managers perceive that it should be much 
lower than now. The big difference between the two dataset lies at the dimension of 
Institutional Collectivism. It indicates that Myanmar is more individualistic than Vietnam.  
 
After the quantitative data collection, it needed to explore the motivation behind the answers 
for these cultural dimensions. Therefore, the qualitative study was carried out in order to 
discover the challenges and the relevance towards the cultural dimensions. The next section 
presents the qualitative findings for both nations. 
 

4.2. Qualitative Findings        
After the quantitative data collection, we proceeded with the qualitative data collection that 
was done via face-to-face video call interviews, phone calls and e-mail. From the personal 
communication with the Swedish managers in Myanmar and Vietnam, we gained in-depth 
knowledge and insights about communication challenges and possible causes for that. By 
comparing the data from Myanmar and Vietnam we could see that there are similarities 
regarding the challenges, but also differences. From the data, we have developed codes to 
identify the different challenges. At first, 21 codes were identified from the qualitative 
content analysis as presented in Appendix D - List of Themes and Codes. These 21 codes 
were further categorised according to their logical relevance into four themes for the 
qualitative findings, namely: 1) Manager’s Cultural Competence and Preparation, 2) 
Language and Communication Problems, 3) Organisational and Cultural Factors, and 4) 
Work Attitude. Firstly, this chapter presents the similarities of the findings in both nations. 
Secondly, it proceeds to present the specific findings in each nation under each theme. 

4.2.1. Findings for Both Nations 
This section presents the similarities of the qualitative findings between Myanmar and 
Vietnam under the four themes.  
 
Theme 1: Manager’s Cultural Competence and Preparation Alleviate Challenges to a 
Limited Extent 
 
Depending on the managers’ cultural competence and experiences, their interpretation on 
challenges are different. The cultural competence of each manager surely plays an important 
role on how to work in a different country and culture. Being open-minded and coming 
prepared helps them to be aware of the new working environment as “from years of work 
experience in different culture, you build up the sensitivity of what works and doesn’t work 
in culture” (Fridolf, interview, April 21, 2017). Johansson (interview, April 20, 2017) also 
has said that he has experienced different meanings of communication not only in Vietnam 
but also in other countries he has lived over the course of 25 years, therefore, he recognises 
the communication challenges.  
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The Role of Cultural Preparation 
All managers who went to the host nations were more or less prepared in terms of cultural 
knowledge, despite the fact that they are already culturally quite competent. Fridolf 
(interview, April 21, 2017) pointed out that for a country like Myanmar which has just 
politically transformed, it is important for him to know “where people come from [and] 
...understand the religion as well, that influence how people think and respect each other”. 
Hallenborg (interview, April 26, 2017) also said that it is important to read the history and 
culture before moving, which he still does after he has moved to Myanmar. But the 
preparation helps to a limited extent, and it was easier to just learn as you go (Schedin 
Jigland, interview, April 12, 2017). Despite cultural preparation by the managers, they still 
face challenges from cultural differences. Johannson (interview, April 20, 2017) prepared 
himself by having a full day of cross-cultural training. He further said, that he would 
recommend anyone coming to Vietnam taking that training, as it gave him several new 
insights and thoughts.  
 
Theme 2: Language and Communication Problems 
 
Translation Problems 
Speaking the local language plays a major role when one works in a foreign country but it is 
subjective to the fluency of the local language. But not speaking the language makes one to 
be “dependent on someone translating for you” (Fridolf, interview, April 21, 2017). 
Misunderstandings can occur more easily as one is not too sure about the actual meaning due 
to the translation. 
 

“It was a little bit frustrating when you are dependent on someone translating for you. 
You get an interpretation of what someone is saying and you are not really sure of the 
real meaning.” (Fridolf, interview, April 21, 2017). 

 
Moreover, Eriksson (interview, April 18, 2017) added that: “In the translation, you don't get 
the fine-tuned things. You get the translated version, […].” In contrast, Hallenborg 
(interview, April 26, 2017) said that he does not have miscommunication problems in his 
company, while some of his employees with limited language capability communicated to 
him with the help of the translation from their colleagues with good language skills. 
However, he recognises that it is still a bit of a challenge. 
 
Nonverbal Communication 
Besides verbal communication, another part of the language is non-verbal communication. 
However, in Myanmar and Vietnam, it is harder to understand those signs as “part of [the] 
culture is always smiling, always showing a positive side” (Jonsson, interview, April 04, 
2017). In Sweden, for example, it is easier to understand those non-verbal communication 
signs. Johannson (interview, April 20, 2017) explained it in the following way: “[...] if I work 
in Sweden, when I work with colleagues I can see their face expressions, their body language 
and I see if they got my message or not and I can see what's happening later. Here, I'm lost. If 
they won't do. they can totally bypass me so easily. So here it's the matter of making sure 
they understand the goal and why it is a good goal.” (Johansson, interview, April 20, 2017). 
But when the verbal language does not work, reading body language and the non-verbal 
communication will help to understand the meaning of what people are trying to say (Fridolf, 
April 21, 2017). 
 



   41 

Managers favour informal communication 
Even if the structure of the organisation is rigid, the informal communication is always 
favoured by managers. Both managers in Myanmar and Vietnam, regardless of the industries, 
they display the preference towards informal communication. Because of the following 
reason: 
 

“You get much more information through informal communication when you sit and 
have tea. You might get the right information at the meeting, when you sit and have 
tea you get the real information. There are a lot of things happening behind, nothing 
bad but to understand the wider picture, you need to have a social network, and not 
just sitting in the meeting.” (Fridolf, April 21, 2017) 

 
However, the managers keep formal meetings in place when it is necessary, as Berg 
(interview, April 10, 2017) said that they had a formal meeting with the team when they 
needed to but they keep the communication “super informal” within the team although his 
company is rigidly structured. 
 
Theme 3: Organisational and Cultural Factors 
 
Adaptation to the local culture  
Being aware of the difference between the Swedish and the Southeast Asian way of 
communication, but also understand the differences and adapt to them is something that every 
manager had to do. In terms of communication “it's very important to adapt to the 
Vietnamese way [...], for example, Vietnamese lose face very easily, so you should be careful 
to confront someone openly in a critical manner.” (Jonsson, interview, April 04, 2015). In 
addition to that “people react negatively to open criticism and like to hear constructive 
criticism behind closed doors instead. So, I think it very important to adapt to those types of 
styles.” (Jonsson, interview, April 04, 2015). Fridolf also added that “It’s not about what you 
say, it’s about how you say it. You have to be mindful of the words you use and the whole 
thing of respect, that we are not used to in our [Swedish] culture.” (Fridolf, interview, April 
21, 2017). 
 
Also, accepting the differences and finding others ways in solving certain situations is 
something that needs to be done in relation to the adaptation. 

 
“Maybe accepting that some people don't want to work in a pro-active way, and that 
can be okay if you put your teams together, so you have at least someone you in your 
team who is more in line with the way you work. Because then it doesn't matter.” 
(Schedin Jigland, interview, April 12, 2017). 
 
