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EXECUTIVE SUMMARY 

Globalization has opened up national borders, which has led to a spread of companies globally 

and a culturally diverse nature of labor. Efficient cultural diversity management (CDM) has 

become a significant challenge for organizations and managers have to find ways of managing 

a cross-cultural staff, as a disregard of cultural dissimilarities is the cause of most failures by 

cross-national businesses. The literature on diversity management has mainly been focused on 

domestic models, resulting in a lack of research regarding how this is done in an international 

context and how multinational companies (MNCs) are answering to an increasingly globalized 

staff. To address this gap, this study contributes to the existing literature by examining CDM 

within a MNC. In order to provide a better understanding of how to manage cultural diversity 

in a multinational company, two research questions were stated, which focused on approaches 

and managerial skills within CDM. The study was conducted using a qualitative case study 

approach and data was collected through three semi-structured interviews with managers 

within a Swedish MNC.  

The findings showed that the investigated MNC uses five out of seven approaches outlined in 

previous literature regarding CDM, whereas four of them are used to some extent and one to a 

greater extent. Furthermore, the literature outlined 29 managerial skills, whereas the findings 

supported 12 of them but also contributed with a number of additional managerial skills 

perceived as necessary. Overall, the findings showed that the investigated MNC both 

encourages and is positive toward cultural diversity at the workplace.  

 

Keywords: culture, diversity, management, international, MNC, skills 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

SAMMANFATTNING 

Gränser mellan länder öppnas upp som ett resultat av globaliseringen, vilket har resulterat i en 

spridning av företag globalt och en kulturellt varierande arbetskraft. Effektiv hantering av 

kulturell mångfald har blivit en stor utmaning för företag. Chefer måste hitta sätt att hantera en 

tvärkulturell arbetskraft eftersom ignorans av kulturella olikheter är orsaken till flest 

misslyckanden hos gränsöverskridande företag. Litteraturen gällande hantering av kulturell 

mångfald har i huvudsak fokuserat på inhemska modeller, vilket har resulterat i att det saknas 

forskning gällande hur detta görs i ett internationellt sammanhang samt hur multinationella 

företag svarar på en alltmer globaliserad arbetskraft. Denna studie bidrar till den befintliga 

litteraturen genom att undersöka hur kulturell mångfald kan hanteras inom ett multinationellt 

företag. För att nå en bättre förståelse för hur man hanterar kulturell mångfald i ett 

multinationellt företag, formulerades två forskningsfrågor med fokus på tillvägagångssätt och 

chefliga kompetenser för att hantera kulturell mångfald. Denna studie utfördes genom en 

kvalitativ fallstudie och data samlades in genom tre semistrukturerade intervjuer med chefer 

inom ett svenskt multinationellt företag.  

Resultaten visade att det undersökta multinationella företaget använder fem av sju 

tillvägagångssätt som är presenterade i tidigare litteratur om CDM, medan fyra av dem används 

i viss utsträckning och en i större utsträckning. Vidare redogjorde litteraturen för 29 

ledarskapskompetenser. Resultaten bekräftade 12 av dem men bidrog även med ett antal 

ytterligare ledarskapskompetenser som uppfattades som nödvändiga. Sammantaget visade 

resultaten att det undersökta multinationella företaget både uppmuntrar och är positivt mot 

kulturell mångfald på arbetsplatsen. 

 

Nyckelord: kultur, mångfald, hantering, internationellt, multinationella företag, kompetenser 
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1. INTRODUCTION 

This chapter presents the topic of the thesis. Firstly, a background is provided where theories 

of globalization, management, culture, diversity management, and cultural diversity 

management (CDM) are introduced. Secondly, a problem discussion is presented, ending with 

a statement of the overall purpose and the research questions as well as an overview of the 

entire thesis.  

 

1.1 BACKGROUND 

The 21st century is an epoch of the globalization of the world’s economy (Pan Fan & Zhang 

Zigang, 2004).With business becoming more globalized, the amount of people working with 

international activities increases, companies become multicultural organizations (Ramburuth 

& Welch, 2005) and several corporations are expecting their workforce to work abroad 

(Richardson, 2005). A consequence of globalization is that it has awoken desire for research in 

the area of international management, as well as the critical need for knowledge regarding 

management of companies working in global or new national environments (Tsui, 2007). As 

globalization is rising and nations are more concerned about increasing demographic diversity, 

the necessity for understanding dissimilarities in companies has grown (Lauring, 2013). 

Increasing diversity is a significant trend of the 21st century and influences the workforce 

(Seymen, 2006). Diversity can be defined as visual and subjective disparities between people 

(Böhm, 2013) and has been suggested to involve several dimensions and to consider everyone. 

In the society today, diversity partly include nationality, religion, gender, and culture (Sadri & 

Tran, 2002). A diverse workplace contributes to a more effective and responsive organization 

that can make better decisions. This derives from the fact that people from different populations 

can give other perspectives on methods and their eventual consequences, as they sometimes 

have different anticipations, understandings, values, and approaches (Ewoh, 2013). It has 

become more important for organizations to enfold diversity, since groups or teams that have 

embraced diverse perspectives and valued multiplicity have gained several positive results 

(Ewoh, 2013). In a global context, it is impossible to not consider diversity and associated 

challenges when developing and managing people (Seymen, 2006).  

Researcher’s claim that diversity management is formed by organizational and social factors, 

as well as the interplay between them (Besic & Hirt, 2016). According to Cox Jr. and Blake 

(1991), diversity management includes various management activities and matters that are 

connected to employing people from diverse cultural backgrounds, as well as how to efficiently 

utilize them (Cox Jr. & Blake, 1991). Furthermore, diversity management has to do with 

altering the view of "them and us" in companies to “us” and puts emphasis on policies and 

managerial skills necessary for all coworkers to optimally contribute to the objectives of the 

company (Richardson, 2005). Diversity management proposes that disparity can be useful in 

management of talent, relationship with customers and organizational learning (Lauring, 2013). 
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Companies being successful compared to competitors have more and more come to rely on 

successful diversity management and it is no longer an alternative to disregard diversity 

(Richardson, 2005).  

There has been a scant amount of attention directed toward strategic implications of cultural 

multiplicity for companies operating at a multinational level, in research regarding diversity. 

This is important to consider since globalization has an inflating effect on the cultural diversity 

of labor in multinational companies (MNCs) (Palich & Gomez-Mejia, 1999). MNCs emerge 

from domestic companies that expand their operations of international character beyond 

exporting and importing (Hipple, 1990) and can be defined as companies with direct 

investments in several nations (Wild & Wild, 2016). Due to the continuous globalization of the 

workforce, organizations often face situations where they are required to work with employees 

and partners from different cultural backgrounds, a task that can be both profitable and 

challenging (Liu, 2010).  

As intercultural interplay becomes more common, managers have to find ways of managing 

cross-cultural staff, faced with different management theories and cultural stereotypes (Pillai, 

Scandura & Williams, 1999). Studies have found that national culture influences the way 

managers do their decision-making, among other things. Therefore, it is important for managers 

to understand culture and the managers that have cross-cultural proficiency and sensitivity are 

highly demanded (Liu, 2010). Even though there has been a substantial amount of studies 

showing that culture highly influences business activities, the literature regarding cultural 

multiplicity has mainly been inclined toward domestic models. The focus on national 

operations has led to an ignorance in the literature regarding how organizational performance 

is affected by many different national cultures (Palich & Gomez-Mejia, 1999). 

Efficient CDM has become a significant challenge for both domestic and international 

organizations (Palich & Gomez-Mejia, 1999). The reason why MNCs meet various challenges, 

is that they are operating in different markets and are faced with the various countries’ differing 

cultures. In contrast to domestic corporations, MNCs generally deal with markets that have 

wider cultural distance, which is reflecting the prevailing dissimilarities between two countries 

in form of certain values, norms and ways of behaving (Aguilera-Caracuel, Guerrero-Villegas, 

Vidal-Salazar & Delgado-Márquez, 2015). It is widely understood that management of a 

workforce that is globally spread is a strategic part, vital for MNCs (Wang, Fan, Freeman & 

Zhu, 2017). Figure 1 displays the levels of workforce diversity that comes with evolutionary 

development of companies (Choy, 2007). 
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Figure 1: Levels of Workforce Diversity in Relation to the Nature of Companies 

Source: Adapted from Choy (2007, p. 9) 

 

1.2 PROBLEM DISCUSSION 

According to Hofstede (1993, cited in Pan Fan & Zhang Zigang, 2004), issues regarding 

regional and national dissimilarities are brought to the façade by the spread of companies 

globally. Furthermore, he suggests that all countries have something known as management, 

although there is a difference of meaning that can be of a slighter or greater extent across 

countries (Pan Fan & Zhang Zigang, 2004). There are many different approaches to diversity 

management, partly because the practices of managing multiplicity are travelling across 

national borders and are translated by people from different national contexts. Even though 

there has been a growing concern with multiplicity in organizations in the last years, 

management of international diversity is still an understudied field. This is mainly due to the 

fact that the development of diversity management mostly has been focused on demographic 

differences (Wallace, Hoover, & Pepper, 2014). 

According to Richardson (2005), it is necessary for companies to make diversity a constituent 

of the corporate culture and having a ‘global mindset’ is essential in order to manage cultural 

diversity. A high level of cultural diversity will undoubtedly entail implications for company 

performance and managerial activities (Palich & Gomez-Mejia, 1999) and a disregard of 

cultural dissimilarities is the cause of most failures by cross-national businesses (Pan Fan & 

Zhang Zigang, 2004). Although, to enable an enhancement of competition and innovation for 

organizations operating in a multicultural environment, diversity can be essential (Choy, 2007). 

Research has shown that effective management of multicultural workers is regarded as critical 

in order to reach benefits and sustain competitive advantage internationally (Sippola & Smale, 
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2007). A diverse staff can potentially possess competitive advantages for an organization if 

managed well (Cox Jr. & Blake, 1991). 

The nature of MNCs are becoming more multicultural and workforces are becoming 

increasingly heterogeneous, compared to the traditionally homogenous composition of 

employees. Because of this, scientists, academics, corporate executives and managers put 

emphasis on the importance for business leaders and managers to completely understand and 

estimate the complexities that a diverse manpower would mean for their company (Choy, 

2007). The literature on diversity management has delivered an extensive range of empirical 

research and theoretical frameworks regarding how companies have managed and can manage 

diverse labor, but there is not much literature on how this is done in an international context. 

There is a lack of knowledge regarding how MNCs are answering to an increasingly globalized 

staff (Sippola & Smale, 2007). Furthermore, there is not a general agreement on how to manage 

cultural diversity and there are different approaches to CDM. Outlooks connected to efficient 

CDM are most often diffuse and it is hard to find consensus among the authors on the topic 

(Seymen, 2006). 

To reach success in today’s business environment, managers are required to possess certain 

cultural skills (Egan & Bendick, 2008). Research regarding leadership within different cultural 

settings, among others, has identified a range of skills needed by managers if they want to be 

successful managing a diverse staff (Shanton & Phyllis, 2004). The idea that work outcomes, 

such as performance and customer satisfaction, can be enhanced by a diverse culture or climate, 

is supported by wide empirical findings. Although, it is still not clear what processes lead to 

these positive effects (Guillaume, Dawson, Woods, Sacramento, & West, 2013). Today, the 

nature of labor is culturally diverse and because of this, it has become vital for managers to 

consider how management practices can be affected by multicultural dissimilarities (Shanton 

& Phyllis, 2004). Instead of viewing culture as an issue, which it can be if managed in the 

wrong way, it should be considered an asset that can be utilized (Richardson, 2005). A 

suggested key factor for managing a cross-cultural staff is not to neutralize and impede cultural 

disparities, but rather to utilize them and there is clearly a need for management of culture and 

its outcomes (Pudelko, Carr & Henley, 2006). 

 

1.3 OVERALL PURPOSE  

The purpose of this thesis is to provide a better understanding of how to manage cultural 

diversity in a MNC. Two research questions have been formulated to help reach the stated 

purpose: 

RQ1: What are the approaches for CDM and how can they be used within MNCs?  

RQ2: Which skills can be necessary for managers to possess in order to manage a culturally 

diverse workforce? 
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1.4 OVERVIEW OF ENTIRE THESIS 

This thesis consists of six chapters, which are shown in Figure 2. Chapter 1, as previously 

mentioned, is the introductory chapter that includes the background, problem discussion, 

overall purpose, and this overview of the entire thesis. The background is mainly focused on 

broad theories of management, culture, diversity management, MNCs and CDM, whereas the 

problem discussion emphasizes CDM. Chapter 2 is a literature review and presents theories 

that are important for this thesis, an overview of the existing literature regarding the area of 

study, as well as a conceptual framework for the thesis. Chapter 3 presents the methodology 

of the thesis, in other words, how the data was collected and how the study has been 

implemented. Chapter 4 displays the empirical data for this study, after which Chapter 5 

presents an analysis of the data. Finally, Chapter 6 provides the findings of this study, together 

with the conclusions that can be drawn from them. 

