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Executive summary 

 

I dag er der mange virksomheder i Danmark, som har implementeret engelsk som koncernsprog. 

Dette har skabt forventninger til de danske ansatte mht. deres sprogfærdigheder, da disse 

færdigheder er nødt til at være på et tilstrækkeligt niveau, for at de er i stand til at udføre deres 

arbejdsopgaver. Selvom danskere generelt anses for at have gode engelskfærdigheder, kan 

utilstrækkelige engelskfærdigheder medføre negative konsekvenser for virksomhederne. Derfor er 

virksomhederne nødt til at sikre, at deres danske ansattes engelskfærdigheder er tilstrækkelige - 

dette vil nedsætte risikoen for, at misforståelser mellem kolleger, forretningspartnere og kunder vil 

opstå. 

Med udgangspunkt i ovenstående problemstilling er denne afhandlings mål at undersøge, hvilke 

sproglige problemer der er nøgleudfordringerne for de danske ansatte, og hvilke udfordringer der 

opstår, som ikke er af sproglig karakter. Ydermere er målet at analysere, hvilke metoder 

virksomheder kan gøre brug af for at øge de danske ansattes engelskfærdigheder. 

Den teoretiske ramme for denne afhandling indbefatter lingvistik, socialkonstruktivisme, 

socialkonstruktionisme og hermeneutik. Derudover omfatter denne afhandling også 

voksenlæringsteori, andetsprogstilegnelse og pragmatik, som er teorierne, der vil blive brugt for at 

undersøge, hvordan de danske ansatte kan øge deres engelskfærdigheder. Endvidere har denne 

afhandling et specifikt fokus på pragmatik som lingvistisk disciplin, da dette kan give de danske 

ansatte en dybere forståelse af det engelske sprog. Ydermere er denne afhandling baseret på 

empirisk data, som er indsamlet vha. et spørgeskema, der er blevet sendt ud til danske ansatte i 

internationale virksomheder i Danmark, hvor koncernsproget er engelsk. 

 

Angående hvilke sproglige problemer der er nøgleudfordringer, viser afhandlingens empiri og 

analyse, at 12 % af danske ansatte ikke mener, at deres engelskfærdigheder er tilstrækkelige. 

Derudover oplever 22,4 % jævnlige problemer, når de skal kommunikere med deres ikke-

dansktalende kolleger. Ydermere har 52,6 % oplevet, at de snakker forbi hinanden, når de 

kommunikerer på engelsk med hinanden. Dertil har 8,9 % det ikke godt med at arbejde med engelsk 

som koncernsprog. Slutteligt er det blevet undersøgt, om hvorvidt det er specifikke aldersgrupper, 

der oplever større udfordringer mht. det engelske sprog end gennemsnittet. Det viser sig, at ældre 

danske ansatte har større udfordringer på nogle områder end gennemsnittet, hvorimod yngre ansatte 
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har større udfordringer end gennemsnittet på andre områder. Dette illustrerer, at det ikke kan 

konkluderes, at det er specifikke aldersgrupper, som har de største udfordringer mht. engelsk. 

Angående hvilke udfordringer der opstår, som ikke er af sproglig karakter, når man evaluerer de 

danske ansattes færdigheder, viser det sig, at 10,4 % af de danske ansatte kan overvurdere deres 

færdigheder. Ydermere viser det sig, at 7,6 %, som er del af en overgang fra et dansk koncernsprog 

til et engelsk, ikke har en god oplevelse med en sådan overgang. Slutteligt viser det sig, at flere 

problemer opstår på arbejdspladsen som følge af utilstrækkelige engelskfærdigheder; disse er 

misforståelser med kunder og forretningspartnere, og misforståelser mellem kolleger som fører til 

irritation og/eller frustration, voksenmobning og manglende social omgang. 

Med hensyn til at øge engelskfærdighederne hos de danske ansatte viser det sig, at 35,1 % af de 

ansatte, som har været del af et sådant tiltag, har opfattet det som værende utilstrækkeligt. Dette 

viser, at virksomhederne muligvis ikke er vidende nok inden for dette felt. Angående hvordan 

virksomhederne specifikt kan øge de danske ansattes engelskfærdigheder, er en konkret strategi 

blevet konstrueret ud fra voksenlæringsteori. Generelt indebærer strategien at lokalisere de ansatte 

der har lyst til at lære, at organisere undervisningen omkring dagligdagsproblemer, at sikre at 

undervisningen er relevant, at undervisningsmaterialet er forståeligt og at skabe et 

undervisningsmiljø, hvor de ansatte føler sig trygge. Derudover viser analysen og empirien, at to 

specifikke strategier inden for andetsprogstilegnelse vil være gavnlig ift. at øge 

engelskfærdighederne hos de danske ansatte, disse er the Active Control of Thought model og the 

interaction hypothesis (negotiation of meaning). Ydermere viser det sig, 37,6 % af danske ansatte 

udtrykker, at pragmatik er et aspekt inden for det engelske sprog, som de anser som den største 

udfordring; derfor vil det være gavnligt for de ansatte at blive undervist om pragmatik. Til dette 

formål findes der tre underteorier, som vil være gavnlig for de danske ansatte at lære om, disse er 

implikatur, talehandlinger og høflighed. Viden om pragmatik vil gøre de danske ansatte i stand til 

forstå den dybere betydning i det engelske sprog, og derved vil deres engelskfærdigheder blive 

styrket. 

Generelt viser empirien og analysen, at der er et betydeligt segment af danske ansatte i 

virksomheder med engelsk som koncernsprog, som kunne have gavn af at øge deres 

engelskfærdigheder. Til det formål kan voksenlæringsteori, andetsprogstilegnelse og pragmatik 

være udbytterigt. 
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Preface 

 

This thesis is written with the aim to elucidate which linguistic difficulties possess key challenges 

for Danish employees working in international companies situated in Denmark due to the English 

corporate language; additionally, it is the aim to provide an account of how these companies may 

enhance the English skills of this group of employees. In order to achieve these aims, theory and 

empirical data is utilised.  

In order to collect the empirical data, it was necessary to come into contact with actual Danish 

employees working in international companies situated in Denmark. By contacting different 

companies and requesting their help, it was possible to forward a questionnaire to their Danish 

employees, and the answers to this questionnaire are the basis of the empirical data. 

Without the empirical data, it would have necessitated that the analysis of this thesis was based 

exclusively on theory and secondary data. Consequently, the perspectives provided by the Danish 

employees are crucial in ensuring a greater degree of credibility to the conclusion in this thesis. 

Thus, the assistance of the companies was a key component in writing this thesis. Therefore, thanks 

must go to the following companies for allowing the empirical data collecting to take place: 

 Bosch 

 Canon 

 Carlsberg 

 Coloplast 

 

 

 

 

 

 

 

 



 

4 
 

Table of contents 

 

 Executive summary ............................................................................................................  1 

 Preface ...............................................................................................................................  3 

 Table of contents ................................................................................................................  4 

 1 Introduction & research question .....................................................................................  6 

 2 Delimitations ...................................................................................................................  8 

 3 Scientific theory ............................................................................................................  10 

o 3.1 Social constructionism ....................................................................................  10 

o 3.2 Social constructivism ......................................................................................  11 

o 3.3 Hermeneutics ..................................................................................................  12 

 4 Methodology .................................................................................................................  14 

o 4.1 Questionnaire ..................................................................................................  15 

 5 Theory ...........................................................................................................................  18 

o 5.1 Adult learning theory ......................................................................................  18 

 5.1.1 Learning ...........................................................................................  18 

 5.1.2 Adult learning ...................................................................................  20 

 5.1.3 Summary ..........................................................................................  23 

o 5.2 Second language acquisition............................................................................  23 

 5.2.1 Second language acquisition strategies ..............................................  25 

 5.2.1.1 The Active Control of Thought model ................................  25 

 5.2.1.2 The interaction hypothesis (negotiation of meaning) ...........  26 

 5.2.2 Summary ..........................................................................................  28 

o 5.3 Pragmatics ......................................................................................................  28 

 5.3.1 Implicature .......................................................................................  29 

 5.3.2 Speech acts .......................................................................................  32 

 5.3.2.1 Recognising the illocutionary force ....................................  33 

 5.3.2.2 Classification of speech acts ...............................................  34 

 5.3.2.3 Direct and indirect speech acts............................................  34 

 5.3.3 Politeness..........................................................................................  36 

 5.3.4 Summary ..........................................................................................  38 



 

5 
 

 6 Analysis.........................................................................................................................  39 

o 6.1 Presentation of empirical data..........................................................................  39 

o 6.2 Challenges due to English ...............................................................................  41 

 6.2.1 The overall skill level of the Danish employees ................................  41 

 6.2.2 Working with English .......................................................................  43 

 6.2.2.1 Transition from Danish to English ......................................  44 

 6.2.2.2 Experiences working with English ......................................  46 

 6.2.2.3 Communicative challenges .................................................  48 

 6.2.3 Challenges within age groups............................................................  49 

 6.2.4 Specific linguistic challenges ............................................................  53 

 6.2.5 Summary ..........................................................................................  55 

o 6.3 Enhancing the English skills ............................................................................  56 

 6.3.1 Previous experiences.........................................................................  56 

 6.3.2 The role of adult learning theory .......................................................  59 

 6.3.2.1 Principles and schemes within adult learning ......................  59 

 6.3.3 Utilising theories of second language acquisition ..............................  63 

 6.3.3.1 The Active Control of Thought model ................................  64 

 6.3.3.2 The interaction hypothesis (negotiation of meaning ............  66 

 6.3.4 Pragmatics ........................................................................................  68 

 6.3.4.1 Implicature .........................................................................  68 

 6.3.4.2 Speech acts .........................................................................  70 

 6.3.4.3 Politeness ...........................................................................  71 

 6.3.5 Summary ..........................................................................................  72 

 7 Conclusion ....................................................................................................................  74 

 List of references ..............................................................................................................  78 

 Appendix 1 

 Appendix 2 

 Appendix 3 

 

 



 

6 
 

1 Introduction 

In today’s globalised world, an increasing number of companies in Denmark have adopted English 

as the corporate language in order to improve their business globally. Adopting English as the 

corporate language entails certain benefits; as highlighted by Ostrynski (2007): for the companies, 

the new corporate language is a means by which to attract more international employees while 

being attractive for those Danes that want to work in a global company with a view to a possible 

foreign stationing. Consequently, adopting English as the corporate language has meant that Danish 

employees are now subject to expectations regarding their English skills as every employee will 

have to communicate with international colleagues both orally and in writing. However, while 

Danes are generally thought to have quite good English skills, having English as a corporate 

language may have a detrimental effect on the companies as the English skills of some Danish 

employees may not be sufficient in order to perform internationally. As discussed by Jensen & 

Hansen (2011): 

 

In recent years, many Danish companies have introduced English as a corporate 

language; however, the management often neglects to support this strategic decision 

with an upgrade of the linguistic skills of the employees. With that, knowledge sharing 

internally in the company may be hindered and the lack of linguistic qualifications 

harms the communication with customers and suppliers. Eventually, the bottom line 

may be affected negatively. 

 

Consequently, international companies situated in Denmark must ensure that the English skills of 

their Danish employees are sufficient as they have everything to gain by limiting the chances of 

misunderstandings resulting in mistakes between colleagues and spoiled business opportunities etc.  

Limiting these negative occurrences will have to be done through the enhancement of the English 

skills of the Danish employees. This could be done by implementing routines, tests at job interviews 

and offer courses based on individual needs (Hansen, 2010). 

Subsequently, the aim of this thesis is to uncover and evaluate which linguistic difficulties are key 

challenges for Danish employees in international companies situated in Denmark due to English 

being the corporate language. Additionally, this thesis will examine how companies may enhance 

the English linguistic skills of their Danish employees. 
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Thus, the academic relevance of this thesis is that it will shed light on problem areas relating to the 

use of the English language within companies and analyse methods by which companies may 

enhance the English skills of their Danish employees. 

The theoretical framework of this thesis revolves around linguistics, social constructionism, social 

constructivism and hermeneutics. Moreover, it incorporates adult learning theory, second language 

acquisition and pragmatics; these are the theories which may be used to investigate how the Danish 

employees may enhance their English skills. Additionally, this thesis has a particular focus on the 

linguistic discipline, pragmatics, as this may help the Danish employees to gain a deeper 

understanding of the English language. 

Furthermore, this thesis is based on empirical data which has been collected by means of a 

questionnaire which have been sent out to Danish employees of different international companies 

situated in Denmark - companies where the corporate language is English. The empirical data will 

be analysed combined with selected theory and other references such as articles. Moreover, the 

collected data from the employees will augment the conclusions of this thesis, making them more 

credible. 

Ultimately, this thesis seeks to answers to following research question and sub-questions: 

 

Research question: 

Which linguistic difficulties possess key challenges for Danish employees working in international 

companies situated in Denmark, and how may these companies enhance the English skills of this 

particular group of employees, focusing specifically on general linguistic difficulties and elements 

of pragmatics? 

Sub-questions: 

 Which challenges beside linguistic arise when evaluating the skills of the Danish 

employees? 

 How may principles and schemes within adult learning theory contribute to the training of 

the Danish employees’ English skills?  

 How may theories of second language acquisition be used to enhance the English skills of 

the Danish employees? 

 How may pragmatics be used to enhance the English skills of the Danish employees? 
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2 Delimitations 

This thesis seeks to examine the linguistic difficulties that Danish native speaking employees may 

experience when subject to English as the corporate language; it also seeks to examine how this 

group of employees may best have their English skills enhanced. As such, the focus is exclusively 

on Danish employees; one could have chosen to examine non-native English speaking employees of 

international companies in general; however, native speakers of other languages will not be 

considered in this thesis. 

Regarding the theories that are presented in this thesis, there are various elements which have been 

omitted due to the limitations regarding space, while other theories have been omitted due to the 

selection of those theories which were more suitable in the context. First, one aim of this thesis is to 

uncover how the Danish employee may enhance their English skills. To that end, learning theory is 

necessary. However, learning theory covers adults as well as children; which means that adult 

learning is required seeing as how the employees are obviously adults. Adult learning delves deeper 

into the needs etc. of adults specifically, which is why this fields is examined in depth in this thesis 

whereas learning theory is merely presented as it the theory which adult learning theory builds on. 

However, adult learning is a very large field consisting of deeper layers of knowledge which are too 

comprehensive to be covered in this thesis; thus, adult learning in general is described in very broad 

terms.  

Secondly, second language acquisition is also required for the Danish employees to enhance their 

English skills. However, this is also a vast subject that the space limitations of this thesis prevented 

exploring fully; therefore, second language acquisition is also described in very broad terms. 

However, the core of second language acquisition in relation to this thesis are the strategies used to 

acquire a second language (i.e. English); thus, the bulk of the section about second language 

acquisition is about these strategies. Regarding these strategies specifically, there are various 

strategies other than the ones that are presented in this thesis; however, the space limitations made it 

impossible to include additional theories. Consequently, the strategies which are presented in this 

thesis are those strategies which are thought to most efficient when it comes to enhancing the 

English skills of the Danish employees. Moreover, it can argued that by only including two 

strategies it makes the conclusions of this thesis more lean and efficient; instead of having various 

strategies to chose from, this thesis presents the two that would be most efficient. 

Concerning the third theory, namely pragmatics, there are several additional sub-theories which 

may prove to be useful knowledge for Danish employees in order to gain a deeper understanding of 
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the English language. However, due to the space limitations, only those sub-theories which are 

thought to be most useful for the Danish employees are presented in this thesis. An example of a 

sub-theory which is not included could be deixis.  Additionally, the description of pragmatics in this 

thesis may not delve particularly deep into the field; however, this is a conscious choice. The reason 

for this choice is that the Danish employees will arguably not need to be taught pragmatics 

extensively, but rather be taught about pragmatics in more general terms. In order to teach 

pragmatics extensively, it would very likely be exceedingly time consuming and costly for the 

companies, which is not desirable. Finally, it is a choice to focus specifically on the linguistic sub-

field of pragmatics rather than on other subfields such as grammar for example. If there were no 

limitations on space, it would have been interesting to study and include other sub-fields in order to 

further examine the difficulties and needs of the employees in regards to the English language. 

Finally, regarding the analysis, delimitations were required as well in order to not exceed the space 

limitations. When examining whether specific demographics are experiencing more challenges due 

to English compared to the average, only age is examined. It would have been very interesting to 

include examinations of other demographics such as sex and level of education. 
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3 Scientific theory 

The scientific theory of this thesis rests on three different theories/methodologies that will function 

as the basis of the analysis and recommendations, namely social constructionism, social 

constructivism and hermeneutics. The following section describes each of these three and elaborates 

on how they will be used in the thesis. 

 

3.1 Social constructionism 

According to Burr (1995): 

 

Social constructionism insists that we take a critical stance towards our taken-for-

granted ways of understanding the world (including ourselves). It invites us to be 

critical of the idea that our observations of the world unproblematically yield its 

nature to us, to challenge the view that conventional knowledge is based upon 

objective, unbiased observation of the world. (p. 3) 

 

This means that we as human beings should not believe that nature (i.e. the world) is as we perceive 

it – in other words, if we perceive something, it does not mean that it exists. An example could 

language; it is something communicated between people, but if there were no people then language 

would cease to exist, thus it is a social construction. 

Furthermore, our knowledge of the world is not obtained through what we perceive; social 

constructionism is a school of thought which states that the world is constructed between people, 

through our daily interactions (i.e. through language and communication) with other people (Burr, 

1995, p. 4). Also, according to Burr (1995), “When people talk to each other, the world gets 

constructed” (p. 7). This makes social constructionism relevant in relation to this thesis; as people 

use interactions to construct the world, social constructionism may illustrate that the Danish 

employees can construct (i.e. learn) language by interacting with others.  

Following the notions of social constructionism, people are not able to strengthen their linguistic 

and communicative skills solely through self study; they will need to interact with others to enhance 

their linguistic skills. In other words, as interaction between people constructs the world; 

interactions between the Danish employees and other people will, in similar fashion, construct 

(enhance) their linguistic and communicative skills. Constructing the world (i.e. a learning process) 
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will not only take place within an individual – one needs to engage in social activities as it is not 

possible to acquire second language skills (e.g. accent and pronunciation) entirely through self-

study; social constructionism is a scientific position that shows that language is also created – and 

acquired/learned – through social interaction. 

In addition, social constructionism relates to the empirical data collection of this thesis. The 

questions asked in the questionnaire combined with the answers from the Danish employees create 

an interaction which in turn creates the empirical data. As such, the empirical data necessary for 

identifying the challenges for the Danish employees is collected achieved through interaction. 

 

3.2 Social constructivism 

While being closely related to social constructionism, social constructivism is notably different. As 

social constructionism relates to people constructing the world together, social constructivism is an 

individual matter. Social constructivism emphasises that human cognition and science is not a 

reflection of reality, but is made up of social dynamics (Collin & Køppe, 2003, p. 378). Thus, one 

could say that social constructivism is about perceiving the world through groups; science (i.e. 

knowledge) is obtained by communication/interacting with other people. Social constructivism 

emerges through processes in society - collective human processes - which are the sources of the 

construction of objects (Collin, 2003, p. 250). This is reminiscent of social constructionism as both 

scientific theories are based upon the notion that the world is not necessarily as we may perceive it; 

the world is constructed through interaction. However, there is a notable difference between social 

constructionism and social constructivism. As social constructionism focuses on people creating the 

world together through interaction, social constructivism focuses on the individual obtaining 

knowledge on his/her own through group interactions. In other words, the individual will draw 

his/her own experiences through a group interaction and create his/her own perceptions. 

Social constructivism is relevant because the Danish employees will not be able to enhance their 

linguistic and communicative skills solely through self-study - enhanced skills will require 

interactions. However, the difference is that social constructivism relates to the individual 

perception (acquisition) of language rather than the group perception (learning) of language that is 

social constructionism. The use of social constructivism in connection with Danish employees 

increasing their English skills is applicable because it assumes that language is a social dimension. 

It is something that we, as humans, create together; language is socially constructed and as such our 

perception of reality – our cognition – is also socially constructed (Wenneberg, 2000, p. 16). 
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Exactly as with social constructionism, a learning process is a group effort; however, as opposed to 

social constructionism, social constructivism is a scientific position that illustrates that increasing 

linguistic and communicative skills is also done individually through group interactions. In other 

words, when the Danish employees are in group interactions with other people, social 

constructionism will be the scientific position where the group together will create the world (i.e. 

enhance their collective skills), and social constructivism will be the scientific position where the 

individuals in the group will draw on their perceptions and create their own world (i.e. enhance their 

individual skills).  

 

3.3 Hermeneutics 

According to Gulddal & Møller (1999), “Hermeneutics is the philosophical subject that examines 

and explains interpretation and comprehension” (p. 10). Thus, hermeneutics is about how people 

understand the surrounding world. As a result, hermeneutics is a relevant scientific position as a 

problem area in this thesis concerns how Danish employees understand the English language (i.e. 

understand the world). 

Moreover, hermeneutics relates to the empirical data of this thesis. The empirical data is gathered 

by means of a questionnaire, which has been sent out to various Danish employees in multiple 

international companies situated in Denmark. In line with hermeneutics, the respondents will 

“interpret” and “comprehend” their own skills by answering the questions, and their answers 

combined with different linguistic theories will conclude what the companies in general (i.e. the 

world) could do to enhance the English skills of the Danish employees. 

In addition, as a scientific position hermeneutics connects well with social constructionism and 

social constructivism; according to Gulddal & Møller (1999): 

 

Hermeneutic activity is always a dialogue between two or more parties, whether the 

dialogue partner is a living human being from our daily circle of acquaintances or a 

difficult text from a distant past and foreign culture. According to the modern 

hermeneutics, cognition is not achieved in isolated consideration of the individual, but 

in a collective effort: cognition is always dialogic, never monologic. (p. 12) 
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As it is shown in this quote, cognition is not achieved individually, exactly as it was with social 

constructionism and social constructivism; enhancing one’s linguistic skills cannot be done in self-

study alone, interaction and dialogue is required. 
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4 Methodology 

In this section, the methodological approach will be introduced and described. However, before 

delving into the specific methodology of this thesis, methodology in general requires a brief 

explanation. An overall description of methodology is that it is the methods used when producing 

knowledge; more generally speaking, methodology is the approaches used when collecting, 

processing and summarizing information so that the result becomes knowledge (Andersen, 2010, p. 

15). In relation to this thesis, methodology is the means by which data is collected in order to 

examine what the Danish employees experience as challenges regarding the English language and 

how their English skills may be enhanced. 

When it comes to research, there are two approaches, induction and deduction. Deduction is when 

general principles lead to conclusions regarding individual matters; whereas induction is when an 

individual matter leads to a principle or general regularity (Andersen, 2010, p. 35). In other words, 

deduction is when one goes from the general to the specific; induction is when one goes from the 

specific to the general. This thesis aims to conclude something about Danish employees in 

international companies situated in Denmark in general by examining a segment of that group; 

therefore, this thesis is based on induction. 

Concerning data collection, there are two overall methods, quantitative and qualitative. Quantitative 

data is represented by numbers, whereas qualitative data is represented by anything else, e.g. texts 

or photos (Andersen, 2010, p. 150). In order to answer the research question of this thesis, it is 

necessary to interact with Danish employees of international companies situated in Denmark; this 

interaction will have to be done through interviews of some sort (e.g. questionnaires or in-depth 

interviews). Both methods seemingly have advantages and disadvantages in relation to this thesis. 

The advantages of the quantitative method (i.e. questionnaires) in relation to this thesis is that it is 

possible to include a large number of respondents and that the resulting numbers are fairly easy to 

process; however, the disadvantage is that the respondents may not be able to go into detail in 

his/her answers. The advantage of qualitative methods (i.e. in-depth interviews) in relation to this 

thesis is that the respondents have the chance to fully elaborate and supplement his/her answers; the 

disadvantage is that it is time consuming and that it is hard to compare the data. 

Moreover, regarding data collecting, a distinction is made between primary and secondary data. 