“ [...] Absolutely I needed to adapt. And then lots to learn in order to be efficient as a 
manager and it sounds cliché, but sometimes I needed to recognise that it is okay for 
me as a manager to lose this particular fight, in order to win the battle. If that makes 
sense right? I think you don't always have to be right just make sure, that in the long 
run, you are efficient.” (Lundholm, interview, April 18, 2017) 

 
But Swedish managers in both countries agree that sometimes, rather than changing the 
process that has been rooted in the culture for such a long time, they need to adapt to the 
situation and live with it.  
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“I want the end result to be correct since a wrong delivery to the customer is always 
costly from several aspects. Therefore, I am normally, when working in the West, 
involved in the detailed planning of the work due to my knowledge and experience. 
But, I learned here [in Vietnam] and in China, it does not work like that – you need to 
let colleagues plan it themselves and just cross-check during the process that we go in 
the right direction and that the major and most important aspects are handled properly. 
You can not force Western quality into all details, local colleagues must have areas 
without my direct involvement. You have to accept basic mistakes and just make sure 
we solve them quickly later and learn from that.” (Johansson, interview, April 20, 
2017) 
 
“Some of the structure you see you can’t change, you have to live with it. You have to 
be mindful of the processes of how slow the decision-making processes can be just 
because it has to go through different steps and different hierarchy.” (Fridolf, 
interview, April 21, 2017). 

 
Flat Organisational Structure versus Hierarchical Structures 
As the hierarchical structures are common in Southeast Asia – in the family, but also in the 
professional working life – employees obey and respect their bosses in a way that might 
appear very strange or as a big culture shock (Jonsson, interview, April 04, 2015). 
 

“One big culture shock was when […] I came down to our warehouse and started 
lifting stuff myself … as in Vietnam it is perceived very embarrassing that the CEO 
physically helps move stuff around. In Sweden, it's very normal no one is bigger or 
more important than anyone else, you know? So people started looking at me and said 
no, you are the CEO, you shouldn't do this.” (Jonsson, interview, April 04, 2015) 

 
The flat organisational structure, on the other side, also is something that Burmese and 
Vietnamese employees still need to get used to. One example that Eriksson (interview, April 
18, 2017) gave was about the selection of new office chairs. As he is the boss, the 
Vietnamese Admin Officer selected a better and different chair for him, simply because he is 
the boss. Certainly, Eriksson (interview, April 18, 2017) did not agree with this decision and 
decided to buy the same chairs for everyone. The Vietnamese staff was surprised by his 
decision “and they just looked at [him] and were like: Wow, what it this kind of alien coming 
in here” (Eriksson, interview, April 18, 2017). 
 
More examples were given by two other Swedish managers who are based in Vietnam:  
 

“So I think it's a pretty flat structure, to be honest. That's how I want to run things, 
that's what I know from my Swedish background and I think that it's also … it might 
be a little bit different from what we are used to in Vietnam. [I used to work for a 
Vietnamese company] and that company is the kind of company where the director 
has to have an office, a big desk and a big chair to promote ... you know, power, 
position and respect. I sit on a blue yoga ball in the middle of the floor together with 
everyone else. It’s a very flat structure and that's how I like it.” (Jonsson, interview, 
April 04, 2015) 

         
“What I see in Vietnam, which is a challenge. It's a very hierarchic system also in the 
family. In my small, small investigation I can see that it could be connected to 
Confucianism. The Chinese way of looking at each other. […] This is very, very clear 
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for me in the system, but when we are coming like me as leader, we also have to 
understand it, 'cause we are working very flat.” (Sjonemark, interview, April 21, 
2017) 
 

Swedish management works, but it takes time 
According to the interviewed managers in both countries managers have been adapting to the 
local culture. They keep some of the Swedish traditions in their management style such as 
empowerment and encouragement of participation from the employees. At first, employees 
may feel uncomfortable however, they get used to it along the way. Because both Burmese 
and Vietnamese employees were brought up in the hierarchical society, therefore when the 
organisation culture is different from the national culture, they need time to adjust. For 
example, in Myanmar, it is the following case: 
 

“Many Myanmar colleagues are used to a more formal relationship with their 
colleagues at the workplace. A Swedish workplace is typically characterised by 
participation, discussion, and consensus-building. Hierarchies at a Swedish workplace 
exist, but there are few formalities regarding the interaction between colleagues.” 
(Hallenborg, interview, April 26, 2017) 
 

In Vietnam as well, employees are not used to Swedish leadership style at first, but along the 
way, they slowly get used to it. 
 

“In the Scandinavian leadership style we are soft spoken and we listen to everyone. 
That style can sometimes be seen as weakness in Vietnam. If you listen too much to 
people it might convey the image that you don’t know what to do. Some of my 
employees are used to have a strongly voiced boss who instead of asking them what 
they think, just tell them what to do. There is a comfort in being told what to do day in 
and day out by a strong character and it’s something I sometimes keep in mind.” 
(Jonsson, interview, April 04, 2015) 
 
 
“When I came with a Swedish management style it was a little bit of a shock for them. 
Instead of getting an answer from me they get a question from me: “How would you 
like to solve it?”. Slowly, but surely I feel like that they are appreciating it and 
understanding it because it also gives them enough freedom to think themselves and 
really to come up with proposals that most of the times are good.” (Eriksson, 
interview, April 18, 2017) 

 
“We are a very typical Swedish company and we are running the Vietnamese office 
also like a typical Swedish company. It means we have no hierarchy, lack of clearly 
defined roles and tasks. I mean we rather prefer to have. It's an active choice to have it 
like this, 'cause we want to able to utilise the ideas of everyone in the team and such. 
But it also puts much higher demands on developers.” (Schedin Jigland, interview, 
April 12, 2017) 
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Theme 4: Work Attitude  
 
Age-superiority in culture 
Berg (interview, April 10, 2017) mentioned that although he did not have any age-related 
problem, his acquaintance in the workplace who is a young lady, had communication 
problems when managing her employees who are older than her. That was in Myanmar but 
also in Vietnam, Schedin Jigland (interview, April 12, 2017) stated that “So being like a 
younger than other people and changing how they should work is a bit of a challenge”, which 
indicates that people are somehow conservative about age perception in the workplace. 
However, Helsingen (interview, May 08, 2017) said that even if she is a young foreign 
female manager, she was never questioned because of her age or gender. Because locals see 
foreign managers especially Westerners as someone who brings high regarded knowledge 
(Helsingen, interview, May 08, 2017).  The age-superiority may depend on the industry and 
the personality or the cultural perception of the employees within the team.  
 
Uncertainty versus Safety 
In close relation to the fear of losing face Burmese and Vietnamese employees are also afraid 
of making mistakes and therefore would rather get hands-on instructions that make them feel 
safe. 
 

