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Abstract 

Inspired by the concept of the psychic distance paradox as proposed by O’Grady & Lane 

(1996), and based on the lack of comprehensive research, the overall purpose of the research 

was to identify how Danish leaders should approach the Swedish business culture to best 

surmount the cultural- and leadership differences and increase their chances of a successful 

endeavor in the Swedish business culture. To sufficiently conclude the research question, the 

authors investigated leadership preferences between Danish- and Swedish leaders, cultural 

differences between the Danish- and Swedish business culture, and lastly, the relevancy of 

the psychic distance paradox. A priori, the authors performed a mixed method approach, 

consisting of a quantitative- and qualitative study, which yielded in the use of a concurrent 

triangulation design to sufficiently conclude the research question. Specifically, the 

quantitative study aimed to generalize cultural differences and leadership preferences, while 

the qualitative study aimed to gather in-depth insights into the cultural differences and 

leadership preferences as well as examining the relevancy of the psychic distance paradox. 

In broad terms, the findings reveal, using the applied theoretical frameworks, significant, yet 

subtle, differences in the business cultures and leadership preferences, and support the 

relevancy of the psychic distance paradox in this specific context. To mention some of the 

most noteworthy differences, the Swedish business culture is found to exhibit consensus and 

calculated decision-making, whereas the Danish business culture is found to exhibit 

independent- and impulsive decision-making. Furthermore, laissez-faire leadership is found 

to be less culturally appropriate in the Swedish business culture, which in contrast, is found 

to be appropriate in the Danish business culture. However, important for Danish leaders, the 

transactional- and transformational leadership styles are found to be culturally appropriate 

in the Swedish business culture, albeit contingent on adopting certain elements related to 

each leadership style. Based on the empirical findings and in conjunction with existing 

literature, Danish leaders are recommended to put emphasis on three elements to 

successfully approach the Swedish business culture and surmount its cultural- and 

leadership differences, namely (1) extensive preparation, (2) adoption of important 

behavioral traits and (3) adoption of a culturally appropriate leadership style and cultural 

traits.  

Key words: Denmark, Sweden, psychic distance paradox, cultural dimensions, leadership styles 
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1 Introduction  

Almost two decades ago, Denmark and Sweden decided to build the Øresunds-bridge 

to physically connect the two countries. The Øresunds-bridge is seen by many as a symbol of 

unity between the Danes and Swedes; a creation of one common culture, enhanced 

cooperation and integration between, and of, the two countries (Berlingske. 2000; 

Jyllandsposten, 2000). Due to the intertwined history, relatively similar language, political 

systems and culture, Denmark and Sweden are generally assumed to be similar in many 

important aspects relating to business (Smith et al., 2003; Havaleschka, 2002; Zander, 2005). 

As such, due to this perceived similarity, Sweden is considered an attractive country to 

operate in, and internationalize to, for Danish leaders and companies.  

Today, companies rarely operate strictly within own borders, and to maintain, or 

create, growth and competitive advantages, Danish companies and business leaders are often 

forced to look beyond national borders by considering the prospects of working abroad, 

international business and internationalization (Madsen & Sevais, 1997; Sousa & Lages, 

2011). Thus, globalization has triggered the need to do business and operate across borders, 

and with it, a need to continuously assess differences in business cultures to ensure success 

(Huiping, 2009; Husted, 2003; Ghemawat & Reiche, 2011). As such, understanding cultural 

differences, cannot be overstated. In the early stages of a company’s internationalization 

process, countries of interest often end up being a low proximity country, such as a 

neighboring country as in the case of Sweden for Danish companies and business leaders. 

The decision to target, and enter a neighboring country is generally based on perceived 

similarity, hence a perceived low psychic distance, which is based on a general assumption: 

low-proximity countries present less obstacles to success because these particular countries 

are considered, or assumed, to be culturally similar (Johanson & Vahlne, 1992; O’Grady & 

Lane, 1996; Kogut & Singh, 1988). And culture, is found to greatly influence several business 

issues, such as management practices, negotiation styles, leadership styles, ethical and social 

commitments and other general business practices (Warner-Søderholm, 2012; Gjølberg, 

2010; Ulijin & Lincke, 2004). Consequently, actual cultural similarity is considered to be of 

utmost importance for business leaders and companies looking to operate across borders as 

it arguably lowers uncertainty and increases the chances of a successful endeavor. As such, 

the perceived assumption of cultural similarity between Denmark and Sweden, contributes 

immensely to the attractiveness of Sweden for Danish leaders and companies.  
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However, the psychic distance paradox, as proposed by O’Grady & Lane (1996), shows 

that proximate countries do not consistently equal low psychic distance and a correct 

assumption of cultural similarity. Consequently, the decision to heavily rely on the 

assumption of cultural similarity for success, and in essence, disregard the possibility of 

cultural differences between Denmark and Sweden, may prove to have grave consequences 

for not only Danish companies but also Danish leaders wishing to operate in Sweden. 

1.1 Problem statement 

In a general sense, research has shown that there is a need for continuous research 

aimed at identifying cultural differences as the disregard or mishandling of these differences 

may reduce the chances of successful endeavors (Fenwick et al., 2003; Ghemawat & Reiche, 

2011). Previous empirical studies conducted on the Scandinavian countries heavily suggest 

that the cultures of each Scandinavian country are to be considered similar with only minor 

differences among the countries (Inglehart et al., 1998; Hofstede, 1991; Grenness, 2000). 

Consequently, most research of Danish- and Swedish culture is conducted through the 

perspective of country-clusters where Swedish- and Danish cultures are treated as one 

common Nordic- or Scandinavian culture (Grenness, 2003; Warner-Søderholm, 2012). And as 

such, very little research is conducted with the objective of exploring and examining the 

cultural differences between Denmark and Sweden (Warner-Søderholm, 2012), and this is 

despite the emergence, and relevance, of the psychic distance paradox between other low-

proximity countries (Hang & Godley, 2009). However, research into two cultures that appear 

similar, as in the case of Sweden and Denmark, is defined by Ashkanasy (1997), to be 

important research because it may reveal subtle but important cultural differences. 

Moreover, research has also shown that despite appearing similar in cultural measurements, 

there are still significant differences in the commitment of cultural traits across the 

Scandinavian countries (Warner-Søderholm, 2012). Ultimately, the mentioned research and 

findings indicate that there is a possibility of discovering subtle, yet crucial cultural 

differences between Denmark and Sweden, which only reinforces the need and relevance of 

creating research for this particular purpose. In addition to the need and relevance of 

researching the cultural differences between Denmark and Sweden, culture is also found to 

heavily influence leadership, meaning differences in culture may yield different leadership 

style preferences and leader characteristics, which are important to leadership performance 

(Zander, 2005; Grenness, 2003; Suutari & Riusala, 2001; Ardichvili & Kuchinke, 2010; 
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Hookana, 2008; Sippola, 2009; Byrne & Bradley, 2007). Consequently, acknowledging the 

existence of cultural difference, and being receptive of them, is crucial to successful 

leadership (Jogulu, 2010; Byrne & Bradley, 2007). As expansion to foreign countries and 

working abroad have become commonplace by companies and leaders, it has reinforced the 

need to possess appropriate leadership styles and behavior to successfully lead in foreign 

business cultures (Fahy, 2002). And an appropriate leadership style and behavior, fit for a 

particular business culture, is considered to be the greatest source of competitive advantage 

and international performance (Kimber, 1997; Pfeffer, 2002). Consequently, considering the 

importance of a culturally appropriate leadership style and behavior, the importance of 

psychic distance in the internationalization process, the general importance of culture and 

its influence on successful leadership, and, finally, lack of research related to Swedish- and 

Danish culture, a study focusing on these aspects appear to, not only be intriguing, but also 

paramount for the prospective success of Danish leaders in Sweden.  

A priori, the focus of the thesis is three-fold. Namely, (1) an investigation, from a 

Danish leader’s perspective, of the psychic distance paradox in relation to Denmark and 

Sweden, (2) an investigation of the cultural differences between Denmark and Sweden and 

(3) an investigation of the differences in leadership style preferences and behavior across the 

two countries. The purpose of the thesis is thus to explore and examine psychic distance, 

cultural- and leadership differences in the context of Denmark and Sweden, and from it, 

derive an approach for Danish leaders to successfully surmount the cultural- and leadership 

differences, which they may encounter in the Swedish business culture. The described focus 

and purpose thus yield the following primary research question and sub-questions:  

1.1.1 Primary research question 

 How should a Danish leader approach the Swedish business culture to 

surmount the cultural- and leadership differences, and increase their chances 

of a successful endeavor in the Swedish business culture? 

 

 

1.1.2 Sub-research questions 

1) What cultural differences will a Danish leader encounter in the Swedish 

business culture? 
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2) Are there any differences in leadership styles and behavior between Danish- and 

Swedish leaders in their respective business cultures? 

 

 

3) Is the concept of psychic distance paradox, as proposed by O’Grady & Lane 

(1996), relevant from the perspective of Danish leaders toward the Swedish 

business culture?  

 

 

To adequately conclude the primary research question, it is considered essential to 

first conclude three sub-research questions. Arguably, to derive an approach for Danish 

leaders to surmount the cultural differences, it is necessary to first uncover the actual 

cultural differences between the Danish- and Swedish business cultures, which is the 

rationale behind the first sub-research question. Identifying these cultural differences will 

grant insights into the level of preparation, adaptation and mindset required for Danish 

leaders to surmount the cultural differences presented by the Swedish business culture 

(O’Grady & Lane, 1996; Hofstede, 1983; Higgs, 1996; Zacchea, 1988). Furthermore, 

considering the influence of culture on leadership (Zander, 2005), the identification of 

cultural differences provides knowledge relevant to the identification of culturally 

appropriate leadership styles and behavior for Danish leaders in the Swedish business 

culture. In relation to this, to derive an approach for Danish leaders to surmount the 

leadership differences, it is necessary to investigate the differences in leadership styles and 

behavior between the Danish- and Swedish leaders in their respective business cultures, 

which is the rationale behind the second sub-research question.  

Lastly, the third sub-research question is related to psychic distance. Specifically, the 

third sub-research question entails an investigation of the relevancy of the psychic distance 

paradox, as proposed by O’Grady & Lane (1996), from the perspective of Danish leaders 

toward the Swedish business culture. This is considered to be an important element to 

investigate, as the knowledge generated is considered highly relevant in relation to deriving 

an approach for Danish leaders to surmount the cultural- and leadership differences that 

they may encounter in the Swedish business culture. Specifically, psychic distance is found 



Page 13 of 152 

© Mads Vinding & Jacob Tanski Dahan 

to heavily influence preparation into cultural differences and, in some instances, as shown 

by the psychic distance paradox, yield an incorrect assumption of cultural similarity with 

neighboring countries which results in unexpected cultural differences and overall impairs 

one’s approach and mindset to the foreign business culture (Evans & Mavondo, 2002; 

O’Grady & Lane, 1996).  

The conclusions of the three sub-research questions are all primarily based on 

empirical studies conducted by the authors. The conclusion of the primary research question 

will lead to an approach for Danish leaders to utilize in order to surmount the identified 

cultural- and leadership differences and increase their chances of a successful endeavor in 

the Swedish business culture.  

1.2 Problem delimitation 

As the research focuses on cultural aspects, by extension, the authors disregard other 

important environmental elements, such as economic, political, and legal elements, as factors 

that may influence decisions and success in a foreign business culture. In other words, the 

authors have chosen to focus on culture to derive leadership differences and to examine the 

relevancy of the psychic distance paradox, and consequently, disregard other factors, such as 

language, political systems, level of education and level of infrastructure, which are, 

arguably, factors that may influence culture and leadership as well as the perception of 

psychic distance (Johanson & Wiedersheim-Paul, 1975; Dow, 2009).  

In addition to the mentioned delimitations, the authors have also conducted several 

theoretical delimitations. For one, the examination and exploration of business culture will 

be done on a national level. The decision to delimit to national culture for this research is 

based on the assumption that national culture does not only provide a holistic and general 

overview of culture, but also strongly influence organizations and business leaders, and thus 

the general business culture (Selnes, 1996; Hofstede et al., 2010). Consequently, the authors 

are able to directly relate and define business culture from national culture. In this regard, 

Hofstede et al. (2010) categorize national culture into relevant subcategories, one of which 

was work/workplace culture, which in this thesis is synonymous to business culture. 

Consequently, the national cultures of Sweden and Denmark are considered to be of high 

relevance in answering the primary research question. In this regard, the authors have 

chosen to utilize Hofstede et al.’s (2010) dimensions of national culture to describe the two 



Page 14 of 152 

© Mads Vinding & Jacob Tanski Dahan 

business cultures, and from it, derive the cultural differences which are instrumental in 

concluding the primary research question. This particular theoretical framework was chosen 

because it is considered to be the strongest measure of national culture available to 

researchers (Gong et al., 2007), and the inclusion of other prominent frameworks is 

considered unnecessary (Smith et al., 1996). In regards to the cultural dimensions of Hofstede 

et al. (2010), the authors have chosen to disregard the latest and sixth cultural dimension, 

namely indulgence versus restraint, in the thesis research. The choice to disregard this 

dimension is based on the lack of sufficient research into this particular dimension, meaning 

the inclusion of this dimension would not yield any additional information relevant to the 

description of the Danish- and Swedish business cultures. Furthermore, related to theoretical 

delimitations, the authors have chosen to delimit the leadership types relevant to the 

research. In the pursuit of identifying differences in leadership styles across cultures, it is 

imperative to focus on leadership styles that are adaptable across different cultures. As such, 

the authors have chosen to delimit leadership styles to transformational-, transactional- and 

laissez-faire leadership (Avolio & Bass, 2004).  

Lastly, to avoid any confusion, a Danish leader is defined as any Danish individual in 

a leadership role regardless of level in any given company. In this regard, considering the 

primary research question, the research does not have a company-focus per se. To exemplify 

a company-focus, it would entail an investigation of the Swedish macro-environment, market 

conditions and consumer behavior as well as the usage of other traditional tools of market 

analysis. Consequently, given this definition of company-focus, this is beyond the purpose of 

this particular research as the purpose is to derive an approach for Danish leaders to 

surmount the cultural- and leadership differences in the Swedish business culture.  

1.3 Structure 

The thesis will follow a standardized thesis structure inspired by Evans et al. (2014). 

Consequently, the thesis is structured using five major parts, namely introduction, 

background, core, synthesis and final remarks. Excluding the introduction, the second part, 

namely background, is related to theory and relevant theoretical frameworks, which provides 

the reader with the knowledge required to understand the research. Consequently, this part 

will contain an overview of Hofstede et al.’s (2010) cultural dimensions of national culture 

used in the research, as well as all relevant theory related to culture, psychic distance and 
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leadership. In the presentation of theory, the authors will touch upon context, prior research, 

alternative perspectives and arguments of scholars to enhance the understanding of the 

theory used to conclude the primary research question. The subsequent sections are related 

to the core. Specifically, these sections contain the methodology of the research where the 

overall research design and methods related to data collection and analysis will be covered, 

as well as the presentation of empirical findings. Fourthly, the synthesis contains a discussion 

of the findings to conclude the primary research question. Lastly, final remarks contain 

concluding comments and recommendations for future research. In summation, the structure 

is as depicted in table 1. 

[Exhibit 1.1] Table 1: Overview of thesis structure using main chapters. Source: Own contribution and Evans et al. 

(2014). 

Introduction 1. Introduction p. 9-15 

Background 2. Theory p. 17-36 

Core 3. Methodology 

4. Empirical findings 

p. 38-75 

p. 75-86 

Synthesis 5. Discussion p. 88-115 

Final remarks 6. Conclusion p. 117-121 
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2 Theoretical framework 

The following section outlines the theoretical backbone of the research. The 

theoretical framework is composed by three different yet interrelated theoretical branches, 

namely culture, leadership and psychic distance. As the authors acknowledge the broad scope 

of each theoretical area, the purpose is merely to provide the reader with the knowledge 

required to understand the research. For convenience, the order is (1) culture followed by (2) 

psychic distance, and ends with (3) leadership. As the theoretical framework is presented, it 

enables the authors to subsequently utilize the theory in connection with the empirical 

findings to draw conclusions on the research question(s).  

2.1 Culture  

This sub-section is concerned with the first theoretical branch, namely culture. 

Following the structure of the research, outlined in section 1.3, this sub-section introduces 

Hofstede et al.’s (2010) cultural dimensions, which subsequently are used in the discussion 

of this research to analyze cultural differences and similarities between Denmark and 

Sweden. However, as an important prerequisite for the further understanding of the paper, 

this thesis follows the assumption that national culture, as analyzed by Hofstede et al. (2010), 

drives business culture in any given country (Selnes, 1996). Consequently, the cultural 

dimensions, commonly used to describe national culture, are applied as gauges to understand 

the business cultures of Denmark and Sweden. Lastly, the cultural dimensions are critically 

reviewed based on alternative perspectives as presented in extant literature.  

Culture, as a term, is so commonly used in ordinary language that its meaning is often 

assumed (Godwyn & Gittell, 2011). However, culture is a broad, intangible and unwieldy 

term, solely depended on the context it is applied in. One can imagine an umbrella covering 

various conceptual aspects that depended on the context emphasizes one aspect over another. 

This is also why culture notoriously is difficult to define (Spencer-Oatey, 2012). Nonetheless, 

most research does suggest a common agreement and understanding of what culture at least 

encompasses. Generally, culture is widely defined as the shared set of (both implicit and 

explicit) values, ideas, concepts, and rules of behavior that a group of people follow (Hudelson, 

2004; Birukou et al., 2013; Hansen et al., 2009; Hofstede et al., 2010; Jenks & Jenks, 2004).  
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The notion “a group” is important to point out because culture has different 

associations according to the level culture is discussed upon (Eliot, 2010). As such, culture 

can be associated with an individual, a group or a society, and it is thus important to 

understand what level one wants to measure. However, it should be emphasized that, 

ultimately, culture is a circular street in which society generally influences groups, which 

subsequently influence individuals and vice versa (Steers et al., 2017; Selnes, 1996). Such 

circular approach, is what occupies the assumption, that in this thesis, national culture 

drives business culture. Consequently, the authors seek to measure the national culture of 

Denmark and Sweden to understand the business cultures of said two countries as outlined 

in section 1.2.  

2.1.1 Hofstede’s cultural dimensions  

In the history of science, certain assumptions called paradigms usually dominate a 

particular scientific field (Hofstede et al., 2010). Such paradigm was introduced by the famous 

researcher Geert Hofstede in 1980 in the form of his book Culture’s Consequences. The 

reasoning was his approach towards measuring national cultures, striving to develop a cross-

national model used to gauge and compare national cultures. His inspiration originated from 

previous studies conducted by social scientists, attempting to identify problems common to 

all societies through empirical research and statistical studies. Scientists had identified 

issues qualified as common basic problems worldwide, serving as a consequence for the 

functioning of societies, groups or individuals within those societies. Consequently, based on 

past research, Hofstede (1980) performed a study on the multinational corporation IBM, 

which has since been the most cited work among scholars and practitioners when studying 

national culture in today’s society (Jones, 2007). His empirical results yielded correlations to 

previous studies, hence Hofstede’s cultural dimensions were firmly developed. Initially, 

Hofstede (1980) identified four dimensions, defined as “an aspect of culture that can be 

measured relative to other culture” (Hofstede et al., 2010, p. 31). The four dimensions 

identified were power distance, masculinity, uncertainty avoidance and individualism. Since 

his initial research, two dimensions were added; long-term orientation and indulgence, hence 

completing the total of the six dimensions today constituting his paradigm on national 

culture.  
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That said, the following sub-sections outline each dimension by largely focusing on 

the explicit characteristics of each dimension in business settings. Recall that this thesis 

excludes the indulgence dimension as explained in section 1.2.  

2.1.1.1 Power Distance 

The first dimension is power distance and reflects the answers of participants to 

Hofstede’s surveys on how to handle inequality. Essentially, power distance focuses on the 

relationship between the reality one perceives and the reality one desires, and yields 

information about dependence of relationships in a country. In low power distance countries, 

there is little to no dependence of subordinates on leaders, whereas in high power distance 

countries the dependence of subordinates on leaders is stronger. Power distance is defined as 

“the extent to which the less powerful members of institutions and organizations within a 

country expect and accept that power is distributed unequally” (Hofstede et al., 2010, p. 61). 

When interpreting on the official work by Hofstede et al. (2010), one will find that there are 

several differences characterizing each extreme of each dimension. Specifically, for the 

dimension of power distance, members of a business culture defined by low power distance 

exhibit preferences for an active role in the decision-making process, a limited dependence 

on superiors and a limited emotional distance between employees and superiors. Challenging 

and contracting one’s superior is thus deemed acceptable behavior. In contrast, business 

cultures characterized by high power distance, employees and superiors perceive each other 

as unequal, and there is a larger emotional distance between employees and superiors, 

meaning challenging and contracting one’s superior is considered inappropriate behavior. 

Moreover, a higher dependence on superiors is expected, and employees do not actively 

engage in the decision-making process (Hofstede, 1999; Brett, 2000; Hofstede & Hofstede, 

2005; Hofstede et al., 2010; Tan & Kiing, 2004). 

2.1.1.2 Individualism vs Collectivism 

The second dimension is measured by a society’s degree of collectivism versus 

individualism. Specifically, an individualistic country is defined as “societies in which the ties 

between individuals are loose: everyone is expected to look after him- or herself and his or her 

immediate family.” (Hofstede et al., 2010, p. 92). The opposite pole, namely a collectivistic 

country, pertains to “societies in which people from birth onward are integrated into strong, 

cohesive in-groups, which throughout people’s lifetime continue to protect them in exchange 
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for unquestioning loyalty.” (Hofstede et al., 2010, p. 92). In collectivistic business cultures, 

the overall focus is on the group, where relationships are generally valued over the task and 

decisions are taken by the group. In contrast, individualistic cultures focus on the individual, 

whose behavior is determined by self-interest and freedom in the job, while work/life balance 

is highly valued. Furthermore, management in individualistic business cultures is 

characterized by independent decision-making, which in collectivistic business cultures is 

more on the group’s terms. Lastly, members of individualistic business culture are generally 

considered to show more initiative and value the task over the relationship (Hofstede & 

Hofstede, 2005; Hofstede et al., 2010; Hofstede, 2011; Deal & Prince, 2003; Brett, 2000).  

2.1.1.3 Masculinity vs Femininity  

The third dimension is masculinity versus femininity. This dimension measures the 

degree of masculinity versus femininity in a country (Arrindell et al., 1998). Specifically, 

masculine countries are defined as being “(…) masculine when emotional gender roles are 

clearly distinct: men are supposed to be assertive, tough, and focused on material success, 

whereas women are supposed to be more modest, tender, and concerned with the quality of 

life.” (Hofstede et al., 2010, p. 140). On the other hand, “a society is called feminine when 

emotional gender roles overlap: both men and women are supposed to be modest, tender, and 

concerned with the quality of life.” (Hofstede et al., 2010, p. 140). In masculine business 

cultures, members are systemic and analytical oriented, and value competitiveness, 

toughness and directness. Furthermore, masculine business cultures are typically 

characterized by impulsivity and a disregard for politeness and friendliness. Lastly, in 

masculine cultures, the management is generally defined as being aggressive and decisive. 

In contrast, feministic business cultures are relationship oriented, value a work/life balance, 

prioritize soft values such as politeness, closeness and friendliness and solving conflicts 

through compromises. Moreover, in a feministic business culture, there is less prioritization 

of analytical approaches, directness and toughness, and the decisions by the management 

are based on consensus (Hofstede, 1999; Hofstede & Hofstede, 2005; Hofstede et al., 2010; De 

Mooij & Hofstede, 2002).  

2.1.1.4 Uncertainty Avoidance  

The fourth dimension pertains to the anxiety of the unknown, or in other words, the 

desire to avoid uncertainty. Uncertainty avoidance can be defined as “the extent to which the 
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members of a culture feel threatened by ambiguous or unknown situations.” (Hofstede et al., 

2010, p. 191). In a business culture characterized by weaker uncertainty avoidance, members 

do not shy away from the unknown and are willing to experiment. Moreover, members of a 

business culture characterized by weaker uncertainty avoidance, are considered flexible 

individuals capable of adapting to given situations. Lastly, business cultures characterized 

by weaker uncertainty avoidance do not prioritize formalities and analysis. In contrast, 

business cultures characterized by stronger uncertainty avoidance, members shy away from 

the unknown, possess a limited willingness to experiment and are generally less flexible. 

Consequently, stronger uncertainty avoiding business cultures highly value formality, 

punctuality, instructions and analytical skills (Hofstede & Hofstede, 2005; Hofstede, 2011; 

Hofstede et al., 2010). 

2.1.1.5 Long-term Orientation  

The fifth dimension is long-term orientation, and essentially reflects the orientation 

towards the future. The opposite pole is to little surprise short-term orientation. The 

definition of long-term orientation is “the fostering of virtues oriented toward future rewards—

in particular, perseverance and thrift.” (Hofstede et al., 2010, p. 239). In contrast, countries 

exhibiting short-term orientation are defined as “the fostering of virtues related to the past 

and present—in particular, respect for tradition, preservation of face, and fulfilling social 

obligations.” (Hofstede et al., 2010, p. 239). In a short-term oriented business culture, also 

defined as a static culture, the focus is on the present, hence short-term results, while social 

obligations are valued (Hofstede, 2001; Ghuari & Usunier, 2003; Tan & Kiing, 2004; Hofstede 

& Hofstede, 2005). In contrast, long-term oriented business cultures, also defined as a 

dynamic culture, there is a long-term focus, where effectiveness and accountability are traits 

highly valued, while social obligations are less valued. (Hofstede, 2001; Ghuari & Usunier, 

2003; Tan & Kiing, 2004; De Mooij, 2004; Read, 1993; Peterson et al., 2002; Hofstede & 

Hofstede, 2005). 

2.1.2 Critique of Hofstede’s cultural dimensions  

Based on a survey among IBM employees in the 1970s, Hofstede’s model on national 

cultures has evoked mixed reactions throughout the years (Schmitz & Weber, 2014). His 

study has provided scholars and practitioners with invaluable insights into the mechanisms 

of cross-cultural interrelations. However, despite being the most widely cited work on culture 
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in existence (Jones, 2007), his model has not escaped criticism (Eringa et al., 2015). This 

criticism spans from critique of single dimensions e.g. power distance (Ly, 2013), long-term 

orientation (Fang, 2003), uncertainty avoidance (Schmitz & Weber, 2014), to the model as a 

whole (Jones, 2007; Eringa et al., 2015; Ampadu, 2015; Signorini et al., 2009; Williamson, 

2002; McSweeney, 2002). The critic points are many, but some of the more pertinent issues 

evolve around relevancy (Schwartz, 1999), statistical sample integrity (Dorfman & Howell, 

1988) and other external factors including political influences (Newman & Nollen, 1996) and 

especially the “one-company” approach (Graves, 1986).  

Antagonists to Hofstede’s model claim that the survey is an insufficient instrument to 

accurately determine and measure cultural discrepancies (Jones, 2007), at least as a single 

measure (Ojala & Tyrväinen, 2009), further arguing that many of the variables measured 

are values influenced by cultural sensitivity and subjectivity (Schwartz, 1999). Another 

popular criticism is Hofstede’s assumption of national cultural homogeneity within 

populations. Despite that most countries consist of groups of different ethnic units, the 

aforementioned assumption leads to arbitrariness outcomes (Dorfman & Howell, 1988). Some 

critique also points out that Hofstede’s national division is not a proper parameter of 

measurement, as culture is fragmented across national borders (Jones, 2007). Other parts of 

extant criticism stem the point of time Hofstede’s research was conducted back in the 1970s. 

Inarguably, the world has evolved considerably since the study was carried out, and thus 

many findings are simply outdated today (Baskerville-Morley, 2004). However, Hofstede 

specifically addressed this particular criticism by stating that his research findings were 

based on centuries of indoctrination, and as such, the findings are not to be considered 

outdated for the foreseeable future. In addition, political turmoil raged throughout Europe 

amid the cold war in the 1970s. Consequently, it is plausible that one or few dimensions e.g. 

uncertainty avoidance may have been victim of sensitivity to the circumstances that raged 

(Newman & Nollen, 1996). However, the major critique point has its root in the single 

company approach, namely IBM. Indisputably, a study fixated solely on one company, can 

undeniably provide sufficient information on an entire cultural system within a country 

(Graves, 1986; Dorfman & Howell,1988).  