Primary data is data that the researcher has created him/herself (e.g. focus groups or 

questionnaires), whereas secondary data is data that is created by others for another purpose (e.g. 

newspaper articles or academic books) (Rasmussen et al., 2006, pp. 83-84). 
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In this thesis, the quantitative method will be used as a questionnaire has been sent to Danish 

employees of different international companies situated in Denmark where the corporate language 

is English. The reasoning behind the choice of this method is that there is a limited timeframe for 

the completion of this thesis, which is mitigated by the questionnaire simply having to be sent via e-

mail instead of face-to-face interviews with respondents. Moreover, this method allows for a large 

number of respondents which will increase the representativity (explained further in the following 

sub-section) of the findings.  

Thus, the primary data of this thesis is the data gathered from the questionnaire. Conversely, the 

secondary data is all of the books and online articles which have been used as references throughout 

this thesis. The secondary data has been gathered through academically respected sources; the 

online articles have only been selected from the web pages of prominent newspapers and the like 

while the books were found at the Copenhagen Business School library. All of which should ensure 

a high degree of reliability from the secondary data. 

The following section will describe the questionnaire which has been sent to the Danish employees. 

 

4.1 Questionnaire 

This section will first describe the concepts of a questionnaire in general; then the questionnaire 

which is to be sent to the Danish employees will be presented in detail. 

In general, a questionnaire survey is a quantitative survey wherein many people systematically is 

presented with the same questions which are then counted up and analysed (Lindermann, 2008, p. 

14). A questionnaire may consist of two categories of questions, open and closed questions; an open 

question is defined as a question where the respondent may answer how he/she sees fit; conversely, 

a closed question is a question where the respondent has to choose among different possible 

answers (Kruuse, 2007, pp. 280-281). 

Moreover, a questionnaire may concern factual matters or attitudes, and a distinction can be made 

between four types of questions: 

 Factual questions regard the respondent’s actual position, such as age or line of work; 

 Cognitive questions are questions that tap into the respondent’s active/fingertip knowledge, 

such as the current state of the world, e.g. by asking who the current President of the US is; 

 Attitude questions are used to gauge a respondent’s opinion or attitude towards a subject, 

such as satisfaction with a given issue, e.g. working conditions; 
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 Assessment questions are used in order for the respondent to assess something, such as 

‘how would you assess your english skills at a scale from 1 to 10?’ 

(Kruuse, 2007, p. 279) 

 

The questionnaire which has been sent to the Danish employees is constructed within the online 

service, SurveyMonkey, and can be viewed in appendix 1. Appendix 1 is the original questionnaire 

which is sent to the Danish employees and as such it is in Danish. Appendix 2 is the same 

questionnaire, only it has been translated into English and has not been sent to any respondents – it 

is merely present as a means of making sure that the readers understand the questions that are asked 

in connection with the gathering of empirical data. 

This questionnaire contains three of the abovementioned question types, namely factual, attitude 

and assessment questions. An example of a factual question could be question 3 (Appendix 2, p. 1) 

regarding level of education as the respondent is required to answer a question relating to his/her 

actual position. An example of an attitude question could be question 21 (Appendix 2, p. 5) 

regarding the respondent’s thoughts on whether or not the teaching was sufficient; here, the 

respondent is asked to state his/her opinion. Finally, an example of an assessment question could be 

question 6 (Appendix 2, p. 2) where the respondent is asked to evaluate a transition regarding the 

corporate language on a scale consisting of five different answer categories. 

Furthermore, this questionnaire consists mainly of closed questions with the questions being 

followed by different predetermined answer categories. However, there are four open questions, 

these are questions 7, 10, 22 and 25 (Appendix 2, pp. 2-5), though these questions are not 

compulsory. Moreover, there are 3 questions wherein there is an open answer category named 

‘other’; these are questions 15, 17 and 24 (Appendix 2, pp. 4-5) where the respondents are free to 

elaborate. 

Moreover, a very important part of a questionnaire is the aspect of representativity. Representativity 

means that the group of people that are participating in a questionnaire survey accounts for a 

miniature image of the larger group that is being examined (Hansen et al. 2008, p. 41). Regarding 

the representativity in this thesis’ questionnaire survey, the larger group of people being examined 

are Danish native speaking employees who are required to speak english every day (or very often) 

in order to carry out their jobs as they are employed in international companies situated in Denmark 

that have English as its corporate language. This group of people is likely a fairly small percentage 

of people and as such there are not many potential respondents to the questionnaire – also, they are 



 

17 
 

potentially difficult to reach. Therefore, in order to achieve representativity the aim of the survey is 

to receive at least 30 filled out questionnaires from the respondents. In order to reach these 

respondents and to achieve the representativity aim, the questionnaire has been sent to different 

international companies situated in Denmark with the expectation of the questionnaire being further 

distributed to employees that are required to speak English in connection with their jobs. 

Additionally, generalisability must be mentioned in relation to representativity. Generalisability 

entails that one may draw conclusions from a single or few cases onto every single case (Kruuse, 

2007, p. 65). In relation to this thesis, this means that the results which are produced by way of the 

empirical data possibly do not correspond with the actual state of the world; however, based on the 

findings in this thesis, it is possible to generalise that the findings are indeed in accordance with the 

general tendencies within this field (i.e. whether or not Danish employees are experiencing 

problems with the English language and how they may have their English skills enhanced). 
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5 Theory 

In this section, the different theories which are used in this thesis will be presented and elaborated 

on – these are adult learning, second language acquisition and pragmatics. These theories contain 

sub-theories which will also be elaborated on while presenting an explanation as to what the 

relevance is between the subject of this thesis and the theory in question. 

 

5.1 Adult learning theory 

In this section, the theory behind adult learning will be presented. However, in order to understand 

adult learning, it is important to first have an understanding of learning in general. Thus, this section 

will first present the theory behind learning in general. Secondly, adult learning will be presented. 

 

5.1.1 Learning 

Before delving into adult learning, it is, as mentioned above, important that learning in general is 

explained as adult learning is a sub-field within learning and because learning theory presents the 

basic notions of how to learn. 

Learning at its core means to acquire new knowledge, skill and/or attitude (Illeris, 2004, p. 89). This 

is the basic understanding of what learning is all about. Furthermore, learning is understood as all 

processes leading to permanent capacity changes – whether it is physical, cognitive, skills-related, 

emotional, opinion-related or social in nature – and which do not only have to do with biological 

maturing or ageing (Illeris, 2004, p. 90). Moreover, learning is understood as actively constructing 

processes as learners will develop and construct their own learning; one cannot teach something to 

someone, a teacher can only assist a learner in acquiring knowledge (Illeris, 2004, p. 90); this is 

very much in line with the scientific theory in that learning takes place trough interaction, as 

described in section 3. 

In order to comprehend learning, it is important to note that learning differentiates in relation to the 

connection between new learning and prior learning; while also recognising that what is learned is 

deposited in one’s mind and can be reactivated under certain circumstances or contexts – what is 

learned can be called patterns (Illeris, 2004, pp. 95-96). What is understood by ‘depositing new 

learning in our minds’ and ‘reactivating it’ is that when we learn something it is stored in our 

minds, and that we draw on that knowledge when we are in a context where that knowledge is 

useable or required. 
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Moreover, learning can be divided into four separate types: cumulation, assimilation, 

accommodation and transformative learning (Illeris, 2004, pp. 96-97). 

 The first type, cumulation (or mechanical learning), is a type characterised as an isolated 

formation, and is something new that is not connected to anything else; thus, as a learning 

type, cumulative learning mostly occurs in the early years of life, or when one needs to learn 

something without any significant context (Illeris, 2004, p. 96). As cumulation is not 

connected to any other previously taught material, it presumably does not have much to do 

with adult learning except for when learning something like a password for example. 

 Secondly, assimilation (or additional learning) is about adding knowledge to what is already 

stored in one’s mind – the pattern (Illeris, 2004, pp. 96-97). An example of this could be the 

Danish employees that are very much likely to have been taught English at least at public 

school level or higher. By being further taught the rules etc. about the English language, the 

Danish employees will add to their already existing knowledge of the language. 

 The third type of learning is accommodation (or transgressive learning), which is a type of 

learning where the learner deconstructs (parts of) what he has previously learned (i.e. the 

pattern) and transforms it so that the new elements may be attached (Illeris, 2004, p. 97). 

Again the Danish employees could be an example. If an employee had a pattern about some 

aspects of the Danish language, such as rules about syntax, those rules could be transformed 

to fit with the English language as syntax rules in Danish and English are fairly similar such 

as with the placement of adjectives. 

 The fourth and final type of learning is transformative learning, which can be called 

personality changes; it is characterised by patterns being reconstructed simultaneously 

which is caused by challenges perceived as imposing and unavoidable, typically in a crisis-

like situation, where the person has to change so as to manage the situation and move on 

(Illeris, 2004, p. 97). Thus, transformative learning is a drastic type of learning, where an 

example could be in a disaster situation where someone had to ‘learn’ to cope, such as 

surviving in the wilderness.  

 

These four types of learning all take place within different contexts (Illeris, 2004, p. 97-98); 

however, cumulation and transformative learning cannot be said to be relevant to this thesis as 

means to enhance the English skills of the Danish employees. First, cumulation is not especially 

relevant to the Danish employees as they are very unlikely to never have come across English as a 
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teaching subject before. Secondly, the Danish employees will not be subject to crisis-like 

circumstances when being taught English, leaving transformative learning irrelevant as well. 

Conversely, assimilation and accommodation are two types of learning that are very much relevant 

to this thesis and the two types of learning that the Danish employees will be subject to. First, as the 

Danish employees are very likely to have some prior knowledge and skill relating to English which 

can be built upon, assimilation is a relevant learning type. Secondly, Danish and English as 

languages have a fair amount of similarities, such as syntax. This knowledge about the Danish 

language could be transformed into knowledge about the English language, thereby making 

accommodation very relevant to this thesis. 

 

5.1.2 Adult learning 

The above section dealt with learning in general; this section will deal with how adult learning 

differentiates itself from other groups of people, namely children, and it will deal with how adults 

(i.e. the Danish employees) can best acquire a second language (i.e. enhance their English skills). 

Adult learning concerns the method by which adult persons in today’s society learn (Illeris, 2004, p. 

22). As mentioned in the above section, learning is a permanent capacity change, and thus adult 

learning regards the permanent learning that adults will acquire when it is not caused by matters 

they cannot control, such as ageing. An adult is understood as a learner who will regard him/herself 

and function as an independent, self-regulating, capable and responsible individual (Illeris, 2004, p. 

22). Consequently, a distinction is made between adult learners and children as it can be argued that 

a child is e.g. neither independent nor responsible to the same degree that an adult is. As such, it is 

conceivable that adults should be treated with more respect than children when teaching them. 

Furthermore, an adult in this context is understood to not regard learning as a part of the personal 

qualification that begins with childhood schooling and continues until one enters the working life 

(Illeris, 2004, p. 22). Thus, adult learning is something that takes place after compulsory education 

(i.e. public schools) and optional educational choices, such as high schools/gymnasiums and 

universities. According to Illeris (2004), “the condition for speaking about adult learning is dual: 

the learner must be both psychologically adult and have come past the introductory educational 

phase of the life cycle” (p. 22). Subsequently, adult learning is a process that takes place in the adult 

years; and in relation to this thesis, adult learning focuses on adults seeking (or being asked) to 

enhance their English skills.  

When it comes to teaching adults in general, there are five principles according to Orem (2005): 
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1. The first principle is that adult learners become more self-directed as they mature, meaning 

that effective adult education should recognise the need for adult learners to set their own 

goals (Orem, 2005, pp. 8-9). As mentioned above, there is a clear distinction between adult 

learners and other groups of people (i.e. children); this first principle puts that into 

perspective as adults need to set goals for themselves rather than goals being set for them, as 

it usually is with compulsory educations. 

2. The second principle is that adults will learn best when the teachings are related to past 

experiences (Orem, 2005, p. 9). As well as with the first principle, the adult learners will 

have experience unlike children and therefore they are likely to have certain expectations of 

the teacher and the teachings. Furthermore, this principle is very much in line with the 

assimilation and accommodation types of learning, mentioned in the preceding section, as it 

is based on past experiences and learning. 

3. The third principle is that adults will learn the most when they are ready, i.e. when they feel 

a need to know something new (Orem, 2005, p. 9). This correlates with the subject of this 

thesis in that the Danish employees will most likely feel that they need to learn better 

English, if they feel that their English skill are not sufficient. Conversely, if they are forced 

into learning something that they do not feel that they need, they would likely not be 

motivated. 

4. The fourth principle is that adults will be more motivated to learn if their learning is 

organised around problems that they face in their daily lives, rather than learning that is 

determined by someone else (Orem, 2005, pp. 9-10). This principle also correlates with the 

subject of this thesis as the Danish employees are very likely to be motivated to learn better 

English if they experience not having sufficient English skills in their everyday working 

lives. As with the above principle, if they are forced into learning something they do not 

believe they need, they would likely have any motivation.  

5. The fifth and final principle is that adults have a desire to learn (Orem, 2005, p. 10). In 

relation to this thesis, this principle is relevant as some Danish employees may feel their 

English skills are not sufficient, and thereby gain motivation to improve. 

 

Illeris (2004) summarises adult learning in relation to this thesis well while it corresponding to the 

five principles presented above when stating that “adults learn best what they find subjectively 

meaningful, either because it is something they want to learn or because it is something they 
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experience as important or necessary for them to learn” (p. 227). With this in mind, it is well worth 

noting that attempting to enhance the Danish employees’ English skills is made more possible as 

enhanced English skills is both important and necessary for them in order to better carry out their 

work. 

When it specifically comes to adults learning a second language, it is important to examine how 

adults actually achieve this; Orem (2005) presents five schemes: 

1. Language must be meaningful and immediately useful for the learner (Orem, 2005, p. 12). 

This is a relevant scheme in relation to the subject of this thesis as it is only natural that the 

Danish employees will be more inclined to learn a language if they are taught the aspects of 

language that is immediately applicable in their everyday jobs, such as a vocabulary relating 

to their job function or how to formulate e-mails in English. 

2. Adults learn language that is comprehensible, such as vocabulary and structures within 

contexts; also, a lack of comprehension will quickly discourage the adult learner (Orem, 

2005, p. 12). As with the above scheme, this is also relevant to the subject of this thesis as it 

is only natural for the Danish employees to seek to learn English that is relevant within the 

context of their job. Furthermore, it is important to make the lessons comprehensible to the 

employees; otherwise they will not see any relevance and will likely dismiss the teachings as 

being irrelevant and subsequently not learn very much. 

3. Adults learn best when they are subject to effective language instructions wherein they feel 

safe to make mistakes (Orem, 2005, p. 12). This is a somewhat self-explanatory scheme as it 

is inherent in everybody that we do not want to look foolish in front of our peers. However 

in the context of this thesis, it is quite important as it could be to the detriment of the 

working relationship if some of the Danish employees felt they had embarrassed themselves 

in front of their colleagues. 

4. Adults often experience a silent period early in the language learning process; however, this 

should not be interpreted as a sign that the learners are not learning (Orem, 2005, pp. 12-13). 

This scheme is fairly expected as most people will want to have a firm grasp on new 

knowledge before wanting to discuss/exercise it. 

5. Adults learn at widely varying rates and through different methods - some learners will learn 

faster than others; however, learners who have attained a higher level of formal schooling 

tend to make faster progress (Orem, 2005, p. 13). This is a scheme that the teacher should 

always keep in mind; one cannot expect everyone to learn at the same pace. However, in 
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relation to this thesis, the majority of the Danish employees are likely to have attained a 

higher level of formal schooling such as some form of high school/gymnasium or university 

degree due to their job position in an international company. Thus, they should arguably be 

expected to learn English at a faster pace. 

 

The first, second and third of these schemes are important in relation to this thesis as they relate 

specifically to the needs of the Danish employees. The fourth scheme may not have much relevance 

specifically in relation to the Danish employees but it does have relevance when it comes to adults 

learning English in general and as such, they Danish employees will fall under this category. The 

fifth and final scheme is conceivably not as central as the first three, but as the Danish employees 

are likely to have attained a higher level of formal schooling, this scheme could have some 

relevance. 

 

5.1.3 Summary 

As adult learning theory is about how to teach adults, it is an important aspect to keep in mind when 

seeking to enhance the English skills of the Danish employees. Learning at its core can be divided 

into four separate types where assimilation and accommodation would be relevant to this thesis.  

Moreover, Adult learning specifically illustrates that adults require different principles for learning 

than young people and children, and when it comes to specifically learning a second language there 

are different schemes which would be important to adhere to when considering the needs of the 

Danish employees. 

 

5.2 Second language acquisition 

In this section, the theory behind the concept of second language acquisition (referred to as SLA for 

the remainder of this section) will be presented and elaborated on. SLA will be explained as it is the 

core of what the Danish employees will likely need, namely to acquire enhanced English skills as a 

second language. 

Before describing SLA, the concept of a second language needs to be described. A second language 

(referred to as L2 for the remainder of this section) is a language that is learned subsequent to the 

language first learned as a child (Loewen & Reinders, 2011, p. 153). Conversely, a first language 

(referred to as L1 for the remainder of this section) is the initial language that a person learns as a 

child (Loewen & Reinders, 2011, p.65). In relation to this thesis, the L1 will be Danish as this thesis 
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focuses on Danish native speaking employees, and the L2 will be English as it is the corporate 

language of the companies subject to the empirical work of this thesis. 

An L2 can be differentiated into four different categories as an L2 can function differently in 

accordance with different functions of life: 

1. The first category is the second language being understood as an official or societal 

dominant language which is needed for education, employment and other basic purposes; 

2. The second category is a foreign language which is not used frequently in the immediate 

context but rather for situations such as travelling or cross-cultural communication; 

3. The third category is a library language which functions primarily as a tool for further 

learning through reading; 

4. The fourth and final category is an auxiliary language which is learned for some official 

functions in e.g. an immediate political setting while the L1 is what is most used. 

(Saville-Troike, 2006, p. 4) 

 

Out of these four categories, the first category is the one relevant to this thesis as it relates to 

employees subject to a corporate language. 

Proceeding to the core of this section, namely SLA, it refers both to the process of learning a 

language other than one’s first language and to the academic field of investigating how languages 

other than one’s first language are learned (Loewen & Reinders, 2011, p.153). As SLA  is the 

process of learning a new language, which is also known as a target language, (Saville-Troike, 

2006, p. 2), SLA is key in relation to this thesis as a way in which to enhance the English skills of 

the Danish employees. 

Furthermore, SLA consists of three types of learning: informal, formal and a mixture. The first, 

informal L2 learning, takes place in naturalistic contexts, such as learning a language from living in 

a given country and interacting with people speaking the language; the second type is formal L2 

learning which takes place in classrooms; the third type is a mixture between the two (Saville-

Troike, 2006, p. 2). The third type, the mixture, is very relevant to this thesis because if Danish 

employees in international companies situated in Denmark are to enhance their English skills, they 

will require both informal and formal learning. The informal type will be vital as they will add to 

their English language knowledge base and hone their English skills by interacting with their 

colleagues; this will happen somewhat spontaneous and unconsciously. The formal type will be 

equally important as it will likely not be enough for the Danish employees to simply interact with 
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their international colleagues. Some aspects of the English language, such as grammar, will likely 

not be learned through interaction between colleagues but will probably need to be taught in a 

formal classroom setting.  

Consequently, in order for the Danish employees to enhance their skills so as to be more efficient in 

English, it is important for them to learn English at a greater level; understanding of the concept of 

SLA can be very helpful in enhancing their skills. However, specific learning strategies on how to 

acquire a second language (i.e. English) are required; these will be presented in the following 

section. 

 

5.2.1 Second language acquisition strategies 

In this section, two different SLA strategies that would be relevant to this thesis and the Danish 

employees will be presented, namely the Active Control of Thought model and the interaction 

hypothesis (negotiation of meaning). 

 

5.2.1.1 The Active Control of Thought model 

The Active Control of Thought model (referred to as the ACT model for the remainder of this 

section) is within the field of cognitive approaches to SLA, which means that the focus is very 

much on the learner as an individual and on how the human brain processes and learns new 

information (Mitchell & Myles, 2004, p. 95). 

The ACT model deals with declarative knowledge (i.e. knowledge about what something is) and 

procedural knowledge (i.e. knowledge about how to do something); and these two forms of 

knowledge are different and stored differently in the brain (Mitchell & Myles, 2004, p. 102). An 

example of this model could be learning how to cook. First, one would need to know what cooking 

is and how it is done – that would be the declarative knowledge. Secondly, one would need to learn 

how to actually do it – that would be the procedural knowledge. According to Mitchell & Myles 

(2004), “you go through a declarative stage before acquiring the procedural knowledge linked with 

this situation” (p. 102). Learning takes place when one has practiced doing something so much that 

the act of doing that something comes without even thinking about it - when declarative knowledge 

becomes procedural knowledge and is automatic for the learner (Mitchell & Myles, 2004, p. 102). 

Moreover, the move from declarative to procedural knowledge takes place in three stages; the first 

is a cognitive stage where a description of the procedure is learned; the second is an associative 

stage where a method for performing the skill is presented; the third stage is an autonomous one 
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where the skill becomes more and more rapid and automatic (Mitchell & Myles, 2004, p. 103). In 

other words, the ACT model is about teaching knowledge to the learner, then having the learner 

putting that knowledge into an associative frame that is understandable for him/her and then finally 

repeating until the knowledge is performed without much/any conscious effort. 

In relation to this thesis, the ACT model would likely be beneficial to the Danish employees in the 

form of formal classroom teaching. Examples of aspects of the English language that could be 

taught through this model could be vocabulary, grammar, and spelling. For example, first the 

Danish employees would be taught the grammatical rules regarding the use of ‘is’ versus ‘are’. 

Secondly, they would then be taught how to use this grammatical rule. Finally, they would make 

use of this rule again and again until it comes natural to them, and they would use ‘is’/’are’ in the 

correct way without having to think about it. 

There are both advantages and disadvantages to the ACT model. The advantages are that the 

teachings are available quickly and efficiently and does not make many demands on the working 

memory; however, the disadvantages are that they are difficult to modify and that they will only be 

applicable to the situation that gave rise to it, moreover the process is also time-consuming 

(Mitchell & Myles, 2004, p. 104). In relation to this thesis, there is an advantage in that the working 

memory is not subject to many demands, which will leave space for the Danish employees’ job 

functions, which likely require significant working memory. On the other hand, the main 

disadvantage in this relation is that the process is time-consuming, which could prove costly for the 

companies employing the Danes. However, this can be remedied by the fact that most of the Danish 

employees are most likely not starting from scratch when needing to enhance their English skills. 

They will already have some knowledge and experience regarding the English language, and as 

such they will not need as much classroom teaching as beginners, which will most likely lower the 

cost.  

In summation, if there is a need to enhance the skills of the Danish employees when it comes to e.g. 

vocabulary, grammar and spelling, the ACT model would likely prove to be effective and take place 

in a formal classroom setting. 

 

5.2.1.2 The interaction hypothesis (negotiation of meaning) 

The interaction hypothesis is within the field of input and interaction in SLA. This is understood as 

language learning that focuses on the role of environmental language in promoting SLA in the 

shape of second language input received by the learner, second language output produced by the 
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learner and second language interaction between the learner and some other conversational partner 

(Mitchell & Myles, 2004, p. 159). Moreover, the interaction hypothesis is inspired by the input 

hypothesis, which claims that second language is learned by receiving input that is just beyond the 

current skill level of the learner (Mitchell & Myles, 2004, pp. 47-48). 

The interaction hypothesis concerns interactions where the learners are engaged (Mitchell & Myles, 

2004, p. 160), which means that this strategy is about learners increasing their second language 

skills by participating in conversations/interactions. Furthermore, the interaction hypothesis argues 

that in order for learners to receive optimal input, both comprehensible but also just beyond their 

current skills, they need to control the input through a process of negotiation, i.e. conversational 

interaction that includes opportunities for repair and clarification of meaning (Mitchell, 2009, p. 

679). What this means is that when a learner is engaged in an interaction with another in the foreign 

language that the learner seeks to enhance his/her skill level in, the input that he/she receives is not 

seen as a sort of ‘one-way communication’ where the learner cannot influence the input. Instead, 

the learner can affect the input by e.g. asking questions or asking for a paraphrase. This will help 

the learner to better understand the input, but more significantly to the context of this thesis, it will 

enhance the second language skills of the learner as a greater understanding will add the input to 

his/her own knowledge base and use. This is called negotiation of meaning, when a learner uses 

strategies such as clarification requests or confirmation checks through discourse (Loewen & 

Reinders, 2011, p.125). Moreover, it is useful as it helps the learner to maximize his/her 

comprehension and navigate linguistic trouble spots, while also fine-tuning the second language 

input that the learner receives to enhance his/her own skill level (Mitchell & Myles, 2004, p. 167). 