“Even though sometimes I notice they want clear instructions. The Vietnamese way, 
they want me to take a decision. So sometimes I cannot ask for their opinion, I realise, 
I just take a decision to make them feel safe, and to show them I am the boss. ” 
(Johansson, interview, April 20, 2017) 

 
“This uncertainty of being afraid of not doing it perfectly is quite obvious. I assume it 
is a cultural thing, the way that you are raised actually at home and in school” 
(Eriksson, interview, April 18, 2017) 

 
“People are scared of getting into trouble in Myanmar, it’s more like a trait. It’s better 
to do nothing than getting into trouble. If they didn’t do anything they will still get 
into the trouble, but at least they didn’t do the wrong thing. It’s a double-edged sword, 
if they do something really well, the boss will get upset, because you should not show 
off, something that also exists in Swedish culture. If you stick out too much and 
perform too well, your boss will also make sure that to keep in your place. So, people 
are trying to balance between not getting into trouble because of being too good or 
doing the wrong thing.” (Fridolf, interview, April 21, 2017) 

 
 
Trust and personal relationship plays a huge role 
Working in Myanmar or Vietnam requires both trust and personal relationship between 
managers and employees. Because it is a form of showing respect and as well as a basic 
requirement before they share openly. Moreover, with trust and personal relationship, 
employees will start to share more openly. As Berg (interview, April 10, 2017) said that “It is 
a matter of trust for raising issues, if the employees don't trust, they don't share.” Moreover, 
one manager from Vietnam also stated regarding the trust: 
 

“We based things more on trust rather than control. So, a more trust-based rather than 
control based leadership. Feeling responsible for the company and the work is really 
the key to making it work.” (Schedin Jigland, interview, April 12, 2017). 
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Managers encourage to build personal relationship and trust first because they believe they 
can get the real information: 
 

“Be kind: a smile carries a long way here! Put effort in talking to your staff members, 
and try to create a personal relationship.” (Hallenborg, interview, April 26, 2017) 
 
“It’s about building up the trust and having that network that people that you can get 
the background information, not the information that always gets laid out.” (Fridolf, 
April 21, 2017) 
 

4.2.2. Country Specific Findings 
This section presents the findings that are specifically discovered in each country, first 
findings in Myanmar, followed by findings in Vietnam. Both in Myanmar and Vietnam, there 
are specific findings for Theme 2: Language and Communication Problems and Theme 4: 
Organisation and Cultural Factors; with an addition finding of Theme 3: Work Attitude in 
Vietnam. 
 
Myanmar 
Theme 2: Language and Communication Problems 
 
Different level of communication language 
As Fridolf (interview, April 21, 2017) stated:  
“Some words were sensitive because some of the words mean differently to different people. 
When people do translation in people’s head, it becomes a stronger word than it is in English. 
You might say something and you get a strong reaction because it is a common word in 
English but in their head it means something. It all depends on the level of English people are 
communicating in.” 
 
Helsingen (interview, May 8, 2017) also added that “Burmese staffs have difficulties with 
communication due to using a different language than the mother tongue.” 
 
Theme 4: Organisational and Cultural Factors 
 
Corporate environment can increase or decrease the challenges 
Regardless of the cultural experiences, cultural competence and cultural preparation, the level 
of challenges that managers face varying depend on the corporate environment and the level 
of language skill by the employees. For example, Berg’s (interview, April 10, 2017) local 
employee is educated in Singapore, therefore, his employee has a certain level of cultural 
competency and language proficiency. Moreover, his corporate is in the Telecommunication 
sector in which the company have a very structured role and tasks. Therefore, given the 
structure and his educated workforce he did not have communication problems. 
 
However, Fridolf’s (interview, April 21, 2017) industry is NGO but his workforce is more 
localised than Berg’s (interview, April 10, 2017). Although Fridolf (interview, April 21, 
2017) has more cultural experiences than Berg (interview, April 10, 2017), his workforce has 
limited language capability and the roles and tasks are not as structured as Berg’s (interview, 
April 10, 2017) company. Therefore, Fridolf (interview, April 21, 2017) has faced more 
communication challenges than Berg (interview, April 10, 2017). 
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Assessing language since recruitment helps  
As part of the requirement of the recruitment process, the multinational companies or the 
international organisations have the language requirement. In a situation where the educated 
workforce is scarce, the assessment is the way to alleviate the challenges. For Berg 
(interview, April 10, 2017), he did not have that much communication problems since he was 
given with the structure and the employees with good language skill as a result of the good 
recruitment process but he mentioned that: 
 

“There were a few cases where people find it really really difficult to communicate in 
English where language could be a barrier. If language is not a requirement for a 
recruitment then you would have communication issues.” (Berg, interview, April 10, 
2017)  

 
Hallenborg (interview, April 26, 2017) also supported with the suggestion to “Be patient, and 
be meticulous when you recruit.”  
 
Vietnam 
Theme 2: Language and Communication Problem 
  
The Advantage of Speaking the Local Language   
Speaking the local language is helpful in understanding the Vietnamese people and its culture 
better. Especially, when working with a mainly Vietnamese workforce or when building a 
Vietnamese company.  
     

“I have to adapt to that as well because at the end of the day I am a non-Vietnamese in 
Vietnam trying to build a Vietnamese company. […] And speaking Vietnamese is a 
very big part of that.” (Jonsson, interview, April 04, 2015) 

     
Furthermore, the details from the conversation that might be important for the relations 
between business partners can be lost during the translation which can lead to different 
meaning. 
 

“In the translation, you don't get the fine-tuned things. You get the translated version, 
and that is, of course, a challenge.” (Eriksson, interview, April 18, 2017) 
 
“Working in Saigon you don’t have to speak Vietnamese I think, but in Hanoi for 
sure. if you want that long-term career in Vietnam and a very deep level of contact 
and relationships it’s very beneficial to speak the language.” (Jonsson, interview, 
April 04, 2015) 

 
 
Theme 3: Work Attitude 
 
Openness and Trust 
Building trust and make Vietnamese employees to openly share their ideas and opinions still 
is a huge obstacle. As Vietnamese people are afraid of making mistakes and losing their face, 
they may not be transparent in their communication, which is a challenge for Swedish 
managers.  
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“And also to give a lot of trusts, expecting the same back – openness and trust. That is 
something that I sometimes have to fight with about this with openness; that they 
really bring me the truth.” (Eriksson, interview, April 18, 2017) 
 
“We based things more on trust rather than control. […] So, a more trust-based rather 
than control based leadership. Feeling responsible for the company and the work is 
really the key to making it work.” (Schedin Jigland, interview, April 12, 2017). 

 
Theme 4: Organisational and Cultural factors 
 
Differences based on geographical background even in the same country 
As Vietnam was separated in two parts previously, there are minor differences in their 
behaviours. Until nowadays in the business world, the cultural differences are still 
observable. As Jonsson (interview, April 04, 2015) stated:  
 

“People from Hanoi are quite traditional. People in Saigon are a little bit more open.” 
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5. DISCUSSION  
This section presents the arguments based on the findings in relation to the literature in order 
to answer the research questions. The sub-research questions are discussed to answer the 
main research question, which is:   
 
How are the Swedish managers’ perceptions of GLOBE’s nine cultural dimensions in 
Burmese and Vietnamese organisations related to the communication challenges between 
them and their local employees? 
 
 
Sub Research Questions: What are the cross-cultural communication challenges between 
the Swedish managers and their local employees in Burmese and Vietnamese 
organisations? What are the causes? 
     