However, Hofstede himself has noted that the intention has not been to provide 

absolute measures, but merely sample hypotheses significant to that of the population, hence 
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Hofstede acknowledges that his work is mere groundwork to be added upon. Thus, despite 

much criticism, Hofstede’s model on national cultures remains a central framework within 

cross-cultural studies (Jones, 2007; Eringa et la., 2015). Rather than viewing the model as a 

standalone fact book, it should be utilized as an addition to a holistic approach. That said, 

while the authors acknowledge the limitations, this thesis uses the official work of Hofstede 

et al. (2010) as a base reference for measuring and defining the Danish- and Swedish business 

cultures as outlined in section 1.2.  

2.2 Psychic distance  

This section pertains to outlining psychic distance and the psychic distance paradox. 

The purpose is to enable readers to understand the fundamental theory behind psychic 

distance and the psychic distance paradox, which are considered important theories not only 

in relation to sufficiently conclude the research problem, but also as psychic distance can 

impair one’s approach and mindset toward foreign business cultures.   

Outlined in the introduction to this thesis, global competition has resulted in 

companies to explore new growth trajectories outside that of the home region (Sousa & Lages, 

2011). In pursuing new growth sources entail various factors to be analyzed and understood 

before deciding on specific locations. These factors are numerous but commonly include inter 

alia cultural differences, economic- and political factors, and general business practices 

(Warner-Søderholm, 2012; Gjølberg, 2010; Ulijin & Lincke, 2004). Up until now, most 

companies and business leaders have pursued a gradual expansion of international 

involvement by initially venturing into neighboring countries. Essentially it means that, 

countries of interest are often low proximity countries, such as Denmark and Sweden, based 

on the assumption of low psychic distance (Johanson & Vahlne, 1992; O’Grady & Lane, 1996; 

Kogut & Singh, 1988).  

The term, psychic distance, was first coined in 1956 by economist Beckerman (Evans, 

2010; Coldwell, 2017). Initially, Beckerman (1956) introduced the concept as an afterthought 

to a study on economic distance, thus defining psychic distance as the subjectively perceived 

distance to a foreign country (Håkanson & Ambos, 2010). In other words, it means that the 
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emphasis was on perceived (psychic) distance rather than absolute (physical) distance1. 

Beckerman’s (1956) definition was not only in line with the concept’s semantic origins 

(Coldwell, 2017), but also with recent authors (Dow, 2000; Kasper & Holzmuller, 1991; 

Bradley & Sousa, 2005; Schlegelmilch & Stöttinger, 1998), for whom psychic distance refers 

to an individual’s perception of a foreign country, and is thus a reflection of a particular 

perceiver’s knowledge, familiarity and sense of understanding of the exemplary country 

(Mueller et al., 1990; Karunaratna & Dow, 2006). Along with globalization, psychic distance 

has obtained a central role in international business (IB) and management literature, and 

has often been applied to explain a wide range of IB phenomena (Ciszewska-Mlinarič & 

Trąpczyński, 2016; Håkanson & Ambos, 2010; Fletcher & Bohn, 1998; Håkanson & Kappen, 

2017; Coldwell & Joosub, 2017; Child et al., 2002; Hang & Godley, 2009; Evans et al., 2000; 

Evans & Mavondo, 2002; Stottinger & Schlegelmilch, 2000; Ojala & Tyrväinen, 2009). For 

example, psychic distance has been used to understand foreign entry modes and HR practices 

(Furu & Björkman, 2000; Rosenzweig & Nohira, 1994), negotiation tactics (Schmidt & Rao, 

1998), R&D and knowledge transfer in foreign subsidiaries (Phatak & Muralidharan, 1999; 

Pedersen et al., 2003). A common assertion for all these studies, is that the more different a 

foreign environment is compared to that of the firm’s country of origin, the more difficult it 

will be to collect, analyze and interpret information about it (Håkanson & Ambos, 2010). 

Thus, whether studying HR, subsidiaries or entry modes in foreign countries, the assumption 

is the same; countries with greater psychic distance to that of the home country bring higher 

uncertainties and difficulties in doing business.  

However, the psychic distance concept did not gain significant prominence in the 

literature until a group of scholars from the Uppsala University in Sweden led by Johanson 

& Wiedersheim-Paul (1975) and Johanson & Vahlne (1977), studied the choice of export 

markets by companies and their internationalization patterns (Ojala & Tyrväinen, 2009; 

Hosseini, 2008; Johanson & Vahlne, 1992). In their study (Johanson & Wiedersheim-Paul, 

1975, p. 308), psychic distance was defined as “factors preventing or disturbing the flow of 

information between firm and market” (Håkanson & Ambos, 2010; Johanson & Vahlne, 1992; 

Poser, 2016). These factors include among others differences in language, culture, political 

                                                           
1 Psychic distance has no ‘psychological’ or ‘psychic’ connotation, but simply refers to perceived distance 

(Håkanson & Ambos, 2010) 
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system and economic development (Ojala & Tyrväinen, 2009). Based on this definition, 

Johanson & Wiedersheim-Paul (1975) believed that firms start their foreign operations in 

countries with a low psychic distance and subsequently enter countries with greater psychic 

distance, thus favoring countries that appear to share similar environments to that of their 

home country.  

These factors described in the Uppsala internationalization model have, however, 

thus far been difficult to measure (Ojala & Tyrväinen, 2009). Most studies have captured 

psychic distance through macro-level factors, such as using Hofstede’s (2001) cultural 

dimensions and the cultural distance index of Kogut & Singh (1988) (Ojala & Tyrväinen, 

2009; Håkanson & Ambos, 2010). However, using macro-level indicators such as Hofstede’s 

(2001) cultural dimensions as a single indicator to psychic distance is in extant literature 

generally agreed to be misleading (Håkanson & Ambos, 2010; Ojala & Tyrväinen, 2009; 

Evans & Mavondo, 2002; Dow, 2000; Dow & Karunaratna, 2006; Sousa & Bradley, 2006). 

Instead of, or in addition to macro-level indicators, some studies indicate that individual-

level indicators should be utilized, arguing that psychic distance should be estimated based 

on the perception of an individual firm or decision-maker, which is also in line with the 

original definition (Petersen & Pedersen, 1997; Sousa & Bradley, 2006; Evans & Mavondo, 

2002; Dow, 2000; Child et al., 2002). In this regard, the authors of this research adopt this 

viewpoint of investigating psychic distance by including both the macro-level indicator of 

national culture (thus disregarding other macro-level indicators as pointed out in section 1.2) 

and individual-level indicators through subjective perceptions of the Swedish business 

culture from a Danish leader’s perspective. The aforementioned contradicting viewpoints in 

extant literature are widely agreed to have caused the ambiguity that subsequently has 

afflicted the original term of psychic distance (Gibson et al., 2006; Shenkar, 2001). Initially, 

the term was viewed perceptual, and as a subjective phenomenon, but has since the Uppsala 

model’s rendering often been operationalized as an objective construct (Håkanson & Ambos, 

2010). Consequently, there is no universally agreed definition in extant literature on psychic 

distance per se, but is highly depended on the single study (Ojala & Tyrväinen, 2009). 

Evidently, some studies argue that psychic distance should be estimated based on the 

individual-level perceptions (Petersen & Pedersen, 1997; Sousa & Bradley, 2006), while 

psychic distance according to the Uppsala school, that popularized the concept, pertains to 
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factors such as language, culture, business practices and politics impacting the information 

flow between a firm and the host country (Johanson & Widersheim-Paul, 1975).  

That the term psychic distance can be difficult to understand for some is thus 

unsurprising. In addition to the aforementioned level of ambiguity, the degree of symmetry 

is another aspect that can appear confusing. As opposed to conventional measures such as 

geographical distances and cultural distance, psychic distance is not symmetrical (Håkanson 

& Ambos, 2010). For example, the perceived psychic distance of Danish leaders toward the 

Swedish business culture and of Swedish leaders toward the Danish business culture is not 

necessarily similar (Shenkar, 2001; Håkanson et al., 2015). This reflects the inconsistency 

that has perpetuated over time and why psychic distance as a concept is a blurred 

phenomenon. On top of this inconsistency, some IB research has used cultural differences 

and psychic distance interchangeably as two synonyms to assess new ventures (Poser, 2016; 

Nizielska, 2013). However, the use of the two concepts is a misconstrued assumption in 

today’s literature. Essentially, the psychic distance concept is, dependent on the viewpoint, 

composed by either macro-level factors such as national culture, language and politics 

(Johanson & Widersheim-Paul, 1975), a subjective perception of decision makers (Dow & 

Larimo, 2009; Nizielska, 2013; Petersen & Pedersen, 1997; Sousa & Bradley, 2006; Hosseini, 

2008; Evans & Mavondo, 2002; Dow, 2000; Dow & Karunaratna, 2006; Child et al., 2002), or 

both levels (Ojala & Tyrväinen, 2009).  

2.2.1 The psychic distance paradox 

In section 2.2. the psychic distance concept was introduced.  This sub-section however, 

is aimed at introducing its counterpart, namely the psychic distance paradox. To briefly 

refresh, psychic distance was conceived by Beckerman in 1956 and later popularized by the 

Uppsala model, which argued that companies begin their internationalization process in 

countries that are less psychically distant before entering more psychically distant countries 

(Hosseini, 2008). The reasoning was, as explained by O’Grady & Lane (1996, p. 310) “there is 

an implicit assumption that psychically close countries are more similar and that similarity 

is easier for firms to manage than dissimilarity, thereby making it more likely that they will 

succeed in similar markets”. In other words, starting off in psychically close countries should 

increase the odds of success in these markets. Consequently, these psychically close countries 

have often ended up being countries such as Denmark and Sweden derived from the 
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proximity and assumed similarities in e.g. national culture, and by extension business 

culture.  

However, with departure in this implicit assumption, O’Grady & Lane (1996) brought 

contradicting indications to the former theory. The two authors argued, that beginning the 

internationalization venture by entering psychically close countries could result in poor 

performance, possible failure and missed opportunities in other locations (Håkanson & 

Ambos, 2010; Hosseini, 2008). This contradictory theory was referred to as the ‘Psychic 

Distance Paradox’ (O’Grady & Lane, 1996). Contrary to the former conclusion, that 

psychically close countries are easier to enter and do business in, the new study concluded 

that the initial perceived similarity could cause decision makers to fail because of poor 

preparation for subtle differences that inevitably exist (O’Grady & Lane, 1996). Reaching the 

conclusion of the psychic distance paradox is based on a study on Canadian retail firms 

operating in the United States (Hosseini, 2008). The two authors found that these companies, 

to great surprise, experienced a high deal of failure, despite the otherwise seemingly close 

psychic proximity between USA and Canada. Noteworthy, the study revealed that eight out 

of the ten firms were unsuccessful, thus demonstrating the immediate presence of the so 

called psychic distance paradox (O’Grady & Lane, 1996).  

Unsurprisingly, the study caused a breakthrough for the psychic distance paradox, 

which supported the old saying of what appears on the surface, in this case to be psychically 

close, may in reality be more distant and different than expected (Hosseini, 2008). The study 

showed the IB community, that even in perceived psychically close countries, such as Canada 

and the United States, there might be small but significant differences that can affect the 

ability of managers to conduct business. Also, it provided an interesting aspect that “mental 

maps of foreign countries are greatly influenced by preconceived ideas and underlying beliefs” 

(O’Grady & Lane, 1996, p. 325). It means that managers in charge might have created 

subconscious barriers to learn about new markets, simply based on beliefs rather than 

thorough analysis before venturing. This observation greatly exemplifies the importance of 

considering individual perception when talking about the psychic distance concept as argued 

by some studies in extant literature (Dow & Larimo, 2009; Nizielska, 2013; Petersen & 

Pedersen, 1997; Sousa & Bradley, 2006; Evans & Mavondo, 2002; Dow, 2000; Dow & 

Karunaratna, 2006; Child et al., 2002). Hence, preconceived similarity can cause leaders to 
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fail because they do not adequately prepare for the differences, which further illuminates 

management’s impact on the internationalization process through the psychic distance lens, 

which, if not handled properly, can act as an intervening variable, if leaders’ individual 

perceptions are not considered (Fletcher & Bohn, 1998), hence the authors’ investigation of 

the relevancy of the psychic distance paradox between Denmark and Sweden from a Danish 

leaders perspective.  

2.3 Leadership  

Having outlined two of the three theoretical branches, this section is concerned with 

introducing the last main theory, namely leadership. Specifically, this section will introduce 

relevant leadership theory, which entails an outline of the three classical leadership styles 

found to be adaptable across different cultures, namely transformational-, transactional- and 

laissez-faire leadership (Avolio & Bass, 2004). By outlining these three leadership styles, the 

authors are able to equip readers with necessary knowledge required to, not only understand, 

but also identify the leadership style preferences and behavior between Danish- and Swedish 

leaders.  

Leadership is one of the world’s oldest preoccupations and have been studied for many, 

many years (Bass & Stogdill, 1990; Prewitt et al., 2011; Storey et al., 2016). In proposing a 

definition of leadership, Winston & Patterson (2006) reflected on the story of the blind men 

describing the elephant. How would blind men describe a moving elephant? While the answer 

is of less importance to this thesis, the point of the metaphor is to highlight the vast literature 

on leadership (Dinh et al., 2013). Proof the latter statement, one can just have a look at the 

various leadership styles that have emerged throughout history (Day et al., 2013; Dinh et al., 

2013; Khan et al., 2015). Among others, these leadership styles include situational leadership 

(McCleskey, 2014), servant leadership (Dierendonck et al., 2013; Stone et al., 2004; Eva et 

al., 2019), participative leadership (Amanchukwu et al., 2015), laissez-faire leadership 

(Chaudhry & Javed, 2012), transactional leadership (Nanjundeswaraswamy & Swamy, 2014; 

McCleskey, 2014), transformational leadership (Tichy & Ullrich, 1984; Hartog et al., 2011), 

and transcendent leadership (Rosenbach, 2018). However, on a general level, leadership has 

traditionally been defined by its alleged opposite: management (Storey et al., 2016; Fairholm, 

2015; Bohoris & Vorria, 2008). While management essentially is concerned with controlling, 

leadership is more concerned with setting a direction and move towards a vision (Kotter, 
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2001; Summerfield, 2014). Leadership is also the process of persuasion, by which an 

individual (or a leadership team) induces a group to pursue objectives held by that individual 

or leadership team (Fullan, 2009). However, for this research, the authors find the distinction 

between management and leadership to be unimportant considering the research purpose. 

Specifically, it is deemed irrelevant because the authors adopt the notion that a leader 

inevitably incorporates traits and behavior related to both management and leadership. 

Nevertheless, despite the many different leadership styles, following the aim of the research 

and theoretical leadership delimitations as outlined in section 1.2, the continuing focus of 

this thesis involves only the three classic leadership styles, namely laissez-faire-, 

transactional- and transformational leadership, formally known to constitute the Full Range 

of Leadership Model (Bass, 1985; Kirkbride, 2006; Bass & Riggio, 2006; Sosik & Don, 2010; 

Ahmed et al., 2016). That said, the following sub-sections are intended to define and outline 

each of the three classic leadership styles.  

2.3.1 Laissez-faire leadership  

Laissez-faire leadership is generally referred to as a hands-off leadership style (Khan 

et al., 2015), and is often cited as a difficult leadership approach to describe because it 

essentially is non-leadership (Kirkbride, 2006). These type of leaders have vague decision-

making power, and do generally not make many decisions nor lead their followers (Sosik & 

Don, 2010). Laissez-faire leaders are often “absent” or indifferent to their employees, and 

offer little to none direction, support or feedback (Al-Malki & Juan, 2018). As a consequence, 

employees are generally left uncertain and in conflict with oneself in regards to one’s role and 

responsibilities, meaning employees under such leadership are required to be highly flexible 

and thrive in less structured processes. Thus, common indicators of laissez-faire leadership, 

are leaders who avoid decision-making, escape responsibilities, and exhibit, what can be 

perceived as, a general lack of interest in what is going on (Kirkbride, 2006; Chaudhry & 

Javed, 2012). Consequently, laissez-faire leadership is conventionally viewed negatively, 

thereof widely regarded as zero-leadership or absence-of-leadership (Hinkin & Schriesheim, 

2008; Tosungoglu & Ekmekci, 2016). Unsurprisingly, empirical studies support these claims. 

Specifically, subordinates experiencing laissez-faire leadership are generally associated with 

reduced level of trust and motivation towards the organization (Tosungoglu & Ekmekci, 

2016), which naturally derive destructive consequences for the companies (VonBergen, 2012). 
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Despite the negative aura around laissez-faire leadership, there are some positive 

characteristics related to laissez-faire leadership (Yang, 2015). In contrast to the negative 

sides of laissez-faire leadership, some positive traits pertain to, for instance, letting 

employees have freedom to carry out assigned tasks without direct supervision. Thus, laissez-

faire leadership is generally considered highly suitable for extremely educated, skilled and 

motivated employees (Ahmed et al., 2016). In addition, the laissez-faire leader is 

characterized by a preference for delegation of decision-making, hence encourage a high 

degree of autonomy for employees (Tarsik et al., 2014).  

2.3.2 Transactional leadership  

Transactional leadership is generally characterized by its focus on the exchanges that 

occur between leaders and followers (Bass, 1985; McCleskey, 2014; Sosik & Don, 2010; 

Homrig, 2001). In other words, the behavior of transactional leadership is built on dyadic 

exchanges in which the leader provides praise and rewards to an employee complying with 

the role expectations, or in case of non-compliance, punishment is issued by the leader (Burke 

et al., 2006). Thus, in return for good performance, employees can expect rewards in the form 

of bonuses, promotions or appraisals, hence the use extrinsic rewards to stimulate employee 

motivation (Al-Malki & Juan, 2018; Ahmed et al., 2016; McCleskey, 2014). Consequently, the 

logic behind transactional leadership, is clarification of responsibilities, tasks, objectives and 

rewards. This way, the main driver of motivation is, most often, monetary incentives and 

promotions through pre-arranged contractual agreements (Gomes, 2014; McCleskey, 2014; 

Sadeghi & Pihie, 2012). However, it is possible to receive non-monetary rewards ranging from 

more tangible compensations such as extra holiday or time off, to less tangible rewards like 

recognition or visibility, yet these types of rewards are less common (Kirkbride, 2006). Thus, 

due to the nature of transactional leadership, work environments related time-constraints 

and production efficiency, transactional leadership is highly present in these types of working 

environments (Ahmed et al., 2016).  

That transactional leadership holds a strong presence in extant literature is 

unsurprising, given that empirical studies have suggested that the transactional system 

reduces workplace anxiety, and a yields a workforce collectively concentrated on meeting 

organizational goals (Sadeghi & Pihie, 2012; Sosik & Don, 2010). Empirical evidence has 

furthermore, for long time, supported the relationship between transactional leadership and 
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effectiveness in several settings (Zhu et al., 2012; McCleskey, 2014; Bass & Riggio, 2006), 

which inarguably is a key factor for companies (Binsiddiq & Tsai, 2012; Sadeghi & Pihie, 

2012). However, the transactional leadership style has also faced criticism (McCleskey, 

2014). One critique point is the motivational stimulators, largely being extrinsic monetary 

rewards, often described to practice a short-term relationship of exchange (Burns, 1978). In 

other words, the transaction, which can be referred to as the relationship between leader and 

employee, is based on shallow and temporary exchanges of gratification. Evidently, the 

transactional system, based on extrinsic rewards as the principal motivation driver, can only 

last for so long, and is thus not sustainable in the long-term (Al-Malki & Juan, 2018). 

Moreover, research argues that the transactional leadership theory utilizes a ‘one-size-fits-

it-all’ approach, thus disregarding situational- and contextual factors of organizational 

challenges (Yukl & Mahsud, 2010), which emphasizes the need to adapt the transactional 

leadership style to fit the given business culture. Undoubtedly, this universal approach can 

have derived recent leadership theories, such as situational leadership and transformational 

leadership to emerge (McCleskey, 2014; Hartog et al., 2011).  

Literature further distinguishes between two components to describe different traits 

of transactional leadership (Chaudhry & Javed, 2012; Burns, 1978). The first component is 

management-by-exemption, which is further divided into two sub-components, namely 

passive- and active management-by-exemption. The second component is contingent reward. 

These two components are presented and described in the following paragraphs.  

2.3.2.1 Management-by-Exception (passive/active) 

The passive transactional leader is generally perceived to be relatively similar to 

laissez-faire leadership under normal conditions (Kirkbride, 2006). Thus, this type of 

transactional leader is characterized by waiting for things to go wrong, or problems to arise 

before actually taking action (Ahmed et al., 2016). Contrary to the passive transactional 

leader, the active transactional leader pays very close attention to deviations or problems, 

and has extensive monitoring and control systems, to provide clear warning signals of 

mistakes, or potential problems (Bass & Riggio, 2006; Khan et al., 2016). Traits 

characterizing this type of transactional leader includes maintenance of status quo, hence 

the appropriateness of transactional leadership in production-efficient environments, 

generally lack of confidence, and poor communication (Ahmed et al., 2016).  
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2.3.2.2 Contingent reward  

The contingent reward style of transactional leadership is the traditional one. Here, 

the transactional leader makes clear what one can expect to receive, when performance goals 

are achieved (Bass & Riggio, 2006). Thus, if employees perform as per required, they will in 

return receive rewards, generally in the form of monetary values, such as bonuses or different 

salary levels, which essentially reflects the “transaction” in transactional leadership (Al-

Malki & Juan, 2018; Ahmed et al., 2016; McCleskey, 2014). Furthermore, the contingent 

transactional leader is very focused on achieving results, and is characterized by 

performance-based material rewards, direction-setting, reciprocity and confidence-building 

(Ahmed et al., 2016).  

2.3.3 Transformational leadership  

The criticism of transactional leadership has to a great extent derived the expansion 

of transformational leadership (Bass & Riggio, 2006; Gomes, 2014). Transformational 

leadership raises leadership to a higher level beyond traditional transactional- and laissez-

faire leadership (Ahmed et al., 2016; Al-Malki & Juan, 2018). According to James McGregor 

Burns (1978), who coined the term ‘transformational leadership’ in 1978, the 

transformational leader possesses the ability to influence major changes in attitudes, beliefs, 

and values of followers, to the point where performance goes beyond expectations (Gomes, 

2014; Ahmed et al., 2016; Homrig, 2001). Essentially, transformational leadership is thus 

concerned with an encouragement of followers to go beyond their own goals and interest, and 

hence commit to a shared vision and goals of the organization (Al-Malki & Juan, 2018).  

Specifically, the transformational leader tries to stimulate the intellectuality of his/her 

followers, generally by challenging them to become innovative problem solvers (Bass & 

Riggio, 2006). This way, employees are empowered, aspired and motivated to exceed 

expectations and improve capabilities through, inter alia, responsibility, coaching and 

intellectual stimuli (Kirkbride, 2006; Al-Malki & Juan, 2018; Ahmed et al., 2016).  

Unlike laissez-faire- and transactional leadership, transformational leadership has 

not faced a lot of criticism. Inevitably, some research has criticized the theory behind 

transformational leadership, but these critique points are of mere technical matters related 

to the four components (Den Hartog et al., 1999). One point of criticism though, similar to 

the transactional leadership theory, is the seemingly overemphasis on the universality of the 
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leadership style. Specifically, it is argued that the ‘one-size-fits-it-all’ approach to leadership 

neglects the significance of contextual variables and it is not a given that transformational 

leadership is fully effective without necessary adaptations to fit the given business culture 

(Riggio et al., 2014). Nevertheless, transformational leadership has gained superior 

dominance in the literature, and generally perceived to, not only perform beyond 

transactional leadership, but also augment the effectiveness of transactional leadership 

(Bass & Riggio, 2006; Ahmed et al., 2016; Homrig, 2001; Burns, 1978).  

Similar to transactional leadership, literature distinguishes between four components 

to describe different traits of transformational leadership (Burns, 1978; Homrig, 2001). 

Specifically, these components include individualized consideration, intellectual stimulation, 

inspirational motivation and idealized influence. These four components are presented and 

described in the following paragraphs.  

2.3.3.1 Individualized consideration 

A transformational leader possessing this attribute, is aware of the importance of 

paying attention to the needs of the individual follower (Ahmed et al., 2016).  These needs 

include, in particular, the need for achievement and personal growth, and as such, the leader 

generally acts as a coach or mentor (Riggio et al., 2014; Gomes, 2014). Essentially, this 

attribute enables the transformational leader to demonstrate concern for his/her employees, 

and treat each employee as an individual (Kirkbride, 2006). Moreover, characteristics of this 

attribute include a two-way interaction with the employees, an active listening style and 

delegate assignments to develop and challenge the skills of each employee (Gomes, 2014; 

Bass & Riggio, 2006).  

2.3.3.2 Intellectual stimulation  

Transformational leaders with traits of intellectual stimulation, are those who 

stimulate followers to think through issues or problems themselves, with the purpose of 

developing their skills (Kirkbride, 2006; Ahmed et al., 2016; Al-Malki & Juan, 2018). In other 

words, employees are encouraged to become creative problem solvers, to think outside the 

box, and come up with new solutions to complex problems (Riggio et al., 2014). Thus, the 

transformational leader tries to promote innovation and creativity, by challenging status quo 

and implement new ways of doing things (Gomes, 2014). Consequently, instead of public 

criticism of individual members’ mistakes, new ideas and innovations are embraced (Bass & 
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Riggio, 2006). In a nutshell, the key indicators of this attribute include coaching, 

involvement, challenging and creativity (Ahmed et al., 2016).  

2.3.3.3 Inspirational motivation  

One attribute that especially characterizes transformational leaders is their ability to 

motivate and inspire those around them, and hence challenge the work of their employees to 

go beyond expectations (Bass & Riggio, 2006; Gomes, 2014). Thus, the transformational 

leader becomes an inspirational motivator by embracing employee-autonomy, decision-

making without supervision, and inspire employees to draw the best out of them (Ahmed et 

al., 2016). Characteristics of inspirational motivation is thus the ability to establish clear 

communication, embrace autonomy and envision future desired states, that followers feel 

aspired by, and strive to meet (Kirkbride, 2006; Ahmed et al., 2016).  

2.3.3.4 Idealized influence 

The transformational leader exhibiting idealized influence possesses the ability to 

convey an ideological vision to their followers, which thus give their followers a higher sense 

of purpose (Riggio et al., 2014). Essentially, the leader is perceived as a role model, and 

recognized to possess extraordinary capabilities, persistence and extreme determination 

(Gomes, 2014). Moreover, they exhibit unique personal characteristics or “charisma” because 

they demonstrate certain moral behavior (Kirkbride, 2006). As said, this attribute presents 

the transformational leader as a role model, and encourages employees toward achieving the 

mission and goals of the company (Ahmed et al., 2016). In this regard, a great example of a 

leader possessing this attribute is Steve Jobs, former founder and CEO of Apple Inc. (Kutsar 

et la., 2014).  

2.3.4 Literature on Scandinavian business culture and leadership  

With the theoretical backbone of the thesis outlined, the following sub-section 

pertains to briefly reviewing extant literature on cultural- and leadership differences 

between Denmark and Sweden. This way, the authors are able to draw parallels on extant 

evidence, as found in the literature, to the empirical findings gathered in this thesis.  