 

 

Figure 2: Thesis Outline 
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2. LITERATURE REVIEW  

This chapter presents an overview of the existing literature in the area of research together 

with theories related to the overall purpose stated in chapter one. The chapter starts with a 

review of literature on culture, followed by literature on diversity management, international 

diversity management, approaches for CDM and managerial skills. Lastly, a conceptual 

framework is developed based on the literature and theories discussed, which will be used in 

collection and analysis of data.  

 

2.1 CULTURE   

Culture refers to norms and assumptions of a specific group or society (Raatikainen, 2002) and 

involves law, art, knowledge, morals, trust and conventions that almost every member of a 

particular society share and that separates group members from each other (Seymen, 2006). 

The norms and assumptions within a culture concern the way individuals interact with one 

another and how they behave. Even though a diverse set of norms and assumptions develops 

within a society, genders, functions and professions within an organization or society do not 

necessarily have the same culture (Raatikainen, 2002). Hofstede (1994) defines culture as “the 

collective programming of the mind which distinguishes the members of one group or category 

of people from those of another" (p. 4). Culture as a term can be applied to organizations, 

nations, professions and groups of religions among other things, even though culture can 

manifest itself very differently among these levels. The processes of management are affected 

by the culture of the nation in which a company functions, as its members, managers and 

management researchers get mentally programmed by the culture. The effect culture has on 

management is furthermore most visible and noticeable at the national level (Hofstede, 1994).   

Cultures are conveyed through people’s values, which involves every aspect of human life and 

the surrounding world. These values affect people’s attitudes regarding the kind of behavior 

seen as most effective and suitable in different situations. This is a result from culture being a 

lifestyle, as well as a way for people to communicate solutions (Seymen, 2006). Norms and 

values of a culture are held deeply, they are usually implied and people often take them for 

granted. Their deepest influence on how people interact and behave is generally concealed and 

very challenging to both recognize and deal with. Disparities in terms of culture will without 

doubt prevent interactions to run smoothly (Raatikainen, 2002). Previous literature has 

emphasized that national culture involves everything connected to business and work, which 

transfers into the company in form of cultural baggage of the employees. Moreover, it has been 

suggested that the relationship between individuals within an organization is influenced 

directly by culture as a social phenomenon (Seymen, 2006).  

Culture functions as the driver of behavior and because of this, it shapes the practices within 

organizations and makes it easier to predict the actions of people (Mujtaba, Han & Cao, 2013). 

Hofstede (1994, cited in Pudelko et al., 2006) claim that “the business of international business 

is culture” (p.7) and a fundamental suggestion is that a variety of different cultures might be 
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involved in a collaboration. In order to convey, for instance, a nation’s norms and manners, a 

profession’s language and values, or organizational dissimilarities, the features of the cultures 

involved might be communicated in stereotypical ways (Vangen & Winchester, 2014). Several 

management researchers see culture as something negative, where there is a necessity of its 

impact to be contained and controlled because it makes it hard to apply the practices that works 

best within management. On the other hand, culture is also interpreted as a forceful origin of 

competitive advantage, especially when dissimilarities are considerately managed (Pudelko et 

al., 2006).   

 

2.2 DIVERSITY MANAGEMENT 

Changing demographics, increasing globalization, worldwide competition and movability of 

workforces have put pressure on more efficient management of multiplicity issues as well as 

enhanced consciousness. This in turn has led to ethical, economic and regulatory forces that 

pressure companies to react (Sippola & Smale, 2007).  

Diversity management in companies originated in the United States around 1960, with the 

upcoming of laws for equal employment opportunities (Ravazzani, 2016). It is derived from 

the assumption that diverse groups generate new ways of working with one another and that 

efficiency, revenue and morale will be enhanced (Sadri & Tran, 2002). Several meanings are 

carried out regarding diversity management but it is usually related to companies’ attempts of 

recruiting, hiring and retaining people from several backgrounds, as well as facilitating good 

relationships between them (Hur & Strickland, 2012). Diversity management proposes that 

differences can be utilized within organizational activities in a constructive way. These 

activities include organizational learning, relationships with customers and management of 

abilities (Lauring, 2013).  

There are two fundamental elements to diversity management in companies. Internally, 

diversity management is focused on supporting a workplace atmosphere that makes all 

employees feel that they are contributing to the company and that they are valued. Externally, 

diversity management refers to the company’s capability to be watchful and flexible enough to 

answer to alterations in the society (Richardson, 2005). Ewoh (2013) states that diversity 

management is a process that involves the establishment of a positive surrounding, where the 

subordinates’ attitudes and ways of behaving are modified through consciousness and training. 

It is necessary to connect suppositions regarding personal- and organizational culture when 

managing diversity. Valuing and managing diversity can be seen as moving toward a method 

that maximizes assets and productivity, while taking a step away from approaches of legal 

character (Ewoh, 2013). 
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2.2.1 INTERNATIONAL DIVERSITY MANAGEMENT 

Studies have shown that methods and interpretations of diversity management differ between 

countries. However, global diversity management can be described as how organizations plan, 

coordinate and realize policies, strategies, initiatives, and activities for progress, with the goal 

of accommodating different ways of working with international employees (Lauring, 2013). 

There are not many studies that have focused on diversity management within international 

MNCs (Lauring, 2013) as the emphasis of studies mainly has been on national contexts. 

Furthermore, attempts by MNCs to expand their agendas for multiplicity internationally, have 

not been reflected in research to the same extent (Sippola & Smale, 2007). Even though it has 

been taking time for MNCs to recognize the increasing multiplicity within workforces and the 

implications it entails, it is now almost ordinary for MNCs to plan, implement and assess 

management initiatives regarding some sort of multiplicity (Sippola & Smale, 2007). Lauring 

(2013) states that international diversity management differs from domestic diversity 

management predominantly because of the paradox of integration on a global level contra 

responsiveness on a local level.   

With increasing levels of staff working outside the domestic country, MNCs face a big 

challenge in leveraging the multiplicity of a global staff and at the same time preserving 

consecution within the company. Most MNCs strive to carry over methods of management that 

have been proven to work and that originally helped the company to expand internationally. 

However, these methods might not be suitable for subsidiaries at all times even if they have 

worked well at the headquarters, since management can be affected by societal and cultural 

disparities (Lauring, 2013).  

 

2.2.2 APPROACHES FOR CDM 

CDM can be described as a company’s response to a staff that is increasingly varied and to the 

need of being competitive. It has also been declared that CDM suggests a holistic focus to 

establish an organizational surrounding in which all employees are allowed to reach their total 

abilities in persecuting the company’s objectives (Seymen, 2006). 

According to Seymen (2006) there is not a general agreement on how to manage cultural 

diversity and different approaches are used to handle it. Outlooks connected to efficient 

management of culturally diverse workforces are most often diffuse and it is hard to find 

consensus among the scholars on the topic. The primary reason for this can be made clear by 

looking at the scholars’ assessment of cultural plurality mainly considering the staff. Some 

scholars see cultural plurality as advantageous whereas others consider it to be problematic 

and hard to manage. Assessments like these surely have an effect on how CDM is viewed, as 

well as on what methodologies are offered to be utilized within the topic. Seymen (2006) has 

investigated CDM in the relevant literature and presents different approaches connected to 

effective CDM, outlined below. In order for companies to be able to manage cultural 

diversity effectively, it is useful to form a model for CDM that is exclusive for the company. 

This type of model can be developed by contemplating the positive and negative aspects of 

the different approaches (Seymen, 2006).  
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Supporting Culturally Diverse or Multicultural Organizations 

Defenders of this approach, supporting culturally diverse or multicultural organizations, state 

that today’s companies, which are aiming toward a high performance, unquestionably should 

support cultural diversity and a structure that is multicultural. In MNCs, it is vital for managers 

to be conscious of cultural diversity and of how to efficiently manage it. This because cultural 

diversity provides for wealth, perspective and a range of other ways of thinking, which makes 

it crucial for innovation and creativity. It also settles flexibility within the company, enhances 

human resource potential, acknowledges the necessities of distinct markets in a better way, and 

stimulates work gratification and learning by doing. Furthermore, cultural diversity provides 

the foundation for specialization, which is crucial in the complex business situations today and 

is reducing costs by lessening the staff turnover rate (Seymen, 2006). 

It has been suggested that the primary goal for companies attempting to provide and increase 

cultural pluralism, is to dominate ethno-relativity for ethno-centralism and pluralism for single-

culture. Pluralism means welcoming diverse sub-cultures of a company, whereas ethno-

relativity refers to accepting that people that belong to the dominant culture and people that 

belong to the subcultures are equal. These two different perspectives have resulted in that 

people in companies who have felt disregarded because they originate from different cultures, 

can involve themselves in the company rigorously (Seymen, 2006). The defenders of this 

outlook states that cultural diversity is welcomed as a needed, natural, usable and cheerful fact 

that enables companies to feel good about pluralism and using dissimilar human resource pre-

eminences. Some defenders of this view direct their focus on a business strategy that is culture-

oriented, which means exploiting the cultural and social values within a diverse staff to realize 

them as the corporate culture. They express that the best way is to create a competitive 

advantage long term, which is based on cultural interaction among the staff (Seymen, 2006).  

Considering Advantages and Disadvantages of Cultural Diversity Separately  

Scholars supporting the approach of considering advantages and disadvantages of cultural 

diversity separately, claims that there are both advantages and disadvantages accompanying 

cultural diversity in organizations and that they should be considered individually. According 

to this view, issues connected to cultural diversity should be given as much attention as the 

benefits, and sometimes even more. Defenders of this view states that CDM is the totality of 

the activities that carries systems and applications within organizations and benefits of cultural 

multiplicity to the top, while reducing the disadvantages. Some defenders also recognize that 

diversity can influence companies in both positive and negative ways, but that the character of 

the impact depends more on the existing diversity climate than on the diversity itself. It is also 

suggested that it appears to be a consensus that cultural diversity can be useful in terms of 

performance if being managed properly, but if disregarded or managed wrong it might decrease 

performance. Furthermore, it is stated that the coexistence of diversity and unity should be kept 

together for both individuals and organizations to be strong (Seymen, 2006).  

According to scholars supporting this view, normative disputes arises as task groups become 

more diverse and efforts to resolve them with the use of conventional techniques like 

compelling, compromising and convincing will not be sufficient. Instead of viewing cultural 
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diversity as an obstacle, management should utilize the benefits arising from cultural diversity 

(Seymen, 2006). It is furthermore stated that cultural diversity plays a significant role when it 

comes to communicational issues in MNCs or global companies. The main reasons for these 

issues originates from cultural differences and hence, interaction and conversation styles are 

comprehended in different ways. Issues that arise in meetings face-to-face might be handled 

by having a better comprehension of the way communication is used by different cultures 

(Seymen, 2006). 

Combining Cultural Diversity with a Dominant Organizational Culture 

Scholars supporting the approach of combining cultural diversity with a dominant 

organizational culture, imply that one aim of companies with multinational or supernational 

operations is to establish the sense of a joint cultural objective and identity, which involves the 

entire institution and matching units. It has also been expressed that several MNCs have, since 

the 1980s, attempted to give rise to a strong organizational culture in order to reach competitive 

advantage. According to this viewpoint, organizational culture in such big companies should 

show a mechanism that gives a sense of oneness at an adequate level to people in diverse 

nations and provides organizational reliance (Seymen, 2006). 

Organizations’ spirit, nature, behavior and image in terms of culture are all guided by the 

organizational culture, where the heart is the values that are jointly shared. This can assist as a 

common platform for the comprehension of the diverse workers. The notion of cultural control 

can be brought up in light of this, which means that control can be managed more casually and 

implicitly when all members within a company are socialized and acculturated toward joint 

values that are held by the society. This viewpoint gives the idea of the establishment of a joint 

organizational culture and underlines combining the cultural multiplicity of a company with 

this cultural texture. Development of unity can be helped if the members of an organization 

resemble each other, which is connected to organizational success. Since organizational 

cultures rather are made up by activities than of values that are obtained in the organization, 

they can be managed to some extent by altering the activities (Seymen, 2006). 

Adopting Universal Cultural Values 

Scholars defending this approach, adopting universal cultural values, support that companies 

adopt cultural values that are universal. According to universalism, it can be required to put 

emphasis on values that goes beyond cultures in MNCs that consists of subordinates from 

diverse cultures. Companies that prefer this method make their managers rotate among cultures 

or assemble managers in a systematic way. As a result of this adaptation, the company’s culture 

gets stronger, the managers’ function acquires features that go beyond cultures, and issues 

originated from organizational disparities can be decreased to the least possible (Seymen, 

2006). 