Based on the input from the Swedish managers’ and quantitative and qualitative analysis, the 
communication challenges that they have faced were observed. These communication 
challenges are listed with its cause. But one should take in mind that the challenges are 
caused by a combination of several common causes and are not limited to one cause. The 
common causes for all the challenges are presented at the end of this section. In total, five 
challenges are listed and discussed with the relevant findings and theory. 
 
Local Employees are Reluctant to Raise Issue 
For a manager, it is important to keep themselves informed in the team. Therefore, sharing 
information is an essential part of the team. But the team members need to strike a balance 
between not sharing enough information and sharing excessive detail depending on the 
situation. During the information sharing process, when the issues or the relevant information 
for the managers are omitted by the team members, it can harm the team performance 
(Mesmer-Magnus & DeChurch, 2009). 
 
The majority of the informants provided that raising issues by their employees is one of the 
common major challenges that they face during their managerial time in Myanmar and 
Vietnam. One of the motivations of not raising the issue is that they are afraid of getting into 
trouble. However, the incident of employees not speaking up when facing problems is not 
only common in these host nations. It is a typical phenomenon that can be found at other 
working places as well, when employees feel that the workplace is not a safe environment to 
speak up or to challenge the traditional way of doing things (Detert & Edmondson, 2007). 
 
In this case, the employees were brought up in the society in which they are being told or 
taught to obey the instruction all the time. Therefore, it is even more challenging for the 
employee to go against their long rooted trait to speak up or taking the initiative. Fridolf 
(interview, April 21, 2017) mentioned that employees do not do anything about the issues 
because at least when things go wrong, they know that they did not do the wrong thing. This 
type of behaviour can be seen as a self-preservation. Employees played it safe by keeping 
quiet because “the perceived risks of speaking up felt very personal and immediate to 
employees, whereas the possible future benefit to the organisation from sharing their ideas 
was uncertain” (Detert & Edmondson, 2007, n.p). 
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The specific causes for these issues were observed. They are due to the employees who lack 
the consequence-based thinking and the working environment which does not provide the 
security to speak up as answered by the managers. The former is a result of the society 
practices and schooling system, which is a common cause for other challenges. The latter is 
also a cause for the challenge of making a decision and openly sharing an idea. Although it is 
a culture thing, Helsingen (interview, May 08, 2017) said that employees required the 
comfortable environment to raise issues. Therefore, she and her team were exercising the 
practices of reflecting on the failure of the event to make her team comfortable about raising 
issues. And also, Jonsson (interview, April 04, 2015) sits on Yoga ball together with his 
employees just to create the atmosphere where the employees feel comfortable to speak up. 
Berg (interview, April 10, 2017) also added that trust is important for him and his employees 
to share openly among each other. These examples demonstrate that although the local 
employees are influenced by their cultural practices, raising issues remain as a challenge 
without the security in the work environment. This is because the cost of the employees 
losing face is more than the benefits that the organisation will have (Detert & Edmondson, 
2007). 
 
Local Employees are Afraid to Make Decisions and Communicate Their Ideas 
Local employees are used to a one-way top-down hierarchical communication in both 
Myanmar and Vietnam as provided by the managers. But the Swedish management style is 
the opposite of the authoritarian management style that the local employees are accustomed 
for a long time. Helsingen described that employees are used to “getting permission from 
above to do something” (interview, May 08, 2017). Employees are afraid to make a decision 
on their own under uncertainty (Helsingen, interview, May 08, 2017) therefore the detail 
steps for the tasks have to be spelt out (Jonsson, interview, April 04, 2015). Hence, the 
managers stated that employees are also reluctant to make a decision on their own and share 
the ideas in addition to raising an issue. 
 
Interviewed managers such as Eriksson (interview, April 18, 2017) and Helsingen (interview, 
May 08, 2017) found that local employees are afraid of not doing things perfectly or running 
into failure. Because “failing is not really something you really talk about in your cultures” 
(Helsingen, interview, May 08, 2017). In the literature, it presents that the employees need an 
environment where it encourages and supports decision-making; it is the leaders or managers 
responsibility to create that environment (Goldsmith, 2010). But the problem of making a 
decision or communicating the ideas for improvements is more challenging for the employees 
than bringing up the issues or the problems (Detert & Edmondson, 2017). It is again the cost 
(personal and immediate) and the benefits (organisational and future) dilemma that 
employees have to balance when they make a decision to bring up the problems or share new 
ideas (Detert & Edmondson, 2007).  
 
As the managers are from Swedish background, they believe in the Swedish value of 
empowerment. All managers in Myanmar and Vietnam practices their Swedish management 
style while adjusting their understanding of the cultural values. However, as Goldsmith 
(2010) asserted that it is a two-way street where people have to empower themselves while 
managers create the environment. Employees need to be willing to change and learn even if 
they have the best environment where they can make a decision and share their ideas. The 
process may take long but the majority of the participated managers from both Myanmar and 
Vietnam mentioned that the employees are slowly becoming used to the Swedish 
management style although it was challenging in the beginning. 
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Misinterpretation Can Happen Sometimes  
Speaking the local language helps but the level of helpfulness depends on the fluency of the 
local language. The majority of the managers do not speak the local language, however, 
speaking a little of the local language can make the employees feel more comfortable to be 
working with the managers. Both managers and local employees are communicating in their 
second language and sometimes different words mean different things according to the level 
of language proficiency. As Adler (1991) stated, it is important to get the meaning of the 
word instead of the word itself. Different words in different cultures can mean different 
things as experienced by Fridolf (interview, April 21, 2017). 
 
There are some cases where managers have to rely on the information provided by the 
interpreter in which it is more prone to miscommunication than direct communication 
between a manager and an employee. The manager might miss out the real meaning of the 
message because the choice of words by an interpreter or the interpreter’s information bias 
might filter or strip some of the meaning. However, when there is no alternative solution, 
managers have to make the most out of the information provided by the interpreter. Fridolf 
(interview, April 21, 2017) said he also tried to observe the nonverbal gestures in addition to 
interpreted information to understand the full meaning. 
 
Direct Communication Versus Indirect Communication 
Swedish communication style is direct and explicit, while in Myanmar and Vietnam, locals 
communicate in an indirect way. At first, Swedish managers find the indirect communication 
frustrating. The most common example that the managers gave is that when the locals said 
yes, it is not a definite yes. It can depend on the tone or face expression that they give at the 
time or simply they just do not mean yes although they said yes (Johansson, interview, April 
20, 2017). In contrast, when the issue or the problem is directly communicated to the local 
employees, they are very easy to lose face or feel ashamed (Eriksson, interview, April 18, 
2017). 
  
However, from the Swedish manager perspectives, the employees are also expected to accept 
the direct communication. Although it is the national culture where indirect communication is 
common, the organisation also has its own culture where direct communication might be 
preferred. But, it is based on the environment of the organisation and how international it is.  
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Organisational Culture Versus National Culture 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 12: The Different Levels of Culture (Waisfisz, 2015, p.1) 

 
When the Swedish managers are installing or embracing the Swedish management style in 
their team, it seems to be working from their perspectives. However, the employees grew up 
by constantly exposing to or being influenced by the national culture and the local practices, 
in which some of them are contradicting with the Swedish management style. In some cases, 
the organisational culture may diminish some of the national cultures, however, the 
organisational culture cannot completely eradicate the national culture (Waisfisz, 2015). In 
the local employees’ mind, the values from the national culture will always be there even if 
the employees are adapting to the Swedish management style. The national culture is rooted 
at the deepest level at which it is related to the values and the organisational culture is the 
practice (Waisfisz, 2015). 
 