This is very relevant in relation to this thesis; when the Danish employees interact with their 

international colleagues, which they inevitably will, they will be able to fine-tune their English 

linguistic skills. This can be done somewhat unconsciously in the everyday workplace interactions 

(informal setting), but it could also take place in a (formal) classroom setting by way of questions to 

the teacher during lectures for example.  

An example of an aspect of the English language that could be improved through the interaction 

hypothesis could be e.g. pragmatics. An example could be of a Danish employee talking with an 

international colleague and at some point in the conversation the international colleague would use 

an expression not familiar to the Danish employee. The Danish employee could then ask what the 

meaning behind the expression was or for a paraphrase, and after having received the explanation, 
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the Danish employee would be likely to be able to use that expression him/herself – thereby having 

learned something through the interaction hypothesis. 

 

5.2.2 Summary 

As SLA is the theory behind how to acquire a second language, it is a very relevant and important 

element in this thesis as the Danish employees will need to acquire better English skills. Moreover, 

a second language can be divided into four different categories where the first category - a second 

language being understood as an official or societal dominant language – is very relevant in relation 

to this thesis. Furthermore, SLA consists of three types of learning where the mixture type would be 

required as the Danish employees would benefit from both informal and formal learning. 

When specifically seeking to enhance the English skills of the Danish employees, two strategies 

within second language learning could prove efficient, namely the Active Control of Thought model 

and the interaction hypothesis (negotiation of meaning). 

 

5.3 Pragmatics 

In this section, pragmatics in general and different sub theories of pragmatics which are thought to 

be beneficial to the Danish employees will be presented.  

According to Thomas (1995), “people do not always or usually say what they mean. Speakers 

frequently mean much more than their words actually say’ (p. 1). In essence, this is what 

pragmatics is about; unearthing the covert messages in peoples utterances. In other words, 

pragmatics is about ‘reading between the lines’ of what people say (or write); it is about people 

putting more meaning into what they say than the meaning of the words themselves, such as 

insinuations etc. However, a more precise definition is required and according to Grundy (2000), 

pragmatics could be defined as: “the study of language used in contextualized communication and 

the usage principles associated with it’ (p. 275). Moreover, according to Yule (2003), “Pragmatics 

is concerned with the study of meaning as communicated by a speaker (or a writer) and interpreted 

by a listener (or reader)’ (p. 3). Thus, pragmatics deals with messages within the words that are 

communicated, both in speech and writing. Moreover, pragmatics is about explaining how we 

produce and understand everyday but apparently rather peculiar uses of language (Grundy, 2000, p. 

3). As a result, pragmatics is also, in essence, about learning how to produce meaning through 

utterances, but also about learning how to best understand what is being communicated to you, even 

if the message is not clear by merely looking at the words themselves. 
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Pragmatics as a field of study becomes relevant to this thesis as the Danish employees might not be 

sufficiently skilled with the English language so as to be able to understand the hidden messages in 

English communication. By being taught some key principles and theories within pragmatics, the 

Danish employees will be able to employ communicative knowledge and tools from the field of 

pragmatics in order to make themselves more understandable to their international colleagues, while 

also improving their own understanding of what is being communicated to them. 

In the following sections, different sub theories from the field of pragmatics that are thought to be 

beneficial to the Danish employees will be presented; while it will also be explained why these 

theories could aid the Danish employees. These sub theories are: 

 implicature, 

 speech acts; and 

 politeness 

 

5.3.1 Implicature  

Implicature is an inferred meaning which has a different logical form than that of the original 

utterance (Grundy, 2000, pp. 273-274). This means that an utterance may on the surface 

communicate one thing, but have an underlying message which has a completely different meaning. 

A simple example of an underlying message could be answering a question by uttering: “Is the Pope 

catholic’. Unless of course one is engaged in a discussion regarding the Vatican, Catholicism or the 

like, this reply would, on the surface,  seem totally out of place, but the deeper meaning would 

simply be “yes’, and the reason behind answering this way would probably be because the original 

question had an obvious ‘yes’ answer. 

Also, implicature is generated intentionally by the speaker and may or may not be understood by 

the listener (Thomas, 1995, 58). An example of implicature could be two colleagues at a business 

dinner where colleague 1 takes the last piece of meat without asking, colleague 2 could then say 

‘Oh, go on, you can have it, you don’t need to ask. I guess I’m not hungry anyway’. The words (the 

surface) being expressed by colleague 2 (what he/she is uttering) is that he/she does not mind, but 

the underlying message communicates something in line with: ‘What are you doing? Ask before 

you take it. I’m still hungry.’ This example is a fairly simple example and one that does not explain 

implicature sufficiently. However, before delving deeper into the subject of implicature, the 

cooperative principle needs explaining. 
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Within implicature, cooperation is assumed to be so pervasive that there exists a cooperative 

principle of conversation which is elaborated in four sub-principles called maxims (Yule, 2003, p. 

37). These maxims are:  

 Quantity 

1. Make your contribution as informative as is required (for the current purpose of the 

exchange). 

2. Do not make your contribution more informative than is required. 

 Quality – try to make your contribution one that is true. 

1. Do not say what you believe to be false. 

2. Do not say that for which you lack adequate evidence. 

 Relation – be relevant. 

 Manner – be perspicuous. 

1. Avoid obscurity of expression. 

2. Avoid ambiguity. 

3. Be brief (avoid unnecessary prolixity). 

4. Be orderly  

(Yule, 2003, p. 37) 

 

These maxims are unstated assumptions which we have in conversations; we assume that people are 

normally providing an appropriate amount of information and that they are telling the truth, being 

relevant and trying to be as clear as possible (Yule, 2003, p. 37). In essence, the cooperative 

principle is about the expectation of people cooperating when they are in a conversation – i.e. that 

they will work together to achieve understanding between them by not lying, talking too much etc. 

The cooperative principle is something that each person seeks to adhere to, but there is a certain 

type of expression that is used to mark when one cannot adhere to the principle, namely that of 

hedges (Yule, 2003, pp. 37-38). A description of hedges could be that they are words used to soften 

the blow of uncertainty in an utterance. It is a precaution for the speaker in case he/she is wrong. 

Hedges may be utilised with each of the four maxims of the cooperative principle (Yule, 2003, pp. 

38-39). An example of a hedge could be ‘I might be wrong, but Jensen’s office is on the fifth floor’. 

In this example, the speaker hedges his/her utterance by adding ‘I might be wrong’; this is done 

because he/she is not entirely sure of the truthfulness of the statement. By utilising this type of 

hedge, the speaker seeks to adhere to the cooperative principle of quality. 
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Returning to implicature, there are, according to Thomas (1995), two different types of implicature, 

conventional implicature and conversational implicature: 

 

They have in common the property that they both convey an additional level of 

meaning, beyond the semantic meaning of the words uttered. They differ in that in the 

case of conventional implicature the same implicature is always conveyed, regardless 

of context, whereas in the case of conversational implicature, what is implied varies 

according to the context of utterance. (p. 57) 

 

First, conventional implicature will be described. What is meant by the quote regarding 

conventional implicature is that the words within this type of implicature will always carry the same 

meaning. Also, conventional implicature is not based on the cooperative principle, they do not have 

to appear in conversations and they do not depend on special contexts (Yule, 2003, p. 45). An 

example of a conventional implicature could be the word ‘but’ which is a conjunction/expression 

that will always be interpreted by a listener as an implicature of contrast between information (Yule, 

2003, p. 45). An example of the use of the word ‘but’ could be this utterance: ‘I will never work 

with financing, but marketing is okay’. Here, the contrast is between ‘financing’ and ‘marketing’, 

and the speaker implies a difference between the two departments. Another example could be the 

word ’even’; according to Yule (2003), “when ‘even’ is included in any sentence describing an 

event, there is an implicature of ‘contrary to expectation’’ (p. 45). An example of the use of this 

word could be: ‘My colleague even helped with the transcribing’. Here, the speaker is implying that 

he/she was not expecting his/her colleague to help with the transcribing.  

Secondly, conversational implicature will be described. As the above quote by Thomas (1995) 

mentions, conversational implicature differs depending on the context of the utterance; also, 

conversational implicature has much to do with the cooperative principle. As mentioned, the 

cooperative principle is something people will seek to adhere to in order to achieve common 

understanding. Conversational implicature, however, are instances were utterances do not adhere to 

the principles but the meaning gets across nonetheless, such as the previous example with the two 

colleagues and the last piece of meat resulting in the this utterance: ‘Oh, go on, you can have it, you 

don’t need to ask. I guess I’m not hungry anyway’. In this example, the cooperative principle is not 

adhered to at all; e.g. the maxim of quality is not adhered to as the utterance is false. Another 

example could be an employee asking a colleague: ‘Do you want to go to lunch now?’ and the 
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colleague replying: ‘I’ve just started working on this assignment.’ The implicature is in the 

colleague’s reply in that he implies that he would rather stay and work. As with the previous 

example, this one does not adhere to the cooperation principle either as the colleague’s reply is not 

relevant – what he says on the surface has nothing to do with the employee’s question. 

By being aware of implicature, the Danish employees are likely to achieve a better understanding of 

the English language; they will be more in sync with their international colleagues when they are 

able to decipher their utterances and understand the deeper meaning. Moreover, the Danish 

employees will likely be better at expressing themselves in English when learning how to 

communicate on a different and deeper level. 

 

5.3.2 Speech acts 

The previous section dealt with the differences between the actual utterance and the underlying 

meaning. In this section, what people are attempting to achieve with their utterances will be 

covered; this is called speech acts. A speech act is the uttering of a linguistic expression which has 

the function not just to say things but actively to do things or to perform acts as well (Huang, 2007, 

p. 284). Moreover, according to Yule (2003), “Actions performed via utterances are generally 

called speech acts and, in English, are commonly given more specific labels, such as apology, 

complaint, compliment, invitation, promise, or request’ (p. 47). Consequently, speech acts are what 

we do when we act through our utterances; an example of this could be if the President of France 

uttered: ‘I declare war on Belgium.’ The action of that utterance would be a declaration of war. 

Speech acts, however, are not always explicit like in the previous example; some speech acts are 

implicit (i.e. hidden in the utterance) and can be interpreted by the context of the utterance. An 

example could be an employee sitting in an office and saying to a colleague: ‘It’s pretty hot in here, 

huh?’ Depending on the context, this utterance could be interpreted as a request or compliment. If it 

was summertime and the employee was sitting in an office said it was warm, the utterance could be 

interpreted by the colleague as a request to open a window. Conversely, if it was wintertime, the 

employee could be using the utterance to simply express satisfaction with the well heated office. 

Furthermore, there are three facets that make up speech acts; these are the locutionary act, the 

illocutionary act and the perlocutionary act. A locutionary act is the basic act of speaking and the 

actual words being spoken; an illocutionary act (also known as illocutionary force) is the purpose 

behind the utterance, it is the type of function that the speaker intends to fulfil or the type of action 

the speaker intends to accomplish through the utterance; a perlocutionary act (also known as 
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perlocutionary effect) concerns the effect an utterance can have on the hearer, it is a consequence or 

by-product of the utterance which affects the addressee – it may be intentional or not (Huang, 2007, 

pp. 102-103). The most discussed of these three acts is the illocutionary act as it is the heart of 

speech acts, and according to Yule (2003), “the illocutionary force of an utterance is what it ‘counts 

as’” (p. 49). In other words, the illocutionary act/force is what drives the utterance of the speaker.  

 

5.3.2.1 Recognising the illocutionary force 

As mentioned in the above example with the employee and the hot office, an utterance may be 

interpreted differently. However, this presents a problem, as how can the hearer of an utterance 

know what the speaker means? In other words, how does the hearer interpret the illocutionary 

force? 

One way to make sure that the hearer will interpret an illocutionary force correctly is by 

Illocutionary Force Indicating Devices (referred to as an IFID from this point on); the most direct 

and conventional type of an IFID is an explicit performative verb (such as uttering ‘I quit’) (Huang, 

2007, p. 103). An example of an IFID that explicitly indicates an illocutionary act could be a 

promise. If one uttered: ‘If you work hard, you’ll get a promotion’, the promise would be implicit; 

however, by having the same example with the performative verb ‘promise’ which explicitly names 

the illocutionary act being performed, the illocutionary act becomes explicit: ‘I promise you that if 

you work hard, you’ll get a promotion’. This is an example of an IFID; other examples could be 

word order, stress or intonation (Yule, 2003, p. 50). 

Another way to make sure that the hearer will interpret an illocutionary force correctly is through 

felicity conditions; these are certain expected or appropriate circumstances for the performance of a 

speech act to be recognised as intended (Yule, 2003, p. 50). Conversely, if a speech act is made in 

the wrong context, it is infelicitous (inappropriate) (Yule, 2003, p. 50). An example could be the 

same example as above in the above section regarding the President of France uttering: ‘I declare 

war on Belgium’. If this same declaration of war was made by an ordinary French citizen, it would 

be infelicitous as he would not be the appropriate person to make such a statement. 

Furthermore, there exist preconditions to speech acts in the everyday context among ordinary 

people. These are the general conditions (e.g. that they can understand the language), the content 

conditions (e.g. that a promise must be about a future event), the preparatory conditions (e.g. that a 

promise has the condition that it will not happen by itself, and that the event will have a beneficial 

effect), the sincerity condition (e.g. that the speaker truly intends to perform the promised action) 
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and the essential condition (e.g. that in the case of a promise an utterance changes the state of the 

speaker from non-obligation to obligation to do what is promised) (Yule, 2003, pp. 50-51). 

 

5.3.2.2 Classification of speech acts 

Within the area of speech acts, it is possible to classify different types of general functions which 

are performed; there are declarations, representatives, expressives, directives and commissives 

(Yule, 2003, pp. 53-54). 

Declarations are the first of these classifications. Declarations are words and expressions that 

change the world by their very utterance (Cutting, 2002, p.16). An example of a declaration could, 

again, be the abovementioned example regarding the President of France uttering: ‘I declare war on 

Belgium.’ This statement changes the world (i.e. France and Belgium) from a state of peace to a 

state a war. 

Secondly, representatives are speech acts which state what the speaker believes to be the case or 

not, such as describing, claiming and predicting (Cutting, 2002, p. 17). An example of a 

representative could be if one uttered: ‘Financing is boring’, in which the speaker makes a claim 

regarding financing. 

Expressives are the third of these classifications, and they state what the speaker feels, such as 

‘apologising and ‘regretting’ (Cutting, 2002, p. 17). An example of this type of speech act could be 

uttering: ‘I’m sorry I couldn’t help you out yesterday’, where the speaker apologises.  

The fourth classification is the directives. Directives are those kinds of speech acts that speakers 

utilise in order to get someone else to do something, such as an order, request or command (Yule, 

2003, p. 54). An example could be uttering: ‘Give me a cup of coffee’, which would be a request. 

The final of these classifications of speech acts is the commissive. Commissives are speech acts that 

a speaker uses to commit him/her to a future action, examples could be promises or threats (Yule, 

2003, p. 54). The example of someone uttering: ‘If you work hard, you’ll get a promotion’, also 

used above, applies will to this speech act as it is a promise.  

 

5.3.2.3 Direct and indirect speech acts 

In the previous section, one method of classifying speech acts was presented; this section will focus 

on another approach, namely the difference between direct and indirect speech acts. In this 

approach, three basic sentence types of the English language will be presented, namely declaratives, 

interrogatives and imperatives. A declarative is a statement, such as uttering: ‘I am an employee’; 
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an interrogative is a question, such as uttering ‘Am I an employee?’ and an imperative is a 

command or a request, such as uttering ‘Hire me!’ 

Direct and indirect speech acts deal with matching a sentence type with an illocutionary force; if 

there is a match between these two then it is a direct speech act, if conversely there is no direct 

relationship between a sentence type and an illocutionary force it is an indirect speech act (Huang, 

2007, p.110). The example used above regarding the employee sitting in an office and saying to the 

colleague: ‘It’s pretty hot in here, huh?’ may be used to explain this. The utterance is a statement 

and as such the sentence type is a declarative. If the illocutionary force of the employee’s utterance 

is simply to state that it is hot in the office, then the illocutionary force matches with the sentence 

type and it is a direct speech act. Conversely, if the illocutionary force of the employees’ utterance 

is a request to open a window, then it is an indirect speech act.  

In English, one of the most common types of indirect speech acts is in the form of an interrogative, 

but it is not used to ask a question, it is used to elicit an action; also, there is a typical pattern in 

English where asking a question about the addressee’s assumed ability (e.g. ‘Could you?’) or future 

possibility of doing something (e.g. ‘Would you?’) usually counts as a request to actually do that 

something (Yule, 2003, pp. 55-56). An example could be ‘Could you open a window?’ Technically, 

‘Could you open a window?’ is a question about the ability to open windows, but the meaning 

behind this question is to have the addressee actually open a window – it would be quite odd if the 

addressee simply responded by saying ‘yes’. 

Furthermore, according to Yule (2003),”Indirect speech acts are generally associated with greater 

politeness in English than direct speech acts” (p.56). However, politeness will be further described 

in the following section. 

As with implicature, the Danish employees are likely to achieve a better understanding of the 

English language as they will be better at decoding what their international colleagues are trying to 

achieve through speech acts. However, speech acts could be difficult for the Danish employees do 

make use of in English because they may not be aware of cultural norms, such as the above 

description of the English pattern of asking about assumed ability, instead of asking outright. 

Nevertheless, by being taught the concepts of speech acts, the Danish employees will be better 

enabled to communicate with their international colleagues, such as avoiding asking for things in a 

clumsy way – which is to be expected if one’s English skills are not as substantial as desired. 
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5.3.3 Politeness 

In the previous section, politeness was mentioned; this section will delve deeper into this pragmatic 

sub-topic. 

Much of what people say, and a great deal of what is communicated, is determined by social 

relationship (Yule, 2003, 59). Consequently, politeness is important in order to communicate 

optimally with others; without politeness it is very conceivable that speakers will ‘step on each 

other’s toes’ in a linguistic sense. However, politeness in a pragmatic sense is not about any social 

rules of behaviour such as not interrupting a speaker; rather, it refers to the choices which are made 

in language use, the linguistic expressions that give people space and show a friendly attitude 

towards them (Cutting, 2002, pp. 44-45). Within interaction, politeness is a more narrow entity, and 

in order to describe it the concept of face is required (Yule, 2003, p. 60). According to Scollon & 

Scollon (2001), “Face is the negotiated public image, mutually granted each other by participants 

in a communicative event” (p. 45). Essentially, the concept of face is very much in line with the 

saying ‘to lose face’, or in other words to be embarrassed. Face could be said to be much the same 

as having a good reputation; one cannot have a good reputation without being well-reputed by one’s 

peers. Moreover, face refers to that emotional social sense of self that everyone has and expects 

others to recognise; thus, politeness in an interaction is the means utilised to show awareness of 

another person’s face (Yule, 2003, p. 60). Furthermore, politeness relates to social distance, as 

discussed to Yule (2003): 

 

Showing awareness for another person’s face when that other seems socially distant is 

often described in terms of respect or deference. Showing the equivalent awareness 

when the other is socially close is often described in terms of friendliness, 

camaraderie, or solidarity. (p. 60) 

 

Examples portraying both social distance and closeness could be if a manager (named John Wilson) 

of a company was asked a question by an employee, the utterance would be something like: ‘Could 

you please help me, Mr Wilson.’ If the manager was asked a similar question by a friend, the 

utterance would probably sound something like: ‘Give me hand here, Johnny.’ In relation to social 

distance and closeness, there are different kinds of politeness which are marked linguistically; 

furthermore, in most English-speaking contexts, participants of an interaction will often have to 

determine the relative social distance between them as they speak – hence their face wants (Yule, 
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2003, pp. 60-61). Subsequently, people generally behave as if their expectations concerning their 

public image (i.e. their face) will be respected (Yule, 2003, p. 61). This is what face wants concerns, 

namely that people desire to have their face respected and not threatened. According to Yule 

(2003): 

 

If a speaker says something that represents a threat to another individual’s 

expectations regarding self-image, it is described as a face threatening act. 

Alternatively, given the possibility that some action might be interpreted as a threat to 

another’s face, the speaker may say something to lessen the possible threat. This is 

called a face saving act. (p. 61) 

 

An example of a face threatening act versus a face saving act could be of a manager critiquing an 

employee’s work performance. A face threatening act could be: ‘Recently, your work has been 

subpar, I expect much better’. A face saving act could be: ‘Recently, your work has not quite been 

up to standard, work harder and you will get there’. In the first example, there are no mitigating 

expressions; it is purely critique which will cause the employee to lose face. The second example 

contains mitigating expressions such as ‘quite’ which may indicate that the work is not far from 

being acceptable; it also contains the phrase ‘Work harder and you will get there’, which is 

considerably face saving as it encourages the employee. 

Concerning face saving acts, there are two facets, namely negative face wants and positive face 

wants. According to Yule (2003): 

 

A person’s negative face is the need to be independent, to have freedom of action, and 

to not be imposed by others. The word ‘negative’ here doesn’t mean ‘bad’, it’s just the 

opposite pole from ‘positive’. A person’s positive face is the need to be accepted, even 

liked, by others, to be treated as a member of the same group, and to know that his or 

her wants are shared by others. In simple terms, negative face is the need to be 

independent and positive face is the need to be connected. (pp. 61-62) 

 

A face saving act focussed on negative face will for example emphasise the importance of the 

other’s time concerns, and even include an apology – this is also called negative politeness (Yule, 

2003, p. 62). An example of this could be an utterance such as: ‘I’m sorry for interrupting you; I 
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know you’re busy, but do you need some help?’ A face saving act which has its focus on positive 

face will show solidarity and emphasise the shared goal of the speakers – this is also called positive 

politeness (Yule, 2003, p. 62). An example of positive politeness could be this utterance: ‘Hey let 

me help you with that so we can continue’. 

Concerning the Danish employees, politeness is very much relevant. When being required to 

communicate in a foreign language (English), it may be challenging for the Danish employees to 

decode the levels of politeness that are being used in that language. Furthermore, when 

communicating with colleagues that could be native to a plethora of various countries from all over 

the world, it is important for the Danish employees to keep in mind that their international 

colleagues may come from cultures where social distance varies from Danish standards, as Danish 

is fairly casual – being on a first name basis with one’s manager for example is fairly common in 

Denmark, while it is the complete opposite in other cultures. 

 

5.3.4 Summary 

Knowledge about pragmatics could prove useful for the Danish employees in order for them to gain 

a better understanding of the deeper meaning of the English Language. Three different sub theories 

were presented in this section, namely implicature, speech acts and politeness. 

Implicature is about the meaning behind the actual uttered words, and the Danish employees could 

achieve a better understanding of the English language by learning about implicature. Moreover, it 

could enhance their ability to express themselves in English. Speech acts are about actions being 

performed via utterances, and would also enable the Danish employees to better understand the 

English language and thereby their international colleagues. While it could potentially be difficult 

for the Danish employees to learn due to a possible lack of knowledge about cultural norms, being 

taught about speech acts could help them to better communicate with their international colleagues. 

Politeness in pragmatics is about giving people space and showing a friendly attitude through 

linguistic expressions; the concept of face is an important facet. Politeness is an important aspect 

and very relevant to the Danish employees as they may work with colleagues that are very 

culturally different than themselves. 

 

 

 



 

39 
 

6 Analysis 

In this section, the analysis which will seek to answer the research question and its sub-questions 

will be presented. The analysis will be based on the empirical findings of the questionnaire 

(Appendix 3), the theory (section 8) and results provided by secondary data. 

 

6.1 Presentation of empirical data 

This section will present the empirical data which has been gathered through the questionnaire,  

which is presented in section 4.1. The results from the questionnaire can be viewed in appendix 3, 

which is an overview of the questionnaire where each question is presented along with the answers 

in percentage figures; the answers to the open questions are found at the back of appendix 3. 

In order to reach representativity, the aim of the questionnaire was to have it answered by at least 30 

respondents. This aim has been reached in full and has exceeded expectations as the questionnaire 

has been answered by 134 respondents. Moreover, this result reinforces the notion of 

generalisability; if one could make generalisations on the base of 30 respondents, 134 respondents 

only amplifies this claim. 

