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Sammanfattning	  

Globaliseringen påverkar dagens världsmarknad, och många organisationer blir allt mer 
globala. En viktig utmaning för multinationella företag på den globala marknaden är att 
hantera utvärderingen av expatriater ute på uppdrag. Syftet med denna uppsats är att utforska 
utvärderingsprocessen av svenska utlandsstationerade anställda. Det finns forskning om 
utvärderingen av utlandsstationerade anställda sedan tidigare, men bara ett fåtal av dem är 
inriktade på skandinaviska multinationella företag. Därför kommer vi undersöka effekten som 
den skandinaviska kulturen har på utvärderingsprocessen av svenska utlandsstationerade 
anställda. 

Informationen i vår uppsats samlades in genom semi-strukturerade intervjuer med HR-
ansvariga och Svenska utlansdstationerade anställda i svenska börsnoterade multinationella 
företag. De empiriska resultaten testades sedan mot vår reviderade modell som återspeglar 
egenskaperna i den skandinaviska kulturen. 

Resultaten från denna uppsats visar att det finns vissa samband mellan egenskaper hos 
skandinavisk kultur och utvärderingsprocessen för svenska expatriater. En gemensam syn på 
HRM praxis är vanligt i de skandinaviska länderna, liksom fokus på att skapa en 
partnerskapskultur mellan arbetsgivare och arbetstagare. Vi fann att sådana variabler hade en 
stor inverkan på olika attribut i utvärderingsprocessen. Skandinaviska multinationella företag 
kan använda slutsatserna från studien som riktlinjer för att utföra effektiva utvärderingar av 
sina utlandsstationerade anställda. 

Hursomhelst, resultaten är endast ett mindre bidrag till detta dåligt undersökta område, som 
behöver utredas ytterligare. Förslag på framtida forskning skulle kunna vara att göra en 
liknande undersökning i större skala och med ett större urval. 

 

Nyckelord: Utvärderingsprocess, utlandsstationerade anställda, skandinaviska multinationella 
företag, kultur 

 

 

 

 

 

 

 

 

 



 
 

Abstract	  
 
As globalization influences today’s world markets, many organisations are becoming global. 
An important challenge facing multinational enterprises (MNEs) in the global market is to 
manage the performance appraisal of expatriates out on assignment. The purpose of this thesis 
is to explore the appraisal process of Swedish expatriates. There has been research on 
expatriate appraisals in the past; however, only few of them have focused on Scandinavian 
MNEs. Therefore, we will investigate the effect Scandinavian management style has on the 
appraisal process of Swedish expatriates. 
 
The data in our thesis is collected through semi-structured interviews with listed Swedish 
MNEs. The empirical findings were then compared on our revised model that reflects the 
characteristics of Scandinavian management style.  
 
The results of this thesis indicate that there are some relationships between characteristics of 
Scandinavian management style and the appraisal process of Swedish expatriates. A 
collaborative approach to Human Resource Management (HRM) practices is common in 
Scandinavian countries, as well as focus on creating a partnership culture between employer 
and employee and we found that such characteristics had a large impact on attributes in the 
appraisal process. Scandinavian MNEs can use the conclusions drawn from the study as 
guidelines for performing effective appraisals of their expatriates. 
 
However, the findings are only a minor contribution to this poorly investigated field, which 
needs further investigation. Suggestion for future research could be to do a similar 
investigation on a larger scale, and with a bigger sample. 
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1.	  Introduction	  
In this chapter we will present an overall introduction to our research topic. We will discuss 
the background, the problem, the research question, the purpose, the theoretical limitations 
and some definitions. 
 
1.1 Background 
Performance management constitutes of different systems that an organisation can use to 
measure all aspects of an employee’s performance (Hellqvist, 2011, p.927). An effective 
management performance system enables the organisation to see if their set targets are being 
achieved, and also helps enhance employee motivation. According to recent researches global 
performance management is becoming a more frequently researched area. Walker (2007, 
cited in Hellqvist, 2011, p. 929) states that well functioning performance management is an 
important part in organisational efficiency.  
 
A part of performance management is appraisal systems, which are used to review employee 
performance (Torrington, Hall, Taylor and Atkinson, 2011, p. 264-267). What normally is 
being evaluated are job behaviour and performance, however it might differ from organisation 
to organisation. The systems can have focus on development, reward, identifying poor 
performance and motivation. The measures can be conducted either quantitative or 
qualitative. The appraisal measures show how well the employee has reached the individually 
set targets. Appraisal processes can consist of personal meetings or data collected through 
different surveillance systems. The effectiveness of appraisal systems depends on a range of 
different factors, for instance appraisal systems might fall through due to poor implementation 
or design. An organisation’s appraisal system is in need of constant updating because of 
today’s dynamic market.  
 
By entering the global market many multinational enterprises (MNEs) face different 
challenges than companies operating in domestic markets (Appelbaum, Roy and Gilliland, 
2011, p. 572). One of the challenges is the need to adapt their practises in the host country, 
due to cultural differences. Making adaptations in an organisation’s appraisal system is of 
high importance in order to manage and fit into its new work environment. The skills and 
knowledge in MNEs comes from across the globe and to manage these organisations faces 
challenges such as having to balance the global integration and local responsiveness 
(Hellqvist, 2011, p. 928). By this meaning the need to standardize Human Resource 
Management (HRM) practises and at the same time adapt these to the local environment. 
Previous research states that there is a pressure on the headquarters to have a good 
relationship, including good communication, with their subsidiaries (Hellqvist, 2011, p. 927). 
Since globalization forces multinational enterprises to constantly updating their practises, 
communication is essential for survival. 
 
Management as well as the people they work with is a part of a nations society. In order to be 
able to understand their behaviour we have to understand their culture (Hofstede and 
Hofstede, 2008, p. 34). The culture will have an inevitable affect on a nations management 
culture. Therefore Scandinavian management practices cannot be generalized with other 
western management practices.  They are characterized by their emphasis on trust, teamwork, 
and non-bureaucratic procedures (Isaksson, 2008, p. 3). Scandinavian companies tend to 
manage their employees with goals and values instead of control and strict chains of 
command (Eriksen, Kruse and Larsen, 2006). 
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1.2 Problem 
In resent performance management research we have noticed that they are generally based on 
traditional practices with the main focus on the USA (Kuvaas, 2011, p. 132; Björkman and 
Budwhar, 2007, p. 595; Newman and Nollen, 1996, p. 753). Until recently it was believed 
that effective US management practices would be effective anywhere, due to the dominance 
of American management theory (Newman and Nollen, 1996, p. 753). The present view is 
that managerial attitudes, values, behaviours and efficiency differ across cultures and that 
differences in cultures will lead to differences in management practices (Newman and Nollen, 
1996, p. 753). According to Hofstede and Hofstede (2008, p.292) cultural differences such as 
the ones mentioned above will have consequences for corporate cultures and management 
practices. Hofstede and Hofstede (2008, p. 295) argue that there is no such thing as a 
universal management solution or management theory that is valid across the world.  
 
One of the important challenges facing MNEs in the global market is to manage the 
performance appraisal of expatriates out on assignment (Shen, 2004, p. 547). Given the fact 
that sending an expatriate on assignment means a large investment for the organisation, the 
need to closely monitor the performance of the expatriate is essential to ensure the expected 
return on the investment. If the appraisal system is poorly designed and conducted, both the 
intrinsic and extrinsic motivation of the employee might be effected negatively regarding the 
understanding and perception of the individual’s job task (Shen, 2004, p. 559). Differences in 
management practices across nations might create a gap regarding implementation of 
appraisals when western MNEs seek to use a general model of appraisal. In today’s global 
market environment appraisal systems might have to be adjusted to each unique circumstance 
and country. 
 