In an efficient team, it requires both the managers and the employees to culturally adapt to 
understand each other’s culture and values. It depends on the motivation and preference of a 
manager to what extent they are willing to adapt to the local culture while slowly changing 
the organisational culture with their management style. Simultaneously, it depends on the 
willingness and personality of the local employees to what extent they can adapt to the 
management style while suppressing their values from national culture. Since it is an 
individual related case, the amount of time it takes to change the organisational culture varies 
according to the size and complexity of the group. Because national culture sticks along to 
individuals and affects how they think and act (Waisfisz, 2015). Thus, “[t]he larger the group 
from the same national culture, the more that national culture will be expressed in that group” 
(Waisfisz, 2015, p. 2). In brief, the managers need to understand that the organisational 
culture that they are building will work to a certain extent depending on the demographics of 
the group. However, they should be reminded that the national culture will always be rooted 
in the local employees. 
 
Common Causes for All the Challenges 
With respect to our research question, we have found several common causes for all the 
challenges. Those causes are deeply rooted in the Burmese and Vietnamese history and 
culture.  
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Language Barriers 
A major cause of those challenges is the fact that the majority of the managers do not speak 
the local language – Burmese and Vietnamese. Not speaking the local language will hinder 
the details from the communication between the Swedish managers and the local employees. 
For example, by only getting the translation of an important conversation, the Swedish 
manager can only get the translated version while missing out details (Eriksson, interview, 
April 18, 2017). The dependence on someone else's translation can lead to frustration from 
time to time, because one can never be sure of the real meaning (Fridolf, interview, April 21, 
2017). 
 
Even though the working language at all the interviewed managers’ companies is English, 
when the main workforce is local, misunderstandings still can occur. “[T]he greater the 
differences between the sender's and the receiver's cultures”, the higher the chance of a 
misunderstanding is (Adler, 1991, p. 2). Therefore, the Swedish managers and Burmese or 
Vietnamese employees sometimes do not receive the messages as intended. This can be 
explained by the different ways of how “foreigners see, interpret, and evaluate things” (Adler, 
1991, p. 2). Adler (1991) suggest to rather assume that there are differences until one can 
prove similarity. 
 
The Past Hierarchical Structure Influence on Power Distance 
The Swedish leadership and management style is characterised by a flat structure - “no 
hierarchy, lack of clearly defined roles and tasks” (Schedin Jigland, interview, April 12, 
2017). Although the Power Distance dimension scores given by the Swedish managers in 
both countries are low compared to GLOBE’s average score of Sweden for this dimension 
(GLOBE, 2016b). The managers also pointed out that the Burmese and Vietnamese 
management styles are very hierarchical. However, the scores in this dimension for both 
countries are quite low, because the Swedish managers adopted the Swedish management 
style. Thus, from their perception the Power Distance dimension is relatively low in their 
organisations which could be even lower.  
 
The power distance is certainly a contributing factor for the communication challenges such 
as raising an issue by an employee or communicating openly to the superior. The interesting 
point to discuss here is how these challenges occur by having a low power distance. This is 
because of the impact of the previous hierarchical management. Although the managers are 
managing with a Swedish management style, it is essentially that they are changing their 
employees behaviour which in turn means changing the organisational culture that has been 
institutionalised for a long time. The culture evolves over time and it takes time according to 
scholars (Katzenbach, Steffen & Kronley, 2012). Therefore, it would take time for the 
Swedish management style to become institutionalised. In many situations, the behaviour of 
either the Swedish manager or the local employee is leading to situations that both parties 
still need to understand and adapt to each other.  
          
Educational System 
According to the Swedish managers, a main challenge is the passiveness of Burmese and 
Vietnamese employees which is due to the educational system. Tran (2013) claims that this 
behaviour stems from the “Confucian heritage culture” (Tran, 2013, p. 72) because the 
students “consider teachers as the main source of knowledge [they] rarely speak up in class” 
(Tran, 2013, p. 72). Therefore, their learning process can be described as passive. Instead of 
thinking independently and critically it is rather a reproduction of information. As most of the 
students have been brought up with this kind of learning style, it continues until they reach 
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the university and it also persists in their professional working life. This is exactly the issue 
that causes challenges in cross-cultural communications, Tran (2013) emphasises on that by 
saying that this trait will make it hard for the students to manage when facing different 
situations in a globalised world. 
 
In a 2009 research conducted by the Institute For Education in Ho Chi Minh City, more than 
72% of the students feel difficulties and not very “confident in their soft skills such as 
communication, thinking, or teamwork” (Tran, 2013, p. 76). The dependence of young 
Vietnamese on their family is so big. As in general future jobs are decided by the family, so 
that the children can fully focus on their studies, therefore planning is a weak point of them. 
It is not only, because of the families, but also at universities there is no student counselling 
that could help students with further career perspectives (Tran, 2013). Hence, the future 
orientation of Burmese and Vietnamese people could be higher. In our quantitative findings, 
we can see that the future orientation of both host nations is weak, which is in line with the 
outcomes in the literature. 
 
Also, Jonsson (interview, April 04, 2015) mentioned the high influence of parents in 
Vietnam. For instance, parents can ask his staff why they have been working so late and why 
they cannot be home at 6 pm to have dinner with them. Jonsson's (interview, April 04, 2015) 
example shows how influential and hierarchical the relationship between parents and children 
is, and how dependent the children are in their family.  
 
Lack of Emotional Safety and Security in the Workplace 
In order to build trust between the managers and employees among of the causes is that a safe 
and secure atmosphere needs to be created. When feeling “emotionally safe and secure” 
(DeMaio, 2011, n.p.) the employees can act out their full potential (DeMaio, 2011). Without 
the security for the employees, they will be reluctant to speak up, share ideas or even make 
their own decisions (Detert & Edmondson, 2007). Although Swedish managers are trying to 
create the open and safe atmosphere, it takes time for the local employees to break free from 
those influences of the past management. 
 
Losing Face 
Losing face is a serious matter in most Asian cultures in which the face means “the 
prevention of embarrassment at all costs” (Drake, 2011, p. 1). This trait is present in both 
Burmese and Vietnamese culture. It prohibits the employees to make their superiors feel 
ashamed because of their action. The challenges such as raising an issue, sharing the idea 
openly and communicating indirectly are a result of this specific causes. Yet, the causes for 
all the challenges cannot be labelled under losing face because there are other factors such as 
language barrier and organisational culture. However, it is definitely a part of it because the 
communication is about interacting with one another where the face (social reputation) is at 
stake and it can either be lost or saved by any subtle or harsh action at any moment. 
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Summary of the Relevance Between Cross-Cultural Communication Challenges and the 
Causes 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 13: The Relationship Between the Communication Challenges and Their Causes 
 

Figure 13 summarises the communication challenges and causes as discussed earlier and 
depicts, how each communication challenge is caused by a combination of several causes. 
This presentation of the relationship between challenges and causes can assist the future 
Swedish managers in developing an appropriate solution if the challenges arise. 
 