The questionnaire has been answered by respondents that fit the profile of the larger group of 

people that this thesis seeks to examine, namely Danish native speaking employees who are 

required to speak english every day (or very often) in order to carry out their jobs as they are 

employed in international companies situated in Denmark that have English as its corporate 

language. The respondents are employed in varied departments such as finance, IT, project 

management, planning, communications and development; and their employment responsibilities 

range from that of a non-managerial salaried employee to a general manager. Consequently, the 

answers will offer a broader insight as it is not only the answers of one group of employees such as 

non-managers or managers. Additionally, it can be expected that managers will provide answers 

that will elaborate both on how an entire team or a department experiences working with English as 

well as their own experiences, whereas non-managers are expected to provide answers that are 

somewhat focussed solely on his/her own experiences with working with English. 

The first three questions in the questionnaire may be considered to be general background 

questions, and the results of these will briefly be presenting in the following: 
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The answers to the first question (Appendix 3, p. 1) show that 58.2% of the respondents are male, 

whereas 41.8% are female. Thus, there is a good division between male and female which is fairly 

close to 50/50. 

The answers to the second question (Appendix 3, p. 1) show that the ages of the respondents vary 

significantly as all of the possible answer categories have been selected by the respondents. 

However, the majority of the respondents are between 36 and 45 years old at 32.1%. The second 

largest age group are the ones between 26-35 years old at 27.6%, which is closely followed by the 

age group of 46-55 years old at 26.9%. Generally, the answers to this question show that the vast 

majority of respondents are between 26-55 years old with a combined 86.6%. 

The answers to the third question (Appendix 3, p. 2) show that the respondents have very different 

educational backgrounds as all but one of the possible answers categories has been selected. 

However, the majority of the respondents have higher educational backgrounds. The majority of the 

respondents, 35.1%, have a higher education equivalent to a master’s degree, which is closely 

followed by those respondents that have a higher education equivalent to a bachelor’s degree at 

34.3% Generally, the respondents come from varied educational backgrounds; however, it shows 

that a clear majority of the respondents have a higher education with a combined percentage of 

69.4%. 

The rest of the answers of the questionnaire delve deeper into the problem areas that the employees 

may experience, both via closed and open questions; these will be further examined in the following 

sections both as individual figures and in crosstabs. Naturally, the closed questions in the 

questionnaire have generated fixed answers, whereas the open questions in the questionnaire have 

generated very different answers. One example of this could be the answers to question 10 which is 

about why one experiences working with English as the corporate language as not being pleasant or 

outright troublesome, where one respondent answered: 

 

 ‘Not everyone in the company has embraced it...’ (Appendix 3, p. 14, answer 2) 

 

Whereas another respondent answered: 

 

 ‘As I am not capably skilled at English myself’ (Appendix 3, p. 14, answer 3) 
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This example shows that some employees may experience difficulties working with English due the 

insufficient skills of colleagues, whereas other employees may experience difficulties due to their 

own insufficient skill level. 

Another example could be the answers to question 25 which is about how one believes Danish 

companies can best practice the linguistic skills of their employees, where one respondent 

answered: 

  

‘By offering and paying for lessons in the working hours’ (Appendix 3, p. 25, answer 

2) 

 

Whereas another employee answered:  

  

‘Stationing in an English speaking country’ (Appendix 3, p. 26, answer 25) 

 

This example shows that an open question can generate very different answers; the difference 

between lessons in the working hours and being stationed abroad is vast both in terms of cost, time 

consumption and whether or not the employee would even want to move abroad.  

The presentation of the background questions and the examples of answers to the open questions 

provide a small sample of the varied answers which have been collected by way of the 

questionnaire; these answers will be further examined in the following sections. 

 

6.2 Challenges due to English 

In this section, it will be examined which linguistic difficulties are key challenges for the Danish 

employees due to English being the corporate language of their workplace. Additionally, it is an 

aim of this section to study what challenges not of a linguistic character arise when examining the 

empirical data. 

 

6.2.1 The overall skill level of the Danish employees 

This section will examine the overall skill level that Danish employees of international companies 

situated in Denmark possess when it comes to the English language. 

However, first it needs to be established how often the Danish employees are actually 

communicating in English as this will show whether or not they even need English skills at a certain 
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level. When reviewing the answers to question 8 in the questionnaire (Appendix 3, p. 4), the 

majority at 23.1% of the respondents communicate in English both orally and in writing 51-70% of 

the time. The other answer categories are also well represented as none of them have an answer 

percentage below 10%. Generally, a combined 68.6% of the total number of respondents 

communicate in English more than 20% of the time at their place of work; these figures arguably 

illustrate that English is used in communication rather frequently which justifies that the Danish 

employees need certain English skills. 

In order to examine the specific English skills of the Danish employees, it can be seen in the 

answers to question 11 and 12 (Appendix 3, p. 5) that the Danish employees consider their English 

skills to be satisfactory or better overall, both in terms of oral and written skills. In both questions 

11 and 12, there is an overwhelming majority in the top end of the scale. 43.6% consider their oral 

skills satisfactory or better, while 41.4% consider their written skills the same. Additionally, the 

percentages in the ‘above average’ and ‘average’ categories of both questions are at 26.3% and 

27.8% in oral skills, and 24.8% and 26.3% in written skills. Only 2.3% consider their oral English 

skills below average, whereas 6.8% consider their written skills below average with 0.8% 

considering their skills as being insufficient. These figures clearly show that the Danish employees 

consider their English skills to be sufficient in order to carry out their jobs. This corresponds with 

other sources, such as Kristensen (2010) who quotes Astrid Jensen, Associate Professor at the 

Institute of Language and Communication at the University of Southern Denmark: 

 

In Denmark, we have a traditional understanding of being good at speaking English. 

And we probably are compared with the French or the Chinese for example. However, 

that does not mean that we understand it in the same manner as one would understand 

one’s native language. 

 

As the quote states, Danes may believe that their English skills are good enough, and while this may 

be true the deeper understanding may be lacking. The same may apply to the Danish employees; 

they believe that their English skills are sufficient, but an even better understanding of English may 

be beneficial, or in some case even required, in order for them to sufficiently carry out their job 

responsibilities. 

Delving deeper into this potential problem area, the answers to question 13 (Appendix 3, p. 6) are 

reviewed. The majority of the respondents, 88%, believe that their English skills are sufficient in 
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order to communicate optimally with their non-Danish speaking colleagues; this also corresponds 

well with the abovementioned quote. However, while 88% of the respondents believe that their 

skills are sufficient, 12% do not agree; this is a substantial percentage. If more than one in ten of 

Danish employees do not believe that their English is sufficient, this is a problem which will require 

a solution. Moreover, some Danish employees are very likely overestimating their English skills. 

This is illustrated by reviewing at the answers to question 14 (Appendix 3, p. 6), 30 respondents 

answered this question. However, the respondents were only supposed to answer this question if 

they answered ‘no’ to question 13, which only 16 respondents answered. This shows that 14 

respondents, or 10.4% of the Danish employees, may be overestimating their English skills. Perhaps 

these additional answers to questions 14 boils down to their interlocutors not having sufficient 

English skills; however it is clearly stated that question 14 is only to be answered if one answered 

‘no’ in question 13. Therefore, the conclusion to this is that a fairly large percentage of the Danish 

employees, 10.4%, are overestimating their English skills. This is a challenge for them as they will 

require enhanced English skills, but it is also a challenge for the companies as they will have to 

facilitate such an enhancement. 

Further reviewing the answers to question 14, 80% of the respondents are experiencing not being 

able to optimally communicate less than 1-2 times a day, 16.7% experience problems 1-2 times a 

day and 3.3% experience problems 3-5 times a day. This is a definite problem; 30 out of 134 

respondents, or 22.4% of the Danish employees, experience frequent problems with communicating 

with their non-Danish speaking colleagues. As mentioned above, some respondents may place the 

responsibilities of these communicative problems on their interlocutors. However, as the parameters 

for answering question 14 are clearly stated, the conclusion is that 22.4% of the respondents 

frequently experience not being able to communicate optimally with their non-Danish speaking 

colleagues due to their own insufficient English skills, which is a linguistic challenge which will 

need a solution. 

 

6.2.2 Working with English 

The previous section dealt with the overall English skill level of the Danish employees. This section 

will deal with the employees’ experiences when it comes to working with English as the corporate 

language, and whether or not these experiences further demonstrate that there are challenges 

regarding English which creates a need for the employees to enhance their English skills. 
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6.2.2.1 Transition from Danish to English 

As some employees may have experienced a transition from a Danish corporate language into an 

English one, this experience must be examined. Reviewing the answers to question 5 (Appendix 3, 

p. 3), it shows that 38.8% of the respondents have experienced English being introduced as the 

corporate language. Moreover, by reviewing the answers to question 6 (Appendix 3, p. 3), it shows 

that this does not seem to have been a bad experience as such; the majority of the respondents that 

answered this question experienced the transition as neither good nor bad at 45.3%, while 35.8% 

experienced the transition as being good and 11.3% as really good. This shows that companies 

generally seem to ensure a comfortable linguistic transition for the majority of their Danish 

employees. However, 1.9% answered that the transition was not that good, while 5.7% defined it as 

being outright troublesome. These figures may seem somewhat insignificant compared to all the 

respondents that did not have a bad experience with the transition. Nevertheless, it is a problem that 

a combined percentage of 7.6% of Danish employees that were part of a transition from a Danish 

corporate language into an English one did not have a good experience with this - the aim must be 

for every employee to experience a good transition. Additionally, question 7 was only supposed to 

be answered if one had answered ‘not so well’ or ‘troublesome’ to question 6. However, four 

respondents answered ‘not so well’ or ‘troublesome’ to question 6, while  eight respondents 

answered question 7 (Appendix 3, p. 3). This could show that while some employees did not 

experience the transition as being bad they could still see some improvement being needed. In any 

respect, the answers to the open question 7 (Appendix 3, p. 12) shed some light on what may help 

to create a better experience for every employee. Two respondents write: 

 

‘Suddenly, everything is in English, including important information about IT etc. 

When you have not used English for some time, it can be difficult to get to the 

important information in texts. But things are better now.’ (Appendix, 3, p. 12, answer 

2) 

 

‘Happened from one day to the other. All communication regarding one’s employment 

is also in English and ONLY in English’ (Appendix 3, p. 12, answer 6) 

 

These two respondents bring attention to an important point; if a company seeks to introduce 

English as the corporate language, it should be done so gradually in order to make it easier to adjust 



 

45 
 

to for the Danish employees. Naturally, it must be in the interest of a company to have such a 

transition take place as fast as possible as a slow transition could prove costly both terms of cost and 

not being able to recruit international employees with potentially important/rare competencies. 

However, by not introducing English as the corporate language gradually, it could leave some 

employees behind – employees who might never catch up. One solution could be to have all official 

company texts and documents made in both English and Danish for some time before switching 

completely into English from one day to the next. 

Other important points to this problem area are: 

 

‘It ‘limits’ the employees. For example at meetings where the employee will not offer 

up any comments due to the meeting being in English. This can become a 

disadvantage for the company as it may miss out on important information. I have 

also seen examples of Danish employees that do not want to take part in social events 

when they know it will take place in English. It can be difficult to understand legal 

material which needs to be presented/written in English. Such as a letter of 

employment. It can be difficult enough in Danish ;-) At meetings and courses for 

example, you use a lot of energy having to think about how to express yourself in 

English. Thus, you lose focus on what the instructor/other participants at the meeting 

are saying.’ (Appendix 3, p. 12, answer 3) 

 

This respondent brings attention to different problem areas. One problem is that after a switch from 

Danish to English some of the employees may not have the English skills required (or believe that 

they have them) in order to take part in meetings. As mentioned, this may lead to a disadvantage for 

the company as important information may be held back. Another problem mentioned is that some 

employees may refrain from taking part in social events; social events are important as they may 

help to create a pleasant working atmosphere. A third problem is that legal material, such as letters 

of employment which is already difficult to understand in Danish, is now in a foreign language. 

Finally, a fourth point is that the Danish employees need to use energy just to consider how to 

express them in a foreign language and thereby they lose focus of the subject matter. 

While the bulk of these points are not problems of a linguistic character, they do arise due to 

insufficient English skills and they present themselves as challenges for the company which will 

require a solution. Such a solution could be to enhance the Danish employees’ English skills. By 
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being better at communicating in English, the Danish employees will be better equipped to take part 

in meetings in English, they will be much more likely to take part in social interactions, they will be 

better enabled to understand legal material and they will not need to spend as much energy on how 

to express themselves in English as training their English will make this more natural for them. 

 

6.2.2.2 Experiences working with English 

This section will examine the Danish employees’ overall experiences with English as the corporate 

language. 

First, it needs to be looked into how long the Danish employees have worked at a company with 

English as the corporate language, which can be seen in the answers to question 4 (Appendix 3, p. 

2). These figures show that the majority of the respondents, 38.1%, have worked at a company with 

English as the corporate language between 11-20 years. The second highest percentage figure is for 

those respondents having been employed between 6-10 years at 26.9, which is closely followed by 

the respondents with an employment period between 0-5 years at 23.9%. In the lower end of the 

scale, 9.7% of the respondents have been employed between 21-30 years, and 1.5% of them have 

been employed for 31 years or more. These figures show that the majority of the respondents have 

not been employed in a company with English as the corporate language for more than 20 years. 

This is to be expected as English as a corporate language is a somewhat new phenomenon in 

international companies, likely brought on by globalisation. However, as the majority of the 

respondents have worked with English for more than ten years, it can be expected that their English 

would generally be above average; though the results in the section 6.2.1 illustrate that there are 

challenge. 

When it comes to how the Danish employees are coping with having to work with English, the 

figures are quite positive when reviewing the answers to question 9 (appendix 3, p. 4). The majority 

of the respondents, 41%, are doing well with English, while 35.8% are doing really well. This adds 

up to 76.8% that are generally doing well working with the English language. However, while these 

figures are encouraging, 6.7% of the respondents are not doing well with English, while 2.2% finds 

it decidedly troublesome. A combined percentage of 8.9% of Danish employees that are not 

experiencing English as the corporate language as being comfortable may on the surface seem like a 

low figure; however, in the big picture, this means that just less than one in ten of the Danish 

employees are not comfortable with working in English – and that is concerning. The reason why 



 

47 
 

some of the Danish employees are not doing well with English is illuminated by the answers to 

question 10 (Appendix 3, p. 14). Among others, the respondents wrote: 

 

‘I do not have problems on that account as I passed the ‘studentereksamen’ with a 

focus on language and have worked abroad in an international bank. However, I do 

experience that in a company with a heavy focus on engineering such as at [my 

company] many people are not skilled enough to express themselves at a reasonable 

and useful level, neither in writing nor orally. The worst part is that [my company] is 

not doing anything about it, they are overlooking it even though the company is doing 

a lot to communicate that it is important to continually develop one’s competencies’ 

(Appendix 3, p. 14, answer 8) 

 

‘Loss of information. misunderstandings’ (Appendix 3, p. 14, answer 12) 

 

‘I am not especially good at English, and that is often the case with the recipient as 

well (often, they are actually worse than I am), so a lot can be lost.’ (Appendix 3, p. 

14, answer 13) 

 

These three answers to question 10 illustrate why some employees are not having a good experience 

with the English language. The main problem is that some of the employees are not sufficiently 

skilled at English, which leads to misunderstandings and misinformation. This corresponds with 

other sources, such as Jensby (2011) who quotes Jakob Lauring, Professor at the Department of 

Management at Aarhus University: 

 

You often see that multinational companies underestimate language and do not 

practice the various employee groups at vocabulary, language policies and cultural 

differences. They only respond when communication breaks down and then they have 

to resort to expensive stop-gap solutions such as sending employees back and forth 

between countries to ‘translate’ words and meaning. 

 

As it is mentioned in the above quote, companies may fail to properly practice the English skills of 

their employees and adapt them to working with English even after the English corporate language 
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has been established. Even after English is established as the corporate language, some employees 

are experiencing linguistic challenges due to English. By training the employees, it would very 

likely go a long way to remedy the 8.9% of Danish employees that are not comfortable working 

with English as the corporate language. 

Moreover, by reviewing the answers to question 18 (Appendix 3, p. 8), it shows that 52.6% of the 

respondents have experienced miscommunication with colleagues when communicating in English. 

The answers to question 19 (Appendix 3, p. 9) show how often these situations occur. Among the 

respondents that have answered this question, 87.8% experience miscommunication less than once a 

week, 9.5% one to two times a week and 2.7% three or more times a week. These figures show that 

miscommunication does not occur all too frequently, which is positive. However, these instances of 

miscommunication are challenges for the Danish employees. Additionally, miscommunication is 

not desirable, at any level, and therefore the companies should seek to eliminate this – by enhancing 

the English skills of their Danish employees. 

 

6.2.2.3 Communicative challenges 

This section will examine specific challenges which could be caused by insufficient English skills 

of the Danish employees. 

First, by reviewing the answers to question 16 (Appendix 3, p. 7), it shows that 46.6% of the 

respondents have experienced that insufficient English skills have resulted in problems at their 

workplace, both in regards to themselves or their colleagues. This demonstrates that almost half of 

the respondents have experienced themselves or seen colleagues experience problems due to 

insufficient English. This is a very significant figure which shows both that insufficient English is 

very much to the detriment of a company with English as the corporate language, and that Danish 

employees generally could be in need of enhancing their English skills. However, some respondents 

very likely answered this question meaning that the problem was due to insufficient English skills 

of customers, external business partners etc. Consequently, the answers to this question do not 

represent the final answer to whether or not Danish employees experience problems in their 

workplace due to their own potential insufficient English. In order to delve deeper into this problem 

area, the answers to question 17 (Appendix 3, p. 8) need examining. Question 17 is answered by 67 

respondents, which is 50% of all the respondents. 

By first examining the external communicative problems, the answers show that 28.4% have 

experienced misunderstandings with business partners and that 22.4% have experienced 
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misunderstandings with customers. This is very much a problem that relates to the bottom line of 

the companies; misunderstandings with customers and business partners may potentially lead to 

business deals being spoiled. Yet, these figures do not show whether the misunderstandings are 

caused by insufficient English on behalf of the Danish employees or the business 

partners/customers. By reviewing at the answers to the open answers category (Appendix 3, p. 17), 

there is some indication that the inadequacies lie with the other party. However, considering the 

results of previous sections which showed that the Danish employees could benefit from better 

English skills combined with it being very unlikely that all of the respondents would put the blame 

on the other part, it is quite likely that a significant portion of these misunderstanding are caused by 

the inadequacies of the Danish employees. While this is not a linguistic challenge for the 

employees, it creates difficulties for the companies and is a definite challenge which will require a 

solution.  

Secondly, by examining the problems that are internal, the answers to question 17 (Appendix 3, p. 

8) show that 67.2% have experienced misunderstandings with colleagues, 44.8% have experienced 

annoyance and/or frustration with colleagues, 1.5% has experienced collective bullying while 

17.9% have experienced a lack of social interaction. This clearly illustrates that insufficient English 

skills may be the root of a possible negative working environment for the employees. 

Misunderstandings, frustration and especially collective bullying can all affect the employees 

negatively in that they will not feel comfortable working together. This in turn could lead to a 

decreased work effort from the employees while possibly also being a cause of stress if an 

employee constantly has to consider how to best communicate with colleagues. 

 

6.2.3 Challenges within age groups 

This section will seek to uncover whether or not specific age groups are experiencing greater 

challenges due to working with English as the corporate language compared to the statistical 

averages. This will uncover whether or not efforts should be made to concentrate enhancing the 

English skills of certain age groups within the overall group of Danish employees instead of seeking 

to enhance the English skills the Danish employees in general. In order to examine specific age 

groups, the answers to question 2 regarding age (Appendix 3, p. 1) will be crosstabbed with the 

answers to different questions in the questionnaire which revolve around difficulties with English. 

However, the online questionnaire service being used in this connection cannot crosstab more than 

five answer categories of a question, and question 2 has six answer categories. Consequently, one of 
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the answer categories will have to be omitted and not be part of the crosstab, and that is the first 

answer category, ’25 years old or less’. There are two reasons behind omitting this particular 

answer category. First, it is expected that younger Danes will have less difficulty overall with 

English than older Danes. It is arguably common for the younger Danish generations to generally be 

better at English than their older counterparts, probably due to globalisation which is exposing 

Danes from a very young age to English television, music and movies. Also, several English words 

are constantly being imbedded into the Danish language, such as ‘computer’ or ‘download’. 

Secondly, with only one respondent having answered that he/she was 25 years old or less, it is hard 

to justify that the results based on a single respondent is representative of every Danish employee of 

international companies situated in Denmark that is 25 years old or less. However, it deserves 

mentioning that only two respondents answered that they were 66 years old or more as well, though 

this is remedied by the fact that many Danes are retired when they reach this age, therefore it is not 

expected that many Danish employees are in this age group. First, the answers to question 9 

(Appendix 3, p. 4) will be crosstabbed with age: 

Looking at this table, it shows that answering ‘not so well’ and troublesome’ becomes more 
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frequent the higher the age. At 26-35 years old, none of the respondents have answered these 

categories. At 36-45 years old, 2.3% of the respondents answered ‘not so well’ while also 2.3% 

answered ‘troublesome’. At 46-55 years old, 13.9% of the respondents answered ‘not so well’ with 

‘troublesome’ also receiving the same answer percentage. At 56-65 years old, 20% answered ‘not 

so well’ with 6.7% answering ‘troublesome’. Finally, at 66 years old or more, 50% answered 

‘troublesome’. Thus, there seems to be some evidence that difficulties working with English as the 

corporate language increase with age for Danish employees. 

Secondly, the answers to question 13 (Appendix 3, p. 6) will be crosstabbed with age: 

 

Looking at this table, it shows that there is a climb in negative answers the higher the age groups 

are. 26-35 and 36-45 years old are fairly close regarding answer percentage with 8.3% and 4.7% 

respectively at ‘no’. At 46-55 years old, the negative answers are significant at 22.2%. At 56-65 

years old, the negative answers are at 13.3%, while 50% of the 66 years old or more are at 50%. 

While the 56-65 year olds are only at 13.3% in negative answers, the negative answers are 
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noticeably more prevalent in the age groups of 46-55, 56-56 and 66 and more; this shows that older 

Danish employees may not believe that their English skills are sufficient. 

Thirdly, the answers to question 18 (Appendix 3, p. 8) will be crosstabbed with age: 

Looking at this table, it shows that miscommunication actually generally declines the older the 

respondents are. At 26-35 years old, 61.1% have experienced miscommunication; at 36-45 years 

old, 55.8% have experienced miscommunication; at 46-55 years old, 47.2% have experienced 

miscommunication; and at 56-66 years old, 40% have experienced miscommunication. However, at 

66 years old or more, there is an increase as 50% have experienced miscommunication. These 

figures show that miscommunication is actually less common with age, except for the highest age 

group. These figures are in disagreement with the figures in the two previous tables, as it is not the 

older age groups that are experiencing the most challenges regarding English. 

When combining the results from these three tables, it illustrates that there is some evidence to 

show that the older employees may generally experience English as being more challenging than 

younger employees do when it comes to their overall experience, and that the older employees have 

less belief in their own English skills. However, when it comes to miscommunication with 
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colleagues when communicating in English, it shows that this occurs more frequently with the 

younger employees.  

Taken as a whole, these results show that the older employees may experience greater challenges 

due to English in some areas, whereas the younger employees may experience challenges in other 

areas. Furthermore, these results show that while the older employees in some respects could 

benefit from a concentrated effort to enhance their English skills, the younger employees could also 

benefit from enhanced English skills. Also, nowhere in the tables are the older employees vastly 

inferior compared to their younger counterparts; nearly every age group in all three tables 

experience difficulties. Therefore, the conclusion must be that companies should not concentrate 

their efforts solely on a single age group; an effort should not be made to only enhance the English 

skills of the older Danish employees – all age groups of the Danish employees seem to be 

experiencing challenges.  

 

6.2.4 Specific linguistic challenges 

It has already been concluded that the Danish employees could generally benefit from having their 

English skills enhanced. This section will seek to uncover what specific aspects of the English 

language are those which are the greatest challenges for the Danish employees and those that they 

would benefit most from being taught about. 