CDM as a Human Resource Program or Strategy 

Defenders of this approach, CDM as a human resource program or strategy, proposes and 

provide examples of programs aiming at providing efficient CDM in companies. The prime 

attribute of these types of programs is they are charging key liabilities to human resource 
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divisions and their intensively usage of modern techniques for management. By using these 

types of programs, people can learn how members from diverse cultures perceive work, what 

their postures are and what motivates them and how. Research has shown that programs that 

prepare expatriates before departures and motivates them, influences the cultural harmony in 

expatriations positively. In some research it is suggested that the managerial activities, 

empowerment and continual betterment, may be vulnerable to a practice-culture fit and these 

types of programs give noticeable quantities of independency concerning their work. For these 

programs to be successful, human resource enforcements that are suitable to the outlooks and 

needs of culturally diverse employees, must be performed (Seymen, 2006). 

The growth of cultural diversity makes it necessary for managers to have both information and 

comprehension about how to manage employees that greatly differ, in order to achieve their 

common objectives. Managers working with culturally diverse employees have to utilize 

techniques for varying management and organizational conduct harmonizing distinct values 

and needs held by the staff. Transitioning to a multicultural company requires engagement, 

time and counsel from experts within the field and it is significant that the staff is trained anti-

culturally concerning business (Seymen, 2006). 

To work with the challenge of enabling a harmonious work environment for diverse employees, 

maximizing the input of all employees and making sure that everybody are treated justly 

independent of cultural belonging, companies can choose between two different approaches: 

an approach that is fundamentally defensive and compliant, or one that is developmental (Day, 

2007). 

Defensive and Compliant Approach 

A defensive and compliant approach means that companies treat cultural disparities as 

something risky, where the potential for misconceptions, disbeliefs, disputes and bitterness, is 

high. Organizations adopting this approach therefore avoid being offensive toward people, 

manages dissatisfaction and work to prevent harassment (Day, 2007). 

This approach often emerges as a response to complaints, like disputes, people claiming that 

they have been treated unjustly, or harassments. To respond to this, companies might redefine 

their policies and processes, make public relations assertions with the purpose to reassure and 

establish initiatives and programs, to arrange its intention into a systematic code. The training 

is busy diminishing insensitivity and the outcome is often focusing on race instead of culture 

and compliance without really understanding (Day, 2007). 

Developmental Approach 

A developmental approach on the contrary, sees cultural disparities as potential contributions 

to business, as it brings diverse values, expectations, presumptions, and ways of behaving. 

Companies that adopt this approach acknowledge that these disparities can influence the way 

people of different national origins handle everyday issues that arise in the professional and 

business area. Adopting a developmental approach means acknowledging that members of a 

team represents themselves, not a culture or a special ethnic group. Because of this, cultural 
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disparities are seen as cultural points of view and as possibilities to invigorate the company 

through enhanced communication, fresh perspectives and shared learning (Day, 2007).  

The course of using a developmental approach to CDM often starts with a single person or 

work unit who wants to make practical attempts to improve how individuals work with each 

other, or get ready for broader international liabilities. It is usually driven by real intercultural 

circumstances that people are facing, as well as by company needs, rather than being 

established in processes, policies or programs (Day, 2007). The second step of this course is 

training, which involves interchanges of issues, experiences and impressions between people. 

It acknowledges that experienced disparities are equally important as actual disparities, since 

judgements and reactions arise from people's perceptions of other people. Cross-cultural 

workshops enhances people’s consciousness and knowledge regarding potential cultural 

dissimilarities (Day, 2007). Enhanced common consciousness and knowledge tends to vaporize 

distrust and take away the relevance from questions of supremacy. The last step involved in 

this approach is the development of skills and at this point, people might discover a need for 

increasing their management, communication, or cross-cultural negotiating skills (Day, 2007). 

The most effective approach for companies is the developmental approach and an effect of it 

is that cultural dissimilarities are viewed as individual dissimilarities that have emerged from 

people’s backgrounds. When people are more willing to directly discuss dissimilarities, it is 

easier to build confidence, promote decision making and when suitable, to compromise. This 

approach needs healthy leadership and can be additionally improved by using training that 

strengthens competencies that are needed for efficient intercultural communication and to 

manage hard situations (Day, 2007). 

 

2.3 MANAGERIAL SKILLS 

There are potential benefits accompanying a well-managed culturally diverse workforce 

(Sippola & Smale, 2007) and it is essential for managers to have certain cultural skills in order 

to become successful in today’s business environment (Egan & Bendick, 2008). According to 

Egan & Bendick (2008), the skills needed are being resourceful, tolerating vagueness, being 

flexible and culturally self-aware, having cultural consciousness and vision, as well as 

multicultural leadership. These skills are answering to the demands of working in surroundings 

where the global economic forces are powerful, cultural diversity among workers and clients 

are increasing and there are big differences between cultural and organizational values. 

Managers usually practice these skills at individual, working party and organizational levels 

(Egan & Bendick, 2008). 

Shanton and Phyllis (2004) have identified themes of skills that are necessary to possess in 

order to manage culturally diverse subordinates. These themes are work-based learning, 

cultural empathy, communicative skills, individual style, and managerial competencies at a 

general level (see Table 1), where each theme involves a number of skills. In order for 

managers to efficiently manage a diverse workforce, practices for selection, education and 

progress, as well as estimations of performance might be focused on identifying and enhancing 
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the mentioned skills. A manager’s qualification in handling problems regarding multicultural 

diversity might influence emotional results, for example, how employees feel about their work 

(Shanton & Phyllis, 2004). 

Table 1: Managerial Skills 

Theme Description Skills Involved 

Work-based learning Reflects the managers’ motivation to 

learn about their subordinates, 

adjustment to upcoming situations and 

development of competences to 

discover missing information.  

Flexibility and adaptability 

Curiosity 

Readiness to learn about the 

staff 

Tolerance of vagueness 

Being attentive 

Cultural empathy Managers’ capability of seeing things 

from their employees’ points of view. 

Cultural consciousness 

Cultural comprehension 

Respecting other people’s 

values 

Dealing with people as 

individuals 

Dealing with people using 

different perspectives 

Having experience from other 

cultures 

Communicative 

skills 

The way managers communicate with 

the members of the culturally diverse 

employees. 

Listening 

Having a policy for keeping 

doors open and being available 

Using clear utterances 

Using non-verbal nuances 

Having knowledge about 

another language 

Individual style The style managers’ use when 

managing the workforce. 

Being emotionally stable 

Being focused on mutuality 

with subordinates 

Being sincere 

Having a sense of humor 

Managerial 

competencies at a 

general level 

Having managerial competencies at a 

general level. 

Being motivating and 

consulting 

Devoting time to dissolve 

disputes between subordinates 

from diverse cultures 

Source: Adapted from Shanton & Phyllis (2004, pp. 65-68) 
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2.4 CONCEPTUAL FRAMEWORK 

In this subsection, a conceptual framework is presented based on theories and research 

discussed in the literature review. The conceptual framework includes the theories found most 

relevant to form the basis for the data collection. It is furthermore used when analyzing the 

data, where the collected data is compared to the existing literature.  

 

2.4.1 APPROACHES FOR CDM 

In order to answer RQ1, two key articles are being used. Seymen (2006) states that a common 

agreement regarding CDM does not exist and presents five approaches connected to CDM 

outlined below.   

 Supporting culturally diverse or multicultural organizations 

 Considering advantages and disadvantages of cultural diversity separately 

 Combining cultural diversity with a dominant organizational culture 

 Adopting universal cultural values  

 CDM as a human resource program or strategy 

Day (2007) presents two different approaches for CDM: 

 A defensive and compliant approach 

 A developmental approach 

Seymen (2006) further states that it can be useful for companies to model for CDM by 

contemplating the positive and negative aspects of different approaches.  

 

2.4.2 MANAGERIAL SKILLS 

In order to help answering RQ2, two key articles presented below are used. 

Egan and Bendick (2008) outline a need for managers to possess certain cultural skills and 

according to them, they include: 

 Being resourceful 

 Tolerating vagueness 

 Being flexible  

 Being culturally self-aware 

 Having cultural consciousness 

 Having visions 

 Multicultural leadership 

Skills needed to manage culturally diverse employees brought up by Shanton and Phyllis, 

(2004) are divided into the following themes, where each theme includes several skills:  

 Work-based learning 

 Cultural empathy 



15 

 

 Communicative skills 

 Individual style 

 Managerial competencies at a general level 
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3. METHODOLOGY  

This chapter presents the methodology of the study, in which the purpose, approach and 

strategy of the research are discussed. Furthermore, this chapter discusses how the data has 

been collected, which method was used for sampling, how the data has been analyzed, ethical 

aspects as well as how validity and reliability have been reached.  

 

3.1 RESEARCH PURPOSE 

For this thesis it was suitable to mainly use an exploratory approach, as it is helpful in clarifying 

the understanding of a problem. An exploratory study is good to use in order to detect what is 

going on in the area and to gain knowledge about a subject. Furthermore it has the advantage 

of being flexible and adaptable to new situations and allows for change of direction in the light 

of new information or new insights (Saunders, Lewis & Thornhill, 2012). 

This study also applied a descriptive approach, as prolongation of the exploratory research. The 

goal of a descriptive study is to obtain a precise image of people, situations or events (Saunders 

et al., 2012). The purpose of this study was to provide a better understanding of CDM in a 

MNC. The study is mainly exploratory as it aims to provide a better understanding of how to 

manage cultural diversity, however it is also descriptive as existing theories and empirical data 

are described. 

 

3.2 RESEARCH APPROACH 

A qualitative approach was used in this study, which focuses on words instead of numbers. 

The chosen approach take use of collected data in order to generate theory. It can be described 

as interpretative and puts emphasis on understanding different perceptions in certain 

environments. It is further based on the belief that social characteristics is a result from human 

interactions (Bryman & Bell, 2011/2013). It is likely that methods such as non-probability 

sampling is used in qualitative research (Saunders et al., 2012). A qualitative approach was 

chosen as it was considered to be the most suitable approach to use for this study. The reason 

why it was found to be the best approach connects to the purpose of this thesis, which was to 

provide a better understanding of how to manage cultural diversity in a MNC by using a small 

sample and interviewing individual people.  

 

3.3 RESEARCH STRATEGY 

A research strategy can be specified as the researcher’s plan of how to gather information to 

answer the stated research questions (Bryman & Bell, 2011/2013). A case study was found 

suitable for this thesis and will therefore be defined further. 

A case study includes, in its basic form, a detailed and in-depth study of a single case (Bryman 

& Bell, 2011/2013).  It is favorable to use a case study if the research goal is to gain a deep 

comprehension of the research context and of the enacted processes (Saunders et al., 2012), 
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which was the case for this research and hence, it was considered to be the best strategy to use 

based on research problem and context. A case study can further answer questions such as 

“why”, “what” and “how” and is therefore often used in exploratory studies. An embedded 

single case study was chosen as the strategy since it was found manageable for the researchers 

with reference to the time limit. This means that the study was conducted within a single 

organization but investigated different units within that specific organization (Saunders et al., 

2012). A single case study can further be chosen either because it is common or because it 

allows researchers to notice and examine an occurrence that a scarce amount of people have 

examined before (Saunders et al., 2012). Since there is a lack of research regarding CDM in 

MNCs and this study aims to provide a better understanding of how to manage cultural 

diversity in a MNC, by including views by different people within a specific company, a single 

case study is most suitable for this research.  

 

3.4 DATA COLLECTION 

Interviews were chosen as the method for data collection (Bryman & Bell, 2011/2013). 

Through the use of interviews, valid and reliable data can be collected that is of relevance for 

the objectives and research questions (Saunders et al., 2012). Semi-structured interviews were 

chosen for this study and refers to in-depth and unstructured interviews (Saunders et al., 2012). 

Semi-structured interviews were selected in order to keep a relatively distinct focus in the 

gathering of data, but still allow respondents to answer the questions in their own way. Using 

this type of interview, the interviewer has a list of relatively given themes, called an interview 

guide (Bryman & Bell, 2011/2013) and at times some key-questions are being asked (Saunders 

et al., 2012). As the purpose of this thesis was to provide a better understanding of how to 

manage cultural diversity in a MNC by including views by different people within a specific 

company, collecting data this way was suitable for the case study previously discussed.  

Data was gathered by interviewing three individual managers within a single MNC. Collecting 

data from a single MNC allowed the researchers to look more in depth at that specific company. 

In order to ensure that the respondents would be suitable and would be able to provide 

information needed to answer the stated research questions, the respondents had to fulfill a 

criterion of having previous or current experience of CDM. In order to collect data, three 

individual managers within a Swedish MNC, fulfilling the criterion, were interviewed as those 

were found to be best suited for providing information connected to the purpose. The 

participating managers consisted of two general managers and one manager within human 

resources, which were contacted by email and provided with general information about the 

interview and what themes the interview would include. Although the aim was to conduct the 

interviews in person, the interviews were held via telephone due to long distance. In order to 

make sure that no information was lost or misinterpreted, the interviews were sound recorded. 