As briefly mentioned in the introduction to the thesis, most non-Scandinavians 

perceive Denmark and Sweden to be very similar, claiming the same language, institutional 

system and culture (Havaleschka, 2002). This cluster viewpoint entails that, not only 
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research from outside Scandinavia, but also research within Scandinavia rarely treat the 

Scandinavian countries2 separately (Weiss, 2006). For instance, most research on, and 

within, the Scandinavian countries is devoted to “the Scandinavian Way”, “the Scandinavian 

Model”, “the Nordic Leadership” or “Scandinavian Management” (Blom 2016; Minelgaite, 

2017; Grenness, 2011; Sjøborg, 1985; Grenness, 2003), thus reinforcing the clustered 

viewpoint that exists. In a study by Tor Grenness (2003), the author suggested ‘Scandinavian 

management’ as a concept, and proposed that leadership in the three Scandinavian countries 

does not differ significantly to conclude otherwise. According to the study, he argued that the 

Scandinavian countries exhibit similar leadership traits and behavior, including confidence, 

care and motivation in, and of employees, and delegation of to the individual employee 

(Eriksen et al., 2014; Grenness, 2003; Lawrence et al., 2004). While these traits do equally 

permeate the Scandinavian countries, Grenness (2003) together with most research perceive 

the Scandinavian countries equally similar to such an extent, that the significance of 

studying the countries separately is merely wasteful. Consequently, when reviewing the 

literature, from a business standpoint, not many studies actually examine the differences in 

business cultures and leadership preferences between Denmark and Sweden (Warner-

Søderholm, 2012; Ashkanasy, 1997; Steers et al., 2017). Thus, extant literature is seemingly 

left without significant in-depth research on the cultural- and leadership differences that 

inevitably exist between Denmark and Sweden, which, as stated in section 1.1, is also one of 

the reasons for carrying out this particular research.  

However, contrary to most research, Finn Havaleschka (2002) carried out a study on 

leadership differences between Denmark and Sweden. According to his empirically-based 

study, the author concluded, that Swedish leaders appear more structured and systematic by 

seeking consensus through social processes, whereas Danish leaders are seen more 

undisciplined and impulsive, with a slight tendency towards the anarchistic (Havaleschka, 

2002). He further concluded, that authority in Sweden is often on the group’s terms, while 

authority is more based on the individual’s term in Denmark. These findings were further 

elaborated by Kirsten Weiss (2006) in her book “Naar Vikinger Slaas”, in which she explained 

                                                           
2 The Scandinavian countries are Denmark, Norway and Sweden, and should not be confused with the 

Nordic countries, which include Denmark, Finland, Iceland, Norway and Sweden (Eriksen et al., 

2014).  
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why Scandinavian companies and leaders find it so difficult with each other. Nonetheless, 

the aforementioned authors are only few examples in extant literature that have studied 

business difference between the Scandinavian countries, and specifically Denmark and 

Sweden, which inarguably amplifies the reason and importance for carrying out this 

particular research. The most noteworthy examples of the differences between the Danish- 

and Swedish business cultures, as outlined by Weiss (2006) and Havaleschka (2002), are 

portrayed in table A6 in appendix 1.  
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3 Methodology 

This section guides the reader through the methodology of the research. The purpose 

of a methodology section is to ensure a robust thesis framework that links the collection and 

analyses of data to the conclusion of the research question (Bryman & Bell, 2011). Saunders 

et al. (2003) and Eriksson & Kovalainen (2008) recommend researchers to consider the 

elements of the research process when creating the methodology of a study. Consequently, 

this section will contain descriptions and justifications of research paradigm, research design, 

data collection and data analysis relevant for this research. Additionally, the methodological 

and philosophical strengths and limitations will be addressed throughout the section. 

3.1 Research paradigm 

A research paradigm, or philosophical worldview (Creswell, 2014), is defined as the 

basic set of beliefs that guide action (Guba, 1990; Rocco et al., 2003). In other words, the 

philosophical worldview embraced by researchers, influences research practices and how 

researchers view the world that they are researching (Creswell, 2014; Eriksson & 

Kovalainen, 2008; Feilzer, 2010). Consequently, it is considered highly relevant to identify 

the philosophical worldview adopted by the authors for this research. 

From a philosophical standpoint, the authors embrace the philosophical worldview of 

pragmatism. In brief words, the adoption of the pragmatic philosophy enabled the authors to 

disregard absolute truths and to focus on provisional truths (Johnson & Onwuegbuzie, 2004; 

Creswell 2014), which was considered of importance for this research as the research is 

focused on dynamic concepts of culture, leadership and psychic distance. Furthermore, the 

pragmatic worldview endorses pluralism (Creswell et al., 2018), meaning researchers are 

allowed to choose freely among the different research methods, techniques and procedures 

available to conclude the research question (Creswell, 2014; Robson, 1993), which is an 

essential philosophical idea relevant for this research considering the complexity of the 

primary research question. However, a commonly articulated critique of the pragmatic 

philosophy is that the choice of research approach, as merely based on the practicality to the 

research question, may not yield the best possible choice of research approach(es). To address 

this limitation of the pragmatic worldview, as per the suggestion of Nowell (2015) and 

Johnson & Onwuegbuzie (2004), the authors of the thesis explicitly acknowledge who the 

research solution is meant to be useful for and in what context. By doing so, the authors 
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ensure that the research approaches are chosen to most adequately conclude the primary 

research question, and not merely on practicality and “what works”. To read a more detailed 

description of the chosen worldview, its strengths and philosophical limitations, the authors 

refer to appendix 13. 

3.2 Research design 

Creswell & Plano Clark (2006) recommend researchers to explain and justify the 

purpose and defining characteristics of the overall and specific research design used in any 

empirical study. Consequently, this sub-section is created based on Creswell & Plano Clark 

(2006)’s recommendation to give the reader an overview of which considerations played a role 

in determining the research design, both overall and specific, of this research. 

Research is defined as engaging in methodical ways to gather new information in 

order to broaden knowledge (Saunders et al., 2003). From this logic, a research design can be 

considered to be a plan that provides the overall framework for collecting, analyzing and 

interpreting data (Leedy, 1997; Creswell & Plano Clark, 2006). Consequently, creating a 

rigorous research design is considered to be a vital element in creating a robust methodology 

that ensures the collection and analysis of data are relevant to the conclusion of the research 

question (Creswell & Plano Clark (2006).  

3.2.1 Selection of overall research design 

There are arguably multiple factors that influence the research design selection: 

research problems and questions, adequate resources and researcher skills, experience and 

philosophical worldview, and lastly, the audience to whom the thesis will be written 

(Creswell, 2008; Babbie, 2004; O’Sullivan et al., 2007; Abutabenjeh & Jaradat, 2018; 

Creswell, 2014; Eriksson & Kovalainen, 2008). From a philosophical standpoint, as discussed 

in section 3.1, the pragmatic worldview implicitly encourages researchers to adopt a mixed 

methods approach to conclude the research question. However, consistent with the pragmatic 

worldview, the research problem or question is emphasized to heavily influence research 

design and methodological decisions, and as such, all other factors (audience, adequate 

resources, researcher skills, experience and philosophical worldview) should be considered 

secondary influencers of research design to the research problem and question (Creswell et 

al., 2018; Onwuegbuzie & Leech, 2006; Niglas, 2009). Specifically, it is considered crucial to 

have congruence between research methods and research questions (Niglas, 2009; Creswell 
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et al., 2018). Consequently, the primary determinant of research design selection is the 

research problem and questions on which this thesis is purposely build around. 

To adequately conclude the primary research question of identifying how a Danish 

leader should approach the Swedish business culture to surmount the cultural- and 

leadership differences that they may encounter in the Swedish business culture, the authors 

have deemed it necessary to utilize a mixed methods design. The selection of a mixed methods 

design for this research is warranted because the use of quantitative or qualitative research, 

by its own, inadequately concludes the research question and the strength of both research 

methods yield a better understanding and completion of the research question (Creswell et 

al., 2008; Creswell, 2014). By utilizing a mixed methods design, the authors seek to both 

generalize the identified cultural- and leadership differences between the Danish- and 

Swedish business culture, and to develop a more detailed view of the same concepts and the 

psychic distance between Denmark and Sweden from a Danish leader’s perspective. 

Specifically, generalizing the cultural- and leadership differences require a quantitative 

approach, and enhancing the general understanding of these concepts through detailed 

descriptions and experiences require the use of a qualitative approach. The addition of the 

qualitative approach in this research is further warranted because a qualitative approach is 

considered to be ideal when the researchers do not know the exact variables to investigate. 

This is considered to be relevant in the case of identifying an approach to the Swedish 

business culture for a Danish leader to surmount the cultural- and leadership differences, as 

the elements that constitute to this approach are, prior to data analysis, unknown. 

Consequently, solely utilizing a quantitative approach to this matter would have been 

insufficient. Additionally, Morse (1991) argue that a qualitative approach is useful when the 

topics of focus are not extensively researched. And generally, the issues of cultural- and 

leadership differences between low proximity countries (and by extension the psychic 

distance paradox) are not extensively researched. Consequently, the qualitative approach is 

considered highly relevant for this research. Combined with the quantitative research, it 

warrants the use of a mixed methods design to yield a better understanding and adequate 

completion of the primary research question. 

The use of an overall research design defined as mixed methods, provide researchers 

with certain advantages. It is evident from the mentioned relevance of choosing a mixed-
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methods design for this research, that the primary strength of mixed methods is that it yields 

adequate conclusions to complex research questions through the capitalization of the 

strengths, and thus negation of the weaknesses, of each research approach (Creswell, 2009). 

Furthermore, by using a mixed methods design, it allows researchers to utilize triangulation 

(namely the discovery of convergence and mutual corroboration of results from the two 

approaches) and complementation (namely elaboration and enhancement of the findings of 

one approach with the findings of the other approach) as a method of validating the findings 

(Greene et al., 1989; Bryman, 2006; Kim & Heckert, 2017). However, as mixed methods 

design entails the collection, analysis and interpretation of quantitative and qualitative data, 

it presents general challenges for researchers. These challenges include the need for 

extensive data collection, analysis of multiple forms of data (text and numeric), a need to 

correctly interpret mixed data and a requirement for researchers to be familiar with both 

quantitative and qualitative research forms (Creswell, 2014; Creswell et al., 2018). Thus, a 

mixed methods approach is considered relatively time consuming and extensive in nature. 

3.2.2 Selection of a mixed methods design 

As the overall research design is chosen to be a mixed methods design, the next step 

in creating a rigorous research design is to consider which specific mixed methods design best 

addresses the primary research question (Creswell & Plano Clark, 2006). According to 

Creswell (2014), there exists a number of different mixed methods designs that researchers 

can utilize to ensure that their specific mixed methods design contribute adequately to the 

conclusion of the research questions. To identify and create a rigorous research design, 

researchers are urged to consider the following factors that influence the design of a mixed 

methods study: timing, weighting, point of interface and theoretical perspective (Creswell et 

al., 2003). Timing refers to the temporal relationship between the quantitative and 

qualitative approaches (Greene et al., 1989). Specifically, whether the quantitative and 

qualitative approaches are to be conducted sequentially or concurrently (Morse, 1991). In this 

research, the data are collected, analyzed and interpreted concurrently, meaning the 

quantitative and qualitative methods are implemented in a single phase of the research 

(Creswell, 2009; Creswell & Plano Clark, 2006). The concurrent approach is considered 

attractive for this research because it maximizes the amount of data collected in the same 

time period (Creswell et al., 2018). Consequently, concurrent data collections are considered 

ideal for research with limited time for data collection. The second factor to consider when 
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designing a rigorous research design is concerned with the weight, or priority, given to the 

qualitative and quantitative research in the study (Morgan 1998; Creswell, 2009). For this, 

researchers distinguish between equal or unequal weighting of the quantitative and 

qualitative research. This study puts equal emphasis on both research approaches, meaning 

neither the quantitative or qualitative research approach is prioritized over the other. The 

choice of an equal emphasis is based on the rationale that both approaches are equally 

important in concluding the research question (Creswell & Plano Clark, 2006). In other 

words, the study prioritizes the findings of each research approach equally (Creswell, 2009). 

Morse (1991) also argues that the pragmatic worldview (outlined in section 3.1) typically 

leads to an equal emphasis of the two approaches as researchers using a pragmatic 

philosophical perspective recognize the importance both objective and subjective knowledge 

(Creswell et al., 2018). The third factor to consider when designing a rigorous mixed methods 

research design is the point of interface (Morse & Niehaus, 2009), which is concerned with 

when and how to mix the two types of data (quantitative and qualitative data) (Creswell, 

2009). Determining when to mix the data is relatively non-challenging: the mixing of the 

qualitative and quantitative data will occur during the interpretation of the data, which is 

found in the discussion section of the thesis. This means that the data collection and data 

analysis of both the quantitative and qualitative approach are kept separate, and that the 

data of each approach will only be mixed at the point of interface, namely during the 

interpretation of the data. However, one of the most difficult things is determining how to 

mix the quantitative and qualitative data (Creswell & Plano Clark, 2011; Creswell et al., 

2018). In this research, the mixing of the data collected from each approach is done through 

integrating the quantitative data with the qualitative data. Specifically, this is achievable by 

utilizing side-by-side comparison of the quantitative and qualitative findings, which means 

the findings of each approach are used as a tool of triangulation, complementation and 

validation. In example, the quantitative findings will be interpreted with support and 

corroboration of the qualitative findings in the discussion section, and thus, a successful 

integration of the data has been achieved (Creswell, 2009; Creswell et al., 2018; Creswell & 

Plano Clark, 2006). The fourth and final factor to consider when designing a rigorous mixed 

methods research design is concerned with the theoretical perspectives that shape the 

questions being asked, to whom and how the data is collected (Creswell, 2009). Here, 

researchers distinguish between explicit or implicit theories, and for this research, the 
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theories used are considered explicit. Specifically, it is theory related to culture, leadership 

and psychic distance that has shaped the research methodology.  

These considerations of the factors influencing mixed methods designs yield the 

following mixed methods design (Creswell & Plano Clark, 2006): 

Concurrent Triangulation Design 

            

 QUAN ► Data collection → Data analysis → Findings ⇘    

          Interpretation 

QUAN+QUAL 

 

 QUAL ► Data collection → Data analysis → Findings ⇗    

                  Point of interface  

[Exhibit 3.1] Figure 1: Mixed methods design used in the study. Source: Own contribution and Creswell et al. 

(2003). 

As shown in figure 1, the chosen mixed methods design is defined as a Concurrent 

Triangulation Design. It is defined as such because the data collection and analysis for the 

quantitative and qualitative approach are, as mentioned previously, conducted concurrently, 

but separate, and once all the data has been mixed, there exists a possibility of utilizing 

triangulation to validate and enhance the findings (Creswell, 2014). As previously 

mentioned, equal emphasis is given to the quantitative and qualitative approach in this 

research, and that is symbolized by the capitalizations of “QUAN” and “QUAL” in figure 1 

(Morse, 1991). Additionally, figure 1 depicts the point of interface with a dotted line to show 

that the data collection and data analysis is kept separate for each approach, and that any 

procedures beyond this point is concerned with mixed data, namely the interpretation, 

comparison and enhancement thereof.  

The purpose of the specific design is to gather complementary data, yet different types 

of data, on the same topic to best conclude the research question (Creswell & Plano Clark, 

2006; Morse, 1991). This specific design is chosen for this research because the findings of 

each approach is designed to validate and expand (triangulate and complement) the overall 



Page 44 of 152 

© Mads Vinding & Jacob Tanski Dahan 

findings, and as such, provide an adequate competition to the complex research question 

(Creswell 6 Plano Clark, 2006 Sale et al., 2002). Moreover, the Concurrent Triangulation 

Design is frequently used by researchers to negate the disadvantages of one approach with 

the strengths of the other (Creswell, 2014; Patton, 1990). In a general sense, by utilizing a 

quantitative approach, the authors are able to objectively explore and generalize cultural 

differences and leadership preferences in Denmark and Sweden through precise 

measurements and analysis. However, the quantitative approach fails to provide detailed 

insights into the phenomena of interest, which is how the inclusion of the qualitative 

approach helps negate the weakness of the quantitative approach. In general terms, the 

qualitative study provides a more complete and detailed description of cultural- and 

leadership differences and psychic distance through subjective individual experiences (Neill, 

2007; Keller, 2014). Consequently, the Concurrent Triangulation Design is considered to 

yield well-validated and substantial findings that provide an enhanced and complete 

understanding of the phenomenon in question (Creswell, 2014).  

In addition to the designs ability to yield well-validated and substantial findings, 

another strength of this particular design is that it is considered intuitive and thus non-

challenging to follow for researchers. Additionally, it is an efficient design in terms of having 

the data collection of both approaches during one, single, phase of the research, and this, as 

previously mentioned, maximizes the amount of data collected in the same time and reduces 

the time needed to collect data (Creswell et al., 2018; Creswell & Plano Clark, 2006). 

Moreover, as the data collection and analysis from each approach are separate and 

independent, it allows the researchers to use the appropriate data collection and analytical 

tools traditionally associated with each type of approach. Furthermore, section 3.2.1 briefly 

mentioned the need to correctly interpret mixed data when using a mixed methods approach, 

and the equal emphasis given to the quantitative and qualitative approaches in this 

particular design reduces the complexity of interpreting mixed data, and as a result, 

increases the ease of correctly interpreting mixed data (Creswell et al., 2018).  

However, despite the intuitive nature of this particular design, it is also considered to 

be the one of the most challenging research designs within mixed methods approaches. For 

one, the design exacerbates the previously mentioned (3.2.1) requirement for researchers to 

be familiar with both quantitative and qualitative forms of research (Creswell & Plano Clark, 
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2006). Specifically, the equal emphasis put on both approaches in the research increases the 

need to be equally familiar with the collection and analysis techniques associated with both 

research approaches. However, the authors of this thesis are experienced in both approaches, 

and as such, the exacerbation of the requirement of being familiar with both types of research 

forms is considered an insignificant challenge. Secondly, this particular design also presents 

methodological challenges relating to sampling issues. Specifically, it is imperative that 

researchers use comparable samples across the two different research approaches in order to 

mix and successfully integrate the two types of data (Creswell et al., 2018). For this research, 

comparable samples were attainable. The sampling for both the quantitative and qualitative 

study of the research is addressed in detail in section 3.3 and 3.4 in the thesis respectively. 

Lastly, this design also presents methodological challenges relating analytic issues. 

Specifically, once the quantitative and qualitative data have been mixed, the findings may 

be conflicting or contradicting which would result in a need to revisit the original databases 

or gather additional data to resolve the discrepancy (Creswell, 2014; Creswell et al., 2018; 

Creswell & Plano Clark, 2011). 

The following sub-sections will grant an overview of the details and specific 

methodological considerations in relation to the quantitative and qualitative study in the 

research design.  

3.3 Quantitative study: Questionnaire 

This sub-section of the methodology is concerned with the description and justification 

of the methodological choices appropriate for the quantitative study of this research. 

Consequently, this sub-section will touch upon the data collection and data analysis of the 

quantitative study. 

3.3.1 Data collection 

The general purpose of a quantitative data collection is to generalize the findings to a 

defined population (Creswell, 2014; Weinreich, 2009). For this quantitative study, the 

instrument used is a questionnaire. Specifically, the purpose of this questionnaire is two-fold: 

(1) an exploration of the national (business) cultures of Denmark and Sweden and (2) an 

exploration of the leadership preferences among leaders in the Danish and Swedish business 

cultures. It is considered imperative to explore the national cultures of Denmark and Sweden 

using a questionnaire as it enables the authors to derive and generalize the cultural 
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differences between the two business cultures. Consequently, the exploration of the cultural 

differences assists in concluding the first sub-research question concerned with the 

identification of the cultural differences a Danish leader will encounter in the Swedish 

business culture (see section 1.1.2). Additionally, as pointed out in section 1.1, the exploration 

of the cultural differences also provides important information as to the level of preparation, 

adaptation and mindset required for Danish leaders to surmount the cultural differences that 

they encounter in the Swedish business culture. And, these elements are considered, as 

pointed out in section 1.1., to be vital in determining an approach to surmount the cultural 

differences in a foreign business culture (O’Grady & Lane, 1996; Hofstede, 1983; Higgs, 1996; 

Zacchea, 1988). The second purpose of the questionnaire, namely to explore the leadership 

preferences among leaders in the Danish and Swedish business cultures, assists in 

concluding the second sub-research question concerned with the identification of any 

differences in leadership style and behavior between Danish and Swedish leaders in their 

respective business cultures (see section 1.1.2). This information, combined with the 

information of the cultural differences, is considered highly valuable in determining how 

Danish leaders should approach the Swedish business culture to best surmount the cultural 

and leadership differences. 

Questionnaires are considered the most typical instrument used by researchers in 

quantitative studies due to its wide applicability in research and ability to compare 

characteristics and experiences from a large defined sample (Wright, 2005; Matthews & Ross, 

2010). However, using a questionnaire as the instrument to collect quantitative data is 

considered a complex process where the success of the data collection depends on 

considerations related to sampling, distribution and questionnaire design (Krosnick, 1999; 

Alderman & Salem, 2010; Matthews & Ross, 2010; Wright, 2005). 

3.3.1.1 Sampling 

Sampling is considered an important element in any research form. The sample in a 

quantitative study, such as this one, is what enables researchers to generalize sample 

findings to a whole population, given that the sample size is sufficiently large (Keller, 2014; 

Saris, 2014; Zulfiqar, 2016; Banerjee & Chaudhury, 2010).  The sample of any research 

depends entirely on the research question, and by extension, the purpose of the data collected 

(Matthews & Ross, 2010). As described in section 3.3.1., the purpose of the collected data was 
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to explore the national cultures of Denmark and Sweden and to explore leadership 

preferences among leaders in the Danish and Swedish business cultures. Consequently, two 

samples were chosen for this research: (1) a sample was chosen at random among the 

population defined as Danish leaders in the Danish business culture, and (2) another sample 

was chosen at random among the population defined as Swedish leaders in the Swedish 

business culture. Comparing these two samples, the authors were able to derive the relevant 

cultural differences based on the successful measure of Danish and Swedish national 

cultures, and identify the leadership preferences among Danish and Swedish leaders in their 

respective business cultures.  

3.3.1.2 Distribution 

For this research, the questionnaire was distributed electronically using survey 

software. Specifically, the survey software used for the electronic distribution was Qualtrics, 

a premium based survey software which makes creating, distributing and analyzing 

questionnaires uncomplicated for researchers (Qualtrics.com). Qualtrics was specifically 

chosen for this research because the authors are familiar with this particular survey software 

and its detailed tools for creation and distribution of questionnaires electronically. Typically, 

without the use of survey software, researchers are required to have advanced knowledge of 

scripting programs, HTML coding and web authoring programs in order to successfully 

distribute electronically (Wright, 2005). Consequently, using survey software, such as 

Qualtrics, increased the ease and speed of the electronic distribution of the questionnaire. 

Researchers typically distinguish between non-electronic distribution (such as distribution 

by postal services) and electronic distribution (such as through the use of survey software) 

(Jones et al, 2008). The choice to use electronic distribution of the questionnaire is based on 

the associated benefits relative to non-electronic distribution. Generally, both methods of 

distributing questionnaires are considered to provide low cost data collections and to provide 

access to much larger target populations (Jones et al., 2008; Wright, 2005; Armstrong et al., 

1995; Edwards, 2010; Villar, 2011). However, electronic distribution is found to incur 

significantly less costs through the elimination of costs related to printing, postage and data 

entry (Ilieva et al., 2002; Wright, 2005; Tuten et al., 2000; McPeake et al., 2014; Shannon & 

Bradshaw, 2002), to provide easier access to pre-defined populations (Garton et al., 1999; 

Wright, 2005), to be more convenient and to provide less time-consuming data collections 

(Wright, 2005; Tuten et al., 2000; Bachmann, 1996), which according to the defined research 
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design in section 3.2.2, is a characteristic that is highly valuable to this research. Related to 

the latter advantage relative to non-electronic distribution, Uhlig et al., (2014) argue that 

electronic distribution of questionnaires is cost and time efficient relative to non-electronic 

distribution when the defined populations are larger than 300. As the defined populations in 

section 3.3.1.1. are vastly larger than 300, electronic distribution of the questionnaires is 

considered the suitable method of distribution in this research. 

It is evident that electronic distribution offers several advantages relative to non-

electronic distribution. However, electronic distribution of questionnaires also present 

certain challenges and limitations for researchers (Jones et al., 2008; Wright, 2005; Matthews 

& Ross, 2010). One particular aspect that is considered highly relevant in self-administered 

electronic questionnaires is the issue of response bias and how to effectively address it to 

ensure truthful responses (Johnson, 2018). Response bias is an important issue to consider 

when collecting data through questionnaires as it leads to nonrandom deviations of the 

answers from their true values, which leads to biased findings and low data quality through 

an overestimation or underestimation of the defined population parameters (Villar, 2011). 

Minimizing response bias is an extensive task for researchers as it can occur as a result of 

many different aspects such as questionnaire length, disinterested respondents, 

misinterpretations and social desirability (Johnson, 2018; Villar, 2011; Edwards, 2010). 

Consequently, the minimization of response bias for this research will be addressed in the 

relevant sub-sections. 

An advantage of electronic distribution of questionnaires is that it yields a lower 

susceptibility to social desirability bias through limited investigator involvement (Edwards, 

2010). However, researchers using questionnaires, unless its face-to-face or telephone 

questionnaires, have to be aware of the limited investigator involvement and its 

consequences once the questionnaires have been distributed (Edwards, 2010). Once the 

questionnaire distribution has been completed, the limited investigator involvement means 

that respondents cannot receive assistance or further guidance to resolve possible 

misunderstandings or misinterpretations of the questionnaire questions and/or instructions 

(Wright, 2005; Presser et al., 2004; Krosnick, 1999). The task of minimizing the possibility of 

misunderstandings or misinterpretations of the questionnaire questions and/or instructions 

by the respondents, and by extension reducing response bias, can be achieved through 
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considerate questionnaire design. And as such, this particular challenge will be addressed in 

section 3.3.1.3. concerning questionnaire design.  

Aside from the aforementioned challenges related to response bias and limited 

investigator involvement, electronic distribution also presents certain sampling concerns for 

researchers. Specifically, representative samples, high response rates and access to sample 

of defined population are considered challenging to achieve for researchers using electronic 

distribution (Andrews et al., 2003; Dillman, 2000; Wright, 2005; Jones et al., 2008; Fan & 

Yan, 2010; Saleh & Bista, 2017). In achieving access to the respondents from the two defined 

populations in section 3.3.1.1., the authors utilized the Orbis database, which is a database 

filled with company information. Through Orbis, the authors were able to retrieve contact 

information (e-mails) associated with (1) companies located in Denmark with allocated 

management/leadership positions and (2) companies located in Sweden with allocated 

management/leadership positions. As such, the strategic searches using Orbis gave the 

authors access to the two samples associated with the two defined populations in section 

3.3.1.1. Specifically, using the retrieved contact information, the authors were able to 

distribute the questionnaire electronically to the relevant companies with the relevant people 

in it. Consequently, the authors were able to measure both the national culture of Denmark 

and Sweden and the leadership preferences among the Swedish and Danish leaders. 

Achieving access to the samples of the defined populations arguably increases the validity of 

the data collection, however, to fully ensure a representative sample, the authors needed to 

ascertain that the questionnaires were directed to the relevant people in the company, 

namely the Swedish and Danish leaders. This was achieved by explicitly stating the purpose 

and to whom the questionnaire was created in both the electronic invitation (cover letter) to 

participate in the questionnaire and inside the questionnaire itself (Wright, 2005). The 

former aspects will be explained in greater detail later in this sub-section, whereas the latter 

aspect will be explained in greater detail in section 3.3.1.3. concerning questionnaire design.  

As access to the samples of the defined populations and representability were 

achieved, there still remains the issue of increasing the response rate. Electronic distribution, 

in comparison to other distribution methods, are considered to yield lower response rates 

(Andrews et al., 2003; Jones et al., 2008). Consequently, increasing the response rate, and by 

extension increasing the chance of attracting a sufficiently large sample size to correctly 
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generalize the findings to the defined populations (Keller, 2014), is considered an important 

aspect to consider when using electronic distribution. There exist certain elements in the 

questionnaire design that influence response rates, however, these elements will be 

addressed in section 3.3.1.3 concerning questionnaire design. To increase the response rate, 

the authors chose not to use monetary incentives, despite its effectiveness in increasing the 

response rate (Shaw et al., 2001; Yu et al., 2017; Church, 1993; Berry & Kanouse, 2001), as 

such incentives are not only costly for the questionnaire distributors, but could also 

potentially weaken the credibility of the questionnaire through quick and insincere responses 

to receive higher monetary value upon the completion of questionnaires (Konstan et al., 2005; 

Wright, 2005). Instead, the authors used non-monetary incentives to increase the response 

rate, which is considered to be an effective approach in electronic questionnaires (Jones et 

al., 2013; Edwards, 2010; Edwards et al., 2009).  