As mentioned there are several ways that the US management practices differs from the 
Scandinavian ones. For example according to Hellqvist (2011, p. 931) performance 
management can be divided between calculative and collaborative HRM practices. US 
practices have a tendency to be calculative with the main focus on individual contribution and 
rewards. Scandinavian practices on the other hand tend to be more collaborative. It has a 
focus on creating partnership culture between employer and employee. Therefore appraisals 
conditions under Scandinavian management might look different than under US management. 
 
1.3 Research Question 
How does the Scandinavian culture affect Scandinavian management practices regarding the 
appraisal process of Swedish expatriates? 
 
1.4 Purpose 
The purpose of this thesis is to explore the effect of Scandinavian management practices on 
the appraisal process of Swedish expatriates. Our objective is to investigate how the appraisal 
process is carried out and if this is affected by certain characteristics of the Scandinavian 
culture. 
 
1.5 Theoretical limitations 
In our research we are investigating the effect of the Scandinavian management style on 
Swedish expatriates, we chose to focus on Swedish MNEs for the data collection. This 
composes a limitation since Sweden is only a part of Scandinavia and the management style 
between the countries might vary.   
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Another theoretical limitation of our research is that we only use Hofstede’s five-dimension 
model as our framework for cultural differences in management practices. There are other 
cultural theories, such as the ones of Trompenaars (1997), Steven and the GLOBE project. 
However, Hofstedes theory is the most widely discussed and influential work on culture 
(Johnson and Turner, 2010, p. 317).   
 
1.6 Definitions  
MNE (multinational enterprise) – “provided a firm exercises ownership or control in more 
than one country, it is regarded as multinational” (Johnson and Turner, 2010, p. 213). 
 
Expatriate – People who originate in one country, often where corporate headquarter is 
located, but work elsewhere in an international operation (Torrington et al, 2011, p.144). 
 
Appraisal process - Performance appraisals contributes with providing feedback, deciding 
promotions or termination, determining compensation, identifying strengths and weaknesses 
or areas for change and identifying development needs that can help with career planning 
(Appelbaum et al, 2011, p. 581). 
 
Culture - The values that distinguished countries from each other (Hofstede and Hofstede, 
2008, p. 25). 
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2.	  Literature	  review	  
In the second chapter of our thesis we will provide a literature review of topics relevant to 
our research. The literature review starts with a general overview of appraisal processes, we 
then move on to reviewing appraisal processes of expatriates. After that we use Hofstede’s 
cultural dimensions to explain how Scandinavian culture the Scandinavian management style. 
Lastly we will create our own model.   
 
2.1 Introduction 
In this literature review we will start with explaining what an appraisal process is. We will 
explain the specific attributes as well as the challenges when performing effective appraisals. 
We will guide the reader through different approaches to appraisals and then provide the 
differences and challenges with expatriate appraisals. After this part of the literature review 
we will present a general appraisal process that we will use as a base for our revised model. 
We will move on with discussing the characteristics for Scandinavian culture and 
management practices by applying Hofstede’s five-dimension model. Finally, based on these 
characteristics we will later revise the general appraisal model and state our new theories in 
the revised model.  
 
2.2 Appraisal process  
2.2.1 Introduction 
Performance appraisals are often regarded as an important part of the entire performance 
management system (Torrington et al., 2011, p. 268). In a CIPD survey, organisations ranked 
performance appraisal as the key element of performance management (CIPD, 2009, p. 8).  
If an appraisal system is implemented and managed properly it can add value and increase an 
organisation’s competitive advantage, by helping to achieve its business strategy (Wright and 
Cheung, 2007, p. 207). Performance appraisals contributes with providing feedback, deciding 
promotions or termination, determining compensation, identifying strengths and weaknesses 
or areas for change and identifying development needs that can help with career planning 
(Appelbaum et al, 2011, p. 581). 
 
2.2.2 What is an appraisal process? 
Appraisal systems are formalized processes used by organisations to evaluate and review 
employee performance (Torrington et al, 2011, p.264; Kuvaas, 2007, p. 380). They are 
designed by the Human Resource department and are then commonly conducted by the direct 
managers. The appraisal often consists of regular review meetings between the employee and 
the employee’s direct manager. The structure of the appraisal might vary and there are 
different perceptions of what is actually being measured by the appraisal. One perception is 
that performance appraisal measures how the individual employee’s performance corresponds 
with the organisation’s overall vision. Another approach tries to link employee behaviour and 
the job performance. A third approach is to make the appraisal more objective by setting 
yearly job objectives and then after the year measure to what extent the objectives have been 
achieved. One last approach is to measure performance by using data collected through 
various electronic surveillance systems. Appraisals can be conducted both in a qualitative and 
quantitative way (Torrington et al, 2011, p. 264-265). The qualitative approach measures the 
quality of the performance whilst the quantitative approach measures the amount of work of 
the expatriate. Qualitative appraisals are not suitable for comparison purposes because the 
approach might leave important areas unappraised. 
 
Organisations might have different focus when conducting appraisals (Torrington et al, 2011, 
p. 266). Examples of such focuses might be development, identifying future potential, reward, 
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identifying poor performers, or motivation. However, many organisations encounter the 
problem with performance appraisal systems lacking a clear purpose. It is of importance for 
organisations to have a clear, well-defined and narrow purpose for its appraisal systems. 
Appraisal systems might become a victim of it’s own expectations when trying to perform in 
too broad areas leading to unsatisfactory results. 
 
2.2.3 How to design an effective appraisal process 
The effectiveness of appraisal processes depends on various factors (Appelbaum et al, 2011, 
p. 573). According to Appelbaum et al (2011, p. 574) the most important elements when 
designing an effective appraisal system are mutual respect, clear guidance and trust. They are 
regarded as the most important elements due to the fact that they need to be practiced between 
the managers and expatriates throughout the year, not only when its time to perform the 
appraisal. Problems that often arises when carrying out performance appraisals are; unclear 
performance criteria or an ineffective rating instrument; poor working relationships with the 
boss; that the appraiser lacked information on the manager’s actual performance; lack of on-
going performance feedback; lack of focus on management development/improvement; lack 
of appraisal skills; and review process lacking structure or substance (Longenecker, 1997, 
cited in Torrington et al. 2011, p 267).  
 
2.2.4 Different approaches to appraisals 
Stated by Scullion and Linehan (2005, p.96) there are different approaches to how appraisals 
in domestic companies are conducted. The most common practice is for the employee’s 
immediate supervisor to lead the appraisal. Another common approach is for the employee to 
self-evaluate their performance. According to Appelbaum et al. (2011, p.573) employees 
participating in self-appraisal often becomes more involved and committed to his/her goals. A 
third evaluation method is for the employee’s peers to contribute to the appraisal. Other 
approaches are to use external evaluators such as upper management, internal customers or 
external customers (Scullion and Linehan, 2005, p.96). Previous research highlights the 
importance of well-trained and qualified personnel to conduct the appraisal, so that they have 
the skills and knowledge to properly carry out their roles (Wright and Cheung, 2007, p. 210). 
Re-training is important in order for the appraiser to maintain its appraisal skills (Appelbaum 
et al. 2011, p. 573). A 360-degree feedback system is achieved when combining all of the 
above-mentioned approaches simultaneously (Scullion and Linehan, 2005, p.96). The use of 
360-degree feedback has increased significantly the past decade (Armstrong, 2006, p 521). 
Using this broad feedback system is argued to provide a better feedback than relying solely on 
the employees direct supervisor, since the supervisor is only able to observe the employee in a 
limited range of situations (Torrington et al. 2011, p. 279). According to Gregersen, Hite and 
Black (1996, cited in Scullion and Linehan, 2005, p.96) using more than one rater is 
favourable when conducting appraisals in cross-cultural environments.  
 