Reviewing the answers to question 15 of the questionnaire (Appendix 3, p. 7), it shows that the 

majority of the respondents, 54.9%, consider vocabulary a great challenge. Also, a large percentage, 

37.6%, considers comprehension of meaning and/or content of their colleagues’ utterances (which 

may be translated into pragmatics) as a great challenge. Grammar, spelling and pronunciation 

follow at respectively 21.8%, 15.8% and 11.3%. As all five answer categories have been answered 

with a significant percentage above 10%, it is reasonable to argue that every category should 

receive attention when it comes to enhancing the employee’s knowledgebase. However, the figures 

do show that a considerable emphasis should be put on vocabulary as this seems like the main 

problem area. Also, with a percentage of 37.6%, pragmatics should also receive noteworthy 

attention.  

This question also has an open answer category wherein the respondents could type in whatever 

they felt was a great challenge regarding the English language. In this answer category, 19 

respondents, or 14.3%, chose to type an answer. However, five of these answers are not applicable 

in this context as they simply state that the respondents have no problems or that the problem does 
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not lie with them, but on the insufficient skills of others; these are answers number 1, 3, 9, 18 and 

19 (Appendix 3, p. 16). Regarding applicable answers, the indication that the Danish employees 

need a larger vocabulary is only amplified as there are several answers to this effect, such as for 

example: 

 

‘Specialised terms’ (Appendix 3, p. 16, answer 2) 

 

Another example could be: 

 

’small vocabulary, empty words, the correct words in order to express oneself clearly 

and correctly’ (Appendix 3, p. 16, answer 8) 

 

These answers amplify an already significant indication that vocabulary is an aspect of the English 

language that is challenging to the Danish employees and that they believe that they need 

strengthening in this respect. 

Furthermore, there are answers in the open category that emphasises the need for knowledge about 

pragmatics beyond the indication of the need seen in the closed answer category. An example could 

be: 

 

‘Small talk, expressions and the like, which goes beyond the dialogue about the 

professional aspects’ (Appendix 3, p. 16, answer 10) 

 

This example is about social communication, and an example of knowledge about pragmatics which 

could improve this could be implicature (section 5.3.1) as this pragmatic sub-theory could help the 

Danish employees to better understand inferred meanings while making them better able to 

communicate and generally understand English in a deeper sense.  

Another example could be: 

 

‘Due to the differences in the English learned in different parts of the world, there are 

often different meanings in what people are saying’ (Appendix 3, p. 16, answer 14) 
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This example is about understanding different meaning in people’s utterances. This can also relate 

to pragmatics and implicature as the previous example; however, it can also relate to speech acts 

(section 5.3.2) as people from different cultures may have different ways of asking for things for 

example. Additionally, this example has an element of politeness (section 5.3.3); knowledge about 

politeness could help in situations where misunderstandings occur between colleagues due to lack 

of linguistic ability. 

As with vocabulary, these answers are a further indication that the lack of knowledge about 

pragmatics is a challenge for the Danish employees, and that it would be beneficial for them to learn 

about it as there is an explicit need for this in both the answers to the closed and open questions. 

 

6.2.5 Summary 

The aim of this section was to examine which English linguistic difficulties are key challenges for 

the Danish employees, while also studying what challenges not of a linguistic character arise when 

examining the empirical data. 

Regarding the linguistic difficulties that are key challenges for the Danish employees, it was shown 

that a large percentage of the employees are communicating in English often, so they need to be 

sufficiently skilled at English. However, it is a key challenge for the Danish employees that 12% of 

them do not believe that their English skills are sufficient. Moreover, it is a key challenge that 

22.4% of Danish employees frequently experience not being able to communicate optimally with 

their international colleagues. Additionally, it is a key challenge that 52.6% of the employees have 

experienced miscommunication with colleagues when communicating in English. Moreover, it is 

also a key challenge that 8.9% of the employees are not comfortable working with the English 

language. Furthermore, the empirical data showed that vocabulary and pragmatics are those aspects 

which should be of the highest priority when teaching the Danish employees; these were the two 

aspects that the respondents selected as being most challenging. Yet, other aspect of the language 

such as grammar etc. should not be disregarded. Finally, there were indications that the older 

Danish employees were experiencing greater challenges compared to the average as difficulties was 

shown to increase with age and that the older employees did not believe their English skills were 

sufficient; however, other figures demonstrated that experiences with miscommunication actually 

decreased with age. Additionally, nowhere in the tables were the older employees shown to be 

vastly inferior to their younger counterparts regarding English skills. Thus, it does not seem that the 

older employees are experiencing greater challenges than the younger employees. 
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Regarding the challenges that arise beside linguistic ones, it was illustrated that there are challenges 

such as that 10.4% of the Danish employees may be overestimating their English skills. 

Furthermore, it is a challenge for the companies that 7.6% of the Danish employees that 

experienced a transition from a Danish to an English corporate language did not have a good 

experience. Additionally, it is a challenge that 46.6% of the Danish employees have experienced 

that insufficient English skills have resulted in problems both for themselves and their colleagues 

such as misunderstandings with customers and business partner or misunderstandings between 

colleagues resulting in annoyance and/or frustration, collective bullying and lack of social 

interaction. 

In general, the empirical data illustrate that there are significant challenges for both the Danish 

employees and the companies as a whole. The Danish employees are faced with different linguistic 

challenges, and while evaluating their skills it shows that insufficient English skills result in other 

challenges for the companies – the solution would be to enhance the English linguistic skills of the 

Danish employees. 

 

6.3 Enhancing the English skills 

In the previous section, it was established that there were significant challenges for the Danish 

employees regarding the English language, but also that there were challenges for the companies 

that are employing them. In this section, it will be examined how international companies situated 

in Denmark may enhance the English skills of their Danish employees. For this purpose, the theory 

presented in section 5 combined with the empirical data and secondary data will be used. 

 

6.3.1 Previous experiences 

In this section, it will be examined how the Danish employees have experienced previous efforts 

aimed at enhancing their English skills. 

By reviewing the answers to question 20 in the questionnaire (Appendix 3, p. 9), it shows that 

43.2% of the respondents were offered English teaching or other forms of initiatives aimed at 

enhancing their linguistic skills at the start of employment or later. This means that more than four 

in ten of the Danish employees have some form of experience when it comes to attempts to have 

their English skills enhanced. Furthermore, reviewing the answers to question 21 in the 

questionnaire (Appendix 3, p. 9), it shows that 35.1% of these respondents have experienced that 

these attempts were not sufficient. This is a quite substantial figure as more than one third of the 
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Danish employees that have been part of initiatives aimed at enhancing their English skills at their 

work have experienced insufficient teaching. Moreover, it shows that companies may not be 

properly knowledgeable when it comes to how exactly to enhance the English skills of their Danish 

employees. 

In order to further examine this, the answers to the open question 22 of the questionnaire (Appendix 

3, pp. 19-20) are reviewed. The respondents were asked to elaborate why they did not experience 

the English teaching as being sufficient. It should be noted that 35 respondents answered question 

22; however, this question was only to be answered if one had answered ‘no’ to question 21, and 

only 20 respondents answered ‘no’ to this question. This means that 15 respondents answered this 

question when they should not have. This is puzzling, especially seeing as how a significant 

segment of respondents writes that the teaching was not necessary or relevant, such as answers 3, 8, 

17, 20, 26 and 35. However, there are answers that illustrate problem areas. One respondent writes: 

 

‘Lessons at a basic level with too many people and too scattered standards’ 

(Appendix 3, p. 19, answer 1) 

 

Another respondent writes something quite similar: 

 

‘There were too great differences in the standards of the participants. Even though 

language tests had been carried out prior to the start of the course.’ (Appendix 3, p. 

19, answer 24) 

 

These respondents highlight a problem area which is likely to generate frustration for the Danish 

employees. When one is trying to learn in a classroom setting and the rest of the participants are not 

at the same linguistic level (or at least fairly close), then some participants will not gain much. 

Participants that are below the level which is being taught will not be able to follow the teachings 

and they may experience decreased motivation when it comes to learning better English. 

Participants that are above the level being taught will likely not gain very much from the teachings, 

while the experience may become boring to them and make them lose interest as well. 

Consequently, it is important for the companies to make sure that Danish employees are not treated 

as a single group with the exact same English skills level. Every employee will have a different skill 
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level to begin with, and therefore they should be divided into smaller groups when it comes to 

teaching. 

Another problem area is highlighted by the following two answers: 

 

 ‘there was not enough lessons’ (Appendix 3, p. 19, answer 14) 

 

 ‘I should have had more lessons...’ (Appendix 3, p. 20, answer 25) 

 

By looking at these answers, it shows that it is a definite problem if Danish employees that are in 

need of English teaching do not have the chance to learn due to there not being enough lessons. 

Naturally, a learner will have difficulty learning if there is not an opportunity to do so. Thus, 

companies must ensure that the Danish employees that are in need of enhanced English skills have 

sufficient lessons in order to achieve this. 

A third problem area is highlighted by a respondent that writes: 

 

‘The course corresponded to regular evening courses. What is needed is an intensive 

course when everything is suddenly in English.’ (Appendix 3, p. 20, answer 29) 

 

When English is introduced in place of Danish, it is important that employees are able to 

communicate in English and understand company texts as quickly as possible. Therefore, it is not 

favourable for English courses to not be intensive. Some Danish employees may prefer to learn at 

their own pace, but for the good of the company they need to have their English skills enhanced as 

quickly as possible; though not moving as fast so that the employees will not be able to keep up 

with the teachings.  

A final problem area is highlighted by a respondent that writes: 

 

‘It was okay, but not office English. It was just more general’ (Appendix 3, p. 20, 

answer 34) 

 

This problem area corresponds well with what was mentioned in section 6.2.4 about vocabulary. It 

is important for the Danish employees to acquire a vocabulary which contains words and technical 

terms that are useful in their daily job functions. Naturally, the Danish employees will need to learn 
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everyday English in order to even communicate with their international colleagues; however, 

without having a vocabulary consisting of technical terms and what may be labelled ‘office 

English’, they will not be able to sufficiently carry out their jobs in English.  

Finally, examining the Danish employees that did not receive an offer of English teaching, the 

answers to question 23 (Appendix 3, p. 10) illustrate that 42.9% of these actually believe that they 

would benefit from this. This is an alarming figure; more than four out of ten Danish employees 

believes that they would benefit from a learning experience, and they are not being offered one. 

International companies situated in Denmark should do their utmost to ensure that their Danish 

employees are offered the opportunity to enhance their English skills, both for the good of the 

employees but also very much for the good of the company. 

 

6.3.2 The role of Adult learning theory 

In this section, it will be examined how knowledge about adult learning theory may aid in an effort 

to enhance the English skills of the Danish employees. 

Within adult learning theory in general and when adults are learning a second language, there are 

different principles and schemes which may increase the volume of knowledge that adults may 

acquire, these are presented in detail in section 5.1.2. In relation to this thesis, those principles and 

schemes which are most relevant and those which are immediately applicable to the subject of this 

thesis and the Danish employees may be compiled into a strategy on how to ensure that the learning 

environment is best suited for them – in other words, that they will acquire as much English 

language as possible. In this section, such a strategy will be attempted to be constructed by 

examining the empirical data combined with the theory of section 5.1.2. 

 

6.3.2.1 Principles and schemes within adult learning 

First, the focus will be on principles of teaching adults in general. One principle of adult learning 

which relates to the Danish employees is that adults will learn most effectively when they are ready 

and feel that they need to learn something new (principle 3, section 5.1.2). As it was shown in 

section 6.2.1, 12% of the Danish employees are not comfortable with English, and 22% of them 

frequently experience not being able to optimally communicate with international colleagues. These 

employees are likely highly motivated to seek to enhance their English skills as they will feel a need 

to enhance their skills. Therefore, one step for the companies is to locate and teach English to those 

employees who wish to enhance their English skills as these are likely very motivated. On the other 
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hand, the companies should not force employees that do not feel they need enhanced English to 

participate as they will likely lack motivation. However, if some employees are discovered to be 

overestimating their English skills as 10.4% do (shown in section 6.2.1), an effort will have to be 

made and the companies must seek to enhance their English skills as well. 

A second principle of adult learning that is relevant is that adults will be more motivated to learn if 

their learning is organised around problems that they are faced with in their daily lives (principle 4, 

section 5.1.2). This principle is resonated in the empirical data as a respondent answered question 

25 about how to best practice the linguistic skills of their employees by writing: 

 

‘By using the working day as a starting point. There is a difference between technical 

English and ‘school’ English’ (Appendix 3, p. 25, answer 5) 

 

While another respondent wrote: 

 

‘Lessons in what can be used at in the context of your work.’ (Appendix 3, p. 30, 

answer 96) 

 

These two examples show that there is need for the lessons to be centred on challenges that the 

Danish employees are facing at their place of work. They will benefit most from learning English 

that is related to their job functions instead of ‘school English’ as one respond calls it. One example 

of English that is immediately applicable in their work is a proper vocabulary as there may be 

different terms associated with different industries such as the vocabulary of a brewery compared to 

that of an electronics manufacturer. By being taught English that is applicable to their work, the 

employees will be more motivated to acquire better English skills. Conversely, if the employees are 

taught material which is not applicable to their work, they may not find it relevant and ultimately 

fail at enhancing their English skills. 

The two above mentioned principles were about teaching adults in general; now the focus will turn 

to schemes aimed towards adults learning a second language. The first scheme which is applicable 

to the Danish employees is that the language which is being learned must be meaningful and 

immediately useful to the learner (scheme 1, section 5.1.2). This scheme correlates well with the 

second mentioned principle above; if adults will learn best if their learning is centred on problems 

in their daily lives, it makes perfect sense that they will learn English most efficiently if what they 
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are learning is something they are able to use immediately in their work. When reviewing the 

empirical data, it is also apparent that the Danish employees want to be taught English which they 

can use. By looking at the answers to question 22 (Appendix 3, pp. 19-20) about why the 

respondents experienced previous English teaching as being insufficient, one respondent writes: 

 

‘We did not delve deep enough into the language and it took place in the working 

hours which results in that you do not have the required peace of mind.’ (Appendix 3, 

p. 19, answer 15) 

 

While another respondent answered: 

 

‘It was good enough but not office English. It was more general’ (Appendix 3, p. 20, 

answer 34) 

 

These two answers augment the claim that it is important that the Danish employees are taught 

English which they will feel is useful at their work. The first answer states that there was a need for 

the English being taught to delve deeper into the English language – perhaps this could be remedied 

by teaching pragmatics. The second answer states that English in general was not what was needed; 

the respondent requests office English which can likely be translated into specialised language – or 

vocabulary. 

The second scheme applicable is that adults will learn what is comprehensible within a context 

while a lack of comprehension will be discouraging (scheme 2, section 5.1.2). This scheme is 

important to consider when teaching the Danish employees; if the lessons are not comprehensible 

while also being in the same context as the company and their jobs, they will very likely not be 

motivated to learn. By reviewing the empirical data, there are answers to question 25 about how to 

best practice the linguistic skills of their employees (Appendix 3, pp. 25-30) that are relevant; one 

respondent writes: 

 

‘It is important to offer different forms of lessons/practice as the employees are often 

at different levels and have different needs. As an employee, one should not 

experience that it is an obstacle to carry out one’s job. It is important how one 

communicates about the need to have English as the corporate language; it needs to 
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be made relevant so one can see the advantages of it. It may be an idea to make the 

practice work related, perhaps by using cases from the employees themselves in the 

practice of language to make it relevant – naturally, this requires something from the 

employees in that they bring something to the table’ (Appendix 3, p. 26, answer 33) 

 

While another respondent writes: 

 

‘The teaching should be performed by an individual that knows the company’s 

‘internal’ language, vocabulary, abbreviations and terms. If possible, by aid of 

realistic cases from the company that one can relate to.’ (Appendix 3, p. 29, answer 

83) 

 

These answers highlight an important point of the second scheme, namely that it may be an idea to 

make the practice work related such as a case from the company. This is a very good point and 

would put the lesson in the correct context for the employees; also, it could very well make lessons 

comprehensible for the Danish employees as they will understand the circumstances surrounding 

the cases. Moreover, the first answer highlights a point about the Danish employees not being at the 

same level. It is natural that the employees will not be at the same level when it comes to the 

English language (which was also touched upon in section 6.3.1); therefore, the lessons will be 

incomprehensible for those employees that are below the level being taught. Consequently, the 

employees should be divided into smaller groups corresponding to their current level. 

The third scheme that is applicable is that adults will learn best when they are in an environment 

where they are free to make mistakes (scheme 3, section 5.1.2). Making mistakes while learning is 

only natural, but it is important that the Danish employees can be in an environment where they will 

not feel ashamed if they make mistakes – if one makes mistakes in front of one’s peers, it will likely 

result in embarrassment and this can lead to an uncomfortable working environment for the Danish 

employees. This is also highlighted by reviewing the answers to question 25 about how to best 

practice the linguistic skills of their employees (Appendix 3, pp. 25-30), as one respondent writes: 

 

‘I think the biggest problem is that a certain percentage does not like talking English 

as they do not think that they are particularly good at it. Therefore, it would be nice to 

have small classes divided by level where there would not be a typical classroom 



 

63 
 

atmosphere, but instead a more friendly one and one where it is possibly to make a 

blunder without having 30 of your colleagues seeing/hearing it.’ (Appendix 3, p. 28, 

answer 58) 

 

As with the previous scheme, it would make sense to divide the Danish employees into groups of 

corresponding linguistic level. In this case, it will help to create an environment where everyone is 

equal and it will be safer to make mistakes. 

Building on these principles and schemes, a concrete strategy of how to ensure that the Danish 

employees are subject to the best possible conditions for acquiring enhanced English skills is to: 

 Locate those Danish employees that are in need of enhanced English skills and those that 

wish to learn better English. 

 Organise the teaching around the everyday problems that the Danish employees might face 

at their jobs instead of merely general English. 

 Make sure that what the Danish employees are learning is useful to them – something that 

they are able to make use of immediately at their work. 

 Make sure that the learning material is comprehensible to the Danish employees while 

having them practice their English skills with learning material that is within the context of 

the company. 

 Create a learning environment wherein the Danish employees will feel free to make 

mistakes. 

 

6.3.3 Utilising theories of second language acquisition 

In this section, it will be examined how theories of second language acquisition (referred to as SLA 

for the remainder of this section) may be used to enhance the English skills of the Danish 

employees. In order to do this, the empirical data and the theory presented in section 5.2 will be 

used. First, it will be examined what form of teaching would be most beneficial for the Danish 

employees. Secondly, the Active Control of Thought model and the interaction hypothesis 

(negotiation of meaning) will be examined in individual sub-sections to find out how these 

approaches to SLA may be utilised to enhance the English skills of the Danish employees. 

As already established in previous sections, there is a need for some of the Danish employees to 

enhance their English skills, and the companies that they are employed at cannot expect them to 

achieve this on their own. Therefore, the companies will have to make sure that the Danish 
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employees will acquire better English skills. As mentioned in section 5.2, the Danish employees 

would benefit from being subject to the mixture learning type, which entails both formal classroom 

teaching as well as informal natural development by interaction with international colleagues. When 

looking at the empirical data, the answers to question 24 about what form of English teaching the 

Danish employees would prefer (Appendix 3, p. 10) show that the majority, 40.2%, would prefer to 

take part in classroom teaching. However, 28.8% would prefer self-study, while 31.1% of the 

respondents answered ‘other’ in order to elaborate their answers. When viewing these open-ended 

answers (Appendix 3, pp. 22-23), it shows that 18 of these respondents, in different ways, write that 

they would prefer individual instructions (e.g. answers 4, 14, 15 and 26); 8 respondents make it 

clear that they think stationing abroad is the answer (e.g. answers 6, 8 and 28). These are the two 

most frequent answers in the open category; while there are some others such as calls for E-learning 

for example (e.g. answer 3). All of these answers are in themselves viable options for enhancing 

English skills; however they have significant disadvantages when it comes to the companies 

employing the Danish employees. With self-study, the disadvantage is that it is not possible for the 

company to make sure that the Danish employees are actually carrying out their self-study. With 

individual instructions, going abroad and E-learning, the main disadvantage is cost as the funds 

needed to set-up initiatives such as these could potentially be very expensive for the companies. 

Considering these factors, classroom teaching would be the most beneficial way for the companies 

to enhance the English skills of their Danish employees. 

 

6.3.3.1 The Active Control of Thought model 

In this section, it will be examined how the Active Control of Thought model (referred to as the 

ACT model for the remainder of this section) may be utilised in an effort to enhance the English 

skills of the Danish employees. 

The ACT model (explained in section 5.2.1.1) is applicable for when the Danish employees are to 

be taught in a formal classroom setting. This is because the Danish employees will need to first be 

taught the knowledge relating to the English language, then they would be taught how to make use 

of this knowledge and finally start using this knowledge until is natural to them. These three steps 

could all take place within the classroom where the Danish employees were to learn about grammar 

for example: first, they would sit in on a lecture about the rules of grammar; secondly, the teacher 

would elaborate on how to use the grammar in sentences; finally the Danish employees could do 

exercises on their own – perhaps while the teacher went around the classroom and talking to the 
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individual employees. Another example could be vocabulary: first, the teacher would write up 

several key terms relating to the company on a whiteboard for example and elaborate on the 

meaning of the terms; secondly, the Danish employees would do individual assignments relating to 

the use; finally they could be divided into small groups where they were to interact while using 

these terms. 

With both of these above examples and the ACT model in classroom teaching in general, the 

Danish employees would not be expected to have learned the topic right away; however, it would 

be expected that they would take what they have learned and start to use it in their everyday job and 

repeat doing it until it would be natural to them. Moreover, by reviewing the answers to question 25 

about how to best practice the linguistic skills of their employees (Appendix 3, pp. 25-30), it further 

shows that some of the respondents believe that this is the most efficient way to enhance the 

English skills of the Danish employees; three different respondents writes quite similar answers to 

this question: 

 

‘Intensive practice in connection with daily use. If the language is not being used 

simultaneously with the practice, it is not easy to learn.’ (Appendix 3, p. 25, answer 

12) 

 

‘Courses, while using the English language on a daily basis.’ (Appendix 3, p. 26, 

answer 32) 

 

‘I suppose only teaching and actually using the language will strengthen linguistic 

competencies.’ (Appendix 3, p. 29, answer 85) 

 

Looking at these answers, it shows that some of the respondents would likely support the approach 

of the ACT model – namely that first one learns and then one uses the learned knowledge until it 

becomes natural. 

As mentioned in section 5.2.1.1, there are both advantages and disadvantages to this learning 

strategy. However, as previously examined in section 6.2.1, the Danish employees do have some 

skills already in regards to the English language, and thus they will not have to start from scratch 

when learning. Therefore, the main disadvantage of the ACT model being time-consuming is 
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mitigated as the Danish employees will not need as much classroom teaching as people that are 

indeed starting from scratch. 

As the theory behind the ACT model supports the needs of the Danish employees, that the 

employees themselves suggest approaches that mirrors the ACT model and that the main 

disadvantage of the ACT model is mitigated, it illustrates that the ACT model would be a viable 

method for the companies to implement when seeking to enhance the English skills of their Danish 

employees. 

 

6.3.3.2 The interaction hypothesis (negotiation of meaning) 

In this section, it will be examined how the interaction hypothesis, and in that negotiation of 

meaning, may be implemented in the classroom teaching of the Danish employees while also 

elaborating how this learning strategy can be used outside of the classroom. 

The interaction hypothesis, explained in section 5.2.1.2, is about the learner questioning what he/she 

is being told in order to understand it and thereby gaining the knowledge for him/herself. As such, it 

is applicable to formal classroom settings; though it is also a viable form of learning in informal 

settings. 

Within a formal classroom setting, the interaction hypothesis may be used consciously by the 

Danish employees if they are asked to ask questions about what the teacher is lecturing. An 

example could be in a lesson regarding grammar; if the teacher is lecturing and there is something a 

participating Danish employee does not understand, he/she can ask for a clarification about a 

grammatical rule, and thereby increase the likelihood that he/she will understand and take in the 

learning. Another manner in which the teacher can encourage the use of the interaction hypothesis 

in a classroom setting is through group work. If groups were set up containing e.g. two employees 

with below average English skills and one employee with slightly better skills, the two below 

average skilled employees would likely make unconscious use of the interactions hypothesis by 

asking the better skilled employee for clarifications etc. when the he/she were talking. Conversely, 

the interaction hypothesis can also take place in a formal classroom setting in an unconscious 

manner if a learner asks the teacher to clarify a grammatical rule for example without being 

encouraged to do so. 