Specifically, in a carefully drafted cover letter, the respondents were offered to receive 

the study findings on the condition of questionnaire completion. Moreover, aside from 

containing a direct link to the electronic questionnaire and the aforementioned elements 

(namely purpose of the questionnaire and to whom it was created), the carefully drafted cover 

letter contained a plea of help, a statement of anonymity, an approximate time of 

questionnaire completion and explained the importance of the research and possible benefits 

to the target group. Additionally, the cover letter contained credentials and contact 

information of both authors for the respondents to use if any questions were to arise in 

relation to the questionnaire or to the conducted research as a whole. Moreover, the cover 

letter explicitly stated that the research originated from students of an academic 

organization, namely CBS. All these elements were purposely included in the cover letter to 

establish good will between the authors and the respondents and to increase the overall 

response rate (Wright, 2005; Dillman, 2007; Saleh & Bista, 2017; Groves et al., 1992; 

Manfreda et al., 2016; Fan & Yan, 2010; Peytchev, 2009). Moreover, the statement of 

anonymity was also specifically included in the cover letter to reduce response bias 

(specifically social desirability bias) by ensuring truthful answers rather than socially 

desirable answers. Likewise, the benefits of the research for the respondents were also 

purposefully included in the cover letter to create an interest for the respondents to answer 

truthfully, which reduces response bias (specifically neutral responding bias) (Johnson, 2018; 

Villar, 2011). Furthermore, studies have shown that electronic questionnaires receive less 
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responses if the questionnaire distributers include the word “survey” in the subject line of the 

cover letter (Edwards et al., 2009; Edwards, 2010). Consequently, “survey” was specifically 

excluded in the subject line of the cover letter to maximize responses. Worth noting, is that 

personalized cover letters to each possible respondent are found to significantly increase the 

response rates of electronic questionnaires (Heerwegh et al., 2003; Joinson et al., 2007). 

However, considering the defined populations, the amount of cover letters required and the 

fact that no survey software, to the authors knowledge, include an effective method of 

personalizing cover letters to a high number of respondents, the authors chose to utilize the 

carefully drafted non-personalized cover letter containing, and excluding, the aforementioned 

elements. In addition to increasing the response rates and data quality through a carefully 

drafted cover letter, the authors also followed Saunders et al., (2003)’s recommendation of 

sending follow-up emails to remind possible respondents to commence and complete the 

forwarded questionnaire. Specifically, three reminders were sent out in total: the first 

reminder was sent a week after the initial cover letter was distributed to the possible 

respondents; the second reminder was two weeks after; and the third was three weeks after 

the initial cover letter. Any additional reminders, yielding a total of more than three 

reminders, are considered ineffective in motivating possible respondents to commence and 

complete a questionnaire (Van Mol, 2017; Saleh & Bista, 2017).  

The distribution of the questionnaires to the defined Swedish and Danish population 

yielded a response rate of 7.5% (𝑛𝑆𝐸 = 150) and 4.95% (𝑛𝐷𝐾 = 99) respectively, yielding a total 

response rate of 6.23% (𝑛𝑆𝐸+𝐷𝐾 = 249). It is not considered uncommon to achieve a response 

rate below 10% (Porter, 2004). The response rates resulted in sufficiently large sample sizes, 

which were required to produce unbiased findings and statistically confident generalizations 

from the sample to the defined populations, meaning the response rates were not considered 

an issue for this research. The collected sample sizes will briefly be touched upon in appendix 

5 which is referred to in section 3.3.2.2.1 concerned with statistical assumptions related to 

the chosen data analysis. 

3.3.1.3 Questionnaire design 

As the questionnaire used in this research had two distinct purposes, namely (1) an 

exploration of the national cultures of Denmark and Sweden and (2) an exploration of the 

leadership preferences among leaders in the Danish and Swedish business cultures, the 
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questionnaire was naturally designed to address these elements. For this, the authors 

utilized two different internally validated questionnaire instruments: The Value Module 

Survey (2013) (VSM) and the Multifactor Leadership Questionnaire (form 6-S). In utilizing 

internally validated questionnaire instruments, the authors could assume accurate 

measurements of national culture and relevant leadership styles (Alderman & Salem, 2010; 

Wong et al., 2012; Cooper & Schindler, 2006). Specifically, to explore the national cultures of 

Denmark and Sweden, the VSM (2013) questionnaire by Hofstede & Minkov (2013) was used. 

This particular questionnaire was created to compare “culturally influenced values and 

sentiments of similar respondents from two or more countries” (Hofstede & Minkov, 2013, p. 

2). The VSM questionnaire allows researchers to compute index values for each of the five 

national cultural dimensions outlined in section 2.1.1 of the thesis, on the basis of four 

questions per cultural dimension. Additionally, the VSM questionnaire is considered to yield 

satisfactory reliability (Hofstede, 1980; Hofstede & Minkov, 2013), meaning the inclusion of 

the VSM questionnaire enabled the authors to successfully measure the national cultures of 

Denmark and Sweden. To explore the leadership preferences among leaders in Danish and 

Swedish business cultures, the authors used the MLQ (form 6-S). This particular 

questionnaire was created by Bass & Avolio (1992) to measure transformational, 

transactional and laissez-faire leadership styles. Specifically, the MLQ measures four 

subscales of transformational leadership: idealized influence, individualized consideration, 

intellectual stimulation and inspirational motivation; two subscales of transactional 

leadership: contingent reward and management-by-exception; and one subscale for laissez-

faire leadership (Bass & Avolio, 1992; Tejeda, 2001; Jogulu, 2010; Vinger & Cilliers, 2006; 

Sarros et al., 2002). The MLQ is widely referred to as the most frequent and robust measure 

of leadership styles in different organizational settings and cultures (Javidan & Carl, 2005; 

Tejeda, 2001; Bass & Avolio, 1999). Specifically, the MLQ has been extensively distributed 

to measure leadership styles in all categories of management in organizations across cultures 

(Lowe et al., 1996; Bass, 1998). Consequently, the MLQ was considered suitable for this 

research as it enabled the authors to successfully explore the leadership preferences among 

leaders in Danish and Swedish business cultures. 

Due to both instruments extensive use in social science research, the construct 

validity (internal validity), which is defined as the degree to which an instrument measures 

the trait or theoretical construct that it was intended to measure (Wong et al., 2012), was not 
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considered an issue in this research. However, it is important to acknowledge that the overall 

validity and reliability are not to be considered fixed properties of an instrument when used 

in a new study with different samples and research context. By conducting a pilot study of 

the utilized questionnaire on individuals that were representative of the defined populations 

(section 3.3.1.1), it allowed the authors to assess the feasibility of the utilized questionnaire 

in this specific research context and for the defined populations (Saunders et al., 2003; 

Teijlingen & Hundley, 2001). Additionally, the need to conduct a pilot study was further 

warranted as the mode of administration of the two instruments were changed for this 

research, which has the potential to influence the instrument validity (Edwards, 2010). 

Specifically, both the VSM (2013) and MLQ (Form 6-S) were originally created as paper-and-

pencil questionnaires, and in this research, as outlined in section 3.3.1.2, the mode of 

administration was electronic. The pilot study yielded minor alterations to the utilized 

questionnaire, which will be outlined throughout section 3.3.1.3.1 and 3.3.1.3.2. All in all, the 

pilot study improved the data quality and overall validity of the utilized questionnaire by 

ensuring external validity and strengthening the pre-existing internal validity. 

Thus, the utilized questionnaire for this research was a combination of two internally 

validated questionnaire instruments: the VSM (2013) and the MLQ (form 6-S). When 

designing a questionnaire, there are two essential elements that influence data quality and 

response rate which researchers need to consider, namely structure and aesthetics (Saleh & 

Bista, 2017; Edwards, 2010; Jones et al., 2013; Mahon-Haft & Dillman, 2010; Dillman et al., 

2005).   

3.3.1.3.1 Structure 

Once the respondents had been directed to the electronic questionnaire through the 

direct link located in the forwarded cover letter, the respondents were presented with an 

introduction to the questionnaire explaining, in short, the overall purpose, the structure of 

the questionnaire and an approximate completion time. The overall purpose and approximate 

completion time of the questionnaire had already, as mentioned in section 3.3.1.2., been 

stated in the cover letter, however, the pilot study conducted by the authors and existing 

literature on questionnaire structure, heavily recommend to also include these particular 

aspects in the specific introduction to the questionnaire (Jones et al., 2013). Specifically, the 

purpose of the questionnaire was included in the questionnaire introduction to, naturally, 
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once again, remind the respondents of the purpose and to reinforce the relevance of the 

research for the respondents. The approximate completion time of the questionnaire was 

considered necessary to include in the introduction as it enables the respondents to most 

effectively allocate time to fully complete the questionnaire. The simulated approximate 

completion time of the questionnaire was six minutes. Lastly, the structure of the 

questionnaire was included in the introduction to grant the respondents with a quick 

overview of what was to come once commencing the questionnaire. Specifically, it was stated 

that the questionnaire was divided into two stages, namely stage 1: questions related to 

identifying the respondent’s leadership style; and stage 2: questions related to measuring the 

respondent’s national culture. In conclusion, the introduction to the questionnaire was 

purposefully structured to portray professionalism through the inclusion of helpful and 

concise information related to the questionnaire itself, which is found to increase data 

quality, response rate and overall completion rate (Saleh & Bista, 2017; Jones et al., 2013). 

In relation to structuring a questionnaire, it is imperative that the overall structure 

makes intuitive sense. To achieve an intuitive questionnaire structure, the questionnaire 

items were ordered based on item complexity and objective (Jones et al., 2013). Based on the 

latter, the authors did not mix the items related to identifying one’s leadership style with the 

items related to measuring one’s national culture. As for item complexity, the pilot study 

showed that the questions related to measuring national culture was considered relatively 

difficult to the questions related to identifying leadership styles. As it is recommended to 

place easier questions in the beginning of a questionnaire and order questions based on 

objectives, the questionnaire was structured using two main stages: (1) items related to the 

identification of leadership style (MLQ) and (2) items related to the measure of national 

culture (VSM). As such, the items related to the identification of leadership style was placed 

in first stage of the questionnaire, whereas the items related to the measurement of the 

national culture was placed in the second and last stage of the questionnaire. Specifically, 

stage one consisted of questions 1-21 and stage two consisted of the remaining questions in 

the questionnaire, namely questions 21-41, yielding a total of 41 questions in the 

questionnaire to identify the respondent’s leadership style and measure their national 

culture. Once the respondents had completed all 41 questions related to leadership and 

culture, the respondents were presented with an optional question asking them to type in 

their email address if they wanted the final thesis sent to them upon completion.  
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In structuring a questionnaire, it is equally imperative to consider the type of 

questions being asked in the questionnaire (Jones et al., 2013; Alderman & Salem, 2010; 

Harzing et al, 2012; Edwards, 2010). Typically, researchers distinguish between open- or 

closed-ended questions. For this questionnaire, the items provided by the two validated 

questionnaire instruments were defined as closed-ended questions. Specifically, all 41 closed-

ended questions in the questionnaire were designed as five-point Likert scales. The use of 

five-point Likert scales are considered appropriate as it minimizes the possibility of 

misunderstandings or misinterpretations of the questionnaire questions by the respondents 

(Andersen et al., 2012; Harzing, 2009). The vast majority of these 41 five-point Likert scales 

(37 out of 41) were displayed using a matrix style, which is used when the response option 

categories, context and instructions are the same for all relevant questions. However, the 

matrix style may appear complicated to some respondents, which means there exists a 

potential for enhanced response bias through an increased perception of question complexity 

and overall burden in completing the questionnaire (Nieuwenhuijsen, 2005). Consequently, 

it is important to create clear and concise instructions to guide the respondents through the 

questions (Edwards, 2010). Clear and concise instructions to each relevant questionnaire 

item were attained thanks to the conducted pilot study. The clear and concise instructions 

helped to negate some of the perceived question complexities associated with the display of 

questions using the matrix style. Furthermore, the combination of clear and concise 

instructions and the use of five-point Likert scales significantly reduced the possibility of 

misunderstandings and misinterpretations of the questions, which, as mentioned in section 

3.3.1.2., was considered an important aspect to address when using electronic questionnaires 

as it reduces response bias and increases data quality. Moreover, closed-ended questions are 

easier to analyze and reduces the burden on the respondents in comparison to open-ended 

questions (Jones et al., 2013; Edwards, 2010). However, the use of closed-ended questions 

does present certain limitations which include inflexibility of the respondents when 

answering the questions and by extension, an inability to capture the details (Edwards, 

2010). However, these limitations are negated by the chosen mixed methods research design 

as described in 3.2.2. Lastly, in relation to types of questions, the pilot study revealed, 

unsurprisingly, that the items provided by the used validated instruments, contained no 

manipulative wordings, which, as a consequence, reduced the response bias (Villar, 2011). 
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An additional element to consider when structuring a questionnaire is the 

questionnaire length (Jones et al., 2013; Edwards, 2010; Saleh & Bista, 2017). A 

questionnaire length of 41 closed ended questions and one optional open-ended question was 

considered an appropriate length as it yielded an approximate completion time of six 

minutes. Specifically, a completion time of less than 13 minutes is considered to positively 

contribute to the questionnaire response rate (Handwerk et al., 2000). As the questionnaire 

yielded a relatively low completion time, it suggested to the authors that the inclusion of 

additional questions would not significantly undermine the response rate under the 

assumption that the completion time would not exceed 13 minutes. However, scholars 

recommend to design the questionnaire with the amount of questions that are deemed 

sufficient for exploring the areas of interests and to keep it as short as possible to minimize 

response bias by ensuring that completing the questionnaire is a less demanding task for the 

respondents (McPeake et al., 2014; Jones et al., 2013; Villar, 2011). Considering the 

aforementioned and that the utilized validated questionnaire instruments provided the 

authors with the sufficient items to explore the areas of interest, additional questions were 

deemed redundant. Moreover, aside from displaying the commencement and completion of 

each questionnaire stage (1, 2), the respondents were given no visual indication of how close 

they were to completing the questionnaire. This was purposefully done as Liu & Wronski 

(2017) have shown that any visual indications, such as progress bars, in electronic 

questionnaires negatively impact the completion rate. 

3.3.1.3.2 Aesthetics 

The aesthetics of a questionnaire refer to the visual appeal, and in relation to self-

administered electronic questionnaires, the aesthetics are considered as essential as the 

structure and questions being asked (Tourangeau et al., 2004; Edwards, 2010). In detail, the 

aesthetic qualities of a questionnaire determine visceral responses which cause emotional 

reactions, either attraction (as a consequence of positive visceral responses) or repulsion (as 

a consequence of negative visceral responses), that influence the respondents behaviour and 

questionnaire experience and ultimately, impacts the quality of the collected data (Mahon-

Haft & Dillman, 2010). Specifically, a visually appealing questionnaire is found to positively 

influence data quality through increased response rates and by reducing response bias 

through enhanced respondent commitment (Edwards et al., 2009; Mahon-Haft & Dillman, 

2010). Consequently, the importance of creating a visually appealing questionnaire cannot 
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be overstated. In creating a visually appealing questionnaire, the authors made 

considerations related to grouping and shape of visual elements, screen organization, colour 

schemes and font selection (Jenkins & Dillman, 1995; Tourangeau et al., 2004; Edwards, 

2010; Mahon-Haft & Dillman, 2010). A detailed description of the consideration of 

aforementioned visual elements can be found in appendix 2. The fully structured and 

designed questionnaire can be found in appendix 3. 

3.3.2 Data analysis 

The data analysis section contains sub-sections related to the calculation of the 

relevant leadership subscales and cultural index scores and the method of analysis. Lastly 

the reliability of the collected data will be addressed. 

3.3.2.1 Pre-analysis 

All the collected data from the questionnaires were automatically converted to IBM 

SPSS compatible file (.sav). Once the data were transferred into IBM SPSS, which is 

advanced statistical analysis software (ibm.com), the authors were able to conduct pre-

analysis tasks on the collected data. 

Prior to the commencement of the actual data analysis, the authors had to calculate 

the relevant leadership subscales and cultural indices for the analysis process. Specifically, 

the four leadership subscales related to transformational leadership (IDI, IM, IS and IC), two 

subscales related to transactional leadership (MBE and CR) and the single subscale related 

to laissez-faire leadership (LF) was calculated in accordance with the calculations presented 

by Bass & Avolio (1992). Likewise, the five cultural indices (PDI, IDV, MAS, UAI and LTO) 

were calculated in accordance with the calculations presented by Hofstede & Minkov (2013). 

Both the leadership subscales and cultural indices were calculated for each individual 

respondent, allowing the authors to use inferential statistics to generalize the produced 

leadership subscale and cultural index means. The use of inferential statistics will be 

outlined later in section 3.3.2.2. A more detailed description and tables (A7 and A8) 

displaying the actual formulas used for the calculation of mentioned leadership subscales 

and cultural index scores can be found in appendix 4.1-4.2. 
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3.3.2.2 Inferential statistics 

To derive information from the collected data, and thus the performed calculations, 

the authors utilized inferential statistics. In a general sense, inferential statistics is used to 

make inferences about the defined populations based on representative samples of data 

(Keller, 2014). For this research, inferences were made by comparing the two defined 

populations. Specifically, the collected data was analyzed by conducting tests on the mean 

differences of the calculated leadership subscale and national cultural index scores across the 

two independent samples. This was done to identify the differences in leadership preferences 

among Danish and Swedish leaders and to derive the cultural differences between the two 

business cultures. However, analyzing the difference between two means using independent 

samples, require a relevant grouping variable, which is achievable through merging the two 

datasets. Consequently, the two datasets containing the collected data and calculated 

leadership subscale and national cultural index scores representative of the two defined 

populations, were merged and a grouping variable (0 = Danish leaders, 1 = Swedish leaders) 

were created which allowed the authors to compare the means using independent-samples t-

tests.  
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Ultimately, to draw statistical inferences about the leadership subscale and national 

cultural index scores, the following 13 hypothesis tests were conducted. 

[Exhibit 3.2] Table 2: Hypothesis tests conducted on the leadership subscales and cultural index scores. Own 

contribution. 

    

 Hypothesis 𝑯𝟎: 𝑯𝟏:  

  Tests on leadership subscales    

   #1: Idealized influence 𝜇𝐼𝐷𝐼𝐷𝐾 − 𝜇𝐼𝐷𝐼𝑆𝐸 = 0  𝜇𝐼𝐷𝐼𝐷𝐾 − 𝜇𝐼𝐷𝐼𝑆𝐸 ≠ 0   

   #2: Inspirational motivation 𝜇𝐼𝑀𝐷𝐾
− 𝜇𝐼𝑀𝑆𝐸 = 0  𝜇𝐼𝑀𝐷𝐾

− 𝜇𝐼𝑀𝑆𝐸 ≠ 0   

   #3: Intellectual stimulation 𝜇𝐼𝑆𝐷𝐾 − 𝜇𝐼𝑆𝑆𝐸 = 0  𝜇𝐼𝑆𝐷𝐾 − 𝜇𝐼𝑆𝑆𝐸 ≠ 0   

   #4: Individual consideration 𝜇𝐼𝐶𝐷𝐾 − 𝜇𝐼𝐶𝑆𝐸 = 0  𝜇𝐼𝐶𝐷𝐾 − 𝜇𝐼𝐶𝑆𝐸 ≠ 0   

   #5: Contingent reward 𝜇𝐶𝑅𝐷𝐾 − 𝜇𝐶𝑅𝑆𝐸 = 0  𝜇𝐶𝑅𝐷𝐾 − 𝜇𝐶𝑅𝑆𝐸 ≠ 0   

   #6: Management-by-exception 𝜇𝑀𝐵𝐸𝐷𝐾 − 𝜇𝑀𝐵𝐸𝑆𝐸 = 0  𝜇𝑀𝐵𝐸𝐷𝐾 − 𝜇𝑀𝐵𝐸𝑆𝐸 ≠ 0   

   #7: Laissez-faire 𝜇𝐿𝐹𝐷𝐾 − 𝜇𝐿𝐹𝑆𝐸 = 0  𝜇𝐿𝐹𝐷𝐾 − 𝜇𝐿𝐹𝑆𝐸 ≠ 0   

  Tests on cultural index scores    

   #8: Power distance 𝜇𝑃𝐷𝐼𝐷𝐾 − 𝜇𝑃𝐷𝐼𝑆𝐸 = 0  𝜇𝑃𝐷𝐼𝐷𝐾 − 𝜇𝑃𝐷𝐼𝑆𝐸 ≠ 0   

   #9: Individualism 𝜇𝐼𝐷𝑉𝐷𝐾 − 𝜇𝐼𝐷𝑉𝑆𝐸 = 0  𝜇𝐼𝐷𝑉𝐷𝐾 − 𝜇𝐼𝐷𝑉𝑆𝐸 ≠ 0   

   #10: Masculinity 𝜇𝑀𝐴𝑆𝐷𝐾 − 𝜇𝑀𝐴𝑆𝑆𝐸 = 0  𝜇𝑀𝐴𝑆𝐷𝐾 − 𝜇𝑀𝐴𝑆𝑆𝐸 ≠ 0   

   #11 Uncertainty avoidance 𝜇𝑈𝐴𝐼𝐷𝐾 − 𝜇𝑈𝐴𝐼𝑆𝐸 = 0  𝜇𝑈𝐴𝐼𝐷𝐾 − 𝜇𝑈𝐴𝐼𝑆𝐸 ≠ 0   

   #12: Long-term orientation 𝜇𝐿𝑇𝑂𝐷𝐾 − 𝜇𝐿𝑇𝑂𝑆𝐸 = 0  𝜇𝐿𝑇𝑂𝐷𝐾 − 𝜇𝐿𝑇𝑂𝑆𝐸 ≠ 0   

   #13: Indulgence 𝜇𝐼𝑉𝑅𝐷𝐾 − 𝜇𝐼𝑉𝑅𝑆𝐸 = 0  𝜇𝐼𝑉𝑅𝐷𝐾 − 𝜇𝐼𝑉𝑅𝑆𝐸 ≠ 0   

       



Page 60 of 152 

© Mads Vinding & Jacob Tanski Dahan 

As shown by the hypotheses in table 2, the authors tested the mean score difference 

of the calculated leadership subscales and national cultural indices. Specifically, hypothesis 

1-7 shown in table 2, were the hypothesis tests conducted on the leadership subscales, and 

hypothesis 8-13 were the hypothesis tests conducted on the national cultural indices. In 

example to the hypothesis tests on the leadership subscales, if the mean score difference of 

idealized influence between the two defined populations equals 0, then there is not enough 

statistical evidence to infer that there is a difference in the preference of idealized influence 

use among the Danish and Swedish leaders. Conversely, if the mean score difference of the 

idealized influence does not equal 0, then there is enough statistical evidence to infer that 

there is a difference in the preference of idealized influence use among Danish and Swedish 

leaders. In example to the hypothesis tests on the national cultural indices, if the mean index 

score difference of power distance between the two cultures equals 0, then there is not enough 

statistical evidence to infer that there is a difference in power distance across the two 

cultures. Conversely, if the mean index score difference of power distance between the two 

cultures does not equal 0, then there is enough statistical evidence to infer that there is a 

difference in power distance across the two cultures. Consequently, the analysis of the 

collected quantitative data yielded insight into leadership preferences among Danish and 

Swedish leaders and cultural differences and similarities between the two business cultures. 

3.3.2.2.1 Statistical assumptions 

In conducting statistical analysis using inferential statistics, there are certain 

statistical assumptions that need to be met in order to ensure unbiased findings. To read a 

detailed description of the statistical assumptions, the authors refer to appendix 5. In 

summary, all relevant statistical assumptions are met, meaning the chosen statistical 

analysis provided correct and unbiased conclusions to the defined populations. 

3.3.2.3 Reliability test 

To evaluate the reliability of the collected data, researchers measure the internal 

consistency reliability which shows whether the utilized instrument items would produce 

similar results if the study was replicated (Henson, 2001; Brennan, 2001; Benton, 2013). The 

authors utilized Guttman’s 𝜆 − 2 test of internal consistency reliability which yielded a value 

of 0.717 for the collected data (see appendix 11.1 for SPSS output). As the produced test-value 

was above 0.7, it indicates acceptable reliability of the collected data (Field, 2003; George & 
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Mallery, 2003; Kline, 2000). For a more detailed description of the chosen reliability test and 

its produced value, the authors refer to appendix 6. 

3.4 Qualitative study: Interviews 

This sub-section of the methodology is concerned with the description and justification 

of the methodological choices appropriate for the qualitative study of this research. 

Consequently, this sub-section will touch upon the data collection and data analysis of the 

qualitative study. 

The overall purpose of the qualitative study was three-fold: (1), a detailed examination 

of the applicability of the psychic distance paradox in the context of Denmark and Sweden 

from Danish leaders’ perspective; (2), a detailed examination of the leadership differences 

between Danish and Swedish leaders; and (3), a detailed examination of the cultural 

differences between Denmark and Sweden. In a broad sense, the qualitative study, as 

described in section 3.2.2, aimed to provide a more complete and detailed description of 

cultural and leadership differences and psychic distance through subjective individual 

experiences. In detail, the qualitative study provided the authors with findings relevant to 

the conclusion of the third sub-research question concerned with the investigation of the 

relevancy of the psychic distance paradox from the perspective of Danish leaders toward the 

Swedish business culture (see section 1.1.2). Furthermore, the qualitative study provided the 

authors with findings used to validate and enhance the identified cultural differences and 

leadership preferences explored by the quantitative study, which enabled the authors to fully 

conclude the first and second sub-research question concerned with the identification of the 

cultural differences between Danish and Swedish business culture and leadership differences 

among the Danish and Swedish leaders (see section 1.1.2).  

3.4.1 Data collection 

As the qualitative study was designed to provide a more complete and detailed 

description of cultural differences, leadership preferences and psychic distance through 

subjective individual experiences, the appropriate data collection method was considered to 

be qualitative interviews. By utilizing qualitative interviews as the strategy to collect data, 

enabled the authors to gather detailed descriptions of thoughts, experiences and feelings 

related to the central themes of inquiry, namely the cultural differences between Denmark 

and Sweden, the leadership preferences between Danish and Swedish leaders, and lastly, the 
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psychic distance to Sweden from a Danish leader’s perspective (Kvale, 1994; Eriksson & 

Kovalainen, 2008). It is evident that the ability for researchers to gather detailed insights 

into the phenomena of interest are the most relevant advantage of utilizing qualitative 

interviews (Creswell, 2014). However, as the interviewers are considered the data collecting 

instruments in qualitative interviews (Poggenpoel & Myburgh, 2013; Denzin & Lincoln, 

2000), the interviewers, which are the authors in this specific case, largely control the quality 

of the collected data through the facilitation of interactions and flow of communication and 

general interviewer behaviour to reduce response and researcher bias (Poggenpoel & 

Myburgh, 2013; Chenail, 2011; Eriksson & Kovalainen, 2008; Kvale, 1994). Consequently, 

interviewers are urged to acknowledge and address challenges related to instrumentation 

rigor and bias management, which is considered strongly to influence data quality and overall 

validity (Chenail, 2011; Kvale, 1994). To increase the possibility of non-biased interviews, the 

authors conducted a qualitative pilot study to identify and address instrumentation and bias 

issues. Specifically, the pilot study was performed on a participant with similar inclusion 

criteria as the ones discussed in section 3.4.1.2 concerned with the qualitative sampling, to 

identify researcher bias and to increase the relevance and validity of the suggested 

alterations to the planned interview procedure (Chenail, 2011; Teijlingen & Hundley, 2001). 

Typically, researchers do not include the pilot study findings with the main findings. 