Previous researches have focused on American management theories (Kuvaas, 2011, p. 132; 
Björkman and Budwhar, 2007, p. 595; Newman and Nollen, 1996, p. 753).  Such theories 
might need to be adjusted when practised internationally due to differences in cultures. We 
will now move on with reviewing what characterises the appraisal processes for expatriates to 
further highlight the issues facing MNEs.  
 
2.2.5 Appraisal process for expatriates – importance and challenges  
International performance appraisals are used to control and review international managers 
behaviour and international assignments in general (Shen, 2004, p. 547). Conducting 
appraisals is a complex process in general and when performed in an international context 
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with language barriers, different values and different cultures it becomes even more 
challenging (Appelbaum et al, 2011, p.574). MNEs face the challenges of international HRM; 
policies and practices might vary in different countries and cultures. An important issue that 
organisations face is the question whether its HRM activities should converge or diverge to 
the local environment. Convergence means worldwide standardisation of an organisation’s 
HRM practices (Armstrong, 2006, p. 101). Appelbaum et al (2011, p. 580) argues that when 
standardizing an organisation’s HRM practices one needs to ensure a common understanding 
of the standards across the MNEs subsidiaries regardless of local culture. In such 
circumstances Harris and Brewster (1999, cited in Armstrong, 2006, p. 101) refers to ‘the 
global/local dilemma’, as mentioned in our introduction. They also state that MNEs face two 
alternatives, either they adopt a global approach or a decentralized approach, regarding the 
design of their HRM practices. Effective cross-border transfers of systems are of importance 
to MNEs since it is closely related to business strategy (Hellqvist, 2011, p. 937) 
 
How effectively an international organisation manages its expatriates is crucial to its success 
or failure (Armstrong, 2006, p 105). Due to the fact that they are facing difficulties with 
adapting to and working in an unfamiliar environment the challenges of managing these in a 
proper way arises. There is no universal system for expatriate performance appraisals to be 
implemented by MNEs. In order to perform a successful evaluation of expatriates it is 
fundamental to have an understanding of the variables influencing the expatriate’s 
performance. A fair appraisal is highly complex because of headquarters’ lack of insight of 
the local situation. MNEs are aware of these difficulties and therefore often use a combination 
of formal performance appraisal, and activities such as visits from headquarters, visits back to 
headquarters, the expatriate’s achievements, reports and emails (Harris, Brewster and 
Sparrow, 2003, p. 158). Black (1992, cited in Shen, 2004, p. 550) argues that the best 
approach for affective appraisal of expatriates is to use a team of rater’s from both the host 
and the home country.   
 
When it comes to globalisation of performance appraisals, Appelbaum et al (2011, p. 571) 
states that it often involves distant relationship between appraiser and expatriate being 
appraised. The geographical distance brings about other challenges than those associated with 
domestic appraisals for both the appraiser and the expatriate. The challenges are due to the 
fact that the expatriate do not report to their direct supervisor on a day to day basis instead 
they are reporting to the business where they are located. A lack of day-to-day interaction 
between expatriate and the direct supervisor might lead to difficulties with creation of trust 
and open relationships, which can widen the gap between the two and increase the risk of the 
perception of an unfair appraisal (Appelbaum et al, 2011, p. 577).    
 
Using multiple raters is one way to reduce the significance of the day-to-day interaction 
between the expatriate and its direct supervisor; managers should not be assessing expatriate 
behaviours that they cannot observe in person (Armstrong, 2006, p. 524). As mentioned 
earlier it is favourable to use more than one rater when conducting performance appraisals in 
cross-cultural environments, a 360-degree feedback is a good example of such a system 
(Gregersen et al. 1996, cited in Scullion and Linehan, 2005, p.96).  However, Shipper et al. 
(2007, cited in Hellqvist, 2011, p. 934) mentions that the 360-degree feedback cannot be 
equally performed across cultures, due to different values in different cultures. The author 
argues that the 360-degree process is most suited for cultures with individualistic values and 
low power distance.   
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2.2.6 General appraisal process for expatriates 
Based on the Lepak and Gowan’s model (2010 p. 261), the traditional appraisal process for 
expatriates is easily presented in the model below.  

 
Figure 1 General appraisal process.  
(Based on Lepak and Gowan’s 2010 p. 261)  
 
The first phase is about setting up the performance objectives for the expatriate assignment.  It 
is important to have clearly defined objectives in order to conduct the appraisal. Otherwise it 
might be difficult to know what to include in the performance appraisal. The second phase 
highlights the importance of communication between the headquarters and the expatriate. It is 
essential for the expatriate to be aware of and fully understand the expectations and goals of 
his/her assignment. Phase three constitutes of measuring the performance of the expatriate. In 
this phase there are several choices to be made by the MNEs. Firstly, it has to be decided 
weather to adapt the appraisal system to the local environment or to use a globally 
standardized approach (Armstrong, 2006, p.101). How an MNE decides to approach this issue 
will affect the appraisal process. Secondly, it should also decide whether to use one rater or 
multiple rater system. It is of importance that the rater/raters are well suited to conduct 
appraisal. They should posses the necessary skills for conducting appraisals and be fully 
aware of the objectives of the assignments. The fourth phase consists of comparing the 
measurements from phase three with the objectives set up in phase one. In this phase it 
becomes clear weather the objectives of the assignment have been achieved or not. In the fifth 
phase the feedback is provided back to the expatriate. The sixth and last phase constitutes of 
implementing the correct actions based on the outcomes of the appraisal.  
 
The most important elements are as mentioned earlier trust, clear guidelines and mutual 
respect (Appelbaum et al, 2011, p. 573). These should be conducted throughout the entire 
process in order to achieve an effective performance appraisal. 
 
We have now discussed the traditional appraisal process for expatriates and we will move on 
by trying to explain how it might differ with Scandinavian management style in focus. 
 
2.3 Scandinavian culture and management practices 
2.3.1 Introduction  
According to Torrington et al (2011, p. 266) “The way that an appraisal process is used may 
be affected by the cultural context in which it takes place.” Performance appraisals are also 
perceived differently across cultures and needs to be adapted in different cultural 
environments. Adjustments to the appraisal process need to be made for example regarding 
whether a culture is individualistic or collectivistic, how and by whom the appraisal is 
conducted varies between the two (French, 2007, p. 171). French (2007, p.172) highlights the 
importance of cross-cultural managers to exercise cultural sensitivity when performing 
appraisals of expatriates.  

Phase 1 
Set up performance objectives 

Phase 2 
Communicating the objectives 

through clear guidelines 

Phase 3 
Measuring the performance 

Phase 4 
Comparing with objectives 

Phase 5 
Providing feedback 

Phase 6 
Implementing correct actions 
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We will start by explaining Hofstede’s cultural dimension model, based on which we will 
discuss the main characteristics of Scandinavian management practices as a result of the 
culture. Then we will use the model provided above and try to analyse how the different 
phases are affected by the characteristics of Scandinavian management practices.   
  
One way to understand how the culture can shape and affect organisations is to examine the 
management practices in different countries (Harris et al, 2003, p. 37). It is important to be 
aware that good leadership in one country might not be considered as good leadership in 
another country. Research shows that there is a strong connection between culture and 
leadership style and that managerial value differs significantly across nations (Harris et al, 
2003, p 38). An organisations success depends on the leadership’s ability to set a vision, 
communicate it and motivate people to follow it (Harris et al, 2003, p. 37).  
 