To minimize the risk of the sound record to fail or be of bad quality, two recording devices 

were used. To be further prepared when the interview took place, the researchers were equipped 

with note materials in case it would be needed. This method of data collection allowed the 
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researchers to gain much information regarding what the respondents found important in their 

work with culturally diverse coworkers.  

 

3.5 SAMPLE SELECTION 

With reference to the time limitation, one organization was chosen to gather data from. Before 

contacting potential companies, three criteria were established to ensure that the selected 

company would be suitable for the study and its overall purpose: 

1) MNC  

2) Having a location in Sweden 

3) A culturally diverse workforce 

The first criterion was set because this study aims to investigate CDM in a MNC since there is 

a lack of knowledge regarding how MNCs are answering to an increasingly globalized staff. 

The second criterion was set mainly due to the time limitations of this study and the 

convenience of contacting Swedish MNCs. The third criterion was crucial for the company to 

be able to answer the questions regarding CDM, where national culture was used as the 

definition of culture.  

Non-probability sampling was used, which means that the likelihood for each case to be chosen 

from the population was unknown and that statistical inferences regarding the population could 

not be used to answer research questions (Saunders et al., 2012). Within non-probability 

sampling there are subtypes of sampling and a snowball sample was used in order to select 

respondents for this study. Snowball sampling is a convenience sample in some sense, as the 

researcher establishes an initial contact with suitable individuals, which in turn are being asked 

to recommend additional respondents (Bryman & Bell, 2011/2013). This method for sampling 

was suitable for this study as the researchers had limited information regarding who to contact.  

First, a company fulfilling the established criteria was identified, contacted by email and 

provided with information about the study. The contact on the company further contacted a 

suitable respondent within the organization, informed that individual about the study and 

thereafter provided the researchers with the contact information. The first respondent further 

provided contact information to a second respondent, which in turn provided contact 

information to a third respondent. The researchers believed that the three interviewees together 

could provide relevant information as they consisted of two general managers and a manager 

working within human resources, all with much experience of working with culturally diverse 

employees. After receiving contact information, the respondents were emailed immediately in 

order to schedule interviews. 

 

3.6 DATA ANALYSIS 

This study has used a within-case analysis where the researchers have been relying on 

theoretical propositions as the strategy for data analysis, which is grounded on the frame of 
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reference drawn from previous theory and is preferred to use in case studies. Using this 

strategy, the collected data is compared with previous literature as the method for analysis. It 

is also helpful in structuring the entire study and in focusing the attention on certain data while 

ignoring insignificant data (Yin, 1994). By using the conceptual framework, the collected data 

was compared to existing theories, enabling the researchers to draw conclusions. 

One of the generic approaches of analyzing qualitative data stated by Saunders et al. (2012), 

involves Miles’, Huberman’s and Saldaña’s (2014) process for conducting analysis. This 

process involves three stages; data condensation, data display and drawing and verifying 

conclusions. All three stages have been used to analyze the data in this study.  

Data condensation is the first step of the process and involves choosing, focusing and 

summarizing the empirical data, as well as making it easier to understand and/or altering it, in 

order to make it stronger. This can be done by using methods such as constructing summaries, 

elaborating themes, composing analytical memos, coding the data and putting it into categories. 

The process of data condensation proceeds until the report is finalized and helps the researchers 

in drawing and verifying conclusions, by making the data more sharp, focused, arranged and 

sorted as well as by dismissing data (Miles et al., 2014). The researchers transcribed the audio 

recorded interviews into text by listening to them and writing down the information. Thereafter, 

parts found important were highlighted, the data was translated from Swedish to English and 

sorted according to the research questions and general information.  

Data display is the second step of the process. In general, a display is a structured, summarized 

gathering of data allowing for action and drawing of conclusions (Miles et al., 2014). The 

summarized displays enable features of data to be compared, as well as to recognize any trend, 

pattern, main theme and relationship that may be apparent (Saunders et al., 2012). For this 

study, parts of the data presented in Chapter 4 are displayed in tables to enable an easy 

overview. Data is furthermore presented in tables in Chapter 5, where previous research is 

compared to the collected data and in Chapter 6 to provide an overview.  

Drawing and verifying conclusions is the last step of the process. From the start of data 

collection, interpretations of meanings can be made by observing clarifications, patterns, 

suggestions and causal flows, even though the final conclusions might not become visible until 

the data collection is completed (Miles et al., 2014). The conclusions of this study are presented 

and argued for in Chapter 6, together with limitations of the study and implications for theory, 

practitioners and future research. 

 

3.7 ETHICAL ASPECTS 

Some ethical principles that apply to, for example Swedish research, include the following: the 

information requirement, the consent requirement, the confidentiality and anonymity 

requirement, the utility requirement and fake predictions (see Table 2) (Bryman & Bell, 

2011/2013). 
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Table 2: Ethical Aspects 

Ethical Principles Description 

The information requirement Providing information to the people concerned, regarding 

research purpose and elements involved in the study. 

The consent requirement Inform that the participation is voluntary and can be 

canceled if desired. Parental/guardianship approval may 

be required if someone is underage. 

 

The confidentiality and 

anonymity requirement 

Information about the people included in the study shall 

be treated with the highest possible confidentiality. 

Personal data must be kept in such a way that 

unauthorized people cannot access them. 

The utility requirement The data collected on individuals may only be used for 

the research purpose. 

Fake predictions A researcher should not give the participators false or 

misleading information about the study. 

Source: Adapted from Bryman & Bell (2011/2013, p. 137)  

The respondents involved in the data collection were provided with information of the research 

purpose and elements involved in the study, as well as asked if they had an interest in partaking 

as the participation was voluntary. Furthermore, the participants were informed of their ability 

to end the interview if desired, as well as of their option to be anonymous. The data collected 

from the respondents was only used in order to help answer the research purpose and personal 

information, such as the participant's’ phone number and/or e-mail, was not disclosed to 

unauthorized people. Even though the participants did not choose to be anonymous, their 

identities were treated confidentially in respect of the company’s choice to be anonymous. 

Finally, the people concerned were not given any false or misleading information about the 

research study (Bryman & Bell, 2011/2013). 

 

3.8 VALIDITY AND RELIABILITY 

Validity involves assessing whether or not a link exist between the conclusions generated from 

an investigation and is, in many respects, the most important criterion connected to research 

(Bryman & Bell, 2011/2013). When designing a case study, Yin (1994) suggest a creation of 

four different designs involving reliability, construct validity, internal validity, and external 

validity (see Table 3). Since internal validity only should be used for explanatory research and 

external validity is used in order to generalize the results of a study (Yin, 1994), the focus of 

this study is mainly to reach construct validity and reliability.   
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Table 3: Case Study Tactics of Four Design Tests 

Tests Case Study Tactic Phase of Research in 

which Tactic Occurs 

Construct Validity - Use multiple sources 

of evidence 

- Establish chain of 

evidence 

- Have key informants 

review draft case 

study report 

- Data collection 

 

- Data collection 

 

- Composition 

Internal Validity - Do pattern-matching 

- Do explanation-

building 

- Do time-series 

analysis 

- Data analysis 

- Data analysis 

 

- Data analysis 

External Validity - Use replication logic 

in multiple-case 

studies 

- Research design 

Reliability - Use case study 

protocol 

- Develop case study 

data base 

- Data collection 

 

- Data collection 

Source: Adapted from Yin (1994, p. 33) 

Construct validity refers to the creation of accurate operational dimensions for the studied 

concepts. A usual strategy, which is also applicable when designing a case study, is using 

several measures that are identically constructed and partaking one study (Yin, 1994). In order 

to reach construct validity, three different managers working at the same company were 

interviewed, as sources of evidence. A criterion was that the participants’ job positions had to 

be suitable in order to receive relevant and applicable information. All respondents were 

working within the company’s international department as well as together with coworkers 

from different nationalities. The researchers have had continuous contact with their supervisor 

who has read and annotated the different parts of the thesis during the entire writing process. 

Drafts of the thesis have furthermore been read by students in the course, who have provided 

comments and suggestions. The interview guide was read and approved by the supervisor 

before any interviews were conducted. When conducting the interviews, notes were taken and 

two recording devices were used to make sure that no information was lost or misinterpreted. 

Since the interviews were held in Swedish and afterwards translated into English, there was a 

risk of translation errors occurring. That risk was lessened by sending the data presentation of 

the interviews to each respondent, who were given the opportunity to read and confirm that the 

information was correct.  

Reliability is about whether a survey’s results are affected by conditions that are temporary or 

random, or if it would turn out the same way if re-implemented (Bryman & Bell, 2011/2013). 

In order to strengthen the reliability, explanations of used procedures have been provided. 

Furthermore, the interview guide is provided in the report, which allows other researchers to 
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take part of it. The researchers are aware that reliability might be affected by personal biases. 

To minimize the risk of bias and to strengthen the reliability, the same interview guide was 

used in all three interviews. Furthermore, each researcher analyzed the data separately at first 

and the results from the two analyzes were thereafter compared in order to make sure that the 

same results were found.  
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4. EMPIRICAL DATA  

This chapter presents the empirical data collected for this case study, which is used in order to 

help answer the research questions and overall purpose of the thesis. The chapter initially 

provides an introduction and presentation of the MNC and units used for the case study, 

followed by presenting the gathered data, connected to and divided by recipient. The company 

expressed the wish to stay anonymous and therefore the decision was made to keep the 

respondents anonymous as well. When collecting the empirical data, national cultures were 

focused on when referring to cultures.   

 

4.1 COMPANY: A SWEDISH MNC WITHIN THE BANKING SECTOR 

The company chosen for this study is a MNC within the banking sector, which was founded in 

Sweden and employs around 11 500 people (Manager A, personal communication, April 19, 

2017). The company operates in around 20 countries, where six of those countries are the 

company’s home markets, including Sweden, Norway, Finland, Denmark, Holland and the 

United Kingdom. In these countries the company operates banks with local branches and local 

mandates. In addition to the six home markets, the company is located in 15 other countries 

and that area constitutes the international department (Manager C, personal communication, 

May 2, 2017). These countries are France, Spain, Luxembourg, Germany, Poland, the three 

Baltic countries, the United States, Singapore and China, and the company has representational 

branches in Australia, Indonesia, Malaysia and India (Manager A, personal communication, 

April 19, 2017). The bigger operations take place in New York, Singapore, Hong Kong, 

Shanghai, Poland, Luxembourg, Germany and Frankfurt (Manager C, personal 

communication, May 2, 2017). 

 

4.1.1 MANAGER A 

“I think it is about respect for the individual regardless 

 of what cultural background you have.” 

(Manager A, personal communication, April 19, 2017, freely translated) 

Manager A is a 54-year-old man with a job position as Senior Vice President at the company. 

He is currently located at the branch in Stockholm and has been working in this position since 

January 2017, after living outside of Sweden for 25 years. He has been working at the company 

for 28 years (Manager A, personal communication, April 19, 2017) and before his current job 

position he worked as a manager at the company in Norway for ten years. He has also been 

country manager for the company in Luxembourg with subsidiaries in Switzerland. 

Furthermore he has worked with a manned representational branch in Spain for nine years and 

as country manager in France for one year. He has had employees with the following 

nationalities reporting to him: Swedes, Danes, Finns, Norwegians, Dutch, Belgians, Swiss, 

Spaniards, Italians, French, Luxembourgian, Germans, British, Scots, Irish, Poles, and 
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Estonians. Manager A identifies himself as a Swedish-Norwegian with a continental European 

influence, when it comes to culture (Manager A, personal communication, April 18, 2017). 

Cultural Diversity Management  

According to Manager A, there are people from diverse cultural backgrounds employed at the 

company. Even if the company is not operating in the entire world it has employees from all 

over the world, as people have a tendency to move. The company’s largest cultural multiplicity 

can be found in the international centers, such as New York, London, Singapore and Hong 

Kong (Manager A, personal communication, April 19, 2017). 

Manager A manages coworkers with nationalities that differs from the company’s origin, 

Sweden. The company has had most nationalities in Europe, but he says that you do not have 

to go far to discover quite big differences in how people are. Furthermore, he says that it has a 

lot to do with management experience, or what leadership styles are being used in different 

countries. In some countries, such as in central- and continental Europe, it is quite hierarchical; 

there is a top management with great control and people are quite respectful toward their 

manager. In Scandinavia on the other hand, people dare to speak up a bit more. When working 

with other nationalities, Manager A thinks that it is important to be very responsive. He thinks 

that it is important to respect that there is a difference in childhood, education, generally in the 

culture and in what is expected from people. In very hierarchical environments, he thinks that 

people should try to respect that there is a certain distance, as it is natural in some countries to 

have a greater distance between the manager and employees than it is in Sweden. Manager A 

continues to explain that a manager never can be friends with all employees, because then he 

or she risks losing all respect (Manager A, personal communication, April 19, 2017). 