Moreover, the interaction hypothesis may also be used quite extensively by the Danish employees 

in informal settings – both consciously and unconsciously. When the Danish employees are at work, 

they will likely be communicating with colleagues that have greater English skills than themselves. 
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In these interactions, the greater skilled employee will likely be using expressions/words that the 

Danish employee will not understand; if the Danish employee asks for an explanation of that 

expression/word, then he/she will have utilised the interaction hypothesis. If will be a conscious 

effort if the Danish employees are encouraged to ask questions when interacting with international 

colleagues; and it will be unconscious if they do it without being encouraged too. Therefore, it 

would be very beneficial to ask the Danish employees to ask questions – though it may seem 

embarrassing to them at first, it will help them learn. 

While the theory suggests that the interaction hypothesis would be beneficial when seeking to 

enhance the English skills of the Danish employees, the empirical data also illustrates that the 

respondents believe that the Danish employees will need to enhance their English skills by speaking 

with colleagues – which will likely result in them making use of the interaction hypothesis. 

Reviewing the answers to question 25 about how to best practice the linguistic skills of the 

employees (Appendix 3, pp. 25-30), there are various answers wherein the interaction hypothesis 

could be a key element; a few selected answers of this type are: 

  

‘Classroom teaching, and practice on a daily basis, e.g. with the closest colleagues.’ 

(Appendix 3, p. 26, answer 28) 

 

‘Education and use of the language every day along with giving those employees that 

need it a backup that they can always ask for wordings.’ (Appendix 3, p. 27, answer 

52) 

 

‘Dialogue with English speaking colleagues and supplying English teaching at a high 

level’ (Appendix 3, p. 28, answer 61) 

 

‘The best way to learn is to use it actively. If one attends a language course but is not 

using the language, then the learning curve will be too flat. Furthermore, you will 

benefit more from smaller classes or a one-to-one basis groups.’ (Appendix 3, p. 28, 

answer 66) 
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‘I think the best practice is to throw yourself into speaking English – often, it is the 

best way to expand one’s vocabulary, pronunciation etc.’ (Appendix 3, p. 30, answer 

92) 

 

These answers are just a few of those that express that one has to use the English language actively 

with other English speaking people in order to enhance one’s linguistic skills. The interaction 

hypothesis would be key in this as the Danish employees would have to ask questions in order to 

understand what their interlocutors are saying, and thereby learning those e.g. expressions/words 

themselves. 

Consequently, as the theory supports the interaction hypothesis being beneficial when seeking to 

enhance the English skills of the Danish employees combined with the empirical data also 

indicating this would be beneficial, it points to the interaction hypothesis indeed being a valid 

language learning strategy for the Danish employees that may be used both consciously and 

unconsciously.  

 

6.3.4 pragmatics 

In this section, it will be examined how pragmatics may be used to enhance the skills of the Danish 

employees. 

As mentioned in section 6.2.4, the empirical data show that 37.6% the respondents express that they 

consider the comprehension of meaning and/or content of the utterances of colleagues as their 

greatest challenge. In other words, 37.6% of the Danish employees consider pragmatics as their 

greatest linguistic challenge when it comes to speaking English. This is a significant percentage of 

the Danish employees and as such it is important that they are taught some of the principles of 

pragmatics. Knowledge about pragmatics will make them better equipped to handle communicative 

situations, such as situations where their interlocutors may mean more by their utterance than what 

the words indicate. How pragmatics may benefit the Danish employees will be examined in the 

following three subsections where the focus will be on the individual pragmatic sub-theories: 

implicature, speech acts and politeness. 

 

6.3.4.1 Implicature 

Implicature is about the actual meaning behind the words which are uttered, in other words the 

inferred meaning in utterances – it is explained in detail in section 5.3.1.  
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Learning about implicature will make the Danish employees better at understanding inferred 

meanings in utterances, while it will also make them more capable at constructing their own 

utterances containing inferred meanings. By acquiring this knowledge, the Danish employees will 

be better prepared to communicate with international colleagues, customers etc. Thus, they will be 

more confident with the English language and they will likely be more efficient in e.g. negotiations 

and achieve better results for themselves but also for the company. Additionally, by the Danish 

employees acquiring knowledge about implicature, it will decrease the possibility of 

misunderstandings which can lead to a number of things such as loss of business opportunities. 

Consequently, there is an incentive for the companies to have their Danish employees learn about 

implicature. By teaching Danish employees about implicature, it will arguable be one step further 

on the road to enhancing their English skills. 

Moreover, in the empirical data, one respondent has answered question 15 about what the greatest 

challenge is regarding the English language by writing in the open answer category: 

 

‘Due to the differences in the English that is learnt different places in the world, there 

are often different meanings in what people are saying.’ (Appendix 3, p. 16, answer 

14) 

 

Another respondent answered question 25 about how to best practice the linguistic skills of their 

employees (Appendix 3, pp. 25-30) by writing: 

 

‘Not easy to provide a definitive phrase as the actual word and the meaning is very 

different from country to country; as such there is not much else to do but to learn in 

the country in question’ (Appendix 3, p. 28, answer 64) 

 

The challenges highlighted by these respondents are quite similar to what implicature is about. In 

different languages, there may for example be different expressions (utterances) which have a 

different inferred meaning, and these expressions do not always translate directly into English. An 

example of such an expression could be this Danish expression: ‘Et vink med en vognstang’. A 

direct translation of this expression would be something in line with ‘A signal with a wagon pole’; 

the actual inferred meaning of this expression is to give a broad hint. If a Danish employee said the 

directly translated expression to an international employee, he/she would very likely have no idea 
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what the Danish employee were saying. Thus, knowledge about implicature could be important. 

While it should definitely be noted that this example is somewhat unlikely to occur due to the direct 

English translation being complete nonsense, it is just one example. It is entirely likely that Danish 

employees that are not sufficiently skilled at English may simply directly translate Danish 

expressions which may not sound nonsensical in English. 

In order for the Danish employees to learn about implicature, they would have to be taught about 

elements within implicature such as the cooperative principle of conversation, its four sub-

principles called maxims, hedges and conventional and conversational implicature (all of these 

elements are described in section 5.3.1. 

 

6.3.4.2 Speech acts 

Speech acts are about the actions that are performed via utterances and what people are attempting 

to achieve with their utterances – it is explained in detail in section 5.3.2 and its sub-sections. 

By learning about speech acts, the Danish employees will be better at interpreting actions 

performed via utterances such as apologies, complaints and requests for example. Knowledge about 

speech acts will make the Danish employees better at understanding the actions being performed 

through utterances; also, they will be better at understanding actions that are being asked of them 

indirectly. Conversely, the Danish employees will also be able to make requests etc. indirectly 

without having to use very direct language. In some cultures, it is considered impolite to ask for 

things directly, and it is very likely that the Danish employees will be communicating with 

culturally different people; thus, knowledge about speech acts would be beneficial for the 

employees. Consequently, there is an incentive for the companies to teach the Danish employees 

about speech acts – as the employees become better at communicating with e.g. international 

customers, there are increased chances of business deals being conducted successfully. Moreover, 

as it was also the case with implicature, knowledge about speech acts will make the Danish 

employees more capable to communicate in English and thereby enhancing their overall English 

skills, which will make them further proficient in English. 

When reviewing the empirical data, no respondent have written that speech acts are exactly a 

problem area for the Danish employees. However, there are some answers wherein there is an 

indication of knowledge about speech acts being needed. One of these answers has already been 

presented in section 6.2.2.1 and therefore only a small segment of it will be presented here: 
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‘[…] At meetings and courses for example, you use a lot of energy having to think 

about how to express yourself in English […]’ (Appendix 3, p. 12, answer 3) 

 

This problem area may not relate only to speech acts; however, speech acts may help to remedy 

this. By acquiring knowledge about speech acts, the Danish employees that are using too much 

energy thinking about how to express them will be able to construct utterances containing the 

intended speech acts much more naturally, and thereby they will free up energy for their job 

functions. Consequently, speech acts is a sub-theory of pragmatics that would benefit the Danish 

employees. 

In order for the Danish employees to learn about speech acts, they will have to be taught some of its 

elements such as the locutionary act, the illocutionary act, the perlocutionary act, how to recognise 

the illocutionary force, how to classify speech acts and direct and indirect speech acts (all of these 

elements are described in section 5.3.2 and its sub-sections. 

 

6.3.4.3 Politeness 

Politeness in a pragmatic sense is not about social rules of behaviour, it is about choices in language 

use which give people space and show a friendly attitude – it is explained in detail in section 5.3.3. 

Politeness is related to the above mentioned topic, speech acts, as it was elaborated that direct 

speech may seem impolite; however, politeness as a pragmatic sub topic is more complex and more 

to do with how interlocutors respect each other’s face, e.g. not embarrassing one another. This is 

very important in some cultures, especially Asian cultures. Moreover, again much in line with the 

above mentioned topic, politeness is relevant for the Danish employees as knowledge about it will 

be able to assist them in various situations both internally and externally.  

Internally, politeness could be very important to be knowledgeable about for the Danish employees 

if they were to work close with colleagues from other cultures than the Danish one. By learning 

about the elements of politeness, the Danish employees would e.g. know how to avoid performing 

unintentional face threatening acts. If a Danish employee were to threaten an international 

colleague’s face without being aware of it, it could lead to an uncomfortable working climate as the 

colleague might react negatively to it. Conversely, the colleague might be too polite to react, but 

that would still result in an uncomfortable situation for the colleague as he/she could feel 

embarrassed. 
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Externally, politeness could be useful to learn for those Danish employees that are dealing with 

international customers and business partners. These international individuals may come from 

different cultures and as such may have different expectations regarding the utilised degree of 

politeness. Thus, if the Danish employees are not knowledgeable about politeness and able to gauge 

what degree of politeness is needed, they may risk spoiling business deals or alienating customers. 

Consequently, there is a clear incentive for the companies to make sure that the Danish employees 

that are dealing internationally are taught the elements of politeness. Moreover, while the empirical 

data do not reflect the need for knowledge about pragmatics to a reasonable degree, there is 

evidence that politeness is needed in the secondary data. Hansen (2010) quotes Alex Klinge, Head 

of the Department of International Business Communication at Copenhagen Business School: 

 

‘We are good at grammar and have a large vocabulary, but we do not master 

strategic communication, politeness and small talk which 80% of a negotiation is 

about. If one also has a confidence that do not match the skills, then one has a 

problem.’ 

 

This quote supports that claim that the Danish employees could benefit from being taught about 

politeness. Moreover, this quote further augments the claim that the Danish employee would benefit 

from learning about politeness as it mentions that it is a further problem if one is overly confident, 

which may relate to what was established in section 6.2.1 regarding 10.4% of the Danish employees 

that may be overestimating their English skills. 

In order for the Danish employees to be taught the elements of politeness, they would have to learn 

the points of e.g. face, face wants, face threatening acts, face saving acts, negative face wants and 

positive face wants. 

 

6.3.5 Summary 

The aim of this section was to examine how the companies may enhance the English skills of the 

Danish employees. 

However, previous attempts at enhancing their skills were first examined. It was shown that 43.2% 

of the respondents had experienced being offered initiatives aimed at enhancing their skills. Yet, out 

of these respondents, 35.1% had experienced these initiatives not meeting their expectations. In 

general, this illustrates that the companies may not have sufficient knowledge when it comes to how 
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to enhance the English skills of their employees, and the reason for the initiatives not meeting 

expectations were e.g. that the courses were not intensive and that the English being taught were not 

specialised. Moreover, it is cause for concern that more than four out of ten of the Danish 

employees that have not been offered English teaching believe that they would benefit from such an 

offer - this shows that companies may not realise the linguistic needs of their employees. 

Secondly, it was examined how adult learning theory may be utilised in an effort to enhance the 

English skills of the Danish employees. By compiling the most relevant schemes and principles of 

adult learning, it was possible to compile a strategy on how to organise the teaching when seeking 

to enhance the skills of the employees so they will learn most efficiently. 

Subsequently, it was examined how theories of second language acquisition may be used to 

enhance the English skills of the Danish employees. It was shown that the Danish employees would 

benefit most from being subject to a mixture of the formal and informal type of learning in a 

classroom setting. Additionally, by reviewing the theory and empirical data, it was shown that the 

Active Control of Thought model and the interaction hypothesis would be viable second language 

acquisition strategies for the Danish employees. The Active Control of Thought model would be 

applicable in a formal classroom setting when teaching the English language through different 

teaching methods. The interaction hypothesis would be applicable both in a formal classroom 

setting and in informal interaction with colleagues; also, it could be utilised by the Danish 

employees both consciously and unconsciously. 

Finally, it was examined how pragmatics may be used to enhance the English skills of the Danish 

employees. Via the empirical data it was shown that 37.6% of the respondents considered 

pragmatics to be their greatest linguistic challenge when it comes to English. Therefore, it would be 

beneficial for the Danish employees to learn about pragmatics. What the Danish employees should 

specifically be taught is the pragmatic sub theories of implicature, speech acts and politeness as 

each of these sub theories were shown to be able to be helpful to the Danish employees when at 

work and specifically within their job function. 
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7 Conclusion 

As many companies in Denmark have adopted English as the corporate language, Danish 

employees are required to be able to communicate in English with international colleagues both 

orally and in writing. Consequently, Danish employees will require certain English skills. If the 

Danish employees do not possess sufficient English skills, they may experience certain challenges. 

As such, it is important to enhance the English skills of this group of employees. Subsequently, the 

purpose of this thesis was to answer the research question and sub-questions which were presented 

in section 1. In order to answer these questions, empirical data was collected by way of a 

questionnaire which was sent out to Danish employees of international companies situated in 

Denmark. Furthermore, theories of adult learning, second language acquisition and pragmatics were 

used. 

In order to answer the research question and the sub-question, the overall research question will be 

divided and answered individually while each sub-question will also be answered individually – this 

will help to create a better overview. 

 

Which linguistic difficulties possess key challenges for Danish employees working in 

international companies situated in Denmark? 

Answering the first part of the research question, one key challenge for the Danish employees is 

that 12% of them do not believe that their English skills are sufficient. 

Another key challenge is that 22.4% of the employees experience frequent problems when 

communicating with their non-Danish speaking colleagues. Moreover, it is a key challenge that 

52.6% of Danish employees have experienced miscommunication with colleagues when 

communicating in English. 

Furthermore, it is a key challenge for the Danish employees that 8.9% of them are not comfortable 

with the English language, which results in them not being able to express themselves at reasonable 

and useful levels neither in writing nor orally, while they also experience a loss of information. 

These are significant figures and a remedy must be sought via an effort to enhance the English skill 

of this particular group of employees. 

Moreover, in regards to specific aspects within the English language, vocabulary and pragmatics are 

the two greatest linguistic challenges for the Danish employees when communicating in English. 

Finally, it was examined whether specific age groups experienced challenges due to English 

compared to the average. This was not the case as older employees experienced challenges in some 
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respects, whereas the younger employees experienced challenges in other respects. In general, no 

specific age group experienced increased challenges; thus, the companies should not seek to 

enhance the English skills of only a certain age group – all the age groups are experiencing 

challenges. 

 

Which challenges beside linguistic arise when evaluating the skills of the Danish employees? 

Answering the first sub-question, one non-linguistic challenge is that 10.4% of the Danish 

employees may be overestimating their English skills. This is a significant challenge for the 

companies as they will have to identify those employees that are overestimating their skills and 

convince them to participate in initiatives aimed at enhancing their skills. 

Another non-linguistic challenge is that 7.6% of Danish employees that are part of a transition from 

a Danish to an English corporate language do not have a good experience with this. This is also a 

challenge for the companies as they should ensure that every employee has a good experience with 

this.  

A third non-linguistic challenge is with communication in general as 46.6% of the Danish 

employees have experienced insufficient English skills having resulted in problems at their 

workplace. Additional figures specifically show that insufficient English skills cause problems such 

as misunderstandings with customers and business partners. Furthermore, misunderstandings 

between colleagues resulting in annoyance and/or frustration, collective bullying and lack of social 

interaction are also caused due to insufficient English skills. 

 

How may these companies enhance the English skills of this particular group of employees, 

focusing specifically on general linguistic difficulties and elements of pragmatics? 

Answering the second part of the research question, it was examined how the employees had 

experienced previous efforts aimed at enhancing their skills; 35.1% of the employees that have 

experienced such an effort did not experience the teaching as being sufficient, which is a significant 

percentage. The reasons for it not being sufficient are that the lessons were at basic levels, that there 

were too many people with scattered standards, that there were not enough lessons and that it was 

not the required specialised language, or ‘office English’ as it was labelled by respondents. 

In order to further answer the second part of the research question, the three final sub-questions will 

be answered individually.  

 



 

76 
 

How may principles and schemes within adult learning theory contribute to the training of 

the Danish employees’ English skills? 

Answering the second sub-question, principles and schemes within adult learning theory has been 

compiled into a strategy of how to ensure that the Danish employees are subject to the best possible 

conditions for acquiring enhanced English. This strategy is: 

 Locate those Danish employees that are in need of enhanced English skills and those that 

wish to learn better English. 

 Organise the teaching around the everyday problems that the Danish employees might face 

at their jobs instead of merely general English. 

 Make sure that what the Danish employees are learning is useful to them – something that 

they are able to make use of immediately at their work. 

 Make sure that the learning material is comprehensible to the Danish employees while 

having them practice their English skills with learning material that is within the context of 

the company. 

 Create a learning environment wherein the Danish employees will feel free to make 

mistakes. 

 

How may theories of second language acquisition be used to enhance the English skills of the 

Danish employees? 

Answering the third sub-question, theories of second language acquisition which would be 

beneficial when it comes to enhancing the English skills of the Danish employees were presented. 

First, it was shown that the Danish employees would be subject to the mixture learning type 

consisting of formal and informal learning. The employees would benefit most from learning in a 

formal classroom teaching, while they would be practising their language informal when interacting 

with their international colleagues. 

Secondly, regarding specific second language acquisition strategies, two strategies were presented 

which would be beneficial when seeking to enhance the English skills of Danish employees as a 

particular employee group; these are the Active Control of Thought model and the interaction 

hypothesis (negotiation of meaning). The Active Control of Thought model is applicable for the 

employees when in a formal classroom setting, while the interaction hypothesis (negotiation of 

meaning) is also applicable in formal classroom settings but also in informal settings. 
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How may pragmatics be used to enhance the English skills of the Danish employees? 

Answering the fourth sub-question, the empirical data illustrated that 37.6% of the respondents 

expressed that pragmatics was a challenge within the English language. Therefore, it would be 

beneficial for the Danish employees to learn about pragmatics. Furthermore, sub-theories of 

pragmatics were shown to be beneficial for the employees to learn about as they will aid them when 

at work – these sub-theories were implicature, speech acts and politeness. Knowledge about these 

three sub-theories will help the Danish employees to understand the deeper meaning in the English 

language, it will help them to interpret actions performed via utterances and it will make them better 

at communicating with people from different cultures with different expectations regarding the 

degree of politeness. 

 

In summation, the empirical data and the analysis show that there is a need for a significant segment 

of Danish employees of international companies situated in Denmark to have their English skills 

enhanced as they experience different challenges due to the English language. To that end, 

principles and schemes of adult learning, second language acquisition and pragmatics could be 

useful. 
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Koncernsproget engelskKoncernsproget engelskKoncernsproget engelskKoncernsproget engelsk

1. Mand eller kvinde?

2. Alder?

3. Uddannelsesniveau?

4. Hvor mange år har du arbejdet i en virksomhed med engelsk som koncernsprog?

5. Har du oplevet, at engelsk er blevet introduceret som koncernsprog i stedet for 
dansk i din tid som ansat? 

 

*

*

*

*

*

Mand
 

nmlkj

Kvinde
 

nmlkj

25 år eller derunder
 

nmlkj

2635 år
 

nmlkj

3645 år
 

nmlkj

4655
 

nmlkj

5665
 

nmlkj

66 år eller derover
 

nmlkj

Folkeskole
 

nmlkj

Gymnasium eller lign.
 

nmlkj

Erhvervsfaglig uddannelse
 

nmlkj

Kort/mellemlang videregående uddannelse
 

nmlkj

Lang videregående uddannelse
 

nmlkj

PHD eller lignende
 

nmlkj

Andet
 

nmlkj

05 år
 

nmlkj

610 år
 

nmlkj

1120 år
 

nmlkj

2130 år
 

nmlkj

31 år eller derover
 

nmlkj

Ja
 

nmlkj

Nej
 

nmlkj
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Koncernsproget engelskKoncernsproget engelskKoncernsproget engelskKoncernsproget engelsk
6. Hvis ja, hvordan oplevede du den overgang? 

7. Hvis knapt så god eller besværlig, hvorfor? 

 

8. Hvor ofte kommunikerer du på engelsk på din arbejdsplads (både mundtligt eller 
skriftligt)? 

9. Hvordan oplever du at arbejde med engelsk som koncernsprog?

10. Hvis knapt så godt eller besværligt, hvorfor? 

 

55

66

*

*

55

66

 

Rigtigt god
 

nmlkj

God
 

nmlkj

Hverken godt eller dårligt
 

nmlkj

Knapt så god
 

nmlkj

Besværlig
 

nmlkj

91100 % af tiden
 

nmlkj

7190 % af tiden
 

nmlkj

5170 % af tiden
 

nmlkj

2150 % af tiden
 

nmlkj

1020 % af tiden
 

nmlkj

Under 10 % af tiden
 

nmlkj

Rigtigt godt
 

nmlkj

Godt
 

nmlkj

Hverken godt eller dårligt
 

nmlkj

Knapt så godt
 

nmlkj

Besværligt
 

nmlkj
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Koncernsproget engelskKoncernsproget engelskKoncernsproget engelskKoncernsproget engelsk

11. Hvordan vil du bedømme dine mundtlige engelskkompetencer? 
 

12. Hvordan vil du bedømme dine skriftlige engelskkompetencer?

13. Føler du, at dine engelskkompetencer er tilstrækkelige til at kommunikere optimalt 
med dine ikkedansktalende kolleger? 

14. Hvis nej, ca. hvor ofte oplever du, at du ikke kan kommunikere optimalt med dine 
ikkedansktalende kolleger på engelsk? 

 

*

*

*

1  Tilfredsstillende eller bedre
 

nmlkj

2  Over middel
 

nmlkj

3  Middel
 

nmlkj

4  Under middel
 

nmlkj

5  Utilstrækkelig
 

nmlkj

1  Tilfredsstillende eller bedre
 

nmlkj

2  Over middel
 

nmlkj

3  Middel
 

nmlkj

4  Under middel
 

nmlkj

5  Utilstrækkelig
 

nmlkj

Ja
 

nmlkj

Nej
 

nmlkj

10 eller flere gange om dagen
 

nmlkj

69 gange om dagen
 

nmlkj

35 gange om dagen
 

nmlkj

12 gange om dagen
 

nmlkj

færre
 

nmlkj
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Koncernsproget engelskKoncernsproget engelskKoncernsproget engelskKoncernsproget engelsk
15. Hvilke elementer af det engelske sprog oplever du som den største udfordring? 

(Vælg gerne flere svarmuligheder)

16. Har du oplevet, at utilstrækkelige engelskkompetencer har resulteret i problemer 
på din arbejdsplads, både for dig selv eller for kolleger? 

17. Hvis ja, hvilke problemer? (Vælg gerne flere svarmuligheder)

18. Har dig og dine kolleger oplevet, at I snakker forbi hinanden, når I kommunikerer 
med hinanden på engelsk?

19. Hvis ja, hvor mange gange opstår situationer som disse? 

*

*

*

 

Forståelsen af mening og/eller indhold af kollegers udtalelser
 

gfedc

ordforråd
 

gfedc

udtale
 

gfedc

stavning
 

gfedc

Grammatik
 

gfedc

Andet (angiv venligst)
 

 
gfedc

Ja
 

nmlkj

Nej
 

nmlkj

Misforståelser med kunder
 

gfedc

Misforståelser med samarbejdspartnere
 

gfedc

Misforståelser med kolleger
 

gfedc

Intern irritation og/eller frustration over hinanden
 

gfedc

Mobning
 

gfedc

Manglende social omgang
 

gfedc

Andet (angiv venligst)
 

 
gfedc

Ja
 

nmlkj

Nej
 

nmlkj

3 eller flere gange dagligt
 

nmlkj

12 gange dagligt
 

nmlkj

3 eller flere gange om ugen
 

nmlkj

12 gange om ugen
 

nmlkj

Sjældnere en 1 gang om ugen
 

nmlkj



Page 5

Koncernsproget engelskKoncernsproget engelskKoncernsproget engelskKoncernsproget engelsk

20. Har du oplevet, at du ved ansættelse eller senere i dit ansættelsesforløb er blevet 
tilbudt engelskundervisning eller andre former for tiltag, der kunne forbedre dine 
sproglige kompetencer?