2.3.2 Hofstede’s cultural dimensions 
Knowledge about cultural differences is of essential meaning for companies working in a 
global environment (Hofstede and Hofstede, 2008, p. 418). In order to map such differences 
Hofstede carried out an analysis that defined four initial and later five dimensions of culture’s 
affect on management style (Hofstede and Hofstede, 2008, p. 36). The first dimension 
identified by Hofstede was power distance. It looks to what extent the less influential 
members of organisations and institutions in a country expects and accepts that the power is 
unevenly divided (Hofstede and Hofstede, 2008, p. 59). Individualism/collectivism is the next 
dimension. Individualism is characterised by societies with weak bonds between individuals: 
all people are expected to take care of themselves and their closest family. Collectivism is the 
opposite and it is characterised by societies where people from birth are integrated in groups 
with strong sense of belonging (Hofstede and Hofstede, 2008, p. 89). The third dimension is 
masculinity/femininity. A society is called masculine when emotional gender roles are clearly 
separated. A society is called feminine when emotional gender roles are overlapping. The 
fourth phase, structured-/unstructured situations, so called uncertainty avoidance, are defined 
by the extent the people of the culture feel threatened by ambiguous or unknown situations 
(Hofstede and Hofstede, 2008, p. 133). The fifth and last dimension is long-/short term 
orientation. Long-term orientation is focused on future rewards, in particular perseverance 
and thrift. Short-term orientation stands for the fostering of virtues related to the past and 
present (Hofstede and Hofstede, 2008, p. 227).    
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Figure 2 Hofstede’s cultural dimensions  
Hofstede, Hofstede and Minkov (2010)  
 
2.3.3 Hofstede’s cultural dimensions – applied to Scandinavian organisations 
In cross-cultural research Denmark, Norway, Sweden and Finland are often grouped together 
due to geographical closeness, religion, language (with Finland as an exception), work-related 
values and management style (Peltokorpi, 2006, p. 106). We will now use Hofstede’s cultural 
dimensions to explain how the Scandinavian cultures will have an affect on the Scandinavian 
management style. The model below is created to show where on a 100-point scale each of 
the Scandinavian countries are regarding Hofstede’s cultural dimensions.  
 
Dimensions	   	   	   Sweden	   Norway	   Denmark	   Finland	   Scandinavia	  
Power	  distance	  

	  
31	   31	   18	   33	   28	  

Individualism/collectivism	   71	   69	   74	   63	   69	  
Masculinity/femininity	  

	  
5	   8	   26	   26	   16	  

Structured/unstructured	  situations	  
	  

29	   50	   23	   59	   40	  
Long-‐/short	  term	  orientation	   33	   44	   46	   41	   41	  

Note: All numbers are on a 100-point scale 
Source: Hofstede and Hofstede (2008)  
Figure 3 Hofstede’s cultural dimension in Scandinavian countries 
 
Scandinavian organisations are according to Triandis (1995, cited in Peltokorpi, 2006, p. 106) 
characterised by a relatively low power distance. This suggests that employees prefer to take 
responsibility and they propose their ideas directly to their superiors, which in turn promotes 
consultative leadership and coaching (Peltokorpi, 2006, p. 106). Typical attributes in 
Scandinavian management style are consensus decision-making (Peltokorpi, 2006, p 105-
106). The consultative leadership style brings out two characteristics of Scandinavian 
management style; consultations with lower ranks and low role clarity (Peltokorpi, 2006, p. 
115). Both of the characteristics can enhance the creation of relationships with local managers 
and employees on Scandinavian subsidiaries. The Scandinavian countries have a more 
collaborative focus on creating a partnership culture between employer and employee through 
competency development (Hellqvist, 2011, p. 931). The Scandinavian languages are high-
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context, which means the use of indirect and informal communications (Peltokorpi, 2006, p, 
107). 
 
Although the Scandinavian countries are considered individualistic they are according to 
Hofstede (1980, cited in Han and Pöppel, 2011, p. 22) far from the level of individualism of 
other Western countries such as the USA and the UK. Low levels of individualism might lead 
to more similarities to collectivism. For example Scandinavian countries might not posses the 
same “I” mentality and does not always see to themselves and their closest (Hofstede and 
Hofstede, 2012). 
 
The Scandinavian countries are according to Hofstede (1980, cited in Peltokorpi, 2006, p. 
106) considered as feminine cultures and the gender roles are relatively overlapping. 
Overlapping gender roles means that there are equal wages as well as a large amount of 
female senior managers in Scandinavian organisations. The feminine culture is one factor that 
differentiates the Scandinavian management style from other Western practises.  
 
Regarding uncertainty avoidance the Scandinavian countries possesses a relatively low 
position in Hofstede’s research (Hofstede and Hofstede, 2008, p. 204). This, in combination 
with a feminine culture leads to the motivational factors in Scandinavian organisations being 
performance and a sense of belonging for the employees (Hofstede and Hofstede, 2008, p. 
205). In Scandinavian organisations the need for formal control is decreased through value 
similarity which enables normative integration supported by strong organisational cultures 
(Peltokorpi, 2006, p 105-106). 
 
In regards to leadership style the Scandinavian countries show a strong tendency towards 
long-term orientation (Hofstede and Hofstede, 2008, p. 226). As a result individuals in 
Scandinavian countries are less face-conscious and Scandinavian managers consider face-
saving a negative leadership element (Peltokorpi, 2006, p, 107). Scandinavian countries prefer 
models of both financial and non-financial measures, while the USA, for example, prefers 
models that focus on strategy and is financially oriented (Hellqvist, 2011, p. 931). When using 
solely finically orientated models this might bring a lack of consideration of long-term 
profitability. 
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2.4 Revised model 
We have now explained the characteristics of Scandinavian management style by using 
Hofstede’s cultural dimension model and will continue with revising the general appraisal 
model presented in the previous part.  
 
 
 

 
 
 
 

 

 
 
 
 
 
 

 

 
 
Figure 4 The revised model   
(Valge and Lindbergh, 2012) 
 
In the first phase MNEs set their objectives. All appraisal processes should start by setting 
objectives, however due to the long term orientation in Scandinavian cultures (Hofstede and 
Hofstede, 2008, p. 226) the Scandinavian managements might have a more future orientated 
perspective when setting up objectives. The consensus decision-making in Scandinavian 
management, as a result of the low power distance in the Scandinavian countries (Triandis, 
1995, cited in Peltokorpi, 2006, p. 106), it leads to a more collaborative discussion between 
the expatriate and the management when it comes to objective setting (Peltokorpi, 2006, p 
105-106).  
 
Phase two is about communicating the objectives. According to Hofstede (1991, cited in 
Harris et al. 2003, p. 21) the Scandinavian countries are characterized by their low power 
distance. This leads to decentralized organisational communication and less hierarchical 
organisational structures (Hofstede 1991, cited in Harris et al. 2003, p. 21). The interaction 
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between the expatriates and their Swedish supervisors therefore becomes less formal and their 
relationship is highly valued.  
 
Phase three constitutes of measuring the performance of the expatriate on assignment. Due to 
the long-term orientation in Scandinavian countries (Hofstede and Hofstede, 2008, p. 226) 
Scandinavian MNEs use both financial and non-financial measures when assessing the 
performance (Hellqvist, 2011, p. 931). In Scandinavian countries the management might take 
personal competency in consideration and therefore not only have a financial focus. A 
characteristic of Scandinavian management style is that it is not as individualistic as other 
western countries (Hofstede 1980, cited in Han and Pöppel, 2011, p. 22) and might therefore 
use more team-based approaches to appraisal.  
 