Manager A thinks that there are benefits connected to cultural diversity at the workplace and 

states that you get ideas that you might not have received if everyone were shaped the same 

way. Above all he thinks that inputs, cultural differences and ideas from different national 

backgrounds can be helpful in developing the business. He also thinks that it is very important 

to ensure that you have a diversified workforce or policy-making organ. If a company only has 

Swedes in the top management, then only Swedish values will be represented. The company 

has the advantage of being decentralized to a great extent and branches in the different countries 

are allowed to be very autonomous in their operations. Manager A further thinks that managers 

should be responsive and take in information from all parties when working in a new country 

(Manager A, personal communication, April 19, 2017). 

His overall experience of cultural multiplicity is positive. Manager A thinks that if a company 

is going to have cultural diversity, they should make sure that an overweight of coworkers 

coming from a single nationality does not exist. He states that if operating in a country with 

people from many different cultures, an overweight of one nationality that is relatively different 

from the others can occur, which in turn can result in an imbalance in the business. He thinks 

that is very important to have respect as there are cultural differences independent of 

background. Managers should accept that they operate in an environment where they have to 

be flexible and full of understanding for different people’s opinions, simply being respectful 

(Manager A, personal communication, April 19, 2017).   
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Approaches for CDM 

When discussing if the company meets the cultural diversity in any specific way, Manager A 

states that the company and the personnel departments have been working quite a lot with that 

question, above all within the international department and in the different regional banks. The 

home markets have worked intensively with integrating the corporate culture, which has certain 

values that are based on respect for the coworker and hence, gives high responsibility and a 

decentralized way of working (Manager A, personal communication, April 19, 2017). 

When discussing whether the company has any specific approaches for managing employees 

with different cultural backgrounds, Manager A says that the company has no specific 

approach. Instead he thinks it has more to do with respect for the individual independent of 

cultural background. When operating in a new country, Manager A states that a manager has 

to adapt to that county’s laws, regulations and approaches, without jeopardizing the own 

integrity. He or she has been selected for a job position in a specific country because he or she 

has something the company believes will contribute to the business. There are also factors 

regarding regulations a manager might have to go through. In central Europe for example, it is 

very common for an employee to sue the employer when a labor dispute occurs, while 

employees and employers in the North more often come to an agreement (Manager A, personal 

communication, April 19, 2017). 

Manager A finds it hard to point out any additional approaches for managing employees with 

different cultural backgrounds. He says that the company has had courses for CDM during his 

career. The company interacts with customers from all over the world and Manager A states 

that in meetings with customers it is common to act one way in one country, while acting 

completely different in another one (Manager A, personal communication, April 19, 2017).  

Managerial Skills 

In addition to being responsive, being respectful of distance and being flexible, Manager A 

says that there generally are several leadership traits a manager should have, which are not 

necessarily based on cultural differences. Empathy is an important part in leadership according 

to Manager A, especially when going through big changes with coworkers, where there is a 

need of decreasing the workforce due to unprofitable business or similar. In such situations a 

manager has to have the ability to familiarize him- or herself with the emotional aspects that 

might follow. Manager A has realized that the phases people go through when receiving a 

negative message are approximately the same for all types of events and includes everything 

from denial, to anger, to dejection, to acceptance. Almost all problems that can be thought of 

in Sweden, can be encountered all over the world and Manager A thinks that it is important to 

be very accepting as a person in order to understand the different things that are happening 

(Manager A, personal communication, April 19, 2017).  

When discussing his own managerial skills, Manager A thinks that he has become better at 

listening. He says that you will never be the person who knows everything, that is why you 

have coworkers who specialize in certain areas. He thinks that he has become good at accepting 

help from others and that it is a very important part in leadership to be able to accept that you 
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cannot do everything and you have people who are experts in their areas who should be utilized. 

Manager A also thinks that he has a high level of empathy and says that he has gained a wide 

understanding and respect of other cultures. He is also quite fast at making decisions, for better 

or worse. Sometimes the decisions go wrong and then Manager A thinks that it is important to 

admit that an error has been made, take a step further and try to edit it, as well as to learn from 

it (Manager A, personal communication, April 19, 2017).  

Manager A absolutely believes that the skills he possesses helps him when managing 

employees with different cultural backgrounds. Sometimes managers have to be quite direct in 

the communication. In Sweden for example, it is common to have a form of consensus in all 

business meetings, where people reach an agreement on how to proceed. Manager A has 

worked 25 years outside of Sweden and says that this can be difficult since it is only Sweden 

that has developed the art of making a decision without actually making a decision. All other 

countries find this part of Swedish culture to be difficult. Since this works in Sweden, it happens 

that Swedes attempt to implement the same thing in other countries and then it does not work. 

People do not understand that a decision has been made and suddenly, everyone waits for 

something to happen, while the manager thinks that a decision was made. Manager A thinks 

that all people, especially Swedes who go to another country as a manager for the first time, 

will do wrong in this situation and then have to learn from that. There can be a mismatch in the 

communication and if a person cannot learn to understand that it is his or her own background 

that has messed up in a situation, then Manager A thinks that he or she is facing a problem 

(Manager A, personal communication, April 19, 2017).  

Manager A thinks that is a benefit to know a few languages if working internationally. 

Managers do not necessarily have to know all languages involved in their work, but they should 

know parts of them to be able to follow passably. English is the dominating language, therefore 

they should be proficient in English, which Manager A considers himself to be. He continues 

to say that a manager should understand that he or she might have to use a more direct 

communication. They have to learn to listen and when realizing that something is going the 

wrong way, try to understand. Manager A thinks that it is hard to point out what he should 

become better at and says that there surely are many things. The things he has done wrong, he 

have learned from. When asked if he thinks that the same managerial skills are important when 

managing in Sweden versus other countries, he answered that if a manager has some 

international background and the skills mentioned earlier, he thinks that the same skills will 

work everywhere. Then again, in some countries managers have to be considerably more direct 

in their communication, since they are expected to make a decision in every meeting. That skill 

is completely priceless according to Manager A (Manager A, personal communication, April 

19, 2017).  
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4.1.2 MANAGER B 

“In general, you can say that you are more of a manager in Asia 

 than you are in Sweden.” 

(Manager A, personal communication, April 19, 2017, freely translated) 

Manager B is a 60-year-old man and currently located in Stockholm, Sweden, after working as 

a general manager in Singapore and Head of South Asia. The cultural background in which he 

identifies himself with is European. He has had several job positions similar to and before his 

current one within the company, which he has been working at for 27 years. Manager B has 

been involved in managing coworkers with different cultural backgrounds at the company since 

1994. When considering other companies as well, his involvement extends from 1988 until 

now. He has managed subordinates with cultural backgrounds different from the company’s 

origin, Sweden, including several nationalities that all were represented at the branch in 

Singapore (Manager B, personal communication, April 21, 2017). 

Cultural Diversity Management 

In general you can say that you are more of a manager in Asia than you are in Sweden, 

according to Manager B. People look up to the manager in a completely different way in Asia 

and that is something that basically goes against the company’s culture, where people are 

respected equally. Manager B says that people from other cultures can have a hard time to for 

example, speak up to their manager, which is something that distinguish other cultures from 

Sweden. Furthermore, Manager B has not experienced any difficulties in working with people 

with different cultural backgrounds. On the subject regarding specific differences in managing 

Swedish coworkers versus coworkers with other cultural backgrounds, Manager B says that in 

general, Swedes are more autonomous than people might be in Asia, where there is a need of 

more detailed instructions and management. A Swedish employee takes own initiatives, 

questions and argues, which is something that is not as common in Asia. According to Manager 

B, this represents the main difference. Furthermore, he definitely believes that there are benefits 

connected to cultural diversity at the workplace and argues that above all, it provides the asset 

of seeing things in different ways (Manager B, personal communication, April 21, 2017). 

Additionally, the company is a customer-oriented company, where the customers are as 

globally spread as the workforce. This is facilitated by cultural diversity, as it for example is 

easier for people from one nationality to communicate with people from the same nationality. 

His overall experience of cultural diversity at the workplace is that everybody benefit and learn 

from it and that having a multicultural workforce provides added value to a great extent. When 

managing coworkers with different cultural backgrounds, Manager B has experienced the need 

of having a high level of humility as a manager. He further states that, according to his own 

knowledge, the company does not address cultural diversity in any specific way, but it is 

something that they promote. The company respect and look after the individual and talent, 

regardless of race, religion, gender or cultural background. Diversity is very positive in the 

kind of business the company conduct, according to Manager B (Manager B, personal 

communication, April 21, 2017). 
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Approaches for CDM 

According to Manager B’s own knowledge, there are not any specific approaches used in order 

to manage employees from different cultural backgrounds at the company. Manager B suggest 

that it could be good to have some sort of information material regarding CDM, but says that 

it can be challenging to get something that covers the area and that it can be easy to add a 

miscalculation. He believes that it is important to see the individual, regardless of background. 

Manager B did not receive any specific training or information from the company before he 

started to manage people with other nationalities, but says that his long experience of managing 

people from different cultures before starting at the company probably helped him (Manager 

B, personal communication, April 21, 2017). 

Managerial Skills 

According to Manager B, the important parts concerning specific skills needed for managers 

to possess in order to manage employees with different cultural backgrounds, involves 

humility, receptiveness, openness for new impressions and an overall respect for people 

regardless of background. He further states that he, as a manger, possess these skills, that they 

help him to manage employees with different cultural backgrounds and that he cannot think of 

any additional skills that he would need (Manager B, personal communication, April 21, 2017).  

 

4.1.3 MANAGER C 

“It is important to work a lot more with confirming that  

the message has been received.” 

(Manager C, personal communication, May 2, 2017, freely translated) 

Manager C is a 52-year-old woman with a job position including management of human 

resources at the international department within the company’s capital markets (Manager C, 

personal communication, May 18, 2017). She has been working in this position for about five 

years and is currently located at the head office in Stockholm. Her position has involved 

working with the corporate culture, management development and competence development. 

She works with organizational issues, manning issues, efficiency and reorganization, at the 

same time as she works with corporate culture and leading internationally. Additionally she 

works a lot with sending out expatriates and therefore she has been working closely with 

Manager A and Manager B during their time abroad. Manager C has been working at the 

company for 33 years with job positions such as branch adviser toward both private- and 

business customers, deputy branch manager, branch manager, general manager and product 

development manager. She identifies her cultural background with the Swedish culture 

(Manager C, personal communication, May 2, 2017). 

Cultural Diversity Management 

Manager C thinks that multicultural management goes together with the corporate culture at 

the company. She believes it to be significant for the company to inform how they think 
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regarding multiplicity, questions regarding equality, policy questions or sustainability at their 

international units as well as their domestic units. This is important in order to enable both their 

employees and customers to recognize the company when doing business with them abroad. 

Manager C says that there are people from different cultural backgrounds working together at 

the company (Manager C, personal communication, May 2, 2017). 

In the international department of the company, people with different cultural backgrounds are 

mixed in different departments at all units. When the company sends out expatriates from the 

home markets they try to mix nationalities, both because they think that diversity will provide 

a better harmony in the group and that it is beneficial for customers. They send out people from 

the home markets in order to build the company and by that they show their local employees 

that they like multiplicity. Manager C manages people from different cultural backgrounds, 

including an American, a German, a Polish, a Swede, a Singaporean, a Chinese and one that is 

born and raised in Hong Kong, and has been doing that for five years. She works through these 

seven personnel managers at the international units, where she has more of a functional 

responsibility rather than the daily managerial responsibility (Manager C, personal 

communication, May 2, 2017). 

Manager C has met difficulties in her work with coworkers from different cultural 

backgrounds. She explains a communication model consisting of a sender, a receiver, a 

message and a lot of noise. She says that she can notice clearly that when faced with a 

multicultural group, in her case in video calls, she has to work very much with controlling that 

the message has been received. In these situations the sender of a message has much higher 

responsibility, since there is much more noise that can disturb. She has learned that it is 

important to work with asking questions from different angles. Instead of asking questions with 

yes or no answers, ask questions such as “how are you planning to organize your work”. When 

managing culturally diverse coworkers, a manager has to work more with follow-ups and 

framing of questions. Manager C states that one challenge that can occur when working with 

multicultural coworkers is conversations through email. She says that it is incredibly different 

how people communicate via email and information can be perceived very differently 

(Manager C, personal communication, May 2, 2017). 