However, considering the fact that the pilot study was performed on a representative 

participant who successfully provided detailed descriptions of the central themes of inquiry, 

the authors chose to include the pilot study findings with the main findings. The conducted 

pilot study allowed the authors to assess the internal validity of the collected data and overall 

quality of the planned interview procedure through the identification of interview completion 

length, an appropriate interviewer style and behaviour and through constructive feedback to 

identify and revise ambiguous or confusing questions to ensure that the questions were 

interpretable (Teijlingen & Hundley, 2001; Eriksson & Kovalainen, 2011). The specific 

methodological findings, alterations and suggestions as a result of the pilot study will, along 

with other relevant elements that reduced biases and increased the chances of non-biased 

interviews, be covered throughout section 3.4.1 and its sub-sections. 

3.4.1.2 Sampling 

The sampling technique in the quantitative study was defined and required to be a 

random probability sampling as that particular sampling technique permits statistically 
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confident generalizations from the sample to the defined populations (Patton, 1990). 

However, such a sampling technique is not appropriate for the qualitative study as the 

purpose is not to generalize, but to gather a more complete and detailed description of the 

central themes of inquiry through subjective individual experiences (Marshall, 1996; Kvale, 

1994; Morse, 1991). Choosing a sampling technique is a rather complex process in qualitative 

studies due to the relative strong flexibility (Morse, 1991). Moreover, the sample selection 

itself, is considered to be a primary influencer of data transferability and quality (Coyne, 

1996). Consequently, researchers are recommended to thoroughly describe the 

methodological considerations behind the sampling selection and technique to increase the 

overall validity of the findings, ensure a possibility for study replicability and make the 

interpretations of the findings more manageable (Kitson et al., 1982; Coyne, 1996).  

Recall that in section 3.2.2 of the thesis, the authors specified sampling issues related 

to the chosen research design. Here, the authors emphasized the importance of using 

comparable samples across the quantitative and qualitative approach in order to mix and 

successfully integrate the two types of data (Creswell et al., 2018). Consequently, for the 

qualitative sample selection itself, it is essential to the quality of the overall study to choose 

a sample that is comparable to the ones used in the quantitative study. In short, as described 

in section 3.3.1.1, the two samples used in the quantitative study were associated with the 

defined populations of (1) Danish leaders in the Danish business culture and (2) Swedish 

leaders in the Swedish business culture. Thus, in broad terms, the qualitative sample was 

chosen to be Danish and Swedish leaders ensuring comparable samples across the two 

research approaches. In detailed terms, the qualitative sample consisted of informants that 

were either (1) Danish leaders with no particular experience in Swedish business culture, (2) 

Danish leaders with experience in Swedish business culture or (3) Swedish leaders with 

experience in Danish business culture. The authors interviewed one informant defined as a 

Danish leader with no particular experience in Swedish business culture. This individual was 

able to validate and enhance the findings of the quantitative study related to Danish 

leadership preferences and Danish culture. Moreover, the informant was able to give the 

authors detailed insight into the perceived psychic distance to Sweden. Additionally, the 

authors interviewed three informants defined as Danish leaders with experience in Swedish 

business culture. These informants were likewise able to given detailed insight into the 

psychic distance concept in relation to Sweden from a Danish leaders perspective and 
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validate and enhance the findings from the quantitative study related to the Danish 

leadership preferences and Danish culture. Moreover, given their experience with Swedish 

business culture, they were also able to validate and enhance the findings related to the 

Swedish leadership preferences and Swedish culture. Lastly, the authors interviewed two 

informants defined as Swedish leaders with experience in Danish business culture. These 

informants were able to primarily validate and enhance the findings from the quantitative 

study related to Swedish leadership preferences and Swedish culture. Additionally, given 

their experience with Danish business culture, they were also able to validate and enhance 

the findings from the quantitative study related to the Danish leadership preferences and 

Danish culture. However, these informants were naturally not able to give detailed insight 

into the relevant psychic distance of inquiry, namely the psychic distance to Sweden from a 

Danish leaders perspective. All in all, the authors conducted six interviews consisting of 

relevant informants who provided comparable information to the quantitative findings, 

increasing the independent and joint reliability and validity of the quantitative and 

qualitative research approach (Creswell, 2014; Kvale & Brinkman, 2008). An overview of the 

chosen interviewees’ nationality, current position, years of leadership experience and 

international experience as well as the experience with either Denmark, Sweden or both, is 

depicted in table A13, located in appendix 12.  

With the sampling selection thoroughly described, the next logical step would be to 

thoroughly describe the sampling technique used in the qualitative study. The sampling 

technique was indirectly touched upon in the description of the sample selection. The overall 

sampling technique for the qualitative study was defined as purposeful sampling. 

Researchers utilize purposeful sampling when the selection of interviewees are based on the 

premise that these individuals possess rich information related to the central themes and 

questions of inquiry (Patton, 1990). Consequently, the authors purposefully selected 

individuals who possessed rich knowledge and experience pertaining to leadership and the 

Danish and/or Swedish business culture, hence the aforementioned characteristics of the 

chosen informants. The prominent advantage of utilizing purposeful sampling for this 

research is arguably its ability to select cases relevant to the central themes of inquiry (Black, 

1999). However, the subjectively based nature of case selection means that the purposive 

samples are highly prone to researcher bias. The authors were able to reduce researcher bias 

related to the subjective selection of relevant cases through aforementioned careful and 
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purposeful considerations of selection criteria, ensuring that the chosen cases were relevant 

in relation to the central themes and questions of inquiry (Sharma, 2017). In the selection of 

information-rich cases, researchers are required to choose a sampling strategy appropriate 

to the purpose of the study, the questions being asked and the resources available to the 

researchers (Patton, 1990). For this research, the authors utilized a mixed purposeful 

sampling strategy consisting of intensity and snowball sampling. Specifically, the authors 

utilized snowball sampling to identify information-rich cases from key informants, which was 

considered an appropriate sampling strategy to use as it enabled the authors to capitalize on 

the expert wisdom of the key informants (Suri, 2011). The first key informant, the one the 

researchers initiated the snowballing effect through, was identified using the authors’ 

personal network. Once the potential information-rich cases had been identified as per the 

suggestions of the key informant, the authors selected the cases based on intensity, meaning 

the authors selected the cases that were deemed the most excellent cases of the phenomena 

of interest (Suri, 2011; Patton, 1990). Specifically, the most excellent cases of the phenomena 

of interest were considered to be the leaders that possessed sufficient experience (defined by 

the authors as +5 years of experience) with either Danish, Swedish or both business cultures 

as they were considered to be able to produce rich information in relation to the central 

themes of inquiry. Utilizing this type of intensity sampling combined with the snowball 

sampling strategy, ensured a sufficient information-rich sample with representability to the 

defined selection criteria, and ultimately increased the external validity of the findings 

(Patton, 1990; Black, 1999; Biernacki & Waldorf, 1981). 

As described previously in this sub-chapter, the authors conducted a total of six 

qualitative interviews. The required sample size of purposive samples has been frequently 

debated among scholars (Guest et al., 2006; Kvale, 1994). In evaluating the required sample 

size for a qualitative study, it is important to consider the distinct purposes of quantitative 

and qualitative research approaches: in a quantitative study, researchers wish to collect a 

sample size large enough to approximate a normal distribution which permits confident 

generalizations to the defined populations based on the collected sample; and in a qualitative 

study, the purpose is not to generalize, but to gather detailed insight into phenomena based 

on subject experiences. Evaluation of the required sample size for a quantitative study is thus 

relatively straight forward. However, for qualitative studies, there exists virtually no 

guidelines as to the exact sample size required to fulfil the overall purpose (Guest et al., 
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2006). Though, as a rule of thumb, the qualitative purposive sampling is satisfactory once 

data saturation has been reached, which is defined as the point where no new information 

emerges from an additional interview (Guest et al., 2006; Kvale, 1994; Lincoln & Guba, 1985). 

The authors noticed signs of data saturation after the sixth interview. Consequently, 

conducting any additional interviews would not, according to the concept of data saturation, 

yield any new useful information in regards to the areas of inquiry. Moreover, Patton (1990) 

emphasizes that the validity and insights generated from qualitative research do not depend 

on the sample size, but on the research purpose and the information-richness of the cases 

selected. Ultimately, considering that the (1) selected cases for the qualitative research 

provided rich information of the central themes of inquiry as a result of the careful case 

selection, (2) triangulation to validate the qualitative findings were attainable using the 

quantitative findings and (3) that signs of data saturation were present after the fifth 

interview, the authors strongly consider six qualitative interviews to be a sufficient sample 

size for the qualitative research.   

3.4.1.3 Semi-structured telephone interviews 

In conducting qualitative interviews, researchers need to consider the interview 

structure and mode (Bryman, 2001; Rowley, 2012; Kvale & Brinkman, 2008; Rahmen, 2015). 

For this qualitative research, the interviews were defined as semi-structured interviews. 

Specifically, a semi-structured interview is characterized by an open interview process which 

allows modifications of questions and the ability to ask follow-up questions to be asked to the 

insights generated by the interviewee (Bryman, 2001). This kind of open interview process 

was found to be a characteristic essential to the quality of the generated data considering the 

complexity of the central themes of inquiry. Namely, in particular, the generation of relevant 

information regarding cultural and leadership differences based on the interviewees’ own 

experiences were, in some instances, found to be a difficult task for the interviewees and, as 

a consequence, required guidance from the authors to fully express their thoughts and 

experiences. Arguably, based on this, a potential drawback of the semi-structured interview 

format is that the interviewers must possess sufficient theoretical knowledge of the central 

themes of inquiry in order to potentially guide the interviewees to generate information-rich 

insights. However, based on the conducted interviews and the authors’ success in guiding the 

interviewees when required, indicate that this particular drawback is to be considered non-

relevant. Consequently, the open interview process characteristic heavily justified the use of 
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semi-structured interviews for this research. Additionally, when conducting semi-structured 

interviews, interviewers must prepare an interview guide comprising of the main questions 

related to the central themes of inquiry (Eriksson & Kovalainen, 2008; Bryman, 2001). Thus, 

the authors had prepared an interview guide comprising of the main questions related to (1) 

leadership, (2), culture and (3) psychic distance. The main questions related to the central 

themes of inquiry were created using inspiration from former studies and relevant theory 

(O’Grady & Lane, 1996; Bass & Avolio, 1992; Avolio, 2012), meaning that the utilized 

questions had practical and theoretical relevance to the research purpose, and thus, 

increasing the construct validity (Yin, 2013; Schmidt & Hollensen, 2010). The sequence of 

these questions heavily influences the flow of the conversation, meaning the authors found it 

important to sequence the questions based on the construct related to the central themes of 

inquiry to produce a natural flow from theme to theme and a comfortable interview 

environment (Bryman, 2001). The importance of establishing a comfortable interview 

environment will be covered later in this section. The interview guide can be found appendix 

7. 

The interviews were conducted using either Danish or English, depending on the 

interviewee’s preferred language. The authors were not able to speak or properly understand 

Swedish. Consequently, the Swedish interviewees were urged to communicate in English. 

The choice, or in this case, the necessity, to conduct the interviews in a foreign language (both 

to the interviewee and interviewer) may potentially increase interviewer and response bias 

(Eriksson & Kovalainen, 2008). However, both the interviewer and relevant interviewees 

were sufficiently capable of articulating their questions, thoughts and experiences using the 

English language. Consequently, the use of a foreign language was considered to not produce 

any language limitations nor associated biases. 

3.4.1.3.1 Choice of mode: telephone versus in-person interviews 

The choice of mode is an essential element to the qualitative study design (Rahmen, 

2015). Specifically, researchers distinguish between telephone versus in-person interviews. 

For this qualitative research, the authors chose to utilize the telephone to conduct the semi-

structured qualitative interviews. The choice of conducting the interviews using the 

telephone rather than in-person, was based on the apparent advantages relative to in-person 

interviewing. Specifically, in-person interviewing is considered to encourage too much 
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rapport, which may result in worse data quality as it may cause the dialogue to revolve 

around non-relevant topics (Tucker & Parker, 2014). In this regard, the use of telephone 

provided a decent alternative to in-person interviewing as it maintained a certain degree of 

distance and formality (Novick, 2008).  

Moreover, the use of telephones, relative to in-person interviewing, is considered to 

produce a better balance of power distribution between interviewer and interviewee (Vogl, 

2013), which, in the opinion of the authors, is a characteristic essential to the success of semi-

structured interviews. Specifically, a better balance of power distribution is considered by the 

authors to contribute positively to the natural flow of the conversations. In greater detail, the 

better balance of power distribution resulted in the interviewee having greater control over 

the conversation, which encouraged the interviewee to speak freely and openly, and likewise 

permitted the interviewee to steer the conversation to areas which, by the interviewee, were 

perceived to be important (Farooq, 2015). The authors acknowledged that the freedom for the 

interviewee to steer the conversation to areas of perceived importance, could, in situations of 

incorrect perception, lower the data quality. Consequently, the authors allowed for limited 

off-topic content to be discussed by the interviewees to potentially obtain unexpected relevant 

information related to the central themes of inquiry. However, if the off-topic content did not 

produce any relevant information, the authors guided the interviewees toward generating 

relevant insights using the interview guide (Schmidt & Hollensen, 2010).  

Moreover, relative to in-person interviewing, telephone interviews provide a greater 

perception of anonymity (Carr & Worth, 2001; Vogl, 2013; Tausig & Freeman, 1988; Farooq, 

2015). This is likewise considered to be an important characteristic of the telephone 

interviews as it may, again, influence the interviewees to speak more freely and openly. 

Especially, considering the qualitative research is based on descriptions of subjective 

experiences of cultural differences, leadership preferences and psychic distance, which, for 

some individuals, may be easier to describe over the telephone rather than through, what 

they would perceive as uncomfortable, face-to-face interactions (Tucker & Parker, 2014; 

Sweet, 2002; Tausig & Freeman, 1988). Specifically, the perceived anonymity associated with 

using the telephone for communication reduced the interviewer bias through the creation of 

a comfortable interview environment, and likewise, reduced the response bias through 

reducing social pressure (i.e. social desirability bias) (Vogl, 2013; McCoyd & Kerson, 2006; 



Page 69 of 152 

© Mads Vinding & Jacob Tanski Dahan 

Rahman, 2015), which means that the use of telephone for communication led to a more 

accurate and truthful data collection (Musselwhite et al., 2007). 

A commonly articulated disadvantage of telephone interviews relative to in-person 

interviews, is the need for a short interview duration, which may hinder in-depth discussions 

(Aday, 1996; Bernard, 2002). However, this limitation was considered to be non-relevant in 

this research. Specifically, the interview durations of this qualitative research ranged from 

30 minutes to 1 hour, which, according to McCoyd & Kerson (2006), is an ideal interview 

duration as it is found to cause little to no participant fatigue. Thus, unsurprisingly, the 

authors noticed no signs of participant fatigue during the telephone interviews. Additionally, 

the interview durations were considered appropriate as sufficient in-depth discussions and 

detailed insights were provided by the interviewees. 

Furthermore, the telephone usage provided the authors with the ability to interview 

relevant cases located outside of the authors’ home-country due to the low costs (I.E. 

increased time and monetary costs) associated with conducting qualitative interviewing 

using telephones (Sturges & Hanrahan, 2004; Stephens, 2007; Glogwoska et al., 2011; Sweet, 

2002; Chapple, 1999; Tausig & Freeman, 1988). Specifically, the authors were able to 

interview Swedish leaders, which would not have been a possibility to do through in-person 

interviews considering the resources of the authors. Additionally, the targeted sample of the 

qualitative research were, by the authors, considered to be busy individuals, and as such, in-

person interviews were deemed inappropriate as such interview mode require extensive 

planning and compromises from both parties (Rahmen, 2015). When researching so called 

busy individuals, it is important to select a mode that is convenient for both parties (Holt, 

2010), which increased the relevance of telephone interviews. Furthermore, rescheduling an 

interview is far more manageable due to the high convenience of telephone interviews 

(Chapple, 1999; Musselwhite et al., 2007). The authors encountered a single rescheduling 

event, which, thanks to the mode selection, was relatively easy to handle. Additionally, 

thanks to the convenience of using the telephone, the preferred mode of communication in 

interviews is generally considered to be the use of telephone (Sturges & Hanrahan, 2004). 

Overall, the data generated from telephone interviews are to be considered rich, detailed and 

of high quality and comparable to of in-person interviewing (Novick, 2008; Sturges & 
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Hanrahan, 2004; Vogl, 2013; Glogowska et al., 2011; Stephens, 2007; Chapple, 1999; Holt, 

2010; Deakin & Wakefield, 2014). 

Thus, considering the theoretical and practical advantages, as well as positive 

similarities, of using the telephone as the mode of communication, it became evident that 

telephone interviews were the appropriate alternative to use in this qualitative research. 

However, despite the glaring advantages of telephone interviews relative to in-person 

interviewing, certain limitations and disadvantages to consider and compensate for when 

conducting telephone interviews. Generally, the qualitative telephone interviews are 

considered to be the inferior alternative to in-person interviews due to the absence of visual 

data (Novick, 2008; Drabble et al., 2016).  

3.4.1.3.1.1 Absence of visual data: limitations and compensations 

Specifically, the loss of visual cues is considered to be main contributing factor to the 

inferior status of telephone interviews in relation to in-person interviews (Aquilino, 1994; 

Novick, 2008; Garbett & McCormack, 2001). And that is because visual data, such as 

nonverbal data (e.g. body language and facial expressions) and contextual data (e.g. physical 

appearance and surroundings), are generally considered important interpretable data which 

contributes to the richness of the overall data collection (Rowley, 2012; Kvale & Brinkmann, 

2008; Opdenakker, 2006; Burnard, 1994; Fontana & Frey, 2005). Thus, researchers having 

conducted telephone interviews, are unable to use nonverbal data (e.g. body language and 

facial expressions) as a probing technique (Stephens, 2007; Henson et al., 1978; Novick, 

2008). Additionally, the interviewer is unable to fully control the direction and flow of 

communication (Hermanowicz, 2002). Furthermore, the interviewer cannot rely on visual 

cues to assess the interviewee’s level of interest (Irvine et al., 2012) and as such, it is harder 

to maintain interviewee engagement and natural flow of the conversation.  

To compensate for the limitations associated with the lack of nonverbal data, the 

authors listened carefully to what was being said by the interviewee (Opdenakker, 2006), 

which is considered a key ingredient of conducting a successful interview (Hermanowisz, 

2002). Specifically, the active listening, made it possible to pick up on important verbal cues, 

such as pauses, tones, which allowed the interviewer to assess the mental state of the 

interviewee (e.g. confusion or irritation), which could undermine the quality of the data 

collected (Sturges & Hanrahan, 2004; Carr & Worth, 2001). Additionally, an added benefit of 
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communicating through the telephone was that it forced both the interviewer and 

interviewee to actively listen and articulate words to reduce misunderstandings, increasing 

the overall quality of the data collected (Trier-Bieniek, 2012; Holt, 2010; Stephens, 2007; 

Irvine et al., 2012), which indicated that the lack of visual cues may in fact be beneficial 

(Sturges & Hanrahan, 2004). In relation to this, visual cues are generally easily 

misinterpreted and the lack of visual cues may yield to not be important considering the 

sample, purpose and central themes of inquiry being examined (Irvine et al., 2012; Burnard, 

1994). Specifically, in this research, the interviewees were found to be capable of articulating 

their thoughts and experiences through verbal communication, thus yielding nonverbal data 

non-relevant. In addition to the exclusion of nonverbal data, the telephone interview, as 

described, also excluded contextual data, which in some instances are considered a 

disadvantage as it may provide relevant interpretable information (Opdenakker, 2006). 

However, the lack of contextual data was also considered to be non-relevant in this research, 

and as such, did not undermine the quality of the findings. Ultimately, the exclusion of 

nonverbal and contextual data as a consequence of using the telephone for communication 

was considered to be beneficial to the quality of the findings. Specifically, it forced both the 

interviewer and interviewee to fully focus on the actual dialogue and limited the authors to 

only interpret the verbal data generated, overall reducing interviewer bias (Smith, 2005; 

Novick, 2008; Sturges & Hanrahan, 2004; Vogl, 2013). To compensate for the inability to 

utilize certain nonverbal cues (e.g. body language and facial expressions) as a probing 

technique and to maintain rapport, the authors communicated their presence using positive 

and encouraging nonverbal cues such as affirmative verbal fillers (e.g. “uh huh) and other 

linguistic fillers (e.g. “yes” and “interesting”) (Holt, 2010; Irvine et al., 2012; Harvey, 2014). 

3.4.1.3.1.2 Creation of a comfortable interview environment 

When conducting telephone interviews, it is imperative to acknowledge that the lack 

of visual cues may influence the ability to build and maintain rapport during the interview 

(Shuy, 2003; Smith, 2005). When rapport has been built, the interviewer has successfully 

created a comfortable interview environment where the interviewee is encouraged to speak 

openly and freely, increasing the richness and quality of the data generated (Fontana & Frey, 

2005; Sweet, 2002). Consequently, building rapport was considered immensely imperative to 

the success of the interviews and overall quality of the collected data, even more so 

considering the interviews were semi-structured (Eriksson & Kovalainen, 2008).  
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In this research, to effectively build rapport and to create a comfortable interview 

environment, the authors introduced the purpose and relevance of the study at the beginning 

of the telephone interview (Burke & Miller, 2001). Moreover, to strengthen rapport and to 

create a comfortable interview environment, the authors put participants at ease by 

employing certain strategies such as taking the time to small talk and talk informally prior 

to the commencement of the interview, by remaining non-judgmental to the generated 

insights and by performing politeness routines (i.e. asking consent to refer to the participant 

by first name, surname or by title) as a professional and friendly courtesy (Shuy, 2003; 

Burnard, 1994; Tausig & Freeman, 1988). Additionally, to create and maintain rapport, the 

authors phrased all interview questions in a polite manner (i.e. asking questions politely 

using the word “please” to encourage the interviewees to cooperate). Furthermore, the 

authors strengthened rapport and improved the quality of the data by giving the respondents 

time to respond and fully understand the question (Musselwhite et al., 2007). Furthermore, 

to maintain a comfortable interview environment, the authors made an effort not to abruptly 

interrupt the interviewees as that may be perceived as rude and may harm the interview 

atmosphere and quality of the interview and data generated. Thus, the authors allowed the 

interviewees to complete their thoughts before asking questions to the generated insights. 

By describing these strategies, the authors are indirectly describing important elements of 

their interview style, which are considered essential knowledge to be able to replicate the 

study (Kvale & Brinkman, 2008). Moreover, in a modern business environment, individuals 

are, arguably, highly dependent on their telephone for communication, and this dependency, 

is considered to contribute greatly toward potential interviewees feeling comfortable with 

telephone interviews, making it easier to build rapport and create a comfortable interview 

environment (Tier-Bieniek, 2012; Holt, 2010; Sturges & Hanrahan, 2004; Novick, 2008). 

Additionally, the use of telephones means that the interviewee and interviewer were 

physically present in a location of choice, allowing for rapport and a comfortable interview 

environment to be easily established (McCoyd & Kerson, 2006). 

Considering the authors’ ability to address the relevant limitations associated with 

telephone interviewing, combined with the previously defined advantages relative to in-

person interviewing, the telephone provided the authors with the best opportunity to conduct 

unbiased semi-structured interviews characterized by the collection of rich, detailed and 

high-quality data. 
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3.4.1.3.2 Transcriptions of interviews 

In its purest form, transcribing means to transform sound from recordings to text 

(Duranti, 2007; Davidson, 2009). Transcribing the recorded interviews were considered an 

important task in this research as it improved the quality and allowed the authors to conduct 

the desired analysis of the collected data (Miles et al., 2014). The authors partially followed 

the recommendations of Azevedo et al. (2017) to overcome challenges and ensuring well-

validated and reliable transcriptions of the conducted interviews. Furthermore, the authors 

chose to translate the non-English transcriptions to English due to the consequential 

convenience of analyzing and presenting qualitative data. For a detailed description of the 

followed recommendations and encountered challenges, as well as a discussion of the chosen 

transcription style and relevant biases associated with translating transcriptions, the 

authors refer to appendix 8. The transcriptions can be found in appendix 9-9.6. 

3.4.2 Data analysis 

For this qualitative research, the method of analysis was defined as content analysis. 

Like all qualitative methods of analysis, content analysis is considered time consuming and 

extensive in nature (Gale et al., 2013). In an overall perspective, content analysis was deemed 

appropriate as the method of analysis as it offered a systematic method of identifying and 

describing the phenomena of interest (Elo & Kyngäs, 2008). Specifically, by utilizing content 

analysis on the textual data derived from the transcriptions of the interviews, the authors 

were able to simplify the collected data by forming categories reflective of the research 

questions, theory utilized and the collected data itself (White & Marsh, 2006). By organizing 

the collected data in categories, the authors were able to systematically identify and compare 

the relevant themes and patterns occurring in the conducted interviews relating to cultural 

differences, leadership preferences and psychic distance. One of the most commonly 

articulated advantages of content analysis as a method of analysis is its flexibility relating 

to the analytical process (Harwood & Garry, 2003). Although, the lack of standardization 

relating to the analytical process increased the complexity of the method (Weber, 1990; Elo 

& Kyngäs, 2008), the authors were able to freely define the analytical process deemed 

appropriate for the qualitative research and research questions of inquiry. 

For this qualitative research, the analytical process was divided into five stages: (1) 

organization of the data, (2) familiarization, (3) identification of framework, (4) initiation of 
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coding procedure and (5) presentation of the identified themes and patterns. Specifically, the 

first stage, namely organization of the data, was achieved through transcribing and 

translating the relevant interviews, which was covered previously in section 3.4.1.3.2. The 

organization of the data allowed the authors to analyze the textual data using content 

analysis. The second stage of the analytical process, namely familiarization, is where the 

authors become immersed in the data by thoroughly reading the transcriptions of the 

interviews (Ritchie & Spencer, 1994; Burnard, 1991). By getting immersed in the data, the 

authors were able to gain an overview of the collected data, which is an important element 

to the success of identifying themes and patterns (Srivastava & Thomson, 2009; Polit & Beck, 

2004). Once the authors had become familiarized with the data and were able to identify 

emerging themes, the framework could be identified in the third stage. Specifically, the 

framework refers to the coding plan, which allow the authors to filter and classify the data 

through the identification of themes and the creation of categories (Ritchie & Spencer, 1994). 

The creation of categories was a deemed a necessity to enhance the understanding and to 

generate knowledge (Cavanagh, 1997), and as previously mentioned, these categories were 

reflective of the research questions, theory utilized and the collected data itself. Specifically, 

the initial classifications of data were guided by the research question and utilized theory. 

However, the overall approach is still to be considered inductive as the finalized framework 

was ultimately guided by the collected data (White & Marsh, 2006). The established 

framework and the corresponding codes and be found in appendix 10. Once the framework 

had been created, the fourth stage could commence, namely the initiation of the coding 

procedure. Specifically, the data was coded which enabled the authors to systematically 

identify themes and patterns and to compare the different sections of textual data (Gale et 

al., 2013). The authors utilized both open coding (i.e. coding anything of perceived interest or 

relevance to the research questions and utilized theory) and coded in compliance with the 

established framework. The last stage, namely the presentation of the identified themes and 

patterns, will be found in section 4 concerned with research findings. The qualitative findings 

are presented using authentic citations to preserve the data richness and to increase the 

internal validity of the analysis (Patton, 1990). Moreover, the usage of authentic citations 

demonstrates a link between results and raw data, which increases the reliability of the 

qualitative analysis (Polit & Beck, 2004). Furthermore, the utilized framework and 

associated interpretations were a joint effort by the authors which increases the internal 

validity of the analysis (Weber, 1990; Sandelowski, 1995).  
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4 Empirical findings  

The following sections outline the main findings related to the quantitative and 

qualitative study of this research. Discussion and implications of the main findings will be 

covered throughout section 5. Thus, the purpose of the following sub-sections is merely to 

present the main findings.  

4.1 Quantitative findings 

In short, the purpose of the quantitative study was to explore the national cultures of 

Denmark and Sweden and the leadership preferences among Danish- and Swedish leaders. 