The fourth phase constitutes of comparing the performance of the expatriate with the set 
objectives. The characteristic brought into light by examining Hofstede’s dimensions leads to 
the conclusion that Scandinavian management style does not affect this phase significantly.  
 
In the fifth phase the feedback of the results of the appraisal are provided back to the 
expatriate. The low power distance within Scandinavian organisation (Triandis, 1995, cited in 
Peltokorpi, 2006, p. 106) encourages relationship building between the expatriate and the 
manager. This will in turn facilitate the feedback since trust has been established throughout 
the entire assignment by having constant communication (Peltokorpi, 2006, p. 107).  
 
In the sixth phase the correct follow up actions based on the appraisal are being implemented. 
By having a low power distance (Triandis, 1995, cited in Peltokorpi, 2006, p. 106) 
Scandinavian management style promotes consultative leadership and coaching (Peltokorpi, 
2006, p.106) such management characteristics foster competency development of the 
expatriate. 
 
Beyond the three features trust, clear guidelines and mutual respect, which are essential for an 
effective appraisal (Appelbaum et al, 2011, p. 573), important elements in our revised model 
are relationship building and communication. These are attributes from the Scandinavian 
management style that will have the most significant affect on the appraisal process of 
Swedish expatriates according to Hofstede’s five dimension model (Hofstede and Hofstede, 
2008).  
 
2.5 Summary of literature review 
Performance appraisals are considered as a key part of performance management systems 
(Torrington et al, 2011, p. 268). It is essential for management to implement and control the 
process appropriately in order for it to be efficient and add value to the organisation (Wright 
and Cheung, 2007, p. 207). There are several issues with performance appraisals that need to 
be taken into account by the organisation conducting them. In a global context new challenges 
arise such as different values and different cultures that also needs to be managed 
(Appelbaum et al, 2011, p.574). A decision facing MNEs is whether they should have 
standardised practices in all their subsidiaries or if they are going to adapt their practices to 
the local environment (Armstrong, 2006,p. 101). We have mentioned that there is a strong 
relationship between culture and leadership and it is a fact that management practices vary 
across nations (Harris et al, 2003, p 38). The Scandinavian management style is according to 
Hofstede and Hofstede (2008) characterised by its low power distance, individualism, 
femininity, low uncertainty avoidance and long-term orientation. These characteristics will 
have an affect on the appraisal process of Swedish expatriates. 
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3. Methodology 
In this part of our thesis we will choose our research method. We will present the research 
approach, research design, research strategy, time horizon, data collection, sample selection, 
operationalization, ethical issues, reliability, validity and finally generalizability.  
 
3.1 Introduction  
When collecting data to answer a research question, it is essential to follow a structured model 
of data collection techniques and analysis procedures (Saunders, Thornhill and Lewis, 2009, 
p. 138). Saunders et al. (2009, p. 138) provide a model named “the research onion” that 
enables conduction of a unique method design. The model explains how the different layers 
are dependent on each other and when conducting research one works from the outside in. 
 

 
Figure 5 The research onion  
(Saunders et al, 2009 p. 138) 
 
3.2 Research approach 
When deciding on a research approach the design of the research is determined. The two 
research approaches presented by Saunders et al. (2009, p. 124) are deductive and inductive. 
A deductive approach is based on a theory; a hypothesis is established and data and 
information is collected to support or not support the hypothesis in order to resolve the issue. 
This meaning that the approach is not open to new information because of its pre-determined 
theory. An inductive approach is the opposite of a deductive research. There are no 
requirements of a pre-determined theory when collecting data and information. Observed data 
and facts are used to reach a provisional hypothesis and define a theory.  
 
Our thesis will try to seek a deeper understanding of how Scandinavian culture affects 
Scandinavian management practises regarding appraisal processes for expatriates. To 
accomplish this we will use a deductive research approach. We will use a deductive research 
approach due to a large amount of existing literature in our research area. We will use the 
existing literature and existing theories to form our own theories prior to our data collection. 
By contrasting an existing general western model of expatriate appraisal systems with the 
Scandinavian expatriate appraisal processes, we seek to define the cultural impact on the 
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outcome of expatriate appraisals. We will try to show if our conclusions will support, not 
support, or moderate our pre-determined theories and show if they are valid or not.  
 
3.3 Research design 
The purpose of a research can be classified into three different categories (Saunders, Thornhill 
and Lewis, 2007, p. 133-134). These are exploratory, descriptive and explanatory. 
Exploratory studies are used when trying to clarify an understanding of a problem, for 
example when seeking to find new insight to an existing problem. The exploratory research 
design is flexible and adaptable to change. Descriptive studies are used when describing 
events or situations. The descriptive research design is very close to the exploratory design 
and the both can be combined. When using the descriptive research design a clear picture of 
the phenomena is essential prior to the data collection. The third category is explanatory 
research design. Here a relationship between variables is explained by studying a situation or 
a problem. 
 
For exploratory research designs it is important to choose a method that bring out many 
angles, which normally demands that the researcher concentrates on a small sample 
(Jacobsen, 2002, p. 56). Such methods are appropriate for collecting qualitative data. 
Important aspects with a qualitative method are details, angles and the uniqueness with every 
respondent (Jacobsen, 2002, p. 142). In our research we will be using an exploratory research 
design, and we will try to investigate how Scandinavian culture affect the appraisal process of 
Swedish expatriates. By using a qualitative approach we hope to achieve a deeper 
understanding of the cultural differences affecting international management regarding 
expatriate appraisal processes.  
 
3.4 Research strategy 
There are several different research strategies that can be used (Saunders et al., 2007, p. 135). 
The strategies are experiment, survey, case study, action research, grounded theory, 
ethnography, and archival research.  Each of these can be used regardless of which research 
design is being implemented. The most important aspect when choosing research strategy is 
whether it will enable one to answer the research question and meet the objectives of the 
research. The different strategies can sometimes be combined to get a deeper insight of the 
research. 
 
Due to our research question we find it suitable to use a case study as our research strategy, it 
is a commonly used strategy when exploring “how” and using an exploratory research design 
(Saunders et al., 2007, p. 135). A case study is appropriate when seeking a deeper 
understanding of a subject (Jacobsen, 2002, p. 97). The insight we seek by exploring is the 
affect that Scandinavian culture has on the appraisal process of Swedish expatriates. We will 
collect information from each relevant company and because of that we will be conducting a 
multiple case study (Yin, 1994, p. 20-21). When conducting a case study the focus will be 
chosen and then it will be looked at in depth (Thomas, 2011, p. 9). The data collection 
techniques may vary but we will be using interviews to collect information. We will collect 
data by exercising semi-structured, in-depth interviews with Swedish expatriate managers and 
expatriates. 
 
3.5 Time Horizon 
When conducting a research it is important to decide during what time horizon the research is 
to be conducted (Saunders et al. 2007, p. 148). According to Saunders et al. (2007, p. 148) the 
time horizon can be cross-sectional or longitudinal. Cross-sectional time horizon studies a 
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particular event or situation at a particular time. Longitudinal time horizon studies situations 
or events over time and its main strength is that is can study change and developments over 
time.  
 
In our research we will be using a cross-sectional time horizon. We will be conducting 
interviews during a short period of time to explore the subject of choice more in depth. There 
are some advantages when using a cross-sectional time horizon (Jacobsen, 2002, p. 107-108). 
One is that researches with a cross-sectional time-horizon have a relatively low cost. Another 
is that the researcher does not have to wait a long time to collect the data, and he/she does not 
have to investigate the units several times. This was suitable for our research since we had 
both time and financial constraints. 
 