21. Hvis ja, føler du så, at undervisningen var tilstrækkelig? 

22. Hvis nej til spørgsmål 21, hvorfor? 

 

23. Hvis nej til spørgsmål 20, føler du så, at du vil have gavn af et sådant tiltag, dvs. 
undervisning eller lign.?

24. Hvis du skulle modtage en form for engelskundervisning i forbindelse med dit 
arbejde, hvilken form ville du så helst modtage? 

25. Sidste spørgsmål i dette spørgeskema. 
Hvordan tror du, at danske virksomheder bedst kan træne deres medarbejderes 
sproglige kompetencer, så de styrkes fremadrettet?

 

 

*

55

66

*

55

66

Ja
 

nmlkj

Nej
 

nmlkj

Ja
 

nmlkj

Nej
 

nmlkj

Ja
 

nmlkj

Nej
 

nmlkj

Klasseundervisning
 

nmlkj

Selvstudium
 

nmlkj

Andet (angiv venligst)
 

 
nmlkj
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The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)

1. Male or Female?

2. Age?

3. Level of education?

4. How many years have you worked at a company with English as the corporate 
language?

5. Have you experienced that English has been introduced as the corporate 
language in place of Danish during your employment?

 

*

*

*

*

*

Male
 

nmlkj

Female
 

nmlkj

25 years old or less
 

nmlkj

2635 years old
 

nmlkj

3645 years old
 

nmlkj

4655 years old
 

nmlkj

5665 years old
 

nmlkj

66 years old or more
 

nmlkj

Public school
 

nmlkj

High school or equivalent
 

nmlkj

Vocational education
 

nmlkj

Higher education equivalent to a bachelor's degree
 

nmlkj

Higher education equivalent to a master's degree
 

nmlkj

PHD or an equivalent
 

nmlkj

Other
 

nmlkj

05 years
 

nmlkj

610 years
 

nmlkj

1120 years
 

nmlkj

2130 years
 

nmlkj

31 years or more
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj
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The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)
6. If yes, how did you experience that transition?

7. If not so well or troublesome, why?

 

8. How often do you communicate in English at your place of work (both orally or in 
writing)?

9. How do you experience working with English as a corporate language?

10. If not so well or troublesome, why?

 

55

66

*

*

55

66

 

Really well
 

nmlkj

Well
 

nmlkj

Neither good nor bad
 

nmlkj

Not so well
 

nmlkj

Troublesome
 

nmlkj

91100 % of the time
 

nmlkj

7190 % of the time
 

nmlkj

5170 % of the time
 

nmlkj

2150 % of the time
 

nmlkj

1020 % of the time
 

nmlkj

Below 10 % of the time
 

nmlkj

Really well
 

nmlkj

Well
 

nmlkj

Neither good nor bad
 

nmlkj

Not so well
 

nmlkj

Troublesome
 

nmlkj
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The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)

11. How would you assess your oral English skills?

12. How would you assess your written English skills?

13. Do you feel that your English skills are sufficient when it comes to 
communicating optimally with your nonDanish speaking colleagues?

14. If no, approximately how often do you experience that you cannot communicate 
optimally with your nonDanish speaking colleagues in English?

 

*

*

*

Satisfactory or better
 

nmlkj

Above average
 

nmlkj

Average
 

nmlkj

Below average
 

nmlkj

Insufficient
 

nmlkj

Satisfactory or better
 

nmlkj

Above average
 

nmlkj

Average
 

nmlkj

Below average
 

nmlkj

Insufficient
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj

10 or more times a day
 

nmlkj

69 times a day
 

nmlkj

35 times a day
 

nmlkj

12 times a day
 

nmlkj

Less
 

nmlkj
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The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)
15. What aspects within the English language do you experience as the greatest 

challenge? (More than one possible answer is allowed)

16. Have you experienced that insufficient English skills have resulted in problems at 
your place of work, both in regards to yourself or colleagues?

17. If yes, what problems? (More than one possible answer is allowed)

18. Have you and your colleagues experienced miscommunication when you 
communicate with each other in English?

19. If yes, how often do situations such as this arise?

*

*

*

 

The comprehension of meaning and/or content of the utterances of colleagues
 

gfedc

Vocabulary
 

gfedc

Pronunciation
 

gfedc

Spelling
 

gfedc

Grammar
 

gfedc

Other (please note) 

Yes
 

nmlkj

No
 

nmlkj

Misunderstandings with customers
 

gfedc

Misunderstandings with business partners
 

gfedc

Misunderstandings with colleagues
 

gfedc

Internal annoyance and/or frustration with each other
 

gfedc

Collective bullying
 

gfedc

Lack of social interaction
 

gfedc

Other (please note) 

Yes
 

nmlkj

No
 

nmlkj

3 or more times a day
 

nmlkj

12 times a day
 

nmlkj

3 or more times a week
 

nmlkj

12 times a week
 

nmlkj

Less than 1 time a week
 

nmlkj
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The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)The English corporate language (translated)

20. At the start of employment or later in your employment, have you been offered 
English teaching or other forms of initiatives which could improve your linguistic skills?

21. If yes, do you feel that the teaching was sufficient?

22. If no at question no. 21, why?

 

23. If no at question no. 20, do you feel that you would have benefitted by such an 
initiative, e.g. teaching or the like?

24. If you were to receive some form of English teaching in connection with your job, 
what type of teaching would you prefer?

25. Last question in this questionnaire. 
How do you think Danish companies can best practise the linguistic skills of their 
employees so that they are strengthened going forward?

 

 

*

55

66

*

55

66

Yes
 

nmlkj

No
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj

Classroom teaching
 

nmlkj

Selfstudy
 

nmlkj

Other (please note) 
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Koncernsproget engelsk 

1. Mand eller kvinde?

 
Response 

Percent

Response 

Count

Mand 58,2% 78

Kvinde 41,8% 56

  answered question 134

  skipped question 0

2. Alder?

 
Response 

Percent

Response 

Count

25 år eller derunder 0,7% 1

26-35 år 27,6% 37

36-45 år 32,1% 43

46-55 26,9% 36

56-65 11,2% 15

66 år eller derover 1,5% 2

  answered question 134

  skipped question 0
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3. Uddannelsesniveau?

 
Response 

Percent

Response 

Count

Folkeskole 5,2% 7

Gymnasium eller lign. 7,5% 10

Erhvervsfaglig uddannelse 17,2% 23

Kort/mellemlang videregående 

uddannelse
34,3% 46

Lang videregående uddannelse 35,1% 47

PHD eller lignende 0,7% 1

Andet   0,0% 0

  answered question 134

  skipped question 0

4. Hvor mange år har du arbejdet i en virksomhed med engelsk som koncernsprog?

 
Response 

Percent

Response 

Count

0-5 år 23,9% 32

6-10 år 26,9% 36

11-20 år 38,1% 51

21-30 år 9,7% 13

31 år eller derover 1,5% 2

  answered question 134

  skipped question 0
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5. Har du oplevet, at engelsk er blevet introduceret som koncernsprog i stedet for dansk 

i din tid som ansat? 

 
Response 

Percent

Response 

Count

Ja 38,8% 52

Nej 61,2% 82

  answered question 134

  skipped question 0

6. Hvis ja, hvordan oplevede du den overgang? 

 
Response 

Percent

Response 

Count

Rigtigt god 11,3% 6

God 35,8% 19

Hverken godt eller dårligt 45,3% 24

Knapt så god 1,9% 1

Besværlig 5,7% 3

  answered question 53

  skipped question 81

7. Hvis knapt så god eller besværlig, hvorfor? 

 
Response 

Count

  8

  answered question 8

  skipped question 126
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8. Hvor ofte kommunikerer du på engelsk på din arbejdsplads (både mundtligt eller 

skriftligt)? 

 
Response 

Percent

Response 

Count

91-100 % af tiden 11,2% 15

71-90 % af tiden 13,4% 18

51-70 % af tiden 23,1% 31

21-50 % af tiden 20,9% 28

10-20 % af tiden 17,2% 23

Under 10 % af tiden 14,2% 19

  answered question 134

  skipped question 0

9. Hvordan oplever du at arbejde med engelsk som koncernsprog?

 
Response 

Percent

Response 

Count

Rigtigt godt 35,8% 48

Godt 41,0% 55

Hverken godt eller dårligt 14,2% 19

Knapt så godt 6,7% 9

Besværligt 2,2% 3

  answered question 134

  skipped question 0
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10. Hvis knapt så godt eller besværligt, hvorfor? 

 
Response 

Count

  15

  answered question 15

  skipped question 119

11. Hvordan vil du bedømme dine mundtlige engelskkompetencer? 

 
Response 

Percent

Response 

Count

1 - Tilfredsstillende eller bedre 43,6% 58

2 - Over middel 26,3% 35

3 - Middel 27,8% 37

4 - Under middel 2,3% 3

5 - Utilstrækkelig   0,0% 0

  answered question 133

  skipped question 1

12. Hvordan vil du bedømme dine skriftlige engelskkompetencer?

 
Response 

Percent

Response 

Count

1 - Tilfredsstillende eller bedre 41,4% 55

2 - Over middel 24,8% 33

3 - Middel 26,3% 35

4 - Under middel 6,8% 9

5 - Utilstrækkelig 0,8% 1

  answered question 133

  skipped question 1
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13. Føler du, at dine engelskkompetencer er tilstrækkelige til at kommunikere optimalt 

med dine ikke-dansktalende kolleger? 

 
Response 

Percent

Response 

Count

Ja 88,0% 117

Nej 12,0% 16

  answered question 133

  skipped question 1

14. Hvis nej, ca. hvor ofte oplever du, at du ikke kan kommunikere optimalt med dine 

ikke-dansktalende kolleger på engelsk? 

 
Response 

Percent

Response 

Count

10 eller flere gange om dagen   0,0% 0

6-9 gange om dagen   0,0% 0

3-5 gange om dagen 3,3% 1

1-2 gange om dagen 16,7% 5

færre 80,0% 24

  answered question 30

  skipped question 104
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15. Hvilke elementer af det engelske sprog oplever du som den største udfordring? 

(Vælg gerne flere svarmuligheder)

 
Response 

Percent

Response 

Count

Forståelsen af mening og/eller 

indhold af kollegers udtalelser
37,6% 50

ordforråd 54,9% 73

udtale 11,3% 15

stavning 15,8% 21

Grammatik 21,8% 29

Andet (angiv venligst) 

 
14,3% 19

  answered question 133

  skipped question 1

16. Har du oplevet, at utilstrækkelige engelskkompetencer har resulteret i problemer på 

din arbejdsplads, både for dig selv eller for kolleger? 

 
Response 

Percent

Response 

Count

Ja 46,6% 62

Nej 53,4% 71

  answered question 133

  skipped question 1
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17. Hvis ja, hvilke problemer? (Vælg gerne flere svarmuligheder)

 
Response 

Percent

Response 

Count

Misforståelser med kunder 22,4% 15

Misforståelser med 

samarbejdspartnere
28,4% 19

Misforståelser med kolleger 67,2% 45

Intern irritation og/eller frustration 

over hinanden
44,8% 30

Mobning 1,5% 1

Manglende social omgang 17,9% 12

Andet (angiv venligst) 

 
11,9% 8

  answered question 67

  skipped question 67

18. Har dig og dine kolleger oplevet, at I snakker forbi hinanden, når I kommunikerer 

med hinanden på engelsk?

 
Response 

Percent

Response 

Count

Ja 52,6% 70

Nej 47,4% 63

  answered question 133

  skipped question 1
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19. Hvis ja, hvor mange gange opstår situationer som disse? 

 
Response 

Percent

Response 

Count

3 eller flere gange dagligt   0,0% 0

1-2 gange dagligt   0,0% 0

3 eller flere gange om ugen 2,7% 2

1-2 gange om ugen 9,5% 7

Sjældnere en 1 gang om ugen 87,8% 65

  answered question 74

  skipped question 60

20. Har du oplevet, at du ved ansættelse eller senere i dit ansættelsesforløb er blevet 

tilbudt engelskundervisning eller andre former for tiltag, der kunne forbedre dine 

sproglige kompetencer?

 
Response 

Percent

Response 

Count

Ja 43,2% 57

Nej 56,8% 75

  answered question 132

  skipped question 2

21. Hvis ja, føler du så, at undervisningen var tilstrækkelig? 

 
Response 

Percent

Response 

Count

Ja 64,9% 37

Nej 35,1% 20

  answered question 57

  skipped question 77



10 of 30

22. Hvis nej til spørgsmål 21, hvorfor? 

 
Response 

Count

  35

  answered question 35

  skipped question 99

23. Hvis nej til spørgsmål 20, føler du så, at du vil have gavn af et sådant tiltag, dvs. 

undervisning eller lign.?

 
Response 

Percent

Response 

Count

Ja 42,9% 30

Nej 57,1% 40

  answered question 70

  skipped question 64

24. Hvis du skulle modtage en form for engelskundervisning i forbindelse med dit 

arbejde, hvilken form ville du så helst modtage? 

 
Response 

Percent

Response 

Count

Klasseundervisning 40,2% 53

Selvstudium 28,8% 38

Andet (angiv venligst) 

 
31,1% 41

  answered question 132

  skipped question 2
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25. Sidste spørgsmål i dette spørgeskema. Hvordan tror du, at danske virksomheder 

bedst kan træne deres medarbejderes sproglige kompetencer, så de styrkes 

fremadrettet?

 
Response 

Count

  103

  answered question 103

  skipped question 31
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Side 1, S7.  Hvis knapt s&#229; god eller besv&#230;rlig, hvorfor?

1 Frygt for opdatering af ældre dokumentation, da dette ofte krævede
omskriving af hele dokumentet. Hvilket nogle få gange gav manglede
opdatering eller opdatering på dansk - som regel blev der dog givet tid til at
opdatere hele dokumentet til Engelsk.

Jul 16, 2012 11:38 AM

2 Pludselig kommer alt på engels også vigtige informationer om it osv. Når
man så ikke har brugt engels længe, så kniber det med at læse sig til de
rigtige informationer. Men går bedre nu.

Jul 9, 2012 11:50 AM

3 Det 'begrænser' medarbejderne. F.eks. ved møder, hvor medarbejderen ikke
kommenterer p.g.a. det skal foregå på engelsk. Dette kan vise sig at være
en ulempe for virksomheden, som måske går glip af vigtig information. Jeg
har også set eksempler på  at danske medarbejder ikke vil deltage i sociale
events, når de ved det skal foregå på engelsk.  Det kan være svært at forstå
juridiske ting der fremlægges/skrives på engelsk. F.eks. et ansættelsesbrev.
Det kan være svært nok på dansk ;-) Ved f.eks. møder eller kursus bruger
man meget energi på at skulle tænke over, hvordan man skal udtrykke sig
på engelsk. Dermed mister man fokus på det instruktør/andre
mødedeltagere siger.

Jun 28, 2012 11:39 AM

4 Selvom engelsk officielt blev indført som koncernsprog, så blev der ikke
overholdt, kun der hvor man var i kontakt med ikke-dansk talende.

Jun 27, 2012 11:58 AM

5 Er ikke super god til engelsk Jun 27, 2012 11:34 AM

6 Skete fra den ene dag til den anden. Al kommunikation som vedrører ens
ansættelse er også på engelsk og KUN på engelsk.

Jun 27, 2012 11:04 AM

7 Koncernsproget var tidligere tysk, og for over 10-12/15 år siden blev det
erstattet af engelsk. Det var en "sjov" oplevelse at høre vores tyske kollegaer
der pludselig talte Engelsk.

Jun 27, 2012 9:07 AM

8 manglende ordforråd Jun 26, 2012 2:30 PM
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Side 1, S10.  Hvis knapt s&#229; godt eller besv&#230;rligt, hvorfor?

1 Kan i nogle situationer virke begrænsende - primært hvis der engelsk eller
US native speakers med i en diskussion

Jul 16, 2012 11:43 AM

2 Det er ikke alle i virksomheden der har taget det til sig... Jul 3, 2012 7:01 PM

3 Da jeg ikke er dygtig nok selv til Engelsk Jul 2, 2012 12:13 PM

4 Det er meget teknisk og kan være svært at forstå med mange forskellige
accent´er og meget foregår via telefonmøder.

Jul 2, 2012 8:55 AM

5 Man mister nogle gange noget information. Jul 2, 2012 7:23 AM

6 Mit engelsk kunne være bedre, men som regel klarer jeg det OK. Jul 2, 2012 6:37 AM

7 Man bruger lidt mere tid på at forstå detaljer i sæt når det er skriftelig Jun 30, 2012 8:12 AM

8 Jeg har ikke selv problemer i den retning, da jeg er nysproglig student og har
arbejdet i en international bank i udlandet. Men jeg oplever, at i en
ingeniørtung virksomhed som FLS, at mange ikke evner at formulere sig
hverjken i skrift eller tale på et fornuftigt og rimeligt niveau. Det værste er, at
FLS ikke gør noget ved det, men ser gennem fingre med, selvom
virksomheden gør meget ud af at oplyse, at det er vigtigt konstant at udvikle
sine kompetencer.

Jun 29, 2012 8:38 AM

9 Da de fleste i min team kommer fra forskellige verdensdele er
kommunikation på engelsk den eneste mulighed, dog opstår der naturligvis
kommunikations gabs ind i mellem.

Jun 28, 2012 3:17 PM

10 Se kommentarer uner punkt 7 Jun 28, 2012 11:39 AM

11 Det er et problem i forhold til de lande/selskaber som ikke har samme kultur
for engelsk som vi har. Vi skal skirve alt på engelsk og så går der meget tabt
i kommunikationen.

Jun 27, 2012 3:09 PM

12 Tab af information. Misforståelser. Jun 27, 2012 11:04 AM

13 jeg er ikke nogen ørn til engelsk og det er modtageren ofte heller ikke (de er
rent faktisk ofte dårligere end jeg), så der kan gå meget tabt.

Jun 27, 2012 11:00 AM

14 Overvejende godt, der kan godt opstå lidt "udfordringer" Jun 27, 2012 9:07 AM

15 misinformation Jun 26, 2012 2:30 PM

Jonas
Fremhæv

Jonas
Fremhæv



15 of 30



16 of 30

Side 2, S15.  Hvilke elementer af det engelske sprog oplever du som den st&#248;rste udfordring? (V&#230;lg
gerne flere svarmuligheder)

1 Forståelse af kollegers skriftlige engelsk Jul 16, 2012 11:40 AM

2 Fagspecifikke begreber Jul 10, 2012 10:03 AM

3 mange kolleger er fra indien og det er ikke pga. mine engelskfærdigheder
men mange gange modtagers færdigheder

Jul 6, 2012 1:46 PM

4 Daglige termer som ikke er relateret til arbejdet Jul 4, 2012 2:21 PM

5 At kunne ramme jagon og dermed humor Jul 4, 2012 11:28 AM

6 vil gerne kunne variere mit sprog mere Jul 3, 2012 8:00 PM

7 Der bruges mage forkortelser i interne mails som kan være svære at forstå Jul 2, 2012 8:39 AM

8 mindre ordforråd, fyld, de rigtige ord for at udtrykke sig klrt og rigtigt. Jul 2, 2012 7:32 AM

9 Sydeuropæere og asiaters udtale kan være vanskelig at forstå, da de lægger
trykket på de engelske ord, som når de taler deres lokale sprog

Jul 1, 2012 9:00 PM

10 small-talk vendinger o.l., som omkredser dialogen om det faglige Jul 1, 2012 11:14 AM

11 Har generelt ingen problemer, men grammatikken er lidt rusten efterhånden Jun 29, 2012 6:52 PM

12 Teknisk Engelsk for processer man ikke kender Jun 29, 2012 7:31 AM

13 Verdens mest talte sprog er "dårligt engelsk". Jeg er meget opmærksom på
at grammatikken er korrekt, men jeg kan nok ikke sige mig fri for at bruge
"Danglish"

Jun 28, 2012 11:53 PM

14 Grundet forskelligheden i den engelsk der er indlært forskellige steder
verden findes der ofte forskellige meninger i det folk siger.

Jun 28, 2012 3:19 PM

15 accent Jun 27, 2012 1:20 PM

16 Manglende tegnsætning som komma og punktum Jun 27, 2012 11:31 AM

17 Kombinationen mellem fagligt og dagligdags engelsk Jun 27, 2012 10:55 AM

18 Oplever ikke problemer Jun 27, 2012 7:41 AM

19 ingen Jun 27, 2012 7:37 AM
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Side 2, S17.  Hvis ja, hvilke problemer? (V&#230;lg gerne flere svarmuligheder)

1 igen samme problem med kolleger fra Indien som ikke er stærke i engelsk Jul 6, 2012 1:46 PM

2 Specielt mht. asiatiske og italienske kolleger Jul 4, 2012 11:28 AM

3 Manglende forståelse af intern information Jul 4, 2012 8:02 AM

4 Produktionsmedarbejderne bliver sure når vores præsentationer er på
engelsk selvom vi præsentere på dansk

Jul 4, 2012 5:17 AM

5 Magtforholdet i et møde kan være til den engelsksprogedes (native
speakers) side hvis noget skal diskuteres. Man kan have "upper hand", når
man taler sproget som native, fremfor en dansker

Jul 2, 2012 1:31 PM

6 Obligatoriske web based test er på engelsk elelr tysk Jun 27, 2012 12:20 PM

7 ekstra tid til korrektur/gennemsyn af materiale Jun 27, 2012 11:31 AM

8 I relation til tyske, franske kolleger Jun 27, 2012 10:55 AM
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Side 3, S22.  Hvis nej til sp&#248;rgsm&#229;l 21, hvorfor?

1 Undervisning på basisniveau med for mange personer og for spredt niveau Jul 19, 2012 9:51 AM

2 Jeg fik at vide at mit skriftlige engelsk var så langt over middel at de ikke ville
bevilje ekstra undervisning.

Jul 16, 2012 11:46 AM

3 ikke nødvendigt Jul 11, 2012 10:08 AM

4 Det har ikke været tilstrækkelig relevant Jul 10, 2012 10:09 AM

5 Jeg deltog ikke, men fik tilbud om det. Jul 9, 2012 1:59 PM

6 Deltog ikke i undervisningen Jul 9, 2012 11:54 AM

7 har ikke brugt engelskundervisningen men derimog spansk. Her har
undervisningen ikke været tilstrækkelig fordi vi ikke bruger Spansk dagligt.
Havde jeg brug for engelskundervisning er jeg sikker på at oplevelsen ville
være bedre da vi bruger engelsk til dagligt.

Jul 6, 2012 1:50 PM

8 Jeg blev tilbudt en vurdering af mit engelsk og det blev vurderet som fuldt ud
tilstrækkeligt

Jul 4, 2012 3:35 PM

9 Har ikke deltaget i kurserne Jul 3, 2012 12:50 PM

10 Jeg er ikke blevet tilbudt det direkte, men hvis jeg giver udtryk for et behov,
er jeg ret sikker på det ville blive tilbudt.