Main Research Question: How are the Swedish managers’ perceptions of GLOBE’s nine 
cultural dimensions in Burmese and Vietnamese organisations related to the 
communication challenges between them and their local employees? 
 
When the Swedish managers provided their cultural perceptions, it needed an explanation to 
understand their motivation behind their answers. Therefore, the qualitative study was carried 
out and the findings from the study provided the justification for the sub-question and the 
relevant facts that we can relate to the statistics for the dimensions from the quantitative 
study. The dimensions are mapped with the relevant findings based on the managers’ input. 
In this section, it reviews each dimension and related challenges and causes. The following 
table is the summary of the relationship between the dimensions and the challenges. 
 
Table 11: Relationship between GLOBE’s Nine Cultural Dimension and the Relevant 
Findings 

GLOBE’s Nine Cultural 
Dimension  

Relevant findings 

Uncertainty Avoidance  Unstructured or unclear roles because of Swedish 
management 

Future Orientation  • Require hard skill improvements,  
• Problems at schooling system on consequence-based 

thinking 
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Power Distance • Afraid of getting into trouble,  
• Hierarchical relationship Vs Swedish management 

Institutional Collectivism  Individualist Vs Collectivist  

Humane Orientation  The culture of avoiding losing face 

Performance Orientation • Limited investment in training,  
• Raising issues,  
• Strong reaction to criticism and direct communication 

In-Group Collectivism • Openness and trust within the group,  
• Autonomy in decision making but indecisiveness of the 

employees 

Gender Egalitarianism • Smooth communication between foreign managers and 
local employees regardless of genders,  

• Swedish managers expect more female workforce in 
upper management 

Assertiveness Indirect communication and saving face are being part of 
the culture 

 
Uncertainty Avoidance 
When the employees were in the clear hierarchical management, they could perceive the 
scopes of jobs clearly. But when they are being managed with the Swedish management in 
which a certain level of autonomy is expected, there were unclear moments for the 
employees. Swedish managers are also aware of this problem in a situation, where clear roles 
or responsibilities are needed for them to manage the local employees well. Therefore, the 
majority of them expect to have more uncertainty avoidance schemes, such as established 
norms and bureaucratic practices while maintaining the tradition of their Swedish 
empowerment management style. 
 
Future Orientation 
Swedish managers agree that the organisations in both, Myanmar and Vietnam, needs to plan 
ahead and invest for the future. The current state for this dimension for Myanmar is lower 
than for Vietnam. This can be observed from the managers answers which is due to the lack 
of capacity, in terms of hard skills and soft skills. The managers pointed out that the problem 
was at the schooling system of the countries which needs to promote consequence-based and 
critical thinking instead of purely learning facts and by heart. Tran (2013) pointed out that the 
parents and schools in Vietnam encourage passive learning style as part of the cultural 
learning style which is based on Confucian heritage culture. As a consequence, students are 
not given any ideas about future orientation, therefore they are weak at planning their future 
(Tran, 2013).   
 
Power Distance 
As we discussed before, there is a contradiction between the Swedish management and 
hierarchical management in the host nations. Interestingly, managers’ answers on Power 
Distance for both countries, Myanmar with 3.3 and Vietnam with 3.6, are lower than the 
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global average score of 5.13 for GLOBE’s Power Distance dimension (GLOBE, 2016b). The 
managers believe that the problem of raising issues and fear of getting into troubles are the 
consequences of the hierarchical management style. However, the hierarchical management 
style has its own benefits such as very clear positions at work, a clear line of communication 
and so on. Since Swedish managers are used to the flat management environment in which 
the power distribution is equal, they demand power distance to be lower than the current 
practice. 
 
Institutional Collectivism 
In this dimension, Myanmar (4.07) scored lower than Vietnam (4.83); both scores are in the 
low to medium range. The low score indicates that there is more individualism than 
collectivism within the group or the organisation. This low score in institutional collectivism 
in combination with the low score in assertiveness can be a challenge because this indicates 
that employees are individualists and may have different ideas or suggestions yet they do not 
communicate it to the managers. Thus, the Swedish managers expect Institutional 
Collectivism to be higher than now. They want to promote the group's cohesion in both 
Myanmar and Vietnam in order to improve the overall group performance.  
 
Humane Orientation 
The culture of saving/losing face can introduce challenges such as having indirect 
communication. However, because of this value, locals have high sensitivity and concern 
about the others interest. Therefore, managers provided high scores for the practices of this 
dimension in both Myanmar and Vietnam. The high score in Human Orientation indicates 
that “belonging and affiliation motivates people” (House et al., 2014, p. 14). This is because 
both countries are highly family oriented and the social values they practice encourage social 
support in the society. The statistics suggest that the managers in both countries are satisfied 
with the level of employees’ generosity, kindness and care within the organisation. 
 
Performance Orientation 
While the managers expect the employees for improved performance, they also expect the 
organisation to provide more rewards for the employee's performance. Although 
organisations in Myanmar and Vietnam have a high Performance Orientation, from the 
Swedish managers perspectives there are still issues like limited investment in training, 
reluctance of employees to raise issues, strong reaction to criticism and direct 
communication. The facts that managers desire to overcome these issues are in line with the 
description of the organisation with high performance orientation in the GLOBE studies 
which described that the organisation with high scores in this dimension emphasises on 
training and development (House et al., 20014). Moreover, in high performance-oriented 
organisations, direct communication is performed (House et al., 20014). Local employees, 
however, were used to communicate indirectly, therefore the Swedish managers find it 
challenging.  
 
In-Group collectivism 
This dimension indicates to what extent “individuals express pride, loyalty and cohesiveness 
in their organisations” (House et al., 2014, p. 15). Swedish managers regarded that Burmese 
and Vietnamese organisations have high in-group collectivism. According to Watson and 
Moran (2005), trust and pride are interrelated. Pride is a feeling of confidence in the value of 
one’s self-identity (Watson & Moran, 2005). Therefore, from the managers’ perspectives, the 
local employees are confident about their managers and reciprocally, the managers are 
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confident about their employees. It was observed that the managers also tried to create the 
environment that the employees can trust their managers when they make mistakes. Although 
the current score is high, Swedish Managers in both countries expected the higher score in 
this dimension. 
 
Gender Egalitarianism  
As the Swedish managers were stemmed from the Western culture, their expectation on 
gender egalitarianism is usually high. But according to their answers on the practices in the 
local organisations, the scores are relatively high in both Myanmar (4.53) and Vietnam 
(3.99). As answered by the Swedish managers, both female and male, they do not find gender 
discrimination towards them. However, that could be a different outcome if these managers 
were local. But as the foreign managers, they remarked that the host nations possess 
relatively high score on Gender Egalitarianism. However, they expect more female workers 
in the upper management to promote the diversity of the ideas from a different gender. 
 