3.6 Sample selection 
Due to our research strategy, we will need to choose our sample of organisations suitable for 
our interviews (Saunders et al. 2007, p. 205). The sample selection made in a research will 
affect what data that is collected. Therefore it is important to be aware of who and what that is 
being investigated (Jacobsen, 2002, p. 211). The full set of cases from where the samples will 
be taken is called the population (Saunders et al. 2007, p. 205). We need to choose a sample 
of the population since we are constrained by our time horizon and will need the data quickly 
(Saunders et al. 2007, p. 206). Therefore we will be limiting sample selection to three case 
studies.  
 
According to Saunders et al (2007, p. 207) there are two sampling techniques for us to choose 
from. The first one is probability or representative sampling; this means that the probability of 
being selected is known and usually equal to all cases in the population. The second sampling 
technique is non-probability, here the probability from the population is not known. In this 
sampling technique it is not possible to do a statistical generalisation about the characteristics 
of the population. For this reason we will use the latter sampling technique for our case study 
research.  
 
Our sample selection is influenced by choice in our research question to investigate Swedish 
expatriates. Therefore we needed to acquire information from Swedish multinational 
corporations with expatriates. Since multinational corporations often are large organisations 
we choose to limit our population to large and medium sized corporations listed on the 
Swedish stock exchange. In order to find companies suitable for us we used the website 
121.nu that lists all the Swedish companies on the stock exchange.  
 
The steps we followed in the sample selection process were inspired by the steps provided by 
Jacobsen (2002, p. 197-202). First we made sure that we got an overview of all the units we 
would like to include in our case study if we would have unlimited financial resources and 
time. These units came to be all Swedish MNEs listed on 121.nu, we chose Swedish 
companies to assure that they would reflect a Scandinavian culture and have Swedish 
expatriates. In the following step we divided the entire population into subgroups, large- and 
medium sized companies. We decided to prioritize the large sized companies since these had 
a larger number of employees. We made the assumption that the larger companies with more 
employees would have a more standardized and clearly defined appraisal process. The next 
step was that we sent out 80 requests to the selected Swedish MNEs. In the email request we 
sent out we mentioned that we wished to interview HR managers who handled expatriates as 
well as an expatriate from each company, we also mentioned that the respondents would have 
the choice to be anonymous in our thesis. Out of the 80 companies contacted we received 27 
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responses of which nine were positive to participate in an interview. Six of these fell away 
due to time restrictions or to the fact that they did not match our criteria of having a 
standardized appraisal process for their expatriates.  
 
3.7 Operationalization 
According to Saunders et al. (2007, p. 118) a deductive research approach needs to be 
operationalized, which means a reduction of the problem to the simplest possible elements. 
Both independent and dependent variables need to be defined in order to increase the 
reliability and validity of the research.  
 
The objective of our interviews is to see if our revised model is applicable to Scandinavian 
HRM practices, therefore we will form our questions so that they will address all theories 
brought about in our model. MQ stands for the questions asked to the HR-manager and EQ 
stands for the questions asked to the expatriate. 
 
3.7.1 General appraisal process 
These questions address the first part of our third theory in our revised model; that Swedish 
MNEs conduct their appraisals with a team-based approach due to the fact that they are 
considered to be less individualistic than other western countries (Hofstede 1980, cited in Han 
and Pöppel, 2011, p. 22). First, we will ask a question about the general appraisal process to 
get a clear picture on how their specific appraisal process is designed and carried out. Based 
on their answer we can adjust our questions and perhaps add more that is suitable for their 
case. Will also address the fourth phase in the appraisal model that Scandinavian management 
style does not affect the comparison between the expatriate’s performance and the set 
objectives.  
 
MQ1. How many expatriates does your company have? 
MQ2. How does your appraisal process of your expatriates look like? Is it team-based, do you 
use a single rater?  
MQ3. How does the feedback process look like? 
 
EQ1. How long have you been working as an expatriate? 
EQ2. What does your appraisal look like? Is it individual/group-based?  
EQ3. How does your feedback process look like? 
 
3.7.2 Objectives 
These questions address the first added theory in our revised model; that the objective setting 
is more a collaborative process between the expatriate and the management (Hellqvist, 2011, 
p. 931) in Scandinavian management practices due to the fact that the Scandinavian countries 
have a low power distance (Triandis, cited in Peltokorpi, 2006, p. 106). It also focuses on 
whether the objectives are more future orientated with Scandinavian management style or not, 
based on the fact that Scandinavian countries are more long-term orientated (Hofstede and 
Hofstede, 2008, p. 226).  
 
MQ4. How are the objectives for the expatriates set? With or without the expatriates being 
involved?  
MQ5. Are the objectives often long-term orientated? 
 
EQ4. How are your objectives set? Do you have any influence on your objective setting? If 
yes, in what way? 
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EQ5. Are your objectives annually based or are they more long-term orientated? 
 
3.7.3 Communication and relationships 
These questions will address our theory that communication is an important aspect throughout 
the entire assignment in order to achieve an effective appraisal (Peltokorpi, 2006, p. 107). 
Here we also tackle our second theory added to our revised model, that the communication in 
Scandinavian management style is less formal and more decentralized due to the low power 
distance in Scandinavian organisations (Hofstede 1991, cited in Harris et al. 2003, p. 21). In 
this part we will also put focus on our theory that relationship building is an important aspect 
throughout the entire assignment in order to achieve an effective appraisal (Peltokorpi, 2006, 
p. 107).  
 
MQ6. Do you have communication with the expatriates throughout their entire assignment? 
MQ7. How much communication do you have? How often do you have contact or meetings 
with your expatriates? 
MQ8. Do you encourage managerial/expatriate relationship building? 
MQ9. Is the communication decentralized? Formal/informal? 
 
EQ6. Do you have communication with the Scandinavian headquarter throughout your 
assignment?  
EQ7. How often do you communicate and in what way? 
EQ8. Do you feel that the management encourage relationship building between itself and 
you as an expatriate?  
EQ9. Is the communication decentralized? Formal/informal? 
 
3.7.4 Performance measurements 
This addresses our third theory added to our revised model that Scandinavian management 
style also highlights the non-financial aspect in the measurements of success due to the long-
term orientation in Scandinavian countries (Hofstede and Hofstede, 2008, p. 226). 
 
MQ10. When you measure the performance of an expatriate, do you often have both a non-
financial and a financial focus? 
 
EQ10. How is your performance measured? Is it with both with a financial and non-financial 
focus? Do they take your personal competences into consideration? 
 
3.7.5 Coaching and personal development 
These questions will address our fourth theory added to our revised model, that Scandinavian 
management style focuses on coaching and personal development due to the low power 
distance in Scandinavian countries (Triandis, 1995, cited in Peltokorpi, 2006, p. 106).  
 
MQ11. Throughout the assignment, do you try to coach the expatriate and try to develop 
his/her skills? 
MQ12. If yes, do you have specific guidelines on how to do it? 
 
EQ11. After an appraisal during your assignment do you receive coaching? Do you feel that 
the company wants to develop your personal skills?  
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3.8 Data collection 
It is essential that the choice of method for data collection is aligned with the research 
question and the objectives of the research (Saunders et al. 2007). According to Saunders et 
al. (2007) there are different methods when collecting data for a research. The two main 
choices to be made are between primary and secondary data collection, primary data 
collection is about collecting new data and secondary data collection is when collecting 
already existing data. The different methods when collecting primary data are observation; 
semi-structured, in-depth and group interviews; and using questionnaires (Saunders et al., 
2007). It is important to choose the correct data collection method, because the data collection 
method will affect the data’s validity (Jacobsen, 2002, p. 159).  
 