Jul 2, 2012 1:50 PM

11 Tror det er en besparelse Jul 2, 2012 12:17 PM

12 Ved ikke Jul 2, 2012 8:59 AM

13 F Jul 2, 2012 8:43 AM

14 der var ikke tilstrækkelig undervisning Jul 2, 2012 7:27 AM

15 Vi har ikke dybt nok nede i sproget, og det foregik i arbejdstiden, hvilket gør,
at man ikke får den ro der skal til.

Jul 2, 2012 7:13 AM

16 Min omverden har vel ikke ment at mine kundskaber var så dårlige endda. Jul 2, 2012 6:44 AM

17 Er blevet tilbudt, men har ikke behov Jul 2, 2012 6:23 AM

18 Har ikke fået undervisning. Jul 2, 2012 6:17 AM

19 Det var nok egen indsats der var var galt Jun 30, 2012 8:22 AM

20 har ikke været nødvendigt Jun 29, 2012 8:52 PM

21 Jeg har ikke brug for det - har tidligere undervist i begynder-engelsk Jun 29, 2012 6:56 PM

22 Har ikke deltaget. Jun 28, 2012 11:55 PM

23 Ingen mulighed for den type undervisning. Jun 28, 2012 2:13 PM

24 Der var for stor forskel på deltagernes niveau. Selv om der var lavet
sprogtest inden kursus start.

Jun 28, 2012 11:58 AM
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Side 3, S22.  Hvis nej til sp&#248;rgsm&#229;l 21, hvorfor?

25 Jeg skulle have haft flere timer... Jun 28, 2012 10:38 AM

26 Har ikke synes det var nødvendigt. Jun 27, 2012 7:55 PM

27 Engelsk har altid været en del af mit job Jun 27, 2012 1:34 PM

28 Jeg tog aldrig tilbuddet! Jun 27, 2012 11:08 AM

29 Kursus svarende til alm aftensskole. Der er brug for et intensivt kursus, når
alt pludseligt foregår på engelsk.

Jun 27, 2012 11:08 AM

30 Undervisningen svarede ikke til uddannelsestilbuddet Jun 27, 2012 11:07 AM

31 jeg har ikke efterspurgt det Jun 27, 2012 11:07 AM

32 har boet i USA, taler flydende engelsk Jun 27, 2012 10:58 AM

33 Tilbuddet er der altid, men har endnu ikke haft behov for at deltage Jun 27, 2012 9:13 AM

34 Det var godt nok, men ikke kontor engelsk. det var mere generel Jun 27, 2012 8:56 AM

35 Jeg svarede nej i 21, bare for at få lov til at sige, at jeg ikke tog imod
tilbuddene, da jeg mener mine engelskkundskaber er tilstrækkelige.

Jun 27, 2012 7:44 AM
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Side 3, S24.  Hvis du skulle modtage en form for engelskundervisning i forbindelse med dit arbejde, hvilken
form ville du s&#229; helst modtage?

1 Intensiv undervisning, max 5 personer Jul 19, 2012 9:51 AM

2 Ophold i engelsktalende land Jul 13, 2012 12:01 PM

3 kombination af e-learning og gruppeundervisning Jul 10, 2012 10:09 AM

4 eneundervisning Jul 6, 2012 1:50 PM

5 Ene undervisning (Knocentreret) Jul 4, 2012 5:23 PM

6 Intensiv lære på ophold i udland Jul 4, 2012 3:35 PM

7 Interaktiv undervisning - a la Rosetta Stone Jul 4, 2012 11:29 AM

8 Natur-metoden: Udstationering i en måned i UK Jul 4, 2012 7:22 AM

9 Intensivt Jul 4, 2012 7:04 AM

10 intensiv træning med få deltagere Jul 4, 2012 5:21 AM

11 kursus i England Jul 3, 2012 8:05 PM

12 Udstationering i et engelsk talende land Jul 3, 2012 7:20 PM

13 en-til-en (privatundervisning) - udstationering til et engelsktalende land! Jul 3, 2012 6:25 PM

14 Ene-undervisning Jul 2, 2012 1:50 PM

15 eneundervisning Jul 2, 2012 1:34 PM

16 Enkel undervisning Jul 2, 2012 12:17 PM

17 Ene undervisning Jul 2, 2012 10:15 AM

18 Kobination af de to, hvor man bliver hørt i stoffet af engelsk lærer Jul 2, 2012 7:34 AM

19 Uddannelse i engelsktalende lande Jul 2, 2012 6:51 AM

20 Eneundervisning - primært baseret på samtale, da det er her jeg føler, at jeg
har lidt udfordringer

Jul 2, 2012 6:44 AM

21 Ene undervisnning Jul 2, 2012 6:17 AM

22 Privat undervisning - One to One session Jun 30, 2012 11:01 AM

23 personlig Jun 30, 2012 8:22 AM

24 Learning by doing! Jun 29, 2012 6:40 PM

25 kombination Jun 29, 2012 5:36 PM

26 Eneundervisning Jun 29, 2012 8:44 AM

27 En til en undevisning Jun 28, 2012 3:23 PM

28 udlandsophold i engelsksproget land Jun 28, 2012 12:15 PM
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Side 3, S24.  Hvis du skulle modtage en form for engelskundervisning i forbindelse med dit arbejde, hvilken
form ville du s&#229; helst modtage?

29 Intensiv kursus kun for mig eller evt. hold med 2 deltagere, der var på niveau Jun 28, 2012 11:58 AM

30 Eneundervisning Jun 28, 2012 10:38 AM

31 Begge dele - og specielt mail kommunikation Jun 28, 2012 7:37 AM

32 Personlig undervisning, samtale med lærer Jun 27, 2012 7:55 PM

33 Ene-undervisning Jun 27, 2012 1:38 PM

34 Den bedste måde at lære sprog på er, at befinde sig et sted hvor man er
nødt til at bruge det.

Jun 27, 2012 1:34 PM

35 ene timer Jun 27, 2012 12:26 PM

36 Jeg har en bachelor i Engelsk Jun 27, 2012 12:21 PM

37 eneundervisning Jun 27, 2012 11:53 AM

38 Enetimer Jun 27, 2012 11:37 AM

39 Intensivt kursus Jun 27, 2012 11:08 AM

40 det skal være undervisning med henblik på at få et aktivt ordforråd Jun 27, 2012 11:07 AM

41 ingen Jun 27, 2012 7:37 AM
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Side 3, S25.  Sidste sp&#248;rgsm&#229;l i dette sp&#248;rgeskema.
Hvordan tror du, at danske virksomheder bedst kan tr&#230;ne deres medarbejderes sproglige kompetencer,
s&#229; de styrkes fremadrettet?

1 Krav om al dokumentation på engelsk Tilbyde undervisning til ansatte Jul 19, 2012 9:51 AM

2 Ved at tilbyde og betale undervisning i arbejdstiden. Jul 18, 2012 10:23 AM

3 Undervisning samt tydeliggørelse hvis koncernsproget, on the job training Jul 16, 2012 11:46 AM

4 I IT virksomheder bør medarbejderne kunne engelsk nok til at kunne begå
sig. Så tving alle til at bruge engelsk fra en vist dato. Tilbyd korrekturlæsning
af e-mails og dokumentation i en længere varende periode. Al
kommunikation fra ledelsen skal være på engelsk Alle dokumenter skal
oversættes på en gang (evt. at eksterne personer)

Jul 16, 2012 11:46 AM

5 Ved at tage udgangs punkt i hverdagen. Der er forskel på teknisk engelsk og
"skole" engelsk

Jul 11, 2012 10:08 AM

6 1.Uddannelsesniveauet, sproglige kompetencer skal tages i betragtning ved
ansættelse 2. Manglende kundskaber tilegnes via interne og eksterne
kurser. 3. Øvelse i dagligdagen: FX at forberedelser til eksempelvis et møde
med engelsktalende samarb.partnere foretages på engelsk.

Jul 10, 2012 10:09 AM

7 Læreren skal være kompetent. Dvs. en en indisk lærer som snakker ringe
indisk engelsk skal ikke sættes til at undervise de resterende indere, som
ønsker at tale korrekt engelsk.

Jul 9, 2012 1:59 PM

8 Træning og kursustid Jul 9, 2012 12:07 PM

9 kurser og E-learning Jul 9, 2012 11:54 AM

10 Branchespecifikt ordforråd er ofte en udfordring - interne ordbøger på
intranettet kan være en løsning. Danske medarbejderes engelskkundskaber
er ofte bedre deres udenlandske kollegers - skræddersyede kurser i hvordan
man kommunikerer med mennesker med et mindre godt engelsk, uden
samtidig at miste det høje faglige niveau a'la "Simpel & effektiv
kommunikation på engelsk".

Jul 7, 2012 10:11 PM

11 Meget af sproget trænes i samværet med de internationale kollegaer.
Derudover så kan "brush up" kurser klare det meste hvis man i forvejen har
et højt niveau.

Jul 6, 2012 2:10 PM

12 intensiv træning i sammenhæng med dagligt brug. hvis sproget ikke bliver
brugt samtidig med træningen er det ikke nemt at lære godt.

Jul 6, 2012 1:50 PM

13 Undervisning. Specielt i de termer som bruge i hverdagen og som
grundlæggende ikke blev lært i skolen

Jul 5, 2012 1:51 PM

14 Holdundervisning Individuel undervisning Jul 4, 2012 6:30 PM

15 Intensiv kursus Jul 4, 2012 3:35 PM

16 Sprog kombineret med kulturel forståelse Jul 4, 2012 2:20 PM

17 Udstationering (var selv 2 år i USA) Jul 4, 2012 11:29 AM

18 Ved løbende at tilbyde kurser. Sprog er under løbende udvikling, derfor er
det vigtigt at følge med og ikke slå sig til tåls med, at det man én gang har
lært, er tilstrækkeligt. Kurser i engelsktalende lande er også vigtige.

Jul 4, 2012 10:20 AM
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19 Ved at give undervisning på det niveau folk befinder sig på. Jul 4, 2012 8:03 AM

20 Learning-by-doing, d.v.s. brug engelsk så ofte som muligt. Jul 4, 2012 7:22 AM

21 Gennem en konsekvent sprogpolitik, hvor alt materiale udarbejdes på
engelsk samt gennem udstateionering/jobrotation

Jul 4, 2012 7:13 AM

22 planlæg undervisningen som en naturlig del af kompetence udbygning. træn
jævntligt

Jul 4, 2012 7:04 AM

23 Tilbyd kurser - folk er villige til dette, men jo mere intensivt det er jo bedre.
Lange forløb kan være uoverskueligt for mange....og måske vil man hellere
bruge tiden på anden kompetence udvikling.

Jul 4, 2012 5:21 AM

24 Se ovenfor. Jeg oplevede at 8-9 dages kursus i GB gjorde en kæmpe
forskel. Det var sammen ned andre Danfoss kolleger. Idag, 10 år efter,
kunne jeg komme enormt langt med 2-3 dages intensivt engelsk. Så jeg
ihvertfald selv kunne være mere tilfreds. Kravene er dog også høje, for jeg
kommunikerer typisk med topledelsen.

Jul 3, 2012 8:05 PM

25 Udstationering i et engelsk talende land Jul 3, 2012 7:20 PM

26 Forlang skriftlig kommunikation på alle niveauer Støt via kolleger Tilbyd
undervisning eller interne kurser der er målrettet de nødvendige faglige
udtryk

Jul 3, 2012 7:03 PM

27 sørge for at sende folk til sprogtræning, der hvor det er nødvendigt og sørg
for at de bliver bedømt på det så det ikke bare er 'nice-to-have' eller at en
medarbejder ikke føler at det er noget der skal tages seriøst. Sørg for at
rekrutere folk med de rigtige sproglige kompetencer fra starten.

Jul 3, 2012 6:25 PM

28 Klasseundervisning, og træning i det daglige, f.eks. med nærmeste kolleger. Jul 3, 2012 1:36 PM

29 Øvelse, undervisning, bøger på det ønskede sprog, udstationering, film osv. Jul 3, 2012 12:50 PM

30 Gennem planlagt klasseundervisning Jul 3, 2012 12:39 PM

31 Kursuser. Jul 3, 2012 10:09 AM

32 Kurser, samt bruge det engelske sprog i daglig tale. Jul 3, 2012 7:14 AM

33 Det er vigtigt at tilbyde forskellige former for undervisning/træning da
medarbejderne tit er på forskellige niveau og har forskellige behov. Man skal
som medarbejder ikke opleve, at det er en hindring i at udføre sit job.  Det er
vigtigt hvordan man ommunikerer omkring behovet for at have engelsk som
koncernsprog, det skal gøres relevant, så man kan se fordelen ved det. Det
kan være en idé at gøre træningen arbejdsrelateret, evt. hvis man kan bruge
cases fra medarbejderne selv i træning af sprog, så det bliver relevant - det
kræver selvfølgelig også noget fra medarbejderne at de selv kommer med
noget.

Jul 2, 2012 5:05 PM

34 Let tilgængelighed til lær selv programmer på nettet med udtale.  Let
tilgængelighed til oversættelsesprogrammer. Tal engelsk så ofte som muligt
på arbejdspladsen og lær medarbejderne ikke at være generte over deres
udtale/ordforråd. 2 gange om måneden kunne man have nogle tal engelsk
dage på arbejdspladsen.

Jul 2, 2012 3:19 PM

Jonas
Fremhæv
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35 Undervisning enten som eneundervisning eller i meget små grupper. Jul 2, 2012 1:50 PM

36 skal tage udgangspunkt i behov og den enkelte medarbejders
engelskfærdigheder fra start. Ellers bliver det hurtigt en sur pligt, hvis
træningen foregår over eller under medarbejderens kompentencer. Man skal
føle sig udfordret og det skal være en del af ens kompetenceudvikling.

Jul 2, 2012 1:34 PM

37 Rollespil og lytteovelser Jul 2, 2012 12:18 PM

38 Enkel undervisning (Berlitz) eller lign.  Hvis det er en stor virksomhed, kunne
man tilbyde sine medarbejder klasseundervisning 1 gang om året.

Jul 2, 2012 12:17 PM

39 Sprogundervisning Jul 2, 2012 10:25 AM

40 Sprogkurser Jul 2, 2012 10:15 AM

41 Undervisning som også indholder tekniske termer der findes. Jul 2, 2012 8:59 AM

42 Jeg tror det er nødvændigt at motivere dansk talende medarbejdere til at
blive bedre. der er for stor tendens til at lære lige akkurat hvad der kan få dig
igennem hverdagen. det betyder jo jo desværre at lige så snart du bliver
stillet overfor et dilemma eller et ordforråd du ikke komfortabel med, får du
sværere ved at løse opgaven.

Jul 2, 2012 8:43 AM

43 Holde fokus på at koncern sprog, løbende give mulighed for at tilbyde
udviklende kurser, om det er samtaler på engelsk i grupper hvor man hører
udtale mv. eller om det er deciderede kuserer med eks. tekniske termer eller
gramatisk indhold, afhænger af nødvendigheden i den enkeltes stilling.

Jul 2, 2012 8:05 AM

44 Bruge engelsk i hverdagen, ved at ansætte en engelsksproget og derved
tvinge folk til at blive mere internationale.

Jul 2, 2012 7:51 AM

45 Mere interaktion og sparring mellem de forskellige lande i organisationen.
Mulighed for sprog selvstudie i koncernen.

Jul 2, 2012 7:41 AM

46 Ved at tilbyde dem tilstrækkelig undervisning. Jul 2, 2012 7:27 AM

47 Ved at man bruger den tid fra virksomheden der skal til at alle får noget ud af
det - selvfølgelig på det plan man er på.

Jul 2, 2012 7:13 AM

48 For mig har det kun været en udfordring at kommunikere med indere i
relation til outsourcing. De kan være meget svære at forstå, da de har en
dårlig udtale.

Jul 2, 2012 6:51 AM

49 bruge web baseret undervisning og selvstudie. interne memoer udsendes på
koncernsprog. tilbyde kurser til medarbejdere med mindre gode færdigheder
i koncernsprog. udfærdsige intertn materiale, medarbejder politik, på
koncernsprog.

Jul 2, 2012 6:47 AM

50 Ved at tilbyde differentieret undervisning alt efter den enkelte medarbejders
niveau

Jul 2, 2012 6:44 AM

51 undervisning Jul 2, 2012 6:26 AM

52 Uddannelse og brug af sproget hver dag samt give de medarbejder der har
brug for det en back up, som man altid kan spørge om formuleringer,

Jul 2, 2012 6:23 AM
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stavemåder, udtalelse af ord, men videre - det er kun et spg. om træning

53 Ved at tilbyde at en eventuel undervisning kan foregå i arbejdstiden. Sørge
for gode test således at træningen kan målrettes på den mest effektive
måde.

Jul 1, 2012 9:05 PM

54 Det skal være fra folkeskolen. Jul 1, 2012 8:56 PM

55 Kombinere praktisk brug med løbende udvikling -over et længere stykke tid. Jul 1, 2012 11:17 AM

56 Såfremt grunduddannelsen i sproget er på plads så gør øvelse vel mester Jun 30, 2012 8:22 AM

57 just do it Jun 29, 2012 8:52 PM

58 Jeg tror det største problem er at en vis procentdel ikke kan lide at tale
engelsk, da de ikke selv mener, at de er særlig gode til det. Derfor kunne det
være rigtig godt med niveau-inddelt undervisning på små hold, hvor der ikke
hersker en typisk klasseværelses-stemning, men hvor det derimod er mere
hyggeligt og der er mulighed for at dumme sig, uden at 30 af ens kolleger
ser/hører det.

Jun 29, 2012 6:56 PM

59 Learning by doing! Jun 29, 2012 6:40 PM

60 Ved at tage engelsk undervisning seriøst - at prioritere det som en del af
strategien i virksomheden

Jun 29, 2012 5:36 PM

61 Dialog med engelsk talende kollegaer Udbud af engelsk undervisning på højt
niveau

Jun 29, 2012 9:08 AM

62 Ved at medarbejderne får mulighed for at praktisere sproget IRL, gerne på
arbejdspaldsen i det daglige arbejde. Effekten af teoretisk indlæring har ofte
vist sig som værende tvivlsom for lidt ældre medarbejdere, da teoretisk
indlæring som fx. grammatik ofte bliver sværere at huske, jo ældre man er.

Jun 29, 2012 8:44 AM

63 aner det ikke :) Jun 29, 2012 7:35 AM

64 Ikke nemt at give en engyldig linie idet andvendte ord og betydning er meget
forskellig fra land til land, således er der ikke meget andet at gøre end at
tage ved lære i det pågældende land

Jun 29, 2012 6:57 AM

65 Klasseundervisning af en indfødt. Det at træne grammatik og udtale i et
fællesskab er langt mere udbytterigt end selvstudier. Men det skal være en
indfødt der underviser. Og så skal det holdes vedlige

Jun 28, 2012 11:55 PM

66 Man lærer bedst ved at bruge det aktivt. Hvis man går på sprogkursus, men
ellers ikke bruger sproget, vil læringskurven blive for flad. Derudover får du
mere ud af at være på mindre hold eller på tomandshold.

Jun 28, 2012 4:10 PM

67 Sørge for at teams sammensættes på tværs af nationaliteter, hvorved folk
tvinges til at benytte engelsk dagligt.

Jun 28, 2012 3:23 PM

68 Ved korte, regelmæssige seancer (evt. virtuel) med fokus på ordforråd,
mundtlig "sikkerhed", basal grammatik, o. lign.

Jun 28, 2012 2:13 PM

69 Det kunne være i form af små sessioner med et relevant emne. Det kunne
også være mulighed for at deltage i såvel e-learning som klasseundervisning

Jun 28, 2012 1:32 PM
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afhængig af den enkeltes behov.

70 Ved at sende dem på korte eller længerevarende ophold i et engelsksproget
land

Jun 28, 2012 12:15 PM

71 Ved at acceptere, at ikke alle kan kommunikere på engelsk fra dag et.
Signaler ud i virksomheden, at dette er OK. Ved at have focus på
undervisning  - på forskellige niveauer - special kurser med focus på
fagord/udtryk(regnskab, indkøb, it, m.m.) - Guides på intranet. F.eks.  Sådan
bruger vi engelsk i firmaet når vi skriver':  - Indledning/afslutning af brev -
Forkortelser - Tal, dato, klokkeslæt - Titler osv En ide kunne være, at
virksomheden havde medarbejdere, der var ansat til at hjælpe de øvrige
medarbejdere med oversættelser af f.eks. guidelines.

Jun 28, 2012 11:58 AM

72 Send dem til udlandet i en periode Jun 28, 2012 10:38 AM

73 Uddannelse - team work - work groups Jun 28, 2012 7:37 AM

74 Ved at bruge sproget. Øvelse gør mester. Jun 27, 2012 7:55 PM

75 Udveksling af medarbejdere mellem lande, som betyder at man bliver nødt til
at kommunikere på engelsk. undervisning - både klasserum, Elearning . På
besøg hos hinanden i forskellige lande

Jun 27, 2012 3:13 PM

76 nødvendigt forkundskab + mulighed for at træne sproget med andre end
danskere.

Jun 27, 2012 1:34 PM

77 Tilbyde forskellige niveauer af engelsk undervisning. Også special
undervisning i den terminologi der bruges specifikt for det område af
branchen på engelsk.

Jun 27, 2012 1:24 PM

78 Undervisning og forståelse Jun 27, 2012 12:26 PM

79 Der skal tages udgangspunkt i den enkeltes jobfunktion og laves cases som
er jobrelevante

Jun 27, 2012 12:21 PM

80 Ved at give mulighed for indivduelle løsninger. Nogle vil foretrække
holdundervisning, andre måske 1:1

Jun 27, 2012 12:00 PM

81 Undervisning Jun 27, 2012 11:38 AM

82 Kurser og ikke mindst at der gives plads til at alle ikke er lige gode til
sproget.

Jun 27, 2012 11:37 AM

83 Undervisningen skal foretages af en person som kender virksomhedens
'interne' sprog, ordforråd, forkortelser og begreber. Gerne ved hjælp af
realistiske cases fra virksomheden som man kan forholde sig til.

Jun 27, 2012 11:36 AM

84 Ordforrådstræning, da manglende ordforråd på andetsproget typisk fører til
fejloversættelser (eller unøjagtige oversættelser). Generel sprogtræning er
selvfølgelig også et godt supplement.

Jun 27, 2012 11:33 AM

85 Der er vel kun undervisning og egentlig brug af sproget der styrker sproglige
kompetencer.

Jun 27, 2012 11:08 AM

86 Mere focus og interne kurser Jun 27, 2012 11:07 AM
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87 Det jeg mangler er - som tidligere skrevet - et aktivt ordforråd, som dækker
mit arbejdsområde, og jeg er næppe den eneste der har det ønske her. Så et
målrettet kursus med få kursister, der arbejder indenfor samme område, så
det stort set er samme ordforråd de 'mangler' vil sikkert være dyrt men også
effektivt.

Jun 27, 2012 11:07 AM

88 Klasseundervisning Jun 27, 2012 11:02 AM

89 Løbende opfølgning/tilbud af sprog undervisning. Jun 27, 2012 11:00 AM

90 mon ikke det løser sig ganske automatisk for yngre generation. Jo mere
undervisning på engelsk jo bedre i folkeskoler/gym/uni/etc

Jun 27, 2012 10:58 AM

91 - Insistrere på visse møder afholdes på engelsk - Sætte sprog i fokus i
forbindelse med udviklingsamtaler (HR)

Jun 27, 2012 10:58 AM

92 Jeg tror den bedste træning er at kaste sig ud i det at tale engelsk - ofte er
det den bedste måde at udvide sit ordforråd, udtale mv

Jun 27, 2012 10:56 AM

93 Undervisning, og tildeling af konkrete arbejdsopgaver hvor engelsk er
nødvendigt. "learning by doing"

Jun 27, 2012 9:13 AM

94 Sprog undervisning Jun 27, 2012 8:56 AM

95 Giv dem engelsktalende kollegaer. Jun 27, 2012 8:39 AM

96 Undervisning i det man skal bruge rent arbejdsmæssigt. Jun 27, 2012 8:05 AM

97 Afhængig af nuværende niveau, så er øvelse det bedste. "Practise makes
perfect" som de siger derovre. Ellers begynd med undervisning.

Jun 27, 2012 7:44 AM

98 Undervisning Jun 27, 2012 7:37 AM

99 Jeg mener der er flere af mine Tyske kollegaer der har brug for et kursus i
engelsk, det hjælper ikke at de danske medarbejdere bliver bedre til engelsk
hvis de tysk talende ikke kan forstå sproget.

Jun 27, 2012 7:15 AM

100 Ved at tilbyde undervisning i arbejdstiden og opfølgning Jun 27, 2012 6:54 AM

101 Aften kurser og learning by doing i arbejdstiden Jun 27, 2012 6:02 AM

102 selvstudium Jun 26, 2012 3:28 PM

103 intensiv engelskkursus Jun 26, 2012 2:32 PM
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