Specifically, these explorations allowed the authors to identify cultural differences and 

leadership preferences relevant for Danish leaders in the Swedish business culture. For a 

detailed description of the purpose, revisit section 3.3.1. The quantitative findings are 

presented in table 3, and displays the listed hypothesis tests from table 2, and the gathered 

sample means from the defined populations. Additionally, table 3 displays the mean 

differences of the calculated leadership subscale and national cultural index scores across the 

two independent samples. Lastly, the results of the tests on the mean differences are 

displayed in table 3 using p-values. 
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[Exhibit 4.1] Table 3: Presentation of the quantitative finding. Displaying hypothesis tests, sample means, mean 

differences and p-values. SPSS output can be found in appendix 11.2-11.3. Own contribution.  

      

  Sample mean Mean difference* 

p-value** 

 

 Hypothesis DK SE  

  Tests on leadership subscales      

   #1: Idealized influence 11.57 11.61 −.048 . 811  

   #2: Inspirational motivation 11.04 11.22 −.180 . 362  

   #3: Intellectual stimulation 11.04 10.84 +.200 . 384  

   #4: Individual consideration 11.19 11.37 −.175 . 399  

   #5: Contingent reward 10.01 9.68 +.330 . 177  

   #6: Management-by-exception 10.58 10.27 +.302 . 184  

   #7: Laissez-faire 7.63 6.99 +.640 . 𝟎𝟎𝟔  

   

Tests on cultural index scores 

     

   #8: Power distance 41.97 49.03 −7.064 . 𝟎𝟎𝟑  

   #9: Individualism 58.69 52.73 +5.954 . 𝟎𝟎𝟕  

   #10: Masculinity 49.85 44.57 +5.282 . 𝟎𝟏𝟔  

   #11: Uncertainty avoidance 29.09 36,10 −7.009 . 𝟎𝟎𝟔  

   #12: Long-term orientation 36.92 44.67 −7.747 . 𝟎𝟎𝟏  

        

*The mean differences are calculated using the Danish means as the minuend and the Swedish means as the 

subtrahend, **Significance level (𝛼) of 5%, bold p-values indicate detection of mean difference between the 

population means 
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4.1.1 Tests on leadership subscales 

As shown in table 3, the tests on the transformational leadership subscales 

(hypothesis 1-4) yielded no detection of true mean differences. Specifically, the conducted 

tests on the mean differences of idealized influence (−.048), inspirational motivation (−.180), 

intellectual stimulation (+.200) and individual consideration (−.175) between Danish- and 

Swedish leaders produced p-values above the significance level (𝑝 − 𝑣𝑎𝑙𝑢𝑒 > 0.05). 

Consequently, there was not found enough statistical evidence to infer mean differences in 

neither of the four subscales of transformational leadership between Danish and Swedish 

leaders (Keller, 2014). Put differently, the results of the tests conducted on the four 

transformational leadership subscales show that Danish and Swedish leaders exhibit an 

equal preference for idealized influence, inspirational motivation, intellectual stimulation 

and individual consideration. Additionally, comparing the sample means of the four subscales 

to the score classification shown in table A7 (appendix 4.1), it shows that Danish and Swedish 

leaders are classified to exhibit a high preference (𝑚𝑒𝑎𝑛 ≥ 9) for the use of idealized influence, 

inspirational motivation, intellectual stimulation and individual consideration.  

As shown in table 3, the tests on the transactional leadership subscales (hypothesis 

5-6) yielded no detections of true mean differences. Specifically, the conducted tests on the 

mean differences of contingent reward (+.330) and management-by-exception (+.302) 

between Danish and Swedish leaders produced p-values above the significance level (𝑝 −

𝑣𝑎𝑙𝑢𝑒 > 0.05). Consequently, there was not found enough statistical evidence to infer mean 

differences in the transactional leadership subscales of contingent reward and management-

by-exception between Danish- and Swedish leaders (Keller, 2014). Put differently, the results 

of the tests conducted on the two transactional leadership subscales show that Danish- and 

Swedish leaders exhibit an equal preference for contingent reward and management-by-

exception. In relation to the identified equal preference for management-by-exception 

between Danish- and Swedish leaders, it is worth noting that the subscale does not 

distinguish between passive and active management-by-exception as otherwise suggested by 

the theory outlined in section 2.3.2.1. Comparing the sample means of the two subscales to 

the score classification shown in table A7 (appendix 4.1), it shows that both Danish- and 

Swedish leaders are classified to exhibit a high preference (𝑚𝑒𝑎𝑛 ≥ 9) for the use of 

contingent reward and management-by-exception. 
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As shown in table 3, the test on the laissez-faire scale (hypothesis 7) yielded a 

detection of true mean difference. Specifically, the conducted test on the mean difference of 

laissez-faire (+.640) between Danish and Swedish leaders produced a p-value below the 

significance level (𝑝 − 𝑣𝑎𝑙𝑢𝑒 < 0.05). Consequently, there was found enough statistical 

evidence to infer a mean difference in the laissez-faire leadership scale between Danish- and 

Swedish leaders. Put differently, the results of the test conducted on the laissez-faire scale 

show that Danish- and Swedish leaders exhibit an unequal preference for laissez-faire 

leadership. Specifically, based on the positive mean difference of the laissez-faire scale 

(+.640), it indicates that Danish leaders exhibit a higher preference for the use of laissez-

faire leadership compared to Swedish leaders. Comparing the sample means of the laissez-

faire scale to the score classification shown in table A7 (appendix 4.1), it shows that both 

Danish- and Swedish leaders are classified to exhibit a moderate preference (𝑚𝑒𝑎𝑛 = [5 − 8]) 

for the use of laissez-faire leadership. 

4.1.2 Tests on cultural index scores 

As shown in table 3, the tests on the cultural index scores yielded five detections of 

true mean differences (hypothesis 8-12). Specifically, the conducted tests on the mean 

differences of power distance (−7.064), individualism (+5.954), masculinity (+5.282), 

uncertainty avoidance (−7.009) and long-term orientation (−7.747) between Danish- and 

Swedish culture produced p-values below the significance level (𝑝 − 𝑣𝑎𝑙𝑢𝑒 < 0.05). 

Consequently, there was found enough statistical evidence to infer mean differences in the 

cultural index scores of power distance, individualism, masculinity, uncertainty avoidance 

and long-term orientation between Danish- and Swedish culture. Put differently, the results 

of the tests conducted on the aforementioned cultural index scores, show that Danish- and 

Swedish culture differ in terms of power distance, individualism, masculinity, uncertainty 

avoidance and long-term orientation. Specifically, based on the positive mean differences of 

the individualism and masculinity index, it indicates that Danish culture exhibit higher 

individualism and masculinity compared to Swedish culture. Moreover, based on the 

negative mean differences of the power distance, uncertainty avoidance and long-term 

orientation index, it indicates that Danish culture exhibits lower power distance, uncertainty 

avoidance and long-term orientation compared to Swedish culture. Overall, the produced 

index scores and leadership subscale means match the expectations of the authors. Based on 
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existing literature and past studies on Danish- and Swedish culture and leadership 

similarities, relatively close cultural index scores and leadership subscales were expected.  

4.2 Qualitative findings  

In short, the purpose of the qualitative study was to gain in-depth insights into the 

business cultures of Denmark and Sweden, the leadership preferences among Danish- and 

Swedish leaders, and to examine the relevance of the psychic distance paradox from the 

perspective of Danish leaders. For a detailed description of the purposes, please revisit 

section 3.4. The following two sub-sections will present the main qualitative findings related 

to the central theoretical themes of inquiry, namely leadership, culture and psychic distance.  

4.2.1 Leadership 

The main findings related to leadership are further divided into sub-themes. The 

following sub-sections will cover these sub-themes.  

4.2.1.1 Characteristics of Danish- and Swedish leaders  

The following words and phrases describing Danish- and Swedish leaders were 

primarily based on the responses to question; 2, 3 and 3a of the interview guide seen in 

appendix 7. 

[Exhibit 4.2] Table 4: Characteristics of Danish and Swedish leaders. Own contribution. 

Danish leaders Swedish leaders 

Directly comparable leadership characteristics 

Independent decision-making 

Result-oriented  

Less polite 

Less friendly  

Quick / Impulsive decision-making  

Transformational / Transactional / Laissez-faire  

More clear  

Consensus-driven decision-making  

Performance focused 

More polite 

More friendly  

Calculated decision-making  

Transformational / Transactional 

Less clear  
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More direct  

Less formal  

Short-term thinking  

Delegating decisions / authority  

Less open to be challenged  

More flexible  

Less communication between leader and 

follower 

Encourage freedom under responsibility  

Less direct  

More formal  

Long-term thinking 

Delegating decisions / authority  

Open to be challenged  

Less flexible  

More communication between leader and 

follower  

Encourage freedom under responsibility  

Unique leadership characteristics 

Decisive  

Generic leadership approach 

Ambitious 

Proud  

Value trust 

Demanding  

Open  

Developer / Creator 

Challenge status quo 

Social  

Less open to changes on final decision 

Trust-based leadership  

Accommodating  

Present / value closeness 
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4.2.1.2 Influence of culture on leadership style 

In addition to the interviewees’ preferred type of leadership, they were asked to 

explain, if they believe culture influences their own leadership approach. One interviewee 

argued that “culture does influence leadership style, and you need to choose a leadership style 

that matches the culture you are in” (interviewee 4). Similarly, two other interviewees 

confirmed that “(…) culture definitely has an influence [on leadership]” (interviewee 3), and 

“I think it [culture] influences [leadership] a lot” (interviewee 5). Consequently, “if you want 

to drive [the] behavior [of people], you need to understand the environment you are in (…)” 

(interviewee 5). It was also emphasized to be aware of culture and potential cultural 

challenges. Specifically, the Danish interviewees stressed that “aware[ness] of culture [is 

important] when (…) leading in another country” (interviewee 1), and that “(…) [it] is 

[important] to understand that there is a cultural difference and that you, as a leader, have to 

act in a different way when you are in [a foreign country]” (interviewee 2). Consequently, it 

was recommended that “[it is much easier if you] (…) meet them in their half of the field” 

(interviewee 2). Lastly, it was recommended not to become “generic and lead the same way 

everywhere (…) [because otherwise] it goes wrong” (interviewee 2).  

4.2.2 Culture and Psychic Distance  

The main findings related to culture and psychic distance are further divided into sub-

themes. The following sub-sections will cover these sub-themes.  

4.2.2.1 Characteristics of Danish- and Swedish employees  

The following words and phrases describing Danish- and Swedish employees were 

primarily based on the responses to question; 7 and 7a of the interview guide seen in appendix 

7. 

[Exhibit 4.3] Table 5: Characteristics of Danish and Swedish employees. Own contribution. 

Danish employees Swedish employees 

Directly comparable employee characteristics 

Independently oriented  

More direct  

Collectively oriented  

Less direct  
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Less thinking, more execution focused  

Less respect towards decision-makers and 

hierarchy  

Less social respect  

Less degree of communication  

Take initiative 

Independent problem-solving  

Impulsive 

Less formal clothing  

Not afraid to speak up  

Value inspiration and motivation 

Relaxed business-minded attitude 

Acceptance of independent decision-making 

Educated  

More thinking, less execution focused  

High respect towards decision-makers and 

hierarchy 

More social respect  

High degree of communication 

Take initiative  

Collective problem-solving 

Thorough / Highly analytical  

Formal clothing  

Expect to voice opinions  

Value inspiration and motivation 

Business-minded attitude  

Value partnerships / Consensus-seeking  

Educated  

Unique employee characteristics 

High expectations 

Poor loyalty  

Flexible  

Difficulties in understanding Swedish  

Highly motivated  

Energetic  

Value freedom under responsibility  

Value work/life balance  

Polite  

Friendly  

Formal  

Talkative  

Value trust 

Performance focused 

Value involvement 

Prefer thorough instructions to new tasks 
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High trust in colleagues and managers 

Expect clear communication from decision-

makers  

Value understanding the big picture 

Expectant 

 

4.2.2.2 Assumption of cultural similarities  

The interviewees were asked, if they would expect more cultural similarities between 

neighboring countries compared to a country physically far away to their home country. Two 

interviewees pointed out that “Denmark and Sweden are relatively sim[ilar] because they 

have this Nordic cooperation” (interviewee 1), and “there is a greater value and cultural 

community between Denmark and our immediate neighbor than countries that are far away” 

(interviewee 2). However, it was also stressed by one of the interviewees that “[just by being 

neighboring countries] two cultures are not (…) necessarily similar at all” (interviewee 1). 

Strengthening the claim that, despite being neighboring countries, cultural differences are 

to be expected was supported by an interviewee saying “(…) there are significant cultural 

differences between all countries, including neighboring countries such as Denmark and 

Sweden” (interviewee 3). While the majority of the interviewees acknowledged the probability 

of similarities between neighboring countries such as Denmark and Sweden, one interviewee 

pointed out that “(…) in the real world [because we are so close], people genuinely believe that 

Scandinavia is one whole, that we are alike and that we speak very similar languages. But 

[just to give an example], leading wise Danes are significantly different from Swedes” 

(interviewee 3). Evidently, one interviewee admitted that “I have always thought of 

Scandinavia as very democratic and seen it as one” (interviewee 6), but “(…) no (…) there is 

not necessarily more cultural similarity even though we are close” (interviewee 6). This claim 

was supported by another interviewee, who said that “as a leader, [you] have to act in a 

different way when you are in Sweden” (interviewee 2). Consequently, the responses yielded 

mixed and partly blurred assertions, supporting “the general standpoint is that we should 

probably be the same, but we are not [because] no one is the same” (interviewee 5), and that 

“there are differences between (…)  two cultures” (interviewee 4), which in spite of short 

distances sometimes “I think we tend to underestimate” (interviewee 5).  
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4.2.2.3 Expectations versus reality 

The Danish interviewees were asked to explain if their cultural expectations were 

aligned with the actual experiences they had, when they encountered the Swedish business 

culture. The Swedish interviewees were asked the same question, but when they encountered 

the Danish business culture. Specifically, one interviewee admitted “it was a lot harder than 

I anticipated” (interviewee 3), and that “it was not as straight forward in Sweden [as I 

expected]” (interviewee 3). Interestingly, same interviewee said “I thought like everybody else 

(…) that they are just like us” (interviewee 3), but “[to great surprise] I was mistaken” 

(interviewee 3). The latter statements were supported by one of the Swedish interviewees, 

explaining that “I probably thought that the differences were smaller (…) [but] I quickly 

experienced that there are differences between our two cultures [despite the fact that] we are 

so close to each other” (interviewee 4). Moreover, one interviewee admitted that “(…) my 

expectations were wrong (…)” (interviewee 6). To supplement this, one of the Swedish 

interviewees mentioned that his encounter with the Danish business culture was “a little bit 

stronger [than I expected]” (interviewee 5).  

4.2.2.4 Surmounting cultural differences  

The interviewees were asked to explain, based on their vast leadership experience, 

how they would overcome potential cultural differences that they encounter in a foreign 

business culture. Specifically, the interviewees emphasized that in order to understand the 

foreign business culture and the behavior of the people in it, you would have to “go in and be 

open (…) and listen to them” (interviewee 1), “(…) meet the people and try to understand how 

they work and understand [the] culture and [the] people in these [new] settings” (interviewee 

5), “thoroughly study the business cultures (…) [and] the cultural differences” (interviewee 3) 

and “force yourself to be closer to your employees” (interviewee 4). In relation to thoroughly 

studying the business cultures, it was recommended to “find a local individual who had 

experience with [your own] business culture” (interviewee 3), as the insights generated by that 

local individual would be defined as far more insightful. Specifically, “you can, to a certain 

extent, familiarize yourself [with the foreign business culture], but if I had been brought up [in 

the foreign culture], then I would be able to fully understand it” (interviewee 3). This 

consultancy approach was supported by another interviewee stating “I would consider some 

consulting advice” (interviewee 2). To surmount the cultural differences, it was emphasized 

for leaders to be “(…) sharp on the little things and hit the real culture right” (interviewee 2). 
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This viewpoint was supported by another interviewee, arguing that “the general culture and 

the business culture are, in the end, what counts, and what will influence the success [of 

entering a new country]” (interviewee 2). Moreover, it was emphasized to “acknowledge that 

we are different” (interviewee 4) and to “organize [yourself] differently” (interviewee 2) when 

you are in a foreign business culture. Additionally, it was emphasized ”(…) to listen” 

(interviewee 5) to the people around you to “get a feel of what is considered acceptable 

behavior” (interviewee 4). Moreover, it was emphasized to adapt to the foreign business 

culture by “show[ing] respect” (interviewee 5) and “realiz[ing] you will make mistakes” 

(interviewee 5), which would need to be rectified.  

4.2.2.5 Successes and failures  

The Danish interviewees were asked to assess whether they believed they had been 

successful in overcoming the cultural differences presented in a Swedish business culture. 

Additionally, the Danish interviewees were asked to reflect upon any failures they may have 

experienced in dealing with these cultural differences. To enhance these answers, the 

Swedish interviewees were asked to reflect upon why it is Danish leaders may encounter 

insurmountable difficulties in a Swedish business culture. Specifically, “one of my biggest 

challenges in Sweden has been lack of confidence from my employees” (interviewee 2), which 

was argued to be a consequence of the cultural differences. Another Danish interviewee 

emphasized that he found success by “acknowledging that [the Swedish business culture] was 

a completely new, and thus, different business culture, meaning I had to adapt myself to the 

acceptable behaviors” (interviewee 3). In addition to this, the interviewee highly emphasized 

the importance of wearing formal clothes and “think[ing] long-term” (interviewee 3) when 

leading in the Swedish business culture. Another Danish interviewee reflected on his 

experiences by saying “a failure has been that we have lost an employee because there was not 

enough local support or help” (interviewee 6).  

4.2.2.6 Recommendations for Danish leaders 

The Swedish interviewees were asked to assess, based on their experiences, whether 

Danish leaders were successful at leading in the Swedish business culture given the cultural 

differences to a Danish business culture. Subsequently, the Swedish interviewees were asked 

to voice any recommendations to Danish leaders on how to improve their leading 

effectiveness in a Swedish business culture. It was emphasized that “it is always harder to 
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be a foreign person [when in a leadership role because] people expect more [and] you have to 

listen very carefully [to understand the culture]” (interviewee 4). Additionally, it was 

articulated that it is “much harder for a foreign person to become accepted in comparison to a 

local person” (interviewee 4). Furthermore, the importance of adopting a culturally 

appropriate leadership style was emphasized. Specifically, it was emphasized that Danish 

leaders should refrain from using their “standardized Danish leadership style” which was 

characterized by independent decision-making and being “too hard and too decisive” 

(interviewee 5) for the Swedish business culture. The interviewee elaborated that the 

aforementioned Danish leadership style will result in a wrong sense of trust with the Swedish 

employees and cause insurmountable “challenge[s] over time” (interviewee 5) for Danish 

leaders. Furthermore, the importance of establishing trust with the Swedish employees were 

supported by another interviewee, stating that “[in Sweden] leadership is about trust (…) and 

Danish leaders have to be able to explain their reasoning for their decisions, in a convincing 

way, otherwise [Swedish] people will not follow you” (interviewee 4). Furthermore, it was 

articulated that Danish leaders should be aware that “gaining the trust [of Swedish 

employees] takes time”, and that once the trust had been gained “then you can accelerate the 

decision-making process (…) by [making] more decisions based on your gut-feeling” 

(interviewee 4).  
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5 Discussion 

As portrayed by the research design in figure 1, this section is defined as the point of 

interface where the quantitative and qualitative research findings will be interpreted as one 

whole and discussed upon. This section is divided into four sub-sections imperative to the 

conclusion of the sub- and primary research questions of this thesis. In broad terms, the first 

sub-section is a discussion of the Danish- and Swedish business cultures, whereas the second 

sub-section entails a discussion of the preferences of leadership styles among the Danish- 

and Swedish leaders. In the third sub-section, the authors will discuss the relevance of the 

psychic distance paradox in relation to Denmark and Sweden. Lastly, the fourth sub-section 

will discuss an approach for Danish leaders to surmount the cultural and leadership 

differences encountered in the Swedish business culture. The arguments found in the 

mentioned sub-sections will be supplemented with relevant theory and prior studies, but will 

primarily be based on the empirical findings of the research. 

5.1 Comparing the Danish- and Swedish business cultures 

By comparing the Danish- and Swedish business cultures, the authors seek to 

illuminate and define the cultural differences between the two business cultures, which is 

considered to be an essential task to sufficiently conclude the primary research questions. 

Specifically, the Danish- and Swedish business cultures will be compared using the cultural 

dimensions outlined in section 2.1.1. Figure 2 visually portrays the calculated mean index 

scores of each cultural dimension for the Danish- and Swedish business culture.  
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[Exhibit 5.1] Figure 2: Comparison of Danish and Swedish business cultures using Hofstede's cultural framework. 

Own contribution. * indicates statistical differences were detected (see section 4.1.2). Data labels (index scores) are 

rounded values. 

The graphical representation of the cultural measurements as displayed in figure 2, 

show that the two business cultures appear relatively similar, with no extreme differences. 

The appearance of relative cultural similarity was, as previously mentioned in section 4.1, 

the expected outcome of the quantitative findings due to prior research and general 

consensus that the two cultures are relatively similar. However, statistical differences, albeit 

subtle, were detected in the mean index scores comparing the two business cultures, meaning 

there exist differences in the commitment of certain cultural traits between the two cultures, 

as argued by Warner-Søderholm (2012). To identify these subtle, yet important, cultural 

differences that the quantitative findings suggest are present in the two business cultures, 

the authors utilize the qualitative findings, which revealed detailed insights in the two 

business cultures and produced comparable traits associated with each ends of the cultural 

dimensional scales. In explaining and enhancing the aforementioned findings, the authors 

indirectly and continuously draw parallels to the mentioned cultural traits of each of the five 

cultural dimensions from section 2.1.1 throughout section 5.1.1-5.1.5. 

5.1.1 Power distance 

Comparing the two business cultures using the qualitative findings, the Danish 

business culture is found to exhibit relatively more traits associated with low power distance, 
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whereas the Swedish business culture is found to exhibit relatively more traits associated 

with high power distance, which matches the quantitative findings in the sense that the 

Danish business culture produced a lower power distance index score compared to the 

Swedish business culture, as seen in figure 2.  

Specifically, the Danish business culture is found to exhibit a limited dependence of 

subordinates on superiors and a limited emotional distance between subordinates and 

superiors compared to the Swedish business culture. The limited dependence of subordinates 

on leaders in the Danish business culture is exemplified by a reduction in communication 

between leader and followers, whereas the noticeable dependence of subordinates on 

superiors in the Swedish business culture is exemplified by an increase in communication 

between leader and follower. The limited emotional distance between subordinates and 

superiors in the Danish business culture is exemplified by a typical Danish employee showing 

less respect towards decision-makers and hierarchy, less social respect and a non-hesitance 

to speak up, whereas the larger emotional distance between subordinates and superiors in 

the Swedish business culture is exemplified by a typical Swedish employee showing high 

respect towards decision-makers and hierarchy, and more social respect. Furthermore, the 

larger emotional distance in the Swedish business culture is exemplified by Swedish leaders 

being less open to changes on final decisions. The limited emotional distance in Danish 

business culture indicate, as mentioned in section 2.1.1.1, that it is considered acceptable 

behavior to challenge and contradict a superior. The Swedish business culture partially 

shares this trait in the sense that it is acceptable to challenge the leader’s decisions and 

thoughts during discussions leading up to the final decision. However, once a final decision 

is made, challenging this decision is generally deemed inappropriate behavior in the Swedish 

business culture.  

Albeit, the quantitative findings showed a relatively higher power distance index for 

the Swedish business culture relative to the Danish business culture, the Swedish business 

culture is found to exhibit a certain trait commonly associated with lower power distance. 

Specifically, the Swedish employees have a preference for an active role in the decision-

making process, which is exemplified through the typical Swedish employee’s being 

consensus-seeking, expecting to be able to voice opinions and valuing involvement. It is 

further exemplified by the Swedish leaders’ utilization of consensus-driven decision-making. 
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In particular, the trait of being consensus-seeking, relative to the typical employees of the 

Danish business culture, matches the findings of Havaleschka (2002). In contrast, the Danish 

business culture is found to exhibit the reverse trait, which is commonly associated with 

higher power distance. Namely, there is found to be a general acceptance of independent 

decision-making, indicating a preference for a limited role in the decision-making process. 

Ultimately, it is evident from the empirical findings that the Danish- and Swedish 

business cultures exhibit certain low and high-power distance traits. However, given the 

Danish business culture exhibits limited dependence of subordinates on superiors, and 

limited emotional distance between subordinates and superiors, arguably explain the lower 

power index score as produced by the quantitative study, relative to the Swedish business 

culture.  

5.1.2 Individualism 

Comparing the two business cultures using the qualitative findings, the Danish 

business culture is found to exhibit relatively more traits associated with individualism, 

whereas the Swedish business culture is found to exhibit relatively more traits associated 

with collectivism, which matches the quantitative findings in the sense that the Danish 

business culture produced a higher individualism index score compared to the Swedish 

business culture, as seen in figure 2.  

Specifically, the Swedish business culture is found to exhibit traits commonly 

associated with collectivism through an enhanced focus on groups and having decisions taken 

by the group, which match the findings of Havaleschka (2002) and Weiss (2015). In detail., 

the enhanced focus on groups in the Swedish business culture is exemplified by the typical 

Swedish employee being collectively oriented and solving problems collectively. Furthermore, 

the collectivistic trait of having decisions taken by the group in the Swedish business culture 

is exemplified by Swedish leaders’ preference for consensus-driven decision-making and the 

typical Swedish employee valuing involvement in the decision-making process. Lastly, as 

Swedish employees and leaders are found to value relationships, it further supports the 

relative collectivistic orientation in the Swedish business culture. In contrast to the Swedish 

business culture, the Danish business culture is found to exhibit traits commonly associated 

with individualism through an enhanced focus on the individual and independent decision-

making by the management, which matches the findings of Havaleschka (2002) and Weiss 
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(2015). The individualistic trait of enhanced focus on the individual in the Danish business 

culture is exemplified by the typical Danish employee being independent-oriented and 

independently solving problems. Furthermore, the enhanced focus on the individual is 

exemplified by Danish leaders’ preference for independent decision-making, which also 

solidifies the relevance of the individualistic trait of independent decision-making by the 

management.  

It is evident from the qualitative findings, that the Danish- and Swedish business 

culture exhibit certain common individualistic traits. Specifically, both business cultures are 

found to exhibit freedom in the job, exemplified by Danish- and Swedish leaders encouraging 

freedom under responsibility. In particular, freedom in the job in the Danish business culture 

is further exemplified by the typical Danish employee valuing freedom under responsibility. 

Additionally, the individualistic trait of showing more initiative is apparent in both the 

Swedish- and Danish business culture, which is exemplified by the typical Danish- and 

Swedish employee both being characterized as initiators.  

Ultimately, despite shared individualistic traits, the Danish business culture is found 

to exhibits relatively more traits associated with individualism, whereas the Swedish 

business culture is found to exhibit relatively more traits associated with collectivism. 

Arguably, this explains the overall higher individualism index score given to the Danish 

business culture by the quantitative study. 

5.1.3 Masculinity 

Comparing the two business cultures using the qualitative findings, the Danish 

business culture is found to exhibit relatively more traits associated with masculinity, 

whereas the Swedish business culture is found to exhibit relatively more traits associated 

with femininity, which matches the quantitative findings in the sense that the Danish 

business culture produced a higher masculinity index score compared to the Swedish 

business culture, as seen in figure 2.  

Specifically, the Danish business culture is found to exhibit traits commonly 

associated with masculinity through decisive management, impulse behavior, a priority of 

hard values and a reduced priority of soft values, which matches the findings of Havaleschka 

(2002). The masculine trait of decisive management is exemplified by Danish leaders being 

decisive decision-makers. Furthermore, the masculine traits of impulsivity and priority of 
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hard values are exemplified in the Danish business culture by the typical Danish employee 

being more direct and impulsive in contrast to the typical Swedish employee. Additionally, 

the impulsive behavior and priority of hard values are further exemplified by Danish leaders’ 

impulsive decision-making, being more direct and demanding. Albeit, the quantitative 

findings showed a relatively higher masculinity index for the Danish business culture 

relative to the Swedish business culture, the Danish business culture is found to exhibit a 

certain trait commonly associated with higher femininity. Specifically, the Danish business 

culture is found to have less emphasis on analytical approaches, which is exemplified by the 

impulsive decision-making by Danish leaders. In addition to this, the typical Danish 

employee is found to value work/life balance, and the Danish leaders are regarded as open 

individuals, which are traits commonly associated with femininity.  