We chose to use primary data collection, by conducting semi-structured interviews for our 
exploratory study in order to explore the subject of choice more in depth. The semi-structured, 
in-depth interviews are non-standardized and in some cases additional questions might be 
added in order to further explore our research question. In agreement with the interviewees 
the interviews were both recorded and notes were taken. The interviewees were given some 
opportunity to talk freely about the situation of interest. However, we mainly conducted 
respondent interviews, which means that we lead the interviews through our pre-determined 
questions. Due to the fact that half of our interviewees are located abroad, since they are 
expatriates, it was necessary for us to conduct our interviews by using telephone or 
electronically via the Internet. If we would have chosen to conduct all interviews face to face 
it would have been extremely costly, telephone interviews is a way to reduce those costs 
(Jacobsen, 2002, p. 161). Another advantage with conducting telephone interviews is that is 
minimizes the risk that the physical presence of the interviewer affects the interviewee’s 
behaviour and answers (Jacobsen, 2002, p. 162). A major disadvantage with conducting 
interviews over telephone is that it makes it easier for the interviewee to lie (Frey and Oishi, 
1995, cited in Jacobsen, 2002, p. 161). Since we as researchers can not read the body 
language of the interviewees it makes it hard for us to know how far we can, and should, go 
when we for example ask for a deepening of an answer (Jacobsen, 2002, p. 162). We 
collected data and analysed it qualitatively as part of our case study strategy. When using 
complex or open-ended questions as in our case, and where the order and logic of the 
questioning may need to be varied, semi-structured and in-depth interviews are the most 
appropriate (Saunders et al., 2007, p. 312-317). 
 
3.9 Ethical Issues  
When conducting an interview ethical issues will inevitably arise (Kvale and Brinkmann, 
2009, p. 78). Ethical issues will need to be tackled and considered throughout the entire 
interview process and will have to be addressed from the beginning. Kvale and Brinkmann 
(2009, p. 84) lists four ethical areas and provides guidelines for researchers when conducting 
interviews, these are informed consent, confidentiality, consequences and the researcher’s 
role. Informed consent means that the researcher informs the respondents the general purpose 
of the research. It also means that the interviewees participate voluntarily in the project. 
Confidentiality in research means that private data that identifies the participants in the 
research will not be exposed (Kvale and Brinkmann, 2009, p. 84-91). If such information 
would be published the interviewees have to approve. Consequences means that it is 
important to estimate the consequences of a qualitative study regarding both the damage the 
participants might suffer and the scientific advantages their participation in the study might 
bring. The researcher’s role as a person, the researcher’s integrity, is crucial for the scientific 
knowledge quality and sustainability in the ethical decisions made during the investigation. 
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With knowledge about these ethical issues we have been able to minimize any possible 
damage to our results caused by any ethical factors. First of all we informed all possible 
interview objects about the general purpose of our research and then they could chose whether 
they wanted to participate or not. Second, we gave the respondents the choice to be 
anonymous. Third, the questions in the interview were not of that nature that they would bring 
any risk to the participants. Last, we have tried to be as morally responsible as we possibly 
could be. 
 
3.10 Reliability  
Regardless of what kind of empirical data a research concerns it has to satisfy two demands. 
The first one is that the empirical data has to be valid and relevant (Jacobsen, 2002, p. 21). 
The second demand is that the empirical data has to be reliable and credible. The reliability of 
a research refers to whether the chosen data collection techniques or analyse procedures will 
result in reliable findings (Saunders et al., 2007, p. 149). Saunders et al. (2007, p. 149-150) 
lists four main threats to the reliability of a research. The threats are subject or participant 
error, subject or participant bias, observer error, and observer bias.  
 
According to Jacobsen (2002, p. 276) openness is a central factor throughout a qualitative 
research. It is important for the researchers to clearly formulate what methods they have used 
and explicitly reflect over how those may have affected the results, since the methods used in 
a research might form the result. When using a deductive approach it is inevitable that the 
researcher only focuses on the information he himself finds relevant when collecting data 
(Jacobsen, 2002, p. 35). Since a deductive research approach starts of with concrete 
expectations and therefore brings the risk that important information is missed out. To 
minimize the risk of missing important information we have thoroughly studied previous 
research and existing theories in order to have a solid and reliable ground for our expectations 
(Jacobsen, 2002, p. 34). A problem with the reliability with a qualitative research is that it is 
demands a lot of resources and time. Since we had limited resources in both time and 
financial means we had to settle with a few respondents. This leads to the problem of the 
representativeness with the respondents (Jacobsen, 2002, p. 144). It is difficult to know if 
these respondents are representative for others beside themselves. Another weakness is that 
the data we collected is hard to interpret because it is complex due to its unstructured nature 
and wide scope. To strengthen the reliability of our research we had pre-determined criterias 
during our sample selection.   
 
Due to the fact that we have semi-structured, in-depth interviews that has a lack of 
standardization it raises the concern of the research’s reliability (Saunders et al., 2007, p. 
318). The reliability of a research is concerned with whether similar findings could be found 
with other alternative studies. Reliability concerns the fact that the situation that one chose to 
investigate is complex and dynamic and under these circumstances the use of non-
standardized interviews has proven to be suitable (Saunders et al., 2007, p. 319). When using 
our choice of data collection there are several threats to the reliability of our research. The 
first threat is interviewer bias, this meaning that there is a risk of us either trying to impose 
our own beliefs on the interviewee through our questions, or us interpreting the responses 
based on our personal bias. The second threat to our research reliability is imposed by the 
interviewee bias. Meaning that there is a risk that the interviewee’s answers will be affected 
by their perceptions of us as interviewers. It can also mean that the subject or research might 
be of sensitive nature for the interviewee, and this can lead to the interviewee avoiding certain 
topics or choose what to reveal in their answers and as a result we will only receive a partial 
picture of the situation we are investigating. In order to strengthen the reliability of our 
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research we gave the respondents the opportunity to remain anonymous in an attempt to 
achieve a safe environment where the respondent would feel free to share any information 
(Saunders et al, 2009, p. 328).  During our interviews we had mainly only one person who 
acted as an interviewer in order to reduce interferences such as the variety of tone and 
comments, which could risk affecting the respondents answers. In order to avoid observer 
bias errors both observers first analysed the results separately and then cooperatively analysed 
the interpretations of the replies. We chose this approach so that we would not risk missing 
any important information and therefore increase the observer reliability (Jacobsen, 2002, p. 
274).  In order to ensure that all important information was collected we chose to record the 
interviews and raise reliability.  
 
3.11 Validity 
It is also important to take into consideration whether the findings are valid or not (Jacobsen, 
2002, p. 21). Validity means that we are actually measuring what we wish to measure, and 
what we have measured is regarded relevant and what we measure at a few is the same for 
others. The risk is that the relationship between two variables is a coincidence. There are 
several threats to the validity of a research, such as history, testing, instrumentation, mortality, 
maturation, and ambiguity about causal direction, further explanations of these threats can be 
found in Saunders et al. (2007, p. 150) 
 
Generally a qualitative research has a high internal validity and provides a deeper 
understanding of a situation (Jacobsen, 2002, p. 142). A threat to researches validity is the 
research effect, the research itself may create particular results. The researcher may end up 
measuring what he/she has created, rather than how respondents perceive a phenomenon 
(Jacobsen, 2002, p. 144). A major threat facing our thesis is that the questions for the 
interviews have been wrongly constructed and may therefore measure something other than 
originally intended (Jacobsen, 2002, p. 162). Another threat that might have an affect on our 
thesis is ambiguity about causal factors (Saunders et al., 2007, p. 151). Meaning that we may 
face difficulties when understanding the actual causes and links of our findings. In strengthen 
the validity of our thesis we have thoroughly based our model on existing and well-
established theories. The model was then operationalized to compare our theories with the 
HRM practices of Swedish MNEs.  
 