Manager C thinks that there are benefits connected to cultural diversity at the workplace and 

says that the company, above all, gets input from much more people, more alternatives as well 

as different viewpoints. She states that the discussion is more creative in a diverse group, 

compared to when the group only involve people from Sweden. Furthermore, she says that 

cultural diversity is an incredible advantage when working as they do at the company, as an 

originally Swedish company that has expanded and become international. She definitely 

believes that mixture in the group add both a better climate at work and a better work 

environment. According to Manager C, the company has incredibly strong respect for the 

individual in their entire view on both employees and customers. In the international 

department of the company, they are available for the customers of the home markets and 

international businesses and because of that, they have to work in a multicultural way. Some 

customers only want to talk to local employees and Manager C definitely believes that mixture 

is good (Manager C, personal communication, May 2, 2017) as the customers are given 
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enhanced opportunities to choose their contacts (Manager C, personal communication, May 

17, 2017). 

Approaches for CDM 

Manager C states that the company has a policy regarding multiplicity and equality, which they 

from a human resource perspective always involve in the recruitment phase, to ensure that the 

recruitment follows the company’s policies and guidelines. The entire foundation of the 

company is to encourage diversity and equality, which they urge from the human resource 

department when recruiting (Manager C, personal communication, May 17, 2017). At many 

branches, the company has recruited a lot more nationalities in order to meet the diversity. The 

branch manager is involved in the recruitment process, which is a strategy in itself, where the 

branch manager has the opportunity to influence who is recruited. Manager C says that the 

company encourages diversity and discusses it during for example management programs 

(Manager C, personal communication, May 2, 2017). Within the operation where Manager C 

works, a form of training called “culture visit” is offered to newly recruited, which has to do 

with getting to know the corporate culture and building a network with colleagues. A 

multicultural perspective is included in other forms of training as well, such as in leadership 

training (Manager C, personal communication, May 17, 2017). Furthermore, they recruit 

people which they believe fit into the corporate culture, hence, a little homogeneity is likely to 

exist even if people come from different countries (Manager C, personal communication, May 

2, 2017).  

Manager C says that the company has training before they send out their expatriates, which is 

executed differently in different parts of the company. Manager C meets the expatriates and 

talks about where they are going to be positioned and in which context it is. They talk about 

practical things around the move, about living in another culture and practical questions 

regarding things that can occur before, during and after the expatriate project. Manager C 

coordinates to visit the expatriates regularly and follows up how the expatriate projects are 

going (Manager C, personal communication, May 17, 2017). 

Concerning any other approaches to add to the company’s existing approaches, Manager C 

believes that the company could become even more successful if more people were allowed to 

operate in different countries. She continuously states that they try to encourage it and that the 

international department is good at sending people out. Manager C further argues that if she 

would have had more experience in working in a multicultural setting or abroad at an earlier 

stage of her career, she is certain that she would have had a different kind of humility in her 

leadership. She suggest that the company could work more with this, that especially managers 

should have experience from a service abroad on their resumé (Manager C, personal 

communication, May 2, 2017). 

Managerial Skills 

When discussing if there are any specific skills Manager C thinks is necessary for managers to 

possess in order to manage people with different cultural backgrounds, she says that it is 

important to be curious and have an interest for other people. She mentions humility and that 
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managers should be confident and have a clear communicative ability, as well as having 

knowledge of English. Manager C thinks that the competencies she has as a manager is being 

curious, interested in other people and being prestigeless, which according to herself can 

depend on the fact that she has been working for such a long time. Another competency that 

makes her confident, is that she has a genuine background in business. This competency allows 

her to understand how the country managers and operations work and in that way she gets 

trusted to work with them. Another skill she has is to reuse things, a skill she has developed 

over the years. Much is about repetition and you should not come up with new things all the 

time, not in the message Manager C communicates anyways. She believes that these skills 

helps her in managing coworkers with different cultural backgrounds (Manager C, personal 

communication, May 2, 2017). 

When thinking about her leadership of the personnel manager's, Manager C thinks that it would 

help her if she had more knowledge of labor law, such as organizational questions. She 

continues to say that structure and logistics are needed when working with people from all over 

the world, otherwise you have the risk of working around-the-clock. Manager C furthermore 

thinks that cultural diversity is very fun and enriching (Manager C, personal communication, 

May 2, 2017).  

Table 4 summarizes the managerial skills from the empirical data. The skills are derived from 

the entire text, not only from the sections for managerial skills, as the researchers found 

additional information connected to managerial skills throughout the data presentation. 
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Table 4: Summary Managerial Skills from Empirical Data 

Skills from Empirical Data 

Acceptance Knowledge of labor law 

Adapting to new countries without 

jeopardizing the own integrity Knowledge of languages 

Admitting mistakes and learning from them Listening 

Asking questions from different angles Multicultural experience 

Being prestigeless Openness for new impressions 

Being respectful Proficiency in English 

Clear communication Receptiveness 

Confidence Respect for people 

Controlling that messages have been received Respect of distance 

Curiosity Respecting cultures 

Curiosity for people 

Respecting the individual independent of 

culture 

Direct communication Responsiveness 

Empathy Reusing material 

Familiarization with emotional aspects Seeing individuals regardless of background 

Fast decision making Structure and logistics 

Flexibility Understanding 

Humility Understanding cultures 

Interest for people 

Understanding the influence of the own 

background 

Knowledge in organizational questions Utilizing employees 

Knowledge of English 

Working with follow-ups and framing of 

questions 
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5. DATA ANALYSIS  

The collected data was presented in the previous chapter and in this chapter the data is 

reduced, compared to the theories in the conceptual framework and displayed in tables. A 

within-case analysis is used to analyze the case and is structured according to the research 

questions.  

 

5.1 WITHIN-CASE ANALYSIS 

The collected data is compared to the existing theories in the conceptual framework, using a 

within-case analysis. First, data is compared to existing literature regarding approaches for 

CDM, in order to answer RQ1. Second, a comparison between data and literature on managerial 

skills is conducted to answer RQ2. 

 

5.1.1 APPROACHES FOR CDM  

Seymen (2006) has presented five different approaches to CDM: (1) supporting culturally 

diverse or multicultural organizations, (2) considering advantages and disadvantages of 

cultural diversity separately, (3) combining cultural diversity with a dominant organizational 

culture, (4) adopting universal cultural values, and (5) CDM as a human resource program or 

strategy. These together with the two approaches outlined by Day (2007): the defensive and 

compliant approach and the developmental approach, constitutes the seven approaches that 

are analyzed in this section.   

Supporting Culturally Diverse or Multicultural Organizations 

This approach involves supporting cultural diversity and a multicultural structure in order to 

reach high performance (Seymen, 2006). All respondents believe that there are benefits 

connected to cultural diversity at the workplace and two of them state that the company 

encourages diversity, which corresponds with this approach. This approach further states that 

it is vital for managers to be conscious of cultural diversity and of how to efficiently manage 

it. This as cultural diversity among other things, provides for wealth, perspective and a range 

of other ways of thinking, which makes it crucial for innovation and creativity (Seymen, 2006). 

This is partially corresponding to the collected data, stating that cultural diversity provides 

input from more people, more alternatives, different viewpoints, more creative group 

discussions, as well as ideas that the company would not have received if everyone were shaped 

the same way. Furthermore, this approach involves dominating pluralism for single-culture and 

ethno-relativity for ethno-centralism and directing the focus on a culture-oriented business 

strategy, viewpoints that were not supported in the empirical data (Seymen, 2006). This 

suggests that the company uses the first approach presented by Seymen (2006) to some extent. 

Considering Advantages and Disadvantages of Cultural Diversity Separately  

This viewpoint claims that there are both advantages and disadvantages accompanying cultural 

diversity in organizations and that they should be considered individually. Issues connected to 
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cultural diversity should be given as much attention as the benefits and CDM is seen as the 

totality of the activities that carry systems and applications within organizations and benefits 

of cultural multiplicity to the top, while reducing the disadvantages. It is also suggested that if 

managed properly, cultural diversity can be useful in terms of performance, but if it is 

disregarded or managed wrong it might decrease performance. Furthermore, it is stated that the 

coexistence of diversity and unity should be kept together for both individuals and 

organizations to be strong (Seymen, 2006). According to this approach, normative disputes 

arise as task groups become more diverse and efforts to resolve them with the use of traditional 

techniques will not be sufficient (Seymen, 2006). These factors were not supported by the 

empirical findings, however, two respondents bring up issues connected to communication that 

can arise when faced with a multicultural group of people.  

One respondent explains that in other countries than Sweden, a manager sometimes have to be 

considerably more direct in his or her communication. The consensus that is usual to have in 

Swedish business meetings, is found difficult in other countries and trying to implement this 

consensus in other countries can lead to confusion and a mismatch in the communication. 

Another respondent describes that when being faced with a multicultural group, managers have 

to work very much with controlling that the message has been received. They also have much 

higher responsibilities as senders of messages, since there are much more factors that can 

disturb. The respondent further mentions email conversations and says that information 

conveyed via email can be perceived very differently when working in a multicultural 

environment. These statements can be connected to this approach which views cultural 

diversity as playing a significant role when it comes to communicational issues in MNCs 

(Seymen, 2006), which implies that the respondents of the company shares the view of this 

approach to some extent. 

Combining Cultural Diversity with a Dominant Organizational Culture 

According to one respondent, the company’s home markets have worked intensively with 

integrating the corporate culture, which has certain values based on respect for the coworker 

and hence, gives a big responsibility and a decentralized way of working. Another respondent 

states that the company offers a training called “culture visit” to newly recruited coworkers, 

which is used for the new coworkers to get to know the corporate culture and to build a network 

with colleagues. Furthermore, the company recruits people which they believe will fit into the 

corporate culture, therefore a little homogeneity is likely to exist in the company even if people 

come from different countries. This indicates that the company uses this approach to some 

extent, which has to do with establishing a joint organizational culture and underlines 

combining the cultural multiplicity of a company with this cultural texture. This approach 

further states that the organizational culture can assist as a common platform for the 

comprehension of the diverse workers and brings up the notion of cultural control, which is not 

supported by the empirical data.  
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Adopting Universal Cultural Values  

There is nothing found in the collected data that suggests that the company uses this approach, 

which refers to adopting universal cultural values and involves making managers rotate among 

cultures or assembling them in a systematic way (Seymen, 2006). 

CDM as a Human Resource Program or Strategy 

One of the respondent states that the company has had courses for managing cultural 

multiplicity and similar during his career, whereas another mentions that the company provides 

management programs, in which the company encourages diversity. One respondent points out 

that the company has training before they send out their expatriates, where the human resource 

manager meets the expatriates and talks about where they are going to be positioned, about the 

context and about practical things regarding the move as well as about living in another culture. 

This can be connected to the fifth approach by Seymen (2006) which has to do with programs 

aimed at providing efficient CDM, including programs that prepare expatriates before their 

departures. What is not supported by the empirical data, is that according to this approach the 

programs charges key liabilities to human resource divisions and uses modern techniques for 

management intensively (Seymen, 2006). This approach further stresses the importance for 

managers to utilize techniques for varying management and organizational conduct 

harmonizing distinct values and needs held by the staff, as well the significance to train the 

staff anti-culturally concerning business. Support for these views is not found in the empirical 

data.  

Defensive and Compliant Approach 

Nothing found in the collected data indicates that the company is using a defensive and 

compliant approach to cultural diversity, which involves treating cultural disparities as 

something risky (Day, 2007). 

Developmental Approach 

The company encourages diversity and according to all respondents, there are benefits 

connected to cultural diversity at the workplace. The respondents states that cultural diversity 

provides ideas, input from more people and different viewpoints. One respondent points out 

that input, cultural disparities and ideas from different nation’s backgrounds can be helpful in 

developing the business in a good way. Another respondent’s overall experience of cultural 

diversity is that everyone benefit and learn from it. The latter mentioned respondent further 

states that a multicultural workforce provides added value to a great extent and that diversity 

is very positive in the company’s area of business. This indicates that the company shares the 

view of this approach to a great extent, which has to do with viewing cultural disparities as 

potential contributions to business, as it brings diverse values, expectations, presumptions and ways 

of behaving. Adopting a developmental approach means acknowledging that members of a team 

represents themselves, not a culture or special ethnic group (Day, 2007). According to one 

respondent the company respects and looks after the individual and the talent, regardless of 

race, religion, gender or cultural background. Another respondent believes that CDM has to do 

with respect for the individual, independent on what cultural background he or she has. This 
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approach further involves training regarding interchanges of issues, experiences and 

impressions between people, which can be connected to the company’s “culture visit” training 

offered to newly recruited, as well as to the multicultural perspective they involve in other 

forms of training.  

Table 5 provides a summary of the analysis regarding approaches for CDM and shows whether 

the empirical data supports the different approaches.  

Table 5: Summary of Analysis Regarding Approaches to CDM 

THEORY EMPIRICAL DATA 

Approach to CDM Data Supports Theory? 