Assertiveness 
As discussed earlier, saving face and indirect communication are the cultural practices in 
Myanmar and Vietnam. The managers with Swedish background find it difficult to 
understand the indirect communication. According to the statistics from GLOBE, Sweden has 
a low Assertiveness practice score with 3.38 (GLOBE, 2016b). The score from this study for 
Myanmar is 3.3 and for Vietnam it is 3.4, which are around Sweden’s score. Low 
Assertiveness means that the organisation prefers “harmony in relationships and emphasise 
loyalty and solidarity” (House et al., 2014, p 13). High Assertiveness means that the 
organisation enjoys competition (House et al., 2014). Apart from the indirect communication, 
managers stated that communication in Myanmar and Vietnam is non-dominant and tender. 
The Swedish managers expect the assertiveness in the local organisations to be higher than 
now but not to a very great extent. 
 
Reflection on the relevance between dimensions and challenges 
As we observed, some of the dimensions might not directly relate to the identified 
communication challenges. However, the combinations of the different scores in different 
dimensions can discover the challenges or the causes. For example, with high Humane 
Orientation, low Assertiveness and low Performance Orientation, the employees will not 
speak up about issues in the workplace because they are too sensitivity towards others and 
they are not assertive. Although the scores described the discrepancies between practice (As-
Is) and expectation (Should-Be), it can lead to a misperception or mistranslation which gives 
a meaning that the higher the scores at the dimensions are, the better the organization 
performs. But in fact, each side of the continuum of the score has its own benefits and 
drawbacks. Moreover, the dimensions are limited to describing the cultural values and 
practices. However, the cross-cultural communications challenges can sometimes occur due 
to technical issues such as language problems or lack of employees’ hard skills. 
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6. CONCLUSION  
This research study aimed to investigate the Swedish managers’ cross-cultural 
communication challenges with their local employees in Burmese and Vietnamese 
organizations. Those communication challenges have been put in relation to the GLOBE 
Study's nine cultural dimensions from the Swedish managers’ perspectives. The GLOBE 
model was taken as a theoretical foundation for this study as it functioned as a valuable tool 
to showcase the causes for the communication challenges between the Swedish managers and 
their local workforce. 
                        
This study emphasises that the cross-cultural communication plays a major role in today's 
globalised world where the diverse and international teams are working closely together. 
Hence, having an effective communication between the manager and the employees is vital. 
Two out of ten managerial roles (the Monitor and Disseminator) are depicting the way in 
which managers can gain and spread information. In relation to the findings, it showed that 
the main communication challenges are associated with how the Swedish managers can 
create a trustful and open environment where everyone can share their ideas and raise issues 
without any fear.  
 
In addition to the challenges, this study also identified that the main causes for those 
communication challenges situate in the differences of politics, history and culture of Sweden 
and, the host nations, Myanmar and Vietnam. Being influenced by a hierarchical system, 
Burmese and Vietnamese people are rather passive when it comes to speaking up and raising 
issues. The quantitative findings showed the different perceptions of the culture by the 
Swedish managers with the GLOBE's nine cultural dimensions; while the qualitative findings 
gave a detailed and in-depth understanding of the challenges of those Swedish managers with 
hands-on examples from their professional working life. By analysing the quantitative and 
qualitative findings hand in hand, the study identified the relationship between the challenges 
and the cultural dimensions, which has answered the research questions of this study. By 
answering the research questions, which identified the challenges, causes and the relationship 
with the cultural dimensions, this research study fulfils its purpose of investigating cross-
cultural communication challenges from Swedish managers’ perspectives. 
 
All in all, the Swedish background of the interviewed managers has a huge impact on the way 
they work, lead, manage and communicate with their local employees. They all prefer a low 
power distance relationship that is based on trust, openness and less control, which are the 
traits that Burmese and Vietnamese people are still unfamiliar with. On the one hand, the 
local workforce is gradually appreciating the Swedish way of management and is also 
adapting accordingly. On the other hand, the Swedish managers are also recognising the 
cultural differences and adapting to understand the local culture. During the adaptation 
periods, the communication challenges still arise. Hence, these communication challenges 
and causes are worth noting for potential Swedish managers to minimise the pitfalls and 
develop the appropriate solutions according to the challenges. 
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Research Limitations         
The scope of this study was limited in terms of a few factors. Firstly, it was the time 
constraint. Due to a limited time frame, we could not get as many research participants for 
our study as we wanted which could potentially introduce new insights or increase the 
generalisability of the result. Moreover, during our data collection process, we faced 
limitations due to the longest holidays in Myanmar (Burmese New Year’s celebration). Thus, 
the managers were unreachable at the period and after the period, managers were occupied. 
Therefore, the pool of research participants was limited to five managers from Burmese side.  
 
Secondly, we had to ensure that the interviewees understood our research topic. We have 
introduced the process of our data collection and the research topic to every manager, 
because the managers are from diverse backgrounds. Therefore, the interpretation of the 
survey questions still can be different for each interviewee. Moreover, the geographical 
distance and the internet connection limitation from the managers’ side forced us to conduct 
some of the interviews via email, from which social cues were not available. Overall, the lack 
of social interaction from the email interview might have hindered potential insights on the 
subject. However, we are aware of the disadvantages of the email interview and it was only 
used under inevitable situations. 
 
Thirdly, we have decided on conducting the interviews in a semi-structured way. Semi-
structured interviews are in generally very time-consuming and analysing the data requires 
good skills and experience, in order not to lose focus during the research process. For this 
process, we had to plan carefully so that we could ask the right questions to create a data set 
that is of high value. Moreover, the interview results had to be diligently differentiated in 
order to derive the relevant findings towards the research focus. 
 
In the research, the diversity of the data was constrained by the paucity of informants. Even 
though we have a broad range of interviewees from different professional backgrounds, the 
generalisability of the research could be improved by having an equal number of female and 
male participants. With a longer time frame, the data set could have been more diverse and 
in-depth. However, we believe that albeit those limitations we have managed to analyse the 
results of our study in an appropriate way.  
           
Theoretical Contributions and Practical Implication 
This research used the GLOBE Study to measure cultural practices and values in Burmese 
and Vietnamese organisations from the perspective of Swedish managers. As there have not 
been any data in the GLOBE Study about Myanmar and Vietnam so far, this study provides a 
brief overview of the cultural dimensions for both countries. 
 
Furthermore, it may seem obvious that the cross-cultural communication challenges are 
caused by the cultural differences. Albeit, this study has identified the relationship between 
the causes and the challenges. Moreover, it has also confirmed the obvious challenges with 
the empirical data. The substantial contribution of this research is the discovery of the 
relationship between the communication challenges and the cultural dimensions within the 
organisations, which could help the Swedish managers to develop the appropriate solution 
accordingly. 
 
In terms of practical implication, this study can function as a guideline for the potential 
Swedish managers and the other foreign managers when they go to work and live in 
Myanmar and Vietnam. In a globalised world, cross-cultural communication is more 
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important than ever. Therefore, it is essential to be aware and understand those challenges 
and their causes in order to act and work in the most efficient and effective way. 
Additionally, it can contribute to further cooperation and improvements in respect of the 
cross-cultural communication between Sweden and the host nations, Myanmar and Vietnam. 
 