In contrast to the Danish business culture, the Swedish business culture is found to 

exhibit traits commonly associated with femininity through consensus-based management, 

being relationship-oriented, solving conflicts through compromises and an enhanced priority 

of soft values, which matches the findings of Havaleschka (2002) and Weiss (2015). 

Specifically, the feministic trait of consensus-based management is greatly exemplified, as 

previously mentioned, through the Swedish leaders’ preference for consensus-driven 

decision-making. Moreover, the feministic trait of being relationship-oriented is exemplified 

by Swedish leaders being social, and the typical Swedish employee being talkative and 

valuing partnerships. Furthermore, the feministic trait of solving conflicts through 

compromises is arguably exemplified by Swedish leaders being accommodating. 

Furthermore, the feministic traits of enhanced priority of soft values are exemplified by 

Swedish leaders being less direct, valuing closeness, friendlier and politer in comparison to 

Danish leaders. Additionally, the priority of mentioned soft values are further exemplified by 

the typical Swedish employee being less direct, politer and friendlier compared to the typical 

Danish employee. Albeit, the quantitative findings showed a relatively higher masculinity 

index for the Danish business culture relative to the Swedish business culture, the Swedish 

business culture is found to exhibit a certain trait commonly associated with higher 

masculinity. Specifically, Swedish business culture exhibits the masculine trait of being 

analytical oriented, which is exemplified in by Swedish leaders’ preference for calculated 

decision-making and the typical Swedish employee being thorough and highly analytical. 
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Overall, the identified analytical orientation in the Swedish business culture, matches the 

findings of Havaleschka (2002) and Weiss (2015).   

Ultimately, despite identified traits commonly associated with masculinity and 

femininity in both business cultures, the Danish business culture is found to exhibit 

relatively more traits associated with masculinity, whereas the Swedish business culture is 

found to exhibit relatively more traits associated with femininity. Arguably, this explains the 

overall higher masculinity index score given to the Danish business culture by the 

quantitative study. 

5.1.4 Uncertainty avoidance 

Comparing the two business cultures using the qualitative findings, the Swedish 

business culture is found to exhibit relatively more traits associated with stronger 

uncertainty avoidance, whereas the Danish business culture is found to exhibit relatively 

more traits associated with weaker uncertainty avoidance, which matches the quantitative 

findings in the sense that the Danish business culture produced a lower uncertainty index 

score compared to the Swedish business culture, as seen in figure 2.  

Specifically, the Swedish business culture is found to exhibit traits commonly 

associated with stronger uncertainty avoidance through a reduced flexibility to adapt 

behavior and approach to new situations, a limited willingness to experiment and valuing 

formalities, instructions and analytical skills. Specifically, the stronger uncertainty 

avoidance trait of reduced flexibility is exemplified by Swedish leaders being less flexible 

relative to Danish leaders. Furthermore, the stronger uncertainty avoidance trait of a limited 

willingness to experiment, and by extension reduced flexibility, are exemplified by Swedish 

leaders and employees preferring to take a relatively structured approach to reach business 

goals through analyzing every method of execution and to carefully choose the method of 

execution that enables them to best reach the desired goal, rather than focusing on trial-and-

error. The aforementioned characteristic and interpretation thereof align with the other 

stronger uncertainty avoidance traits of valuing formalities, instruction and analytical skills 

in the Swedish business culture. These particular traits are exemplified by the typical 

Swedish employee being thorough, highly analytical and prefer formalities (e.g. clothing) and 

thorough instructions to new tasks. Specifically, these characteristics suggest that Swedish 
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employees tend to shy away from the unknown, which is in alignment with a relatively 

stronger uncertainty avoidance compared to the Danish business culture.  

In contrast to the Swedish business culture, the Danish business culture is found to 

exhibit traits commonly associated with weaker uncertainty avoidance through flexibility, a 

willingness to experiment and a reduced priority of formalities and thorough analysis, which 

matches the findings of Havaleschka (2002). Specifically, the weaker uncertainty avoidance 

trait of flexibility is exemplified by Danish leaders and employees being more flexible relative 

to Swedish leaders. Furthermore, the weaker uncertainty avoidance trait of a willingness to 

experiment is exemplified by the typical Danish employee being more execution-focused, 

impulsive and possessing a relaxed business-minded attitude. Specifically, these 

characteristics of the Danish business culture suggest that Danish leaders prefer to run a 

trial-and-error approach to reach their goal, which is the exact opposite to the members of 

the Swedish business culture, who prefer analysis. This trial-and-error approach is a 

possibility for Danish leaders and employees due to their relative willingness to experiment 

with unknown situations, and being able to adapt to these situations through flexibility. The 

use of a trial-and-error approach suggest that the Danish business culture has a reduced 

priority for analysis, which aligns with the weaker uncertainty avoiding tendencies. 

Furthermore, it is revealed that the Danish business culture has less priority on formalities, 

which is exemplified by Danish leaders and employees wearing less formal clothing relative 

to the Swedish business culture 

Ultimately, it is evident from the empirical findings that the Danish business culture 

exhibit relatively more traits associated with weaker uncertainty avoidance, whereas the 

Swedish business culture is found to exhibit relatively more traits associated with stronger 

uncertainty avoidance. Arguably, this explains the overall weaker uncertainty avoidance 

index score given to the Danish business culture by the quantitative study. 

5.1.5 Long-term orientation 

Comparing the two business cultures using the qualitative findings, the Danish 

business culture is found to exhibit relatively more traits associated with short-term 

orientation, whereas the Swedish business culture is found to exhibit relatively more traits 

associated with long-term orientation, which matches the quantitative findings in the sense 
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that the Danish business culture produced a lower long-term orientation index score 

compared to the Swedish business culture, as seen in figure 2.  

Specifically, the Danish business culture is found to exhibit traits commonly 

associated with short-term orientation through a focus on the present and short-term results, 

which matches the findings of Havaleschka (2002) and Weiss (2015). Specifically, the short-

term orientation traits of focusing on the present and short-term results is exemplified by the 

Danish leaders being short-term thinkers and result-oriented. In contrast to the Danish 

business culture, the Swedish business culture is found to exhibit traits commonly associated 

with long-term orientation through a long-term focus, priority of effectiveness and valuing 

accountability. Specifically, the long-term orientation matches the findings of Havaleschka 

(2002) and Weiss (2015). In detail, the long-term orientation trait of long-term focus is 

exemplified by the Swedish leaders being long-term thinkers relative to Danish leaders. 

Furthermore, the long-term orientation trait of prioritizing effectiveness is exemplified by 

the Swedish leaders preferring calculated decision-making and by the typical Swedish 

employee being thorough and highly analytical. Moreover, the long-term orientation trait of 

valuing accountability is exemplified in both the Danish- and Swedish business culture by 

Danish- and Swedish leaders encouraging freedom under responsibility.  

Ultimately, it is evident from the empirical findings that the Danish business culture 

exhibits a relatively short-term orientation, whereas the Swedish business culture exhibits a 

relatively long-term orientation. Arguably, this explains the overall lower long-term 

orientation index score given to the Danish business culture by the quantitative study.  

5.2 Leadership style preferences  

The section commencing is intended to discuss leadership preferences among Danish- 

and Swedish leaders, primarily using the empirical findings. As a reminder, the leadership 

style preferences will be in accordance with the problem delimitation. Consequently, the 

section is divided into three sub-sections, namely laissez-faire-, transactional- and 

transformational leadership.  
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[Exhibit 5.2] Figure 3: Comparison of transformational-, transactional- and laissez-faire leadership preferences 

between Danish and Swedish leaders. Own contribution. * and filled columns indicate statistical difference 

detected (see section 4.1.1).  

The graphical representation of the leadership preferences as displayed in figure 3, 

show that the Danish- and Swedish leaders appear relatively similar, with no extreme 

differences. The appearance of relatively similar leadership preferences, as previously 

mentioned in section 4.1, was the expected outcome of the quantitative findings due to prior 

research and general consensus that Danish- and Swedish leaders are relatively similar. To 

enhance the leadership preferences, as displayed in figure 3, the authors utilize the 

qualitative findings, which yielded detailed insights into leadership traits and behavior 

related to laissez-faire-, transactional- and transformational leadership.  

5.2.1 Laissez-faire leadership  

Based on the quantitative findings (graphically displayed in figure 3), there was found 

an unequal moderate preference for the laissez-faire leadership style between Danish- and 

Swedish leaders. Specifically, Danish leaders are found to exhibit a higher moderate 

preference for the laissez-faire leadership styles, whereas Swedish leaders are found to 

exhibit a lower moderate preference.  

Specifically, based on the theory related to laissez-faire leadership, as mentioned in 

section 2.3.1, it suggests that Danish leaders exhibit higher freedom for employees to carry 
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out assignments without direct supervision, employee-autonomy and independence relative 

to Swedish leaders (Tarsik et al., 2014). In detail, the qualitative findings emphasize that the 

higher preference for laissez-faire leadership among Danish leaders is attributable to a 

relative higher focus of “let[ting] people do as they like” (interviewee 3), which is a 

consequence of Danish employees, relative to Swedish employees, “(…) requir[ing] less 

leading and prefer independently to solve their tasks (…)” (interviewee 3). Put differently, 

Danish leaders exhibit the classical laissez-faire leadership traits of delegating decision-

making and encouraging a high degree of employee-autonomy, relative to Swedish leaders. 

Furthermore, the qualitative findings emphasize that Danish leaders embrace a concept that 

is in alignment with the definition of laissez-faire leadership, namely that “(…) you should 

be a boss without being a boss (…)” (interviewee 3). Ultimately, it is evident, using the 

empirical findings, that Danish leaders have a higher preference for laissez-faire leadership 

relative to Swedish leaders. The implications of this will be covered in section 5.4.3.  

5.2.2 Transactional leadership  

Based on the quantitative findings (graphically displayed in figure 3), there was found 

an equally high preference for the two transactional leadership subscales between Danish- 

and Swedish leaders: contingent reward and management-by-exception.  

Specifically, based on the theory related to contingent reward, as mentioned in section 

2.3.2.2, it suggests that Danish- and Swedish leaders have a strong focus on performance, 

results, direction and confidence in employees (Ahmed et al., 2016; Khan et al., 2016). 

Evidently, the qualitative findings emphasize, specifically for Swedish leaders, that there is 

a relatively high focus on performance, exemplified by “(…) it is a lot about performance 

management [in Sweden]” (interviewee 5), and “there is really pressure and focus on 

performance over there [in Sweden] (…)” (interviewee 1). Furthermore, the qualitative 

findings emphasize a relative strong focus on direction and clarification of tasks in the 

Swedish business culture and by Swedish leaders, exemplified by “[Swedish employees] want 

the clarity, [meaning] this is what I want you to do (…), this is your target, but with the target 

in mind, [Swedish employees] have the trust to get there in best way possible” (interviewee 5), 

and “Swedish people want to get told what to do” (interviewee 4). Moreover, it is emphasized 

by the qualitative findings, that leadership in the Swedish business culture is highly trust-

based, hence there is a relatively strong focus on confidence in Swedish employees, 
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exemplified by “leadership is about trust [in Sweden] (…)” (interviewee 4). In contrast, for 

Danish leaders, the qualitative findings emphasize a relatively lower focus on direction, 

performance and the need for confidence in your employees, but did reveal that Danish 

leaders are goal-oriented, meaning Danish leaders have a relative strong focus on results. 

The latter is exemplified by “[Danish leaders are] driven by goals and passionate about goals” 

(interviewee 2). Consequently, Danish leaders are found to exhibit a high preference for the 

use of contingent reward through a relative strong focus on results, whereas Swedish leaders 

are found to exhibit a high preference for the use of contingent reward through a relative 

strong focus on performance, direction and confidence in employees. Arguably, the findings 

suggest an equally high preference for contingent reward among Danish- and Swedish 

leaders, however, with emphasis on different contingent reward traits.  

Specifically, based on the quantitative findings, it is revealed that Danish- and 

Swedish leaders have an equally high preference for management-by-exception. In this 

regard, as briefly outlined in section 4.1.1, the quantitative findings do not distinguish 

between passive and active management-by-exception, albeit the theory makes this 

particular distinction as outlined in section 2.3.2.1. However, based on the qualitative 

findings, the authors were able to infer a noticeable difference in the preference for passive 

and active management-by-exception between Danish- and Swedish leaders. Specifically, the 

theory related to passive management-by-exception, as mentioned in section 2.3.2.1, 

indicates that passive management-by-exception is generally perceived to be relatively 

similar to laissez-faire leadership under normal conditions (Kirkbride, 2006), which entails 

that such leaders usually wait for things to go wrong, or problems to arise before taking action 

(Ahmed et al., 2016). Based on this description of passive management-by-exception, it is 

evident from the qualitative findings, that Danish leaders exhibit a relatively higher 

preference for passive management-by-exception. Specifically, based on the identified weaker 

uncertainty avoidance (section 5.1.4), it suggests that Danish leaders find no issue in waiting 

for things to go wrong (consequential increased uncertainty) before taking actions, which is 

exemplified through the use of their typical trial-and-error approach to reach goals. In 

addition, the relatively higher preference for passive management-by-exception by Danish 

leaders is supported by the relatively higher preference for laissez-faire leadership, as 

outlined in section 5.2.1, due to its similarities to this particular leadership style.  
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Contrary to passive management-by-exception, active management-by-exception, as 

outlined in section 2.3.2.1, entails a strong focus on timely and efficient processes as well as 

being proactive towards problems and deviations (Kirkbride, 2006; Bass & Riggio, 2006; 

Khan et al., 2016; McCleskey, 2014). Albeit, Danish leaders are found to have a relatively 

higher preference for passive management-by-exception, the empirical findings indicate that 

Danish leaders exhibit certain traits that may be related to active management-by-exception. 

Specifically, as Danish leaders are described as being direct, demanding, decisive and “(…) 

running very cost-efficient [operations] (…)” (interviewee 4), it suggests that Danish leaders 

have a strong focus on timely and efficient processes. Similar to Danish leaders, Swedish 

leaders are found to have a particular focus on efficiency. However, the focus on efficiency of 

Swedish leaders, is embraced through their calculated decision-making, and overall 

analytical approach of reaching goals. As argued in section 5.1.4, these particular traits are 

attributable to the identified stronger uncertainty avoidance. In contrast to Danish leaders, 

the identified stronger uncertainty avoidance in the Swedish business culture, suggests an 

overall higher preference for active management-by-exception by Swedish leaders. 

Specifically, due to the stronger need to avoid uncertainty, Swedish leaders take a relative 

proactive approach towards problems and deviations through a stronger focus on structured 

and thorough analyses. Consequently, Swedish leaders are found to exhibit a relatively 

higher preference for the use of active management-by-exception, whereas Danish leaders 

are found to exhibit a relatively higher preference for passive management-by-exception.  

In summation, the findings suggest an equally high preference for both contingent 

reward and management-by-exception, albeit with emphasis on different contingent reward 

traits and a noticeable difference in the preference for passive- and active management-by-

exception. Thus, based on the empirical findings, the authors deem the Danish- and Swedish 

leaders to possess an equally high preference for the transactional leadership style. The 

implications of the emphasis on different traits within the transactional subscales will be 

covered in section 5.4.3 
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5.2.3 Transformational leadership  

Based on the quantitative findings (graphically displayed in figure 3), there was found 

an equally high preference for the four transformational leadership subscales between 

Danish- and Swedish leaders: individualized consideration, intellectual stimulation, 

inspirational motivation and idealized influence.  

Specifically, based on the theory related to individualized consideration, as mentioned 

in section 2.3.3.1, it suggests that Danish- and Swedish leaders are aware of the importance 

of paying attention to the individual employee (Ahmed et al., 2016). Specifically, based on the 

qualitative findings, Danish leaders exhibit individual consideration by acting as a 

coach/mentor and by delegating assignments to develop and challenge the skills of each 

employee (Gomes, 2014; Bass & Riggio, 2006). In contrast, based on the qualitative findings, 

Swedish leaders are found to exhibit individual consideration through a particular concern 

for his or her employees, exemplified by Swedish leaders valuing closeness and relationships 

as well as the usage of active listening style due to the consensus-driven business culture. 

Similar to Danish leaders, Swedish leaders are found to exhibiting individual consideration 

by delegating assignment to develop and challenge employees.  

Specifically, based on the theory related to intellectual stimulation, as mentioned in 

section 2.3.3.2, it suggests that Danish- and Swedish leaders encourage employees to become 

creative problem solvers, think outside the box and come up with new solutions to complex 

problems as well as promoting innovation and creativity (Riggio et al., 2014; Gomes, 2014). 

Specifically, based on the qualitative findings, Danish leaders are found to utilize intellectual 

stimulation by challenging status quo, by being a coach and by challenging employees to 

perform beyond expectations. In detail, challenging status is exemplified by Danish leaders 

being creators and developers, whereas challenging employees to perform beyond 

expectations is exemplified by “(…) challeng[ing] people [Danish employees] to be able to do 

more than they believe they can today” (interviewee 1). In contrast, based on the qualitative 

findings, Swedish leaders are found to utilize intellectual stimulation through a relative focus 

on encouraging and embracing involvement and new ideas, which is a consequence of the 

consensus-based business culture where Swedish employees are encouraged to voice their 

ideas and creative thoughts.  
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Specifically, based on the theory related to inspirational motivation, as mentioned in 

section 2.3.3.3, it suggests that Danish- and Swedish leaders motivate and inspire their 

employees (Kirkbride, 2006; Ahmed et al., 2016; Bass & Riggio, 2006; Gomes, 2014). 

Specifically, based on the qualitative findings, Danish leaders are found to exhibit 

inspirational motivation by embracing employee-autonomy, independent decision-making 

and by challenging employees to go beyond expectations, which arguably is a consequence of 

the independent-oriented business culture. In contrast, based on the qualitative findings, 

Swedish leaders are found to exhibit inspirational motivation through clear communication 

and envisioned future desired states, which is exemplified by Swedish leaders’ need to clarify 

targets, roles and contributions that Swedish employees thus aspire and strive to meet.  

Specifically, based on the theory related to idealized influence, as mentioned in section 

2.3.3.4, it suggests that Danish- and Swedish leaders encourage employees to achieve mission 

and goals of the company through extreme determination and by giving employees a higher 

sense of purpose (Riggio et al., 2014; Gomes, 2014; Ahmed et al., 2016). Specifically, based on 

the qualitative findings, Danish leaders are found to exhibit idealized influence through 

extreme determination, which is exemplified by Danish leaders being heavily result-oriented. 

In contrast, based on the qualitative findings, Swedish leaders are found to exhibit idealized 

influence by giving employees a higher sense of purpose, which is achieved through clarifying 

the purpose and contribution of individual work to the whole.  

In summation, the findings suggest an equally high preference for individualized 

consideration, intellectual stimulation, inspirational motivation, idealized influence among 

Danish- and Swedish leaders, however, with emphasis on different traits within each 

transformational leadership subscale. Consequently, based on the empirical findings, the 

authors deem the Danish- and Swedish leaders to possess an equally high preference for the 

transformational leadership style. The implications of the emphasis on different traits within 

the transformational subscales will be covered in section 5.4.3 

5.3 Psychic distance  

This sub-section is concerned with discussing the expectations of the interviewees 

versus the realities they encountered. Thus, this section will draw on the psychic distance 

theory and the psychic distance paradox, and explicitly link the empirical findings with the 
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aforementioned theoretical area. Hence, for elaborated explanation of the psychic distance 

theory and the psychic distance paradox, please revisit section 2.2-2.2.1.  

Analyzing the qualitative findings, both the Danish- and Swedish interviewees agreed 

that Denmark and Sweden are similar on many parameters to a great extent. For instance, 

one interviewee said that “Denmark and Sweden are relatively sim[ilar] because they have 

this Nordic cooperation” (interviewee 1), and another interviewee mentioned “there is a 

greater value and cultural community between Denmark and our immediate neighbor than 

countries that are far away” (interviewee 2). In addition, one interviewee confirmed the 

clustered viewpoints that foreign countries often have on Scandinavia (Havaleschka, 2002; 

Weiss, 2006), by saying that ““I have always thought of Scandinavia as very democratic and 

seen it as one” (interviewee 6). However, the interviewees did acknowledge that albeit the low 

physical distance between Denmark and Sweden, “(…) there is not necessarily more cultural 

similarity even though we are close” (interviewee 6), and “[just by being neighboring countries] 

two cultures are not (…) necessarily similar at all” (interviewee 1). These quotes suggest that 

the interviewees perceive the two countries as psychically close albeit they do acknowledge 

that being physically close does not necessarily entail strong similarities.  

Looking at the expectations in relation to the actual experiences that the interviewees 

had, the qualitative findings consistently suggest expectations did not align with the reality 

encountered. Specifically, one interviewee said “it was a lot harder than I anticipated” 

(interviewee 3), and that “it was not as straight forward in Sweden [as I expected]” 

(interviewee 3). Another interviewee said “in fact, (…) I considered Sweden to be very similar 

to Denmark (…), [but] my expectations were wrong” (interviewee 6). In addition to these 

quotes, an interviewee said “I probably thought that the differences were smaller (…) [but] I 

quickly experienced that there are differences between our two cultures [despite the fact that] 

we are so close to each other” (interviewee 4). Consequently, based on these experiences it 

shows a tendency of Danish leaders to consistently take for granted the inevitable differences 

that exists even between two perceived psychically proximate countries like Denmark and 

Sweden. One could thus raise questions to whether there is a need for Danish leaders to alter 

their initial mindset in order to increase the likelihood of success not only on an individual-

level but also on an organizational-level. In addition to this tendency, one could consider the 

mistakes or failures that the Danish leaders have made in the Swedish business culture. 
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Specifically, “one of my biggest challenges in Sweden has been lack of confidence from my 

employees” (interviewee 2), while the interviewee argued that there is “(…) much lost in 

translation” (interviewee 2). Interestingly, the same interviewee mentioned that he had 

stereotypes about the Swedish business culture, but despite his stereotypes were confirmed 

by his experiences, the interviewee admitted to have encountered significant problems and 

challenges in the Swedish business culture. Adding to this, a Danish interviewee admitted 

that “a failure has been that we have lost an employee (…)” (interviewee 6).  

This deviation in expectations, regarded as the perceived psychic distance by Danish 

leaders, and actual experiences, regarded as the accurate psychic distance, imply that the 

psychic distance paradox is relevant in the context of Danish leaders towards the Swedish 

business culture. It means that Danish leaders may hitherto have subconsciously ignored the 

differences between the Danish- and Swedish business culture, believing the two business 

cultures are relatively identical. In this regard, based on the chosen macro-level indicator of 

psychic distance, namely the differences in national cultures, the empirical findings reveal, 

as outlined in section 5.1, there are significant cultural differences in the two business 

cultures, hence Denmark and Sweden cannot be perceived as completely similar. 

Consequently, the mismatch between the perceived psychic distance and actual psychic 

distance is an unsurprising finding. The implications of the relevancy of the psychic distance 

paradox from the perspective of Danish leaders will be further discussed in section 5.4-5.4.3.  

5.4 Surmounting cultural and leadership differences 

This particular sub-section aims to derive an approach for Danish leaders to surmount 

cultural- and leadership differences in the Swedish business culture. In doing so, the authors 

will touch upon the specific elements that are required by Danish leaders to adequately and 

successfully prepare for the Swedish business culture, and outline important behavioral 

traits necessary for Danish leaders to fully understand the Swedish business culture through 

own experiences. In extension to these elements, the authors will discuss the adoption of a 

culturally appropriate leadership style and cultural traits deemed necessary for success in 

the Swedish business culture. The aforementioned elements representing an approach for 

Danish leaders to surmount cultural- and leadership differences in the Swedish business 

culture, will primarily be based on the empirical findings of the research.  
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5.4.1 Preparation 

The first component required for Danish leaders to surmount the cultural- and 

leadership differences in the Swedish business culture, is preparation. It is evident from the 

empirical findings outlined in section 4.2.1.4 and from the parallels drawn between 

leadership characteristics and cultural traits throughout section 5.1.1-5.1.5 that culture 

heavily influences leadership behavior. This particular finding supports the general 

consensus outlined in relevant literature that culture has an influence on leadership (Zander, 

2005; Grenness, 2003; Suutari & Riusala, 2001; Ardichvili & Kuchinke, 2010; Hookana, 2008; 

Sippola, 2009; Byrne & Bradley, 2007). Consequently, the empirical findings, as well as 

supporting literature, heavily emphasize the relevance and importance for Danish leaders to 

sufficiently prepare for the cultural differences in the Swedish business culture. 

Unsurprisingly, preparation is a highly valued activity for leaders as it increases cultural 

adaptability, which is considered essential for success in foreign business cultures (Deal & 

Prince, 2003). Specifically, the empirical findings emphasize that the success of Danish 

leaders in the Swedish business culture is attributable to extensive preparations into the 

cultural differences as it helps identify the impactful subtle differences and ensures that 

Danish leaders “(…) hit the real culture right” (interviewee 2).  

In preparation to the Swedish business culture, Danish leaders must expect to 

encounter cultural- and leadership differences. This is evident from the comparison of the 

two business cultures as outlined in section 5.1 and the relevance of the psychic distance 

paradox in the context of Danish leaders and Sweden, as discussed in section 5.3. Specifically, 

the relevance of the psychic distance paradox means Danish leaders are required to adjust 

their psychic distance to reflect an appropriate perception of the Swedish business culture. 

Put differently, Danish leaders must refrain from relying on the false assumption of cultural 

similarity, and acknowledge that the Swedish business culture is “(…) a complete new, and 

thus, different business culture” (interviewee 3). Consequently, Danish leaders must treat the 

Swedish business culture as a typical foreign business culture with the expectancy of 

cultural- and leadership differences. To expect cultural- and leadership differences in the 

Swedish business culture compared to the Danish business culture, is argued to increase the 

cultural adaptability of the Danish leaders (Deal & Prince, 2003). By treating the Swedish 

business culture as such, Danish leaders risk overemphasizing the cultural- and leadership 

differences. However, underemphasizing the differences present an arguably greater risk for 
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Danish leaders as it has the potential to cause unexpected leadership challenges, such as 

performance problems and unexpected conflicts. And this risk, is particularly relevant in the 

cases where the differences are defined as subtle (Deal & Prince, 2003), which the differences 

between Denmark and Sweden are defined to be, as described throughout section 5.1-5.2.  

In addition to adjusting one’s mindset to reflect an appropriate perception of the 

Swedish business culture, Danish leaders are urged to thoroughly study the cultural 

differences prior to experiencing the Swedish business culture to identify the significant, yet 

subtle, cultural differences. Specifically, the empirical findings heavily emphasize the 

relevance and importance for Danish leaders to thoroughly study the cultural differences 

outlined in section 5.1.1-5.1.5 between the Danish- and Swedish business cultures prior to 

entering the Swedish business culture. To study a foreign business culture in order to identify 

the cultural differences prior to experiencing it, matches the recommendations of Deal & 

Prince (2003), Higgs (1996) and Hofstede et al. (2010). To supplement the identified cultural 

differences, the empirical findings emphasize that Danish leaders should incorporate a 

consultancy approach as part of the preparation to the Swedish business culture. The 

incorporation of a consultancy approach matches the recommendations of Deal & Prince 

(2003) and Zacchea (1988) when dealing with a foreign business culture. Specifically, a 

consultancy approach entails learning from the experiences of others, which allows Danish 

leaders to learn the appropriate skills required to increase cultural adaptability (Deal & 

Prince, 2003). To increase the chances of insightful consultant advice, the empirical findings 

emphasize to consult a local Swedish consultant who has prior experience with the Danish 

business culture. 