Supporting culturally diverse or multicultural organizations Partially 

Considering advantages and disadvantages of cultural diversity 

separately 

Partially 

Combining cultural diversity with a dominant organizational 

culture 

Partially 

Adopting universal cultural values No 

CDM as a human resource program or strategy Partially 

Defensive and compliant No 

Developmental Yes 

 

5.1.2 MANAGERIAL SKILLS 

Egan and Bendick (2008) discuss a need for a number of managerial skills that are presented 

in Table 6. When collecting data in form of interviewing three different managers within one 

company, different skills in relation to CDM were mentioned. The skills discussed were either 

ones that they have, ones that they believe would help them, or ones that they find necessary 

to have. Table 6 displays a comparison between skills discussed by Egan and Bendick (2008) 

and skills discussed by the managers interviewed, where (+) means that the data supports the 

skill and (-) that the data does not support the skill. Furthermore, (+*) means that the researchers 

considered it necessary to provide a further explanation of how theory and empirical data have 

been connected. In other words, which skills from empirical data that were interpreted to 

conform and hence, support the specific skills from theory are presented below Table 6. 
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Table 6: Skills from Data Compared to Skills from Egan and Bendick (2008) 

THEORY EMPIRICAL DATA 

Skill Data Supports Theory? 

Cultural Consciousness - 

Cultural self-awareness +* 

Flexibility + 

Multicultural leadership - 

Resourcefulness - 

Tolerance of vagueness - 

Vision - 

*The skill cultural self-awareness (Egan & Bendick, 2008), is supported by the following skill 

derived from the empirical data: understanding the influence of one’s background. 

Shanton and Phyllis (2004) have identified themes of skills necessary when managing 

culturally diverse subordinates, where each theme includes a number of skills. Table 7 displays 

a comparison between skills discussed by Shanton and Phyllis (2004) and skills discussed by 

the managers interviewed, where (+) means that the data supports the skill and (-) that the data 

does not support the skill. Furthermore, (+*) means that the researchers considered it necessary 

to provide a further explanation of how theory and empirical data have been connected. In other 

words, which skills from empirical data that were interpreted to conform and hence, support 

the specific skills from theory are presented below Table 7. 
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Table 7: Skills from Data Compared to Skills from Shanton & Phyllis (2004) 

THEORY EMPIRICAL DATA 

Skill Skills Involved Data Supports Theory? 

Work-based learning Flexibility and adaptability +* 

Curiosity + 

Readiness to learn about the staff +* 

Tolerance of vagueness - 

Being attentive - 

Cultural empathy Cultural consciousness - 

Cultural comprehension + 

Respecting other people’s values +* 

Dealing with people as individuals +* 

Dealing with people using different 

perspectives 

- 

Having experience from other cultures + 

Communicative 

skills 

Listening + 

Having a policy for keeping doors 

open and being available 

- 

Using clear utterances + 

Using non-verbal nuances - 

Having knowledge about another 

language 

+ 

Individual style Being emotionally stable - 

Being focused on mutuality with 

subordinates 

- 

Being sincere - 

Having a sense of humor - 

Managerial 

competencies at a 

general level 

Being motivating and consulting - 

Devoting time to dissolve disputes 

between subordinates from diverse 

cultures 

- 

 

*The skill flexibility and adaptability (Shanton & Phyllis, 2004), is supported by the following 

skills derived from the empirical data: adapting to new countries without jeopardizing the own 

integrity. 

*The skill readiness to learn about the staff (Shanton & Phyllis, 2004), is supported by the 

following skills derived from the empirical data: interest for people and curiosity for people.  
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*The skill respecting other people’s values (Shanton & Phyllis, 2004), is supported by the 

following skills derived from the empirical data: respect for people and respect for cultures.  

*The skill dealing with people as individuals (Shanton & Phyllis, 2004), is supported by the 

following skills derived from the empirical data: seeing individuals regardless of background 

and respecting individuals independent of culture. 

Skills included in the themes individual style and managerial competencies at a general level 

were not supported at all by the empirical data. 

Table 8 displays a summary of the skills that are supported by theory and empirical data, as 

well as a comparison that shows which skills are considered to be important by each manager. 

Table 8: Skills Supported by Theory and Comparison between Managers 

Skills From Theory    

 Manager A Manager B Manager C 

Cultural self-awareness + - - 

Flexibility + - - 

Flexibility and adaptability + - - 

Curiosity - - + 

Readiness to learn about 

the staff 

- - + 

Cultural comprehension + - - 

Respecting other people’s 

values 

+ + - 

Dealing with people as 

individuals 

+ + - 

Having experience from 

other cultures 

- - + 

Listening + - - 

Using clear utterances + - + 

Having knowledge about 

another language 

+ - + 

 

Table 8 displays that there are four skills that are mentioned by more than one manager, 

including respecting other people’s values, dealing with people as individuals, using clear 

utterances and having knowledge about another language.  

In addition to the skills supported by the data, there were several skills discussed by the 

managers interviewed that could not be clearly linked to those brought up in previous literature. 

Those skills are presented in Table 9 together with a comparison that shows which skills are 

considered to be important by each manager. 
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Table 9: Additional Skills from Empirical Data and Comparison between Managers 

Additional Skills from Empirical Data 
 

 Manager A Manager B Manager C 

Acceptance + - - 

Admitting mistakes and learning from them + - - 

Asking questions from different angles - - + 

Being prestigeless - - + 

Being respectful + - - 

Confidence - - + 

Controlling that messages have been received - - + 

Empathy + - - 

Familiarization with emotional aspects + - - 

Fast decision making + - - 

Humility - + + 

Knowledge in organizational questions - - + 

Knowledge of labor law - - + 

Openness for new impressions - + - 

Proficiency in English + - - 

Receptiveness - + - 

Respect of distance + - - 

Responsiveness + - - 

Reusing material - - + 

Structure and logistics - - + 

Understanding + - - 

Utilizing employees + - - 

Working with follow-ups and framing of 

questions 

- - + 

 

Table 9 shows that the only skill mentioned by more than one manager is humility. 
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6. FINDINGS, LIMITATIONS AND IMPLICATIONS 

This final chapter presents the findings and conclusions of this thesis that are used to answer 

the research questions and the overall purpose. Limitations of the study as well as implications 

for theory, practitioners and future research are presented in the end of this chapter.  

 

6.1 GENERAL FINDINGS 

The purpose of this study is to provide a better understanding of how to manage cultural 

diversity in a MNC. The researchers wanted to find out what approaches and managerial skills 

are needed for companies to manage cultural diversity, as well as whether these approaches 

and skills differ between the reviewed literature and the collected data.  

The findings of this study supports the previous literature that outlines seven approaches a 

company can use for CDM, as the investigated company uses three of these approaches to some 

extent and one approach to a great extent, the developmental approach. Two of the respondents, 

further express views that can be connected to a fifth approach to some extent. The researchers 

believe that it is positive that the case MNC uses the developmental approach to a great extent, 

as it is stated by Day (2007) to be the most effective approach for companies to use. However, 

as the case MNC seems to use parts of different approaches, a suggestion is for them to form a 

model for CDM, by contemplating the positive and negative aspects of the different approaches 

(Seymen, 2006). Previous literature states that diversity can be useful in management, in 

relationship with customers and in organizational learning, which the empirical data supports. 

Furthermore, the findings supports 12 out of 29 managerial skills outlined in the literature, but 

also contributes with a range of additional skills that are seen as important for managers to 

possess. Overall, the findings of this study show that the investigated company is positive 

toward and encourages cultural diversity at the workplace.  

 

6.2 APPROACHES FOR CDM 

In this subsection, findings are presented that answers RQ1. 

RQ1: What are the approaches for CDM and how can they be used within MNCs?  

When reviewing the literature, seven different approaches for CDM were found, including (1) 

supporting culturally diverse or multicultural organizations, (2) considering advantages and 

disadvantages of cultural diversity separately, (3) combining cultural diversity with a dominant 

organizational culture, (4) adopting universal cultural values, (5) CDM as a human resource 

program or strategy, (6) the defensive and compliant approach, and (7) the developmental 

approach.  

When analyzing the collected data and comparing it to the approaches brought up in the 

existing literature, the researchers found that the case MNC uses three out of seven approaches 

to some extent, namely supporting culturally diverse or multicultural organizations, combining 

cultural diversity with a dominant organizational culture and CDM as a human resource 
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program or strategy, while using a forth approach, the developmental approach, to a great 

extent. Furthermore, two respondents express views that can be connected to a fifth approach, 

considering advantages and disadvantages of cultural diversity separately. How the 

approaches, or parts of approaches, are used by the company is described below. The two 

approaches that were not used at all, adopting universal cultural values and the defensive and 

compliant approach are not presented below.  

Supporting Culturally Diverse or Multicultural Organizations 

The case MNC uses this approach to some extent by supporting and encouraging a culturally 

diverse workplace. The respondents within the case MNC views cultural diversity as something 

that provides input from more people, more alternatives, different viewpoints, more creative 

group discussions, as well as ideas that the company would not have received if everyone were 

shaped the same way, which can be connected to views within this approach.  

Considering Advantages and Disadvantages of Cultural Diversity Separately  

Although, there is no connection between the company’s approach to CDM and this approach, 

the respondents within the case MNC shares the view of this approach to some extent by 

connecting issues of communication with multiculturalism. The respondents state that, when 

being faced with a multicultural group of people, managers have to work much more with 

controlling that messages have been received and outlines that communication via email can 

be perceived very differently by people from different cultural backgrounds.  

Combining Cultural Diversity with a Dominant Organizational Culture 

The case MNC uses this approach to some extent by working intensively with integrating the 

corporate culture and by offering training to newly recruited coworkers. The training is used 

for the newly recruited to get to know the corporate culture and to build a network with 

colleagues. Furthermore, the company uses this approach by recruiting people which they 

believe will fit into the corporate culture. 

CDM as a Human Resource Program or Strategy 

The case MNC uses this approach to some extent by conducting training before they send out 

their expatriates, where the human resource manager meets the expatriates and talks about 

where they are going to be positioned, about the context and about practical things regarding 

the move as well as about living in another culture. Furthermore, the company has had courses 

for managing cultural multiplicity and similar, which corresponds with this approach.  

The Developmental Approach 

This approach is supported to a great extent by the case MNC and the respondents. The case 

MNC uses this approach by encouraging diversity and by offering training involving a 

multicultural perspective. The respondents shares the view of this approach by viewing cultural 

diversity as something that benefits the workplace by providing ideas, input from more people 

and different viewpoints. The respondents of the case MNC point out that input, cultural 

disparities and ideas from different nation’s backgrounds can be helpful in developing the 
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business, that it provides added value and that everybody can benefit and learn from it. The 

respondents further uses this approach by respecting and looking after individuals and talents, 

regardless of race, religion, gender or cultural background.  

“Our entire foundation is that we encourage diversity and equality.” 

(Manager C, personal communication, May 17, 2017) 

 

6.3 MANAGERIAL SKILLS NECESSARY FOR CDM 

In this subsection, findings are presented that answers RQ2. 

RQ2: Which skills can be necessary for managers to possess in order to manage a 

culturally diverse workforce? 

In the already existing literature, 29 skills that can be necessary for managers to possess in 

order to manage cultural diversity are identified, whereas 12 of those are supported by the 

empirical data. The 12 skills supported by the data are summarized in Table 9.  

Table 10: Skills Necessary to Manage Cultural Diversity 

Skills Necessary to Manage Cultural Diversity 

Adaptability 

Cultural comprehension 

Cultural self-awareness 

Curiosity 

Dealing with people as individuals 

Flexibility 

Having experience from other cultures 

Having knowledge about another language 

Listening 

Readiness to learn about the staff 

Respecting other people’s values 

Using clear utterances 

The researchers of this study draw the conclusion that these skills can be the most important 

for managers to possess when managing a multicultural staff in a MNC. This conclusion is 

drawn, as these particular skills are supported by both theory and empirical data. The skills, 

respecting other people’s values, dealing with people as individuals, using clear utterances 

and having knowledge about another language are concluded to be particularly important, as 

those skills were brought up by more than one respondent. Skills included in the themes 
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individual style and managerial competencies at a general level are not supported at all by the 

empirical data. Given the large number of skills that were not supported, amounting to more 

than half of the skills brought up in literature, the researchers suggest that the case MNC should 

consider some form of managerial training. This in order to encourage managers to review 

what managerial skills they possess, as well as which they do not and hence, may need to work 

on. However, in addition to the skills supported by the data, there are several skills discussed 

by the managers interviewed that could not be clearly linked to those brought up in previous 

literature, whereas one skill, humility, was brought up by more than one respondent. This 

implies that, out of these additional skills, humility might be the most important skill for 

managers to possess. However, the researchers believe that all of the additional skills are of 

importance for managers, as they were brought up by people with experience of management, 

although, as these skills are not supported in theory, they may not necessarily be required for 

CDM specifically, but rather for management in general.  

”Generally, there are several leadership attributes that you should have, which not 

necessarily are coined on just cultural differences.”  

(Manager A, personal communication, April 19, 2017, freely translated). 