Recommendation for Future Research 
The communication challenges of Swedish managers in Myanmar and Vietnam is the 
beginning of a research field that is yet to be explored. For further research, it would be 
necessary to conduct a larger number of surveys and interviews to have a broader quantitative 
and qualitative data collection. The findings for this research are derived qualitatively and 
therefore, the future research could conduct quantitative analysis to prove or disprove the 
relation between the challenges and the cultural dimensions. Moreover, it would be useful to 
investigate further on the perceptions of the local workforce, as for now those challenges are 
solely based on the Swedish managers’ perceptions. This would help to conduct a more in-
depth analysis that can be used to generalise and give detailed results that perhaps can be 
included in the GLOBE Study because as mentioned earlier Myanmar and Vietnam are not 
included in GLOBE Study yet. Aside from that, further work needs to be done regarding the 
solutions for those challenges. Being aware and understanding of the challenges and their 
causes are the first step, but the suggestions to overcome them would be the second step for 
the research. Investigations on different methods on how to solve the challenges and whether 
they have been successful or not – in relation to GLOBE's nine cultural dimensions – would 
be an interesting asset for the study. 
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APPENDIX  

Appendix A - Qualitative Interview Guideline 
1. Please introduce yourself. 

a. Name, Gender, Origin 
b. Position and service duration 
c. For how many years have you been in the position of a manager? 
d. Size of the company 
e. Size of your team, local or diverse? 

2. How did you prepare for working in a new location? How does it help? 
3. Do you speak local language? Do you think it is necessary to speak the local 

language? 
4. How is your Swedish management coming along in local environment? 
5. Any communication challenge in your workplace? In your opinion, what are the 

causes?  
6. How does that challenge affect when you seek and acquire work-related information? 
7. ***If there are anomalies in their cultural dimensions answers, ask why. For example, 

if they expect much higher “Uncertainty avoidance”, they ask why do they expect that 
much.  

8. Do you have any conflicts in the team and what are the challenges resolving the 
conflicts? 

9. Any challenges for accents and language fluency from the team?  
10. Do your employees comfortable with raising issue? If not, what do you think what is 

the cause? 
11. How do you communicate/disseminate information to your employee? Do you find 

any problem? 
 
 

Appendix B - Qualitative General Instructions for the Managers 
In completing this survey, you will be asked questions focusing on the organization in which 
you [worked or you are currently working]. Most people complete the survey in 
approximately [20-24 minutes]. 
 
There are [two] sections to this questionnaire. 
 
Explanation of the Types of Questions 
 
[Both sections] have questions with two different formats. An example of the first type of 
question is shown below. 
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A. In this country, the weather is generally: 
very pleasant   moderately 

pleasant 
  very 

unpleasant 

1 2 3 4 5 6 7 

For a question like this, you would [click] the number from 1 to 7 that is closest to your 
perceptions about your country. For example, if you think the weather in your country is 
“very pleasant,” you would [click] on 1. If you think the weather is not quite “very pleasant” 
but is better than “moderately pleasant,” you could [click] on either 2 or 3, depending on 
whether you think the weather is closer to “very pleasant” or to “moderately pleasant.” 
 
The second type of question asks how much you agree or disagree with a particular 
statement. An example of this kind of question is given below. 
 
B. The weather in this country is very pleasant. 

strongly agree   neither agree 
nor disagree 

  disagree 

1 2 3 4 5 6 7 

For a question like this, you would [click] the number from 1 to 7 that is closest to your level 
of agreement with the statement. For example, if you strongly agree that the weather in your 
country is very pleasant, you would [click] on 1. If you generally agree with the statement but 
disagree slightly, you could [click] on either 2 or 3, depending on how strongly you agree 
with the statement. If you disagree with the statement, you would [click] on 5, 6, or 7, 
depending on how much you disagree with the statement.” 
 
* This guideline is referenced from the Form Alpha of the GLOBE Research Survey 2006. 

Appendix C - Confidentiality Document for the Qualitative Data 
Collection 
 
Dear Managers, 
 
We truly appreciate your participation and contribution to our research study. Without your 
help, it would not be possible for us to realise this project. For our research, especially the 
qualitative data collection, we will voice record the interview so that we can transcribe it later 
and evaluate the results. The recording will be only used for our research study and not 
shared with anyone else. As we place high value on confidentiality we want to make sure that 
you are aware of that and agree with us. If you wish, we can anonymise your name and/ or 
name of organisation in our final thesis. 
 
Thank you very much for your time and effort. 
 
Best regards from Lund, 
Latt and Trang 
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Appendix D - List of Themes and Codes 
 

Cultural Competence and Preparation 
Cultural Experiences 

Cultural Preparation 

Language and Communication 

Raising Issues 

Communication Style 

Different Language Level 

Interpretation Problems 

Informational Collection and Dissemination 

Informal Communication Style 

Nonverbal Communication 

Organisational and Cultural Factors 

Adaption to Local Culture 

Region and Industry Based Challenges 

Company Culture (Flat Vs Hierarchy) 

Effect on Leadership 

Language Assessment in Recruitment 

Corporate Environment and Challenge 

Swedish Management 

Work Attitude 

Trust and Personal Relationship 

Indecisiveness by Employees 

Uncertainty Vs Safety 

Age-superiority 

Losing Face 
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Appendix E – GLOBE’s Instrument 
Cross-Cultural Challenges | Section 1: The Way Things "Are" in Your Work OrganiSation 

 
Instructions: 

 
Dear Managers, 

 
We are, Latt and Trang, two Master's in Management students from Lund University in 

Sweden. For our Master Thesis we are exploring the cross-cultural communication 

challenges in employee management in Burmese and Vietnamese organisations from the 

perspective of Swedish Managers. 

 
This questionnaire consists of two sections, and each section will take about 10-12 minutes. 

So in total it will take maximum about 20-24 minutes to complete this questionnaire. 

 
For our quantitative research we are using the GLOBE model. The following questions are 

from the GLOBE study and it will help us explore the different cultural dimensions of the 

organisations that you have worked or are currently working in Myanmar or Vietnam. 

 
''In this section [1], we are interested in your beliefs about what the norms, values, and 

practices are in the organisation in which you work as a manager. In other words, we are 

interested in ''the way your organisation is'' [...]. 

 
There are no right or wrong answers, and answers don’t indicate goodness or badness of 

the organisation. 

 
Please respond to the questions by [clicking] the number that most closely represents your 

observations about your organization.'' (GLOBE Research Survey - Form Alpha, 2006) 

 
Thank you very much for your time and effort. We truly appreciate your participation in our 

research study! 

 
Greetings from Lund, 

Latt and Trang 

 
Please fill your name _________________ 

 
Please briefly list the main challenges as a manager when you manage your employee? 

___________________________________ 
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Section 2: The Way Things Generally "Should Be" in Your Work Organization 
 
Instructions 

 
"In this section [2], we are interested in your beliefs about what the norms, values, and 

practices "should be" in the organization in which you work as a manager. 

 
Again, there are no right or wrong answers, and answers don’t indicate goodness or 

badness of the organization. 

 
Please respond to the questions by [clicking] the number that most closely represents your 
observations about your organization.'' (GLOBE Research Survey - Form Alpha, 2006) 
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We really thank you for participating in this research. We will analyse your answers 
and get back to you with a Face-to-Face interview. 