5.4.2 Important behavioral traits  

Evidently, extensive preparation to the Swedish business culture is an essential 

activity to conduct, as it allows Danish leaders to identify relevant differences prior to 

experiencing the Swedish business culture. However, expecting to fully understand the 

Swedish business culture on the basis of aforementioned empirically founded preparation 

techniques, the authors believe is an ill-advised notion. Arguably, solely conducting extensive 

preparations is not a guarantee that all relevant differences are identified. Consequently, it 

is imperative that the Danish leaders combine their extensive preparation with the 

knowledge and usage of certain behavioral traits that enable them to fully understand the 
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Swedish business culture through own experiences. In accordance with the empirical 

findings, when experiencing the Swedish business culture, Danish leaders are urged to be 

open to the differences in cultures and leadership, and to carefully listen to the people of the 

Swedish business culture to understand the behavioral differences and to “(…) get a feel of 

what is considered acceptable behavior” (interviewee 4). In validation of the careful listening, 

it is argued to be crucial behavioral trait to avoid misunderstandings (Jones, 2000). In 

addition to being open and to actively listen to the people around you, the empirical findings 

emphasize Danish leaders to force themselves to be closer to their employees. This, 

contributes positively to the leader-employee relationship, which increases employee 

performance and overall leadership effectiveness (Baptiste, 2008). The relevance and 

importance of establishing a leader-employee relationship is exemplified by the high 

valuation of relationships in the Swedish business culture, which was discussed in relation 

to individualism (5.1.2), masculinity (5.1.3) and transformational leadership (5.2.3), and will 

be further discussed throughout section 5.4.3. Another behavioral trait deemed important for 

Danish leaders to engage in when experiencing the Swedish business culture, is to show 

respect towards said culture. Specifically, by showing respect toward the Swedish business 

culture, the Danish leaders minimize their chances of engaging in unacceptable cultural 

behaviors (Jones, 2000). In relevance to this, the empirical findings heavily emphasize the 

importance of adopting culturally appropriate behaviors and that it is much easier to “(…) 

meet them in their half of the field” (interviewee 2), which matches the recommendation of 

Jones (2000) of respecting foreign business cultures and adjust one’s behavior accordingly. 

5.4.3 Adoption of a culturally appropriate leadership style 

Specifically, and unsurprisingly, the empirical findings emphasize that leaders should 

adopt a leaderships style that is appropriate for the given culture, which is in alignment with 

the claims of Jones (2000), Fahy (2002), Kimber (1997) and Pfeffer (2002). In detail, “culture 

does influence leadership style, and you need to choose a leadership style that matches the 

culture you are in” (interviewee 4). Consequently, it is apparent that Danish leaders seeking 

to successfully lead in a Swedish business culture, should adopt a leadership style that is 

deemed appropriate for said culture. 
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5.4.3.1 Adoption of transformational leadership style 

Considering the identified differences in transformational leadership traits related to 

individual consideration, intellectual stimulation, inspirational motivation and idealized 

influence, among Danish- and Swedish leaders, it is evident that Danish leaders, in order to 

successfully utilize said transformational leadership subscales in the Swedish business 

culture, should adopt the appropriate traits used by Swedish leaders. Specifically, it is 

evident that Danish leaders should exhibit individual consideration through a particular 

concern for his or her employees by establishing close and solid relationships with the 

Swedish employees, which is in alignment with the identified feministic traits of the Swedish 

business culture, as outlined in section 5.1.3. Furthermore, it is evident that Danish leaders 

should exhibit intellectual stimulation by embracing employee-involvement and encouraging 

employees to voice ideas and creative thoughts, which is in alignment with the identified 

feministic, power distance and collectivistic traits related to the Swedish consensus-based 

business culture, as outlined in section 5.1.1-5.1.3. Moreover, it is evident that Danish leaders 

should exhibit inspirational motivation by establishing clear communication of envisioned 

future desired states through clarifying targets, roles and contributions that Swedish 

employees aspire and strive to meet, which is in alignment with the relative higher 

dependence of subordinates on superiors in the Swedish business culture, as identified in 

section 5.1.1. However, considering the inherent collectivism and stronger uncertainty 

avoidance in the Swedish business culture, Danish leaders should reduce their typical focus 

on embracing employee-autonomy and independence, which are traits found to be relatively 

less desirable in the Swedish business culture, as outlined in 5.1.2 and 5.1.4. Lastly, it is 

evident that Danish leaders should exhibit idealized influence through a particular focus on 

giving employees a higher sense of purpose, which is achievable through clarifying the 

purpose and contribution of individual work to the whole.  

Considering the four transformational leadership subscales, transformational 

leadership, at its core, is concerned with a focus on inspiring and continuously motivating 

employees to reach the desired results (Kirkbride, 2006; Al-Malki & Juan, 2018; Ahmed et 

al., 2016). However, seemingly, based on the empirical findings and cultural differences, 

there are differences in the way of motivating a Danish- and Swedish employee. Specifically, 

based on the stronger individualism and uncertainty avoidance in the Danish business 

culture, it suggests that Danish employees are seemingly motivated through independence, 
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hence independent problem-solving and full responsibility to independently shape and solve 

the given task. In contrast, based on the stronger collectivism and weaker uncertainty 

avoidance in the Swedish business culture, it suggests that Swedish employees are seemingly 

motivated through a more structured and consensus-driven approach to the task, as well as 

involvement in the decision-making process.  

Consequently, if a Danish leader was to successfully utilize the transformational 

leadership style in the Swedish business culture, then, he or she must put emphasis on 

adopting the aforementioned motivational factors relevant for Swedish employees. Based on 

the high preference for the transformational leadership style, albeit contingent on the 

successful adoption of the motivational factors relevant for Swedish employees as well as the 

mentioned traits related to the four transformational leadership subscales, the authors deem 

the transformational leadership style to be culturally appropriate to use for Danish leaders 

in the Swedish business culture. 

5.4.3.2 Adoption of transactional leadership style 

Considering the identified differences and preferences in transactional leadership 

traits related to contingent reward and management-by-exception (passive/active), among 

Danish- and Swedish leaders, it is evident that Danish leaders, in order to successfully utilize 

said transactional leadership subscales in the Swedish business culture, should adopt the 

appropriate traits used by Swedish leaders. Specifically, it is evident that Danish leaders 

should exhibit contingent reward through a relative higher focus on performance, setting a 

clear direction for, and display confidence in, Swedish employees. In particular, the 

importance of setting a clear direction for Swedish employees is heavily emphasized as a 

consequence of the identified stronger uncertainty avoidance in the Swedish business 

culture. Moreover, as specified in section 5.2.2, Swedish leaders are found to exhibit 

contingent reward through a relatively higher focus on performance and the process itself, 

and thus, Danish leaders should refrain from their typical focus of being heavily result-

oriented, and instead exhibit contingent reward through a relative higher focus on 

performance.  

As specified in section 5.2.2, there was identified a difference in the preference related 

to passive and active management-by-exception among Danish- and Swedish leaders. 

Specifically, Danish leaders are found to exhibit a preference for passive management-by-
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exception through a weaker uncertainty avoidance and their typical use of a trial-and-error 

approach to reach goals, as well as a consequence of the relative higher preference for laissez-

faire leadership. In contrast, Swedish leaders are found to exhibit a preference for active 

management-by-exception through a stronger uncertainty avoidance and their relatively 

proactive approach to problems and deviations using structure and thorough analysis. 

Consequently, to successfully utilize management-by-exception, Danish leaders should 

refrain from using passive management-by-exception and instead embrace active 

management-by-exception by taking a proactive approach to problems and deviations, which 

is in alignment with the identified stronger uncertainty avoidance and lower preference for 

laissez-faire leadership in the Swedish business culture, as outlined in section 5.1.4 and 5.2.1 

respectively.  

Albeit, there is a difference in the preference of passive and active management-by-

exception, both Danish- and Swedish leaders are found to exhibit a shared trait commonly 

associated with active management-by-exception, namely a focus on efficiency. However, 

Danish leaders are found to exhibit efficiency by being direct, demanding and decisive, 

whereas Swedish leaders are found to exhibit efficiency through calculated decision-making, 

and overall analytical approach of reaching goals. Considering the identified differences in 

masculinity between the Danish- and Swedish business culture as outlined in section 5.1.3, 

it is evident that Danish leaders should refrain from being demanding and direct when 

utilizing a transactional leadership style in the Swedish business culture. Specifically, being 

demanding and direct are, as previously mentioned, traits of Danish active management-by-

exception, and these specific (masculine) traits, are in direct conflict with the relative 

feministic traits of the Swedish business culture. This particular aspect will be covered in 

greater detail in section 5.4.3.1. Instead, to embrace efficiency and thus active management-

by-exception in the Swedish business culture, Danish leaders should adopt the calculated 

decision-making and analytical approach to reach goals used by Swedish leaders.  

Consequently, if a Danish leader was to successfully utilize the transactional 

leadership style in the Swedish business culture, then, he or she must put emphasis on 

adopting the aforementioned traits related to contingent reward and management-by-

exception. Based on the high preference for the transactional leadership style, albeit 

contingent on the successful adoption of said traits related to the two transactional leadership 
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subscales as well as refraining from using the traits conflicting with the Swedish business 

culture, the authors deem the transactional leadership style to be culturally appropriate to 

use for Danish leaders in the Swedish business culture.  

5.4.3.3 Adoption of laissez-faire leadership style 

Unlike the preferences of transformational- and transactional leadership styles, the 

empirical findings indicate an unequal preference in laissez-faire leadership among Danish- 

and Swedish leaders. Specifically, as pointed out in section 5.2.1, Danish leaders are found 

to exhibit a higher tendency of laissez-faire leadership in comparison to Swedish leaders. 

Arguably, the difference in laissez-faire preference is attributable to certain cultural 

differences in the business cultures. Specifically, the higher preference of laissez-faire 

leadership in the Danish business culture is attributable to the individualistic traits of 

independent decision-making by the management, and an enhanced focus on the individual 

through Danish employees being independent-oriented and independently solving problems, 

and by the power distance trait of limited dependence of subordinates on leaders. 

Furthermore, the higher preference for laissez-faire leadership in the Danish business 

culture, relative to the Swedish business culture, is attributable to the higher flexibility and 

a less reliance on structured processes to lower uncertainty for Danish employees, which is a 

consequence of the identified weaker uncertainty avoidance in the Danish business culture. 

In essence, the stronger individualism and uncertainty avoidance, and generally lower power 

distance, in the Danish business culture, relative to the Swedish business culture, enable the 

possible usage of laissez-faire leadership. However, in the Swedish business culture, the use 

of laissez-faire leadership is arguably hindered by the feministic trait of consensus-based 

management, the power distance traits of having noticeable dependence of subordinates on 

leaders, valuing involvement and the preference for an active role in the decision-making 

process, as well as, by the collectivistic trait of preferring to have decisions taken by the 

group. Lastly, the use of laissez-faire leadership is arguably hindered by the identified 

stronger uncertainty avoidance in the Swedish business culture. Specifically, as mentioned 

in section 2.3.1, employees under such leadership are required to be highly flexible and thrive 

in less structured processes, which are traits that are non-associative with Swedish 

employees as a consequence of the identified stronger uncertainty avoidance in the Swedish 

business culture. Furthermore, as outlined in section 5.2.2, Swedish leaders are found to 

exhibit contingent reward through a strong focus on direction, which is a trait non-associative 
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with laissez-faire leadership (Al-Malki & Juan, 2018). In detail, the relative strong focus on 

setting direction is an unsurprising trait considering the identified stronger uncertainty 

avoidance in the Swedish business culture. Arguably, these cultural traits are in direct 

conflict with the use of laissez-faire leadership, and as such, the cultural differences explain 

the lower preference for laissez-faire leadership in the Swedish business culture relative to 

the Danish business culture. Consequently, based on the overall lower preference for laissez-

faire leadership and the aforementioned conflicting cultural traits to the usage of laissez-

faire leadership, the adoption of said leadership style in the Swedish business culture would 

likely yield insufficient leadership performance (Kennedy, 2018; Fahy, 2002). As such, the 

authors deem the laissez-faire leadership style to be less culturally appropriate for Danish 

leaders to use in the Swedish business culture, compared to the transformational- and 

transactional leadership styles. 

Based on the equally high preference for transformational- and transactional 

leadership styles both between Danish- and Swedish leaders, and by the Swedish leaders, 

the authors are unable to recommend a specific leadership style out of the two deemed 

culturally appropriate for Danish leaders to utilize in the Swedish business culture. 

Moreover, the empirical findings emphasize that the choice of leadership style is highly 

situational, meaning “(…) leadership is about adopting to the situation (…)” (interviewee 5), 

which, arguably, explains the equally high preference for both the transformational- and 

transactional leadership style. Although the authors are unable to recommend a specific 

leadership style, the findings suggest that both the transformational- and transactional 

leadership style are culturally appropriate to use for Danish leaders in the Swedish business 

culture, given that Danish leaders adopt the aforementioned elements related to each 

leadership style. 

However, due to the identified differences in the commitment of cultural traits, the 

empirical findings implicitly emphasize the need for Danish leaders to adopt culturally 

appropriate traits to successfully lead in the Swedish business culture. Specifically, the 

existence of differences in the commitment of cultural traits, despite two cultures appearing 

similar using cultural measurements, supports the claim of Warner-Søderholm (2012). In 

detail, despite the Danish- and Swedish business culture appearing similar, using the 

cultural measurements, the qualitative findings reveal different, albeit subtle, cultural traits 
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between Danish- and Swedish business culture. Consequently, the authors assert the 

importance of adopting the subtle cultural traits necessary for success as a Danish leader in 

the Swedish business culture.  

5.4.3.4 Adoption of (subtle) cultural traits  

The empirical findings outlined and discussed in section 4 and 5.1 respectively, reveal 

significant, yet subtle, differences in commitment of certain cultural traits across the Danish- 

and Swedish business cultures which is reflected in the different leadership traits between 

Danish- and Swedish leaders. Consequently, this particular sub-section aims to outline the 

culturally appropriate traits required by Danish leaders to adopt, and thereby succeed in the 

Swedish business culture. 

It is evident from the empirical findings that the Danish- and Swedish leaders in their 

respective business cultures value different approaches to, especially, decision-making. 

Specifically, throughout section 5.1-5.2, it was highlighted that Swedish leaders heavily value 

the use of consensus-based decision-making, whereas Danish leaders value a relatively 

impulsive, accelerated and independent-decision-making approach. Evidently, the feministic, 

power distance and collectivistic traits in the Swedish business culture, show that leaders 

and employees in the Swedish business culture value consensus-based decision-making and 

associated traits. Specifically, from the analysis of the power distance traits, the leaders and 

employees in the Swedish business culture are found to highly value involvement and an 

active role in the decision-making process. From the analysis of the collectivistic traits, 

leaders and employees in the Swedish business culture are found to prefer having decisions 

taken by the group. Lastly, the analysis of the feministic trait explicitly highlights the 

preference for consensus-based management in the Swedish business culture. Based on this, 

the authors argue that the consensus-based decision-making approach is considered to be the 

most culturally appropriate approach to decision-making in the Swedish business culture. 

Arguably, the consensus-based decision-making approach is in direct conflict with the 

relatively accelerated, impulsive and independent decision-making approach used by Danish 

leaders. Consequently, the importance of this particular difference in overall decision-making 

approach cannot be overstated. As such, Danish leaders operating in the Swedish business 

culture should use the culturally appropriate consensus-based decision-making approach to 

lead most successfully. Specifically, the empirical findings show that Danish leaders should 
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embrace joint discussions where subordinates are able to voice opinions, express their 

tendencies and preferences for thoroughness and analysis and, overall, partake in the 

decision-making process. Likewise, this suggests that Danish leaders should put far less 

emphasis on their masculine traits of impulsivity, directness and decisiveness during these 

aforementioned joint discussions to lower the risks of misunderstandings (Fang, 1999; Dobbs, 

2018). Arguably, the preference for joint discussions causes the consensus-based decision-

making approach to be perceived as fairly time-consuming by Danish leaders, especially 

considering their typical use of relatively impulsive and independent-decision making. 

However, as the joint discussions are considered a vital element to the consensus-based 

decision-making approach in the Swedish business culture, it is imperative for Danish 

leaders to allocate substantial time to these joint discussions.  

Aside from adopting the aforementioned cultural traits enabling Danish leaders to 

use the culturally appropriate consensus-based decision-making approach in the Swedish 

business culture, the empirical findings show that leadership performance in the Swedish 

business culture is highly dependent on mutual trust between leader and employees. 

Specifically, it is articulated in section 4.2.2.5 that one of the most difficult challenges that 

Danish leaders encounter in the Swedish business culture, is the creation of trust from 

subordinates. As the leadership in the Swedish business culture is defined as trust-based 

leadership, the creation of trust from subordinates is considered essential to the overall 

success of leadership in the Swedish business culture. To create this trust, the empirical 

findings emphasize that Danish leaders “(…) explain their reasoning for their decisions, in a 

convincing way, otherwise [Swedish] people will not follow you” (Interviewee 4). Arguably, if 

the decisions are made using the aforementioned culturally appropriate consensus-based 

decision-making approach, then, Danish leaders should be able to justify the final decisions 

using his or her own opinions as well as the voiced opinions by the subordinates. 

Furthermore, the empirical findings show that, to create trust, Danish leaders should be able 

to thoroughly outline and explain targets, expectations, roles and the individual 

contribution’s importance to the whole. Failing to do the aforementioned, leads to distrust 

and a reduction in leadership performance in the Swedish business culture. 

Arguably, in addition to the importance of establishing trust and using the culturally 

appropriate consensus-based decision-making approach, there are certain cultural traits that 
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Danish leaders must adopt to succeed in the Swedish business culture. Apart from the 

specific aforementioned traits related to power distance, collectivism and femininity, Danish 

leaders should heavily emphasize the feministic traits of soft values, such as friendliness, 

politeness and closeness. The importance of these soft values is reflected in the fact that the 

Swedish business culture is relatively relationship-oriented through an enhanced 

collectivism in comparison to the Danish business culture. The use of these aforementioned 

culturally appropriate soft values, combined with a reduced priority of the masculine, hard 

values found in the Danish business culture (see section 5.1.3), enable Danish leaders to 

establish a solid relationship with the Swedish employees necessary for successful leading in 

the Swedish business culture. Moreover, the empirical findings show that Danish leaders 

should focus on long-term thinking, rather than immediate short-term results as a 

consequence of the differences in long-term orientation across the two business cultures. 

Additionally, the differences in long-term orientation show that Danish leaders should 

prioritize effectiveness and performance through calculated decision-making, which, 

arguably, is attainable through the use of consensus-based decision-making. In addition to 

these cultural traits, the discussion of the power distance traits related to both business 

culture in section 5.1.1, indicate that Danish leaders should embrace a larger dependence of 

subordinates on superiors in the Swedish business culture through a higher degree of 

communication between subordinates and superiors. Arguably, the noticeable dependence of 

subordinates on superiors align with the identified stronger uncertainty avoidance in the 

Swedish business culture. Specifically, the implications of the stronger uncertainty avoidance 

in the Swedish business culture mean that Danish leaders should refrain from using the 

typical Danish trial-and-error approach to reach business goals, but rather use a structured 

approach to lower uncertainty for Swedish employees. In detail, a structured approach would 

entail the use of consensus-driven decision-making, analytical skills, formalities, clear 

instructions to tasks and the creation of trust between employee and leader, which are all 

cultural traits deemed important in the Swedish business culture as mentioned throughout 

section 5.1-5.2.  
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6. Conclusion  

In this concluding section, the authors will briefly restate the research purpose and 

outline the main findings related to the three sub-research questions, and based on this, 

conclude the overall research question. Lastly, the authors will briefly suggest 

recommendations for future research.  

Inspired by the concept of the psychic distance paradox as proposed by O’Grady & 

Lane (1996), and based on the lack of comprehensive research, the authors choose the 

research purposes of (1) investigating the cultural differences between Danish- and Swedish 

business cultures, (2) investigating the leadership differences and preferences across Danish- 

and Swedish leaders, and (3) examine the relevancy of the psychic distance paradox from the 

perspective of Danish leaders toward the Swedish business culture. These three research 

purposes inspired the creation of the three sub-questions, which, once concluded upon, 

allowed the authors to sufficiently conclude the primary research question of the thesis. 

Namely, how a Danish leader should approach the Swedish business culture to best 

surmount the cultural and leadership differences and increase the chances of a successful 

endeavor in the Swedish business culture.  

Based on the quantitative study, the authors concluded a higher power distance, 

collectivism, femininity, uncertainty avoidance and long-term orientation for the Swedish 

business culture relative to the Danish business culture. Combined with the qualitative 

study, the most noteworthy cultural traits in the Swedish business culture related to a higher 

power distance, in relative contrast to the Danish business culture, were a noticeable 

dependence of subordinates on superiors and a larger emotional distance from subordinates 

to superiors. However, in the Swedish business culture, the employees have a preference for 

an active role in the decision-making process, which is a trait commonly associated with low 

power distance. In relation to higher collectivism, the most noteworthy cultural traits in the 

Swedish business culture, in relative contrast to the Danish business culture, were an 

enhanced focus on groups and having decisions taken by the group. In terms of higher 

femininity, in relative contrast to the Danish business culture, the Swedish business culture 

were characterized by consensus-based management, being relationship-oriented, solving 

conflicts through compromises, reduced priority of directness and an enhanced priority of soft 

values such as politeness, closeness and friendliness. In terms of higher uncertainty 
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avoidance, in relative contrast to the Danish business culture, the Swedish business culture 

was characterized by a reduced flexibility to adapt behavior and approach to new situations, 

a limited willingness to experiment and valuing formalities, instructions and analytical 

skills. Lastly, in terms of higher long-term orientation, in relative contrast to the Danish 

business culture, the Swedish business culture emphasized a long-term focus, prioritizing 

effectiveness and valuing accountability.  

Based on the quantitative study, the authors concluded an equally high preference for 

the transformational- and transactional leadership subscales. However, the quantitative 

study revealed an unequal preference for laissez-faire leadership. Specifically, Swedish 

leaders exhibited a lower moderate preference for laissez-faire leadership in contrast to 

Danish leaders (section 5.2.1). Specifically, as for the equal preference of transformational 

leadership as shown by quantitative findings, the qualitative findings revealed different 

traits related to individualized consideration, intellectual stimulation, inspirational 

motivation and idealized influence between Danish- and Swedish leaders (section 5.2.3). As 

for the equal preference for transactional leadership as shown by quantitative findings, the 

qualitative findings revealed different traits related to contingent reward and management-

by-exception between Danish- and Swedish leaders (section 5.2.2). Specifically, as for the 

unequal preference of laissez-faire leadership as shown by quantitative findings, the 

qualitative findings emphasized that the difference in preference was arguably highly 

attributable to the weaker uncertainty avoidance, independent behavior and limited 

dependence of subordinates on leaders in the Danish business culture. In contrast, the 

difference in the preference of laissez-faire leadership was arguably highly attributable to 

the weaker uncertainty avoidance as well as the collectivistic, feministic and power distance 

traits in the Swedish business culture, such as consensus-based management, valuing 

involvement, the preference for an active role in the decision-making process, and preferring 

to have decisions taken by the group.  

Based on the empirical findings, the authors are able to infer the relevancy of the 

psychic distance paradox, as proposed by O’Grady & Lane (1996), from the perspective of 

Danish leaders toward the Swedish business culture. Specifically, the authors primarily 

reach this conclusion on the basis of the mismatch between expectations and actual 

experiences by Danish leaders in the Swedish business culture, thus suggesting the perceived 
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psychic distance and actual psychic distance are misaligned yielding Danish leaders to rely 

on a wrongful perception of cultural similarity. Consequently, Danish leaders are 

experiencing unexpected challenges related to cultural differences, and by extension, 

leadership in the Swedish business culture.  

Ultimately, to surmount the cultural and leadership differences in the Swedish 

business culture, Danish leaders must put great emphasis on extensive preparation into said 

differences. In detail, due to the relevancy of the psychic distance paradox, as part of the 

preparation process, Danish leaders should adjust their perception of the Swedish business 

culture to avoid the prevailing misalignment between perceived psychic distance and actual 

psychic distance. Furthermore, as part of the preparation process, Danish leaders should 

study the differences between the Danish- and Swedish business cultures, and consider 

consulting for insightful advice on the Swedish business culture.  

To fully understand the Swedish business culture and to surmount unexpected 

cultural differences, Danish leaders are recommended to combine their extensive preparation 

with the adoption of important behavioral traits. Specifically, Danish leaders are urged to be 

open to differences in culture and leadership, and to actively listen to the people around you. 

Furthermore, to strengthen the sought after leader-employee relationship in the Swedish 

business culture, Danish leaders are urged to force themselves to be closer to their employees. 

Lastly, to minimize the chances of culturally inappropriate behavior, Danish leaders are 

recommended to show respect towards the Swedish business culture by adopting appropriate 

leadership behavior. Related to this, then, based on the high preference for the 

transformational- and transactional leadership styles in the Swedish business culture, albeit 

contingent on the successful adoption of the identified traits related to the four 

transformational leadership subscales and two transactional leadership subscales (section 

5.4.3.1-5.4.3.3), the authors deem the transformational- and transactional leadership style to 

be culturally appropriate to use for Danish leaders in the Swedish business culture. Related 

to laissez-faire leadership, the authors deem the usage of laissez-faire leadership in the 

Swedish business culture to be less culturally appropriate based on the identified traits and 

behavior characterizing the Swedish business culture and Swedish leaders. However, 

admittedly the authors are unable to conclusively suggest a specific leadership style within 

the thesis delimitation, as both business cultures exhibit high preference for the identified 
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culturally appropriate leadership styles, namely transformational- and transactional 

leadership.  

However, due to the identified differences in the commitment of cultural traits, the 

empirical findings implicitly emphasize the need for Danish leaders to adopt culturally 

appropriate traits to successfully lead in the Swedish business culture. Specifically, the 

authors argue that the highly consensus-driven decision-making approach is considered a 

paramount trait for Danish leaders to adopt once leading in the Swedish business culture. 

Furthermore, Danish leaders should heavily prioritize feministic traits and soft values such 

as friendliness, politeness and closeness, as this is important behavior for Swedish 

employees. In addition, it is recommended by the authors that Danish leaders should put far 

less emphasis on their masculine traits of impulsivity, directness and decisiveness, as this 

type of behavior is less susceptible in the Swedish business culture. Moreover, Danish leaders 

should expect to allocate considerable amount of time on employees in the Swedish business 

culture, engage in joint decision-making, keep a longer-term orientation, and apply a more 

structured approach to lower uncertainty for Swedish employees in order to increase their 

chances of a successful endeavor.  

6.1 Recommendations for future research  

In this last sub-section of the thesis, the authors will briefly outline recommendations 

for future research based on focus and certain limitations of the thesis research.  

Arguably, considering the problem delimitation, the thesis has a relatively 

generalized scope. Specifically, using the applied theoretical frameworks, the authors chose 

a general stance on Danish- and Swedish business culture- and leadership differences. Put 

differently, the authors purposely disregarded the possibility of in-country geographical as 

well as industrial differences to provide a more holistic view of cultural- and leadership 

differences. However, the empirical findings unsurprisingly revealed the possibility of 

geographical and/or industrial specific business cultures and leadership differences. 

Consequently, a recommendation for future research would be to take a less generalized 

approach to the concepts of cultural- and leadership differences, by focusing on geographical 

and/or industrial factors to specify the in-country geographical and/or industry-specific 

cultural- and leadership differences between Denmark and Sweden.  
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Furthermore, future research that further challenges the clustered Scandinavian 

perspective of similar culture and leadership styles, would pose as intriguing and relevant 

research for Danish leaders. Specifically, research aimed at exploring the cultural- and 

leadership differences, as well as the relevancy of the psychic distance paradox, in relation 

to Denmark and Norway. This particular research would serve as an expansion of the thesis 

research by including Norway in contrast to Denmark, which would have relevance to the 

general theory and Danish leaders operating in or venturing to Norway.  

Lastly, future research into the sixth cultural dimension of Hofstede et al. (2010), 

would inevitably provide researchers with an enhanced understanding of indulgence versus 

restraint in a business cultural perspective. Consequently, if researchers are capable of 

including the sixth cultural dimension, which was disregarded in this particular research, it 

would yield in a more holistic view of the relevant business cultures.  
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