 

6.4  LIMITATIONS OF THE RESEARCH 

The research is limited as it due to restrictions of both time and resources, only involve three 

managers operating within a single MNC. Moreover, as only one case is studied the results 

cannot be generalized. The sample is small and could be studied further, including several 

MNCs together with additional managers in order to receive a more reliable result. The research 

is furthermore limited in the aspect that the respondents involved mainly identifies themselves 

with the Swedish culture, the empirical data may have a somewhat narrow perspective 

compared to if the respondents would have had different cultures themselves. Another 

limitation is that the study only involved managers and hence, the empirical data exclusively 

consist of skills that these managers emphasize considering CDM. When investigating 

necessary or important skills and approaches within CDM, the opinions of culturally diverse 

employees may be important to consider as well. Furthermore, the interviews were conducted 

via telephone as the respondents requested this. This prevented the researchers from observing 

the respondents and taking gestures and facial expressions into account.  

 

6.5 IMPLICATIONS FOR THEORY 

Previous research regarding diversity management has mainly been inclined toward domestic 

models. This has resulted in a lack of knowledge considering how diversity is managed in an 

international environment as well as how MNCs are responding to an increasingly globalized 

workforce. This study addresses this gap by investigating how cultural diversity can be 

managed within a MNC and is therefore contributing to existing literature within the area. 

Furthermore, the literature that reviewed in this thesis originates from and treats other countries 

than Sweden and hence, this study contributes to existing literature by providing a Swedish 
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perspective on CDM and managerial skills. One difference found is that managerial skills 

involved in the themes individual style and managerial competences at a general level, were 

not supported by the findings of this study. Although, a range of additional managerial skills 

lacking counterparts in the literature, were identified in the empirical data. Furthermore, the 

case MNC did not only use one approach to CDM, but instead mainly one approach together 

with views and activities from four other approaches.  

6.6 IMPLICATIONS FOR PRACTITIONERS 

While working with this thesis, the researchers have recognized information that may be useful 

for practitioners who manages culturally diverse employees or consider doing so.  

 The case MNC supports and encourages a culturally diverse workplace and the 

respondents view cultural diversity as something beneficial that provides added value 

and organizational learning. As supporting and encouraging cultural diversity also is 

brought up in two approaches, supporting culturally diverse or multicultural 

organizations (Seymen, 2006) and the developmental approach (Day, 2007), the 

researchers suggest that other companies should take this into consideration. 

 The respondents expressed that it is important to respect and look after individuals and 

talents, regardless of their cultural backgrounds, which can be good for managers to 

take into account when managing a culturally diverse staff. 

 One respondent emphasized the importance for managers to acknowledge that they 

might have to work much more with controlling that messages have been received, 

when working with multicultural coworkers. Two respondents furthermore expressed 

the need for clear communication when managing a culturally diverse staff. To work 

with follow-ups and framing of questions as well as to ask questions from different 

angles, are two other suggestions for managers to consider.  

 The case MNC offers training to newly recruited coworkers in order for them to get to 

know the corporate culture and offers courses for CDM. These types of trainings might 

be a good idea for other companies to consider.   

 The case MNC conducts training before sending out expatriates, which according to 

Seymen (2006) has a positive influence on the cultural harmony in expatriations and 

therefore is a suggestion for other companies to use. 

 A suggestion for both the case MNC and other companies, is to develop their own 

model for CDM by contemplating the positive and negative aspects of different 

approaches (Seymen, 2006). 

 

6.7 IMPLICATIONS FOR FUTURE RESEARCH  

There is a lack of research regarding CDM within MNCs, making it an interesting area for 

further research. Because of limitations of time and resources together with the small scope of 

this study, many aspects worth investigating have not been treated. The implications presented 

below are suggestions for future research regarding CDM within MNCs. 
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 Conduct a similar study but with emphasis on the opinions of culturally diverse 

employees, instead of, or together with opinions of managers. 

 Conduct a multiple case study including a larger sample of companies and/or 

respondents to reach a wider understanding of CDM and to be able to generalize the 

results. 

 Conduct a similar study, but with respondents who originates from other cultural 

backgrounds. 

 Conduct a cross-case study comparing CDM within MNCs with CDM within 

transnational companies. 

 Interview the respondents face-to-face or via video call, in order to observe the 

respondents reactions and facial expressions. 

 A study that is not as time restricted could investigate how to manage cultural diversity 

effectively in order to reach enhanced employee satisfaction and/or performance. 
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APPENDIX A – INTERVIEW GUIDE (ENGLISH VERSION) 

General information 

 Before starting the interview, the respondent will be informed about the study and its 

purpose, as well as how the information will be handled. 

 The respondent will be informed that the interview will be sound-recorded in order to 

complete the interview without unnecessary interruptions, such as note taking, and to 

take up as little of their time as possible. 

 The respondent will be given the opportunity to stay anonymous if that is preferred. 

 In order to ensure that the respondents feel comfortable, they will be given permission 

to stop the interviewer to ask questions whenever needed and to end the interview 

whenever wanted. 

 The respondent will be asked to give the interviewer his or her email address, which 

will be used to share the study results with the respondent. 

 The respondent will be informed that the interview will take maximum 60 minutes. 

General information about the respondent 

1. What is your name? 

2. How old are you? 

3. What is your current title or job position? 

4. For how long (e.g. years) have you had this position? 

General information about the company 

5. Can you provide a general description of the company? Field of business? 

6. Can you say anything about the company’s international activities? 

7. Are there employees with different cultural backgrounds working together at *company 

name*? 

a) If yes 

i. From which cultures? 

ii. Do you have an estimation of how many? 

iii. In which departments? 

Cultural diversity management 

8. Are you managing coworkers with cultural backgrounds different from the company’s 

origin (Sweden)? 

a) If yes 

i. Which cultural backgrounds? 

ii. How long have you been involved in managing employees with diverse 

cultural backgrounds  

iii. Have you faced any difficulties in your work with employees with diverse 

cultural backgrounds? Please explain. 

iv. In your opinion, are there any differences in managing domestic employees 

versus employees with other cultural backgrounds? Tell us about them. 



 

9. According to your assessment, are there benefits connected to cultural diversity in the 

workplace? Tell us about them. 

10. What is your overall experience of cultural diversity at the workplace? 

11. Do you have any other comments regarding your experience in managing culturally 

diverse coworkers? 

12. According to your knowledge, is cultural diversity met in any certain way at *company 

name*? 

i) If yes, what way? 

Approaches for cultural diversity management 

13. According to your knowledge, are there any specific approach (es) used in order to 

manage cultural diversity at *company name*? 

a) If yes, which one(s)? 

14. Can you think of any additional approach (es) to add to the company’s existing 

approaches in order to manage cultural diversity?  

a) If yes, which one(s)? 

 

Managerial skills 

15. Do you think that there are any specific skills that are necessary managers to possess in 

order to manage culturally diverse employees? 

a) If yes, which one(s)? 

16. According to your own assessment, what managerial skills do you possess? 

17. Do you think that they are helping you in managing culturally diverse employees? 

a) If yes, why? 

18. Do you think that any additional skills would help you manage culturally diverse 

employees? 

a) If yes, which ones and why? 

Further information about the respondent 

19. What cultural background do you identify with? 

20. What is your level of education? 

21. Have you had any similar job position(s) within *company name* before your current 

position? 

22. How long (e.g. years) have you been working at *company name*? 

23. Where in the world are you (the respondent) located? 

 

Topics sent to respondents 

The interview will involve the following topics: 

 General information about the company and its international operations 

 Questions regarding you as a manager and your management of coworkers with 

different cultural backgrounds 



 

 Your perception of cultural diversity at the workplace  

 Skills connected to management of coworkers with different cultural backgrounds 

 Approaches for management of coworkers with different cultural backgrounds  

 

Source used in the development of the interview guide: 

Bryman, A. & Bell, E. (2013). Företagsekonomiska Forskningsmetoder (B. Nilsson, Trans.). 

Stockholm: Liber. (Original work published 2011) 

 

 



 

 

 

 

APPENDIX B – INTERVJUGUIDE (SVENSK VERSION) 

Allmän information 

 Innan intervjun kommer respondenten informeras om studien och dess syfte, samt om 

hur informationen kommer att hanteras. 

 Respondenten kommer att informeras om att intervjun kommer att ljud-inspelas, för att 

kunna genomföra intervjun utan onödiga avbrott och för att ta upp så lite av 

respondentens tid som möjligt. 

 Respondenten kommer att ges möjlighet att vara anonym om det föredra. 

 För att säkerställa att respondenten känner sig bekväm kommer hon eller han att ges 

möjlighet att avbryta intervjuaren för att ställa frågor vid behov och att avsluta intervjun 

närhelst hon eller han vill. 

 Respondenten kommer att frågas om e-postadress vilken kommer att användas för att 

delge respondenten resultatet av studien. 

 Respondenten kommer att informeras om att intervjun maximalt kommer att ta 60 

minuter att genomföra. 

Allmän information om respondenten 

1. Vad heter du? 

2. Hur gammal är du? 

3. Vad är din titel eller befattning? 

4. Under hur lång tid (exempelvis år) har du haft denna befattning? 

Allmän information om företaget 

5. Kan du ge en allmän beskrivning av företaget? Verksamhetsområde? 

6. Kan du säga något om företagets internationella verksamhet? 

7. Finns det anställda med olika kulturella bakgrunder som arbetar tillsammans på 

*företagsnamn*? 

b) Om ja 

iv. Från vilka kulturer? 

v. Har du en uppskattning av hur många? 

vi. I vilka avdelningar återfinns dem? 

Hantering och ledning av kulturell mångfald 

8. Hanterar/leder du medarbetare med kulturella bakgrunder som skiljer sig från företagets 

ursprung (Sverige) 

a) Om ja 

v. Vilka kulturella bakgrunder? 

vi. Hur länge har du varit inblandad i hantering/ledning av medarbetare med 

olika kulturella bakgrunder? 

vii. Har du mött några svårigheter i ditt arbete med medarbetare som har olika 

kulturella bakgrunder? Vänligen förklara. 



 

 

viii. Enligt din åsikt, finns det några skillnader i att hantera/leda inhemska 

(svenska) medarbetare kontra medarbetare med andra kulturella 

bakgrunder? Berätta gärna om dem. 

9. Enligt din bedömning, finns det fördelar som är knutna till kulturell mångfald på 

arbetsplatsen? Berätta gärna om dem. 

10. Vad är din övergripande upplevelse av kulturell mångfald på arbetsplatsen? 

11. Har du några övriga kommentarer gällande din erfarenhet av att hantera medarbetare 

från olika kulturella bakgrunder? 

12. Enligt din vetskap, bemöts kulturell mångfald på något specifikt sätt på 

*företagsnamn*? 

a) Om ja, hur/vilket sätt? 

Tillvägagångssätt för hantering/ledning av kulturell mångfald 

13. Enligt din vetskap, finns det någon/några tillvägagångssätt som används för att hantera 

kulturell mångfald på *företagsnamn*? 

a) Om ja, vilken/vilka? 

14. Kan du komma på något annat tillvägagångssätt att addera till företagets befintliga 

tillvägagångssätt för att hantera kulturell mångfald? 

a) Om ja, vilken/vilka? 

Kompetenser som chef 

15. Anser du att det finns några specifika kompetenser som är nödvändiga chefer att besitta 

för att hantera medarbetare med olika kulturella bakgrunder? 

a) Om ja, vilka? 

16. Enligt din egen bedömning, vilka kompetenser har du som chef? 

17. Anser du att de hjälper dig att hantera/leda medarbetare med olika kulturella 

bakgrunder? 

a) Om ja, varför? 

18. Tror du att några ytterligare kompetenser skulle kunna hjälpa dig att hantera/leda 

medarbetare med olika kulturella bakgrunder? 

a) Om ja, vilka? 

Ytterligare information om respondenten 

19. Vilken kulturell bakgrund identifierar du dig med? 

20. Vad är din utbildningsnivå? 

21. Har du haft någon/några liknande befattning(ar)inom *företagsnamn* innan din 

nuvarande position? 

22. Hur länge (exempelvis år) har du arbetat på *företagsnamn*? 

23. Var i världen är du (respondenten) lokaliserad? 

Ämnen skickade till respondenterna 

Intervjun kommer att behandla följande områden: 

 Allmän information om företaget och dess internationella verksamhet. 



 

 

 Frågor gällande dig som chef och din hantering och ledning av anställda med olika 

kulturella bakgrunder. 

 Din uppfattning om kulturell mångfald på arbetsplatsen. 

 Färdigheter/kompetenser knutna till hantering och ledning av medarbetare med olika 

kulturella bakgrunder. 

 Strategier för att hantera och leda medarbetare med olika kulturella bakgrunder. 

 

Källa som används i utvecklingen av denna intervjuguide: 

Bryman, A. & Bell, E. (2013). Företagsekonomiska Forskningsmetoder (B. Nilsson, Trans.). 

Stockholm: Liber. (Original work published 2011) 