3.12 Generalizability 
A question that arises when conducting a research is if the research results are generalizable, 
and can be equally applied to other research settings (Saunders et al. 207, p. 151). According 
to Saunders et al. (2007, p. 151) this is often referred to as external validity, if the findings 
could apply to for example other countries. 
 
A qualitative method often does not have the objective to say something about the general and 
typical, but more about the unique and special (Jacobson, 2002, p. 196). The objective is to 
clarify a phenomenon but in some cases the representativeness can still be interesting. A 
possible threat to the generalizability of our research might arise from the fact that we will 
base our findings on a small number of cases (Saunders et al., 2007, p. 329). Having a large 
number of cases could enhance the possibility of generalizability. Since we only have a few 
number of cases it is not possible to do a statistical generalization (Silverman, 2001, p. 248), 
however we will conduct an analytical generalization based on our interview results. A 
problem with our research is that due to the fact that we will base our study on Swedish 
expatriates our findings might not be generalizable to other Scandinavian countries.   
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3.13 Choice of analysis 
The choice of method for analysing the empirical findings depends on whether the data are 
qualitative or quantitative (Collis and Hussey, 2009, p. 163). The analysis of qualitative data 
is challenging because it is hard to manage a large volume of data. Barker, Pistrang and Elliot 
(2002, p. 221) explains two types of approaches that can be used when analysing data, these 
are within-case and cross-case analysis. We will be using both to achieve an as detailed 
analysis as possible.  
 
3.14 Summary 
Our thesis will try to seek a deeper understanding of how Scandinavian culture affects 
Scandinavian management practises regarding appraisal processes for expatriates. To pursue 
this purpose we have chosen a deductive research approach with an exploratory research 
design. By using a qualitative approach we hope to achieve a deeper understanding of the 
cultural differences affecting international management regarding expatriate appraisal 
processes. Due to our research question we find it suitable to use a case study as our research 
strategy, we will collect data by exercising semi-structured, in-depth interviews with Swedish 
expatriate managers and expatriates. In our research we will be using a cross-sectional time 
horizon. We will be conducting interviews during a short period of time to explore the subject 
of choice more in depth.	  
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4.	  Empirical	  findings	  	  
In our fifth chapter we will present the empirical data collected from the interviews. The 
empirical findings will be presented in accordance with the six phases in the appraisal 
process. 
 
4.1 Introduction 
We have conducted interviews with a HR-manager and an expatriate from three Swedish 
MNEs. In respect to each of the individual’s privacy we have chosen not to link any of the 
answers with any specific company.   
 
Company A is the first private operator of mobile communication services in the GSM 
standard in an Asian country. The company has been part of a leading Swedish/Finish 
telecommunication company since October 2008. The Scandinavian company currently 
employs 28.000 people and the company currently has 15 expatriates in the country. The HR-
manager was the Director of Human Resources at Company A. The expatriate was head of the 
Commercial division and worked at the same location as the HR-manager.   
 
Company B is a world-leading provider of telecommunications equipment and services to 
mobile and fixed network operators. The company is currently active in more than 180 
countries and employs 108.551 people worldwide of which 17.767 are employed in Sweden. 
Company B currently has 1182 expatriates. The HR-manager we interviewed at Company B 
was head HR-manager for Group Finance and was responsible for the expatriates in the 
financial department. The expatriate was from within this department.  
 
Company C is a global producer of paper, biomaterials, wood products and packaging 
industry. The Group has about 30 000 employees in more than 35 countries worldwide. 
Company C currently has about 100 Swedish expatriates. The HR-manager at at Company C 
was Director Mobility at the company. The expatriate was assigned as project manager 
abroad. 
 
4.2 Phase one – Set up performance objectives  
4.2.1 Company A 
4.2.1.1 Manager 
In Company A the expatriates are often high positioned in the organisation, which gives them 
the opportunity to be a part of the objective setting. “..the expatriates are relatively high 
positioned in the organisation and often the higher up you are the more influence you have” 
(Company A, 2012a). On the individual level the objectives are set on an annual basis, 
although on a strategic level the objectives are more long-term orientated. 
 
4.2.1.2 Expatriate 
The expatriate is given the opportunity to influence his own objectives and they are set in a 
collaborative discussion between the expatriate and his manager. The objectives are set on an 
annual basis. The expatriate mentions that an employee can “inherit” old objectives from 
previous expatriates, which will prolong the individual objectives of the expatriate, “I 
inherited an unfinished assignment when I arrived which has made my stay longer” 
(Company A, 2012b). According to the expatriate most assignments start with one year but it 
unusual not to extend the stay. 
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4.2.2 Company B 
4.2.2.1 Manager 
The objective setting processes is a discussion between the expatriate and the manager so that 
the expatriate will feel involved in his/her objectives, “being a part of the objective setting 
makes the employees feel more motivated in their job task” (Company B, 2012a).  Company 
B set individual objectives for all employees in an on-going process, no difference is made 
whether he/she is an expatriate or not. Additional objectives, applicable to expatriates, are 
related to knowledge transfer and local competence built up during the international 
assignment. International assignments for expatriates are normally limited to 2-3 years. 
Competence transfer can be considered as more long-term objective, the rest are defined on 
annual basis. The objectives for the expatriate are set in agreement with the expatriate. 
 
4.2.2.2 Expatriate 
The expatriate feels that he can influence his objectives, since the objectives are being set 
through a discussion between the direct manager and himself. To the question if the expatriate 
feels that his motivation is increased trough a collaborative objective setting, the expatriate in 
Company B states; “I feel that being a part of my own objective setting increases my 
motivation to achieve the set goals” (Company B, 2012b). The expatriate mentions that 
expatriates might get additional objectives besides those that are set in the discussion, and 
these can be added during the international assignment. The expatriate is on a two year 
assignment but his objectives are set on a annual basis. 
 
4.2.3 Company C 
4.2.3.1 Manager 
According to the HR-manager in Company C the objectives are set in agreement with the 
expatriate. The objective setting is influenced by three main factors, the job assignment, the 
present career situation and the development plan of the expatriate “We strive to include as 
many aspects as possible when setting the objectives” (Company C, 2012a). Company C 
allows the expatriate to be a part of the objective setting process in order for them to be able 
to influence their own development. The objectives for the assignment are set on an annual 
basis, however, exceptions arise on certain assignments such as project assignment where the 
objectives might run over a longer period of time.   
 
4.2.3.2 Expatriate  
The expatriate in Company C perceives that he has been able to influence his objective since 
these has been set in an agreement between the expatriate and his direct manager. The 
expatriate perceives the discussion to be an in-depth discussion “…my manager often 
considers my own goals and take these into account” (Company C, 2012b). Since the 
expatriate had a high position within the company his objectives were set on a two-year basis.  
 
4.3 Phase two – Communicating the objectives through clear guidelines  
4.3.1 Company A 
4.3.1.1 Manager 
In Company A there is no or very little communication between the expatriates and the 
Scandinavian headquarter throughout the expatriate assignment. This is mainly because some 
of the expatriates working in host country at Company A are currently on work permission 
from their actual positions in Scandinavia at Company A. However, the communication in the 
office in the host country is mostly informal, mainly due to cultural similarities between the 
expatriates “..birds of the same feather flocks together” (Company A, 2012a). Although, 
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regarding issues such as performance, salary review and especially security the 
communication is more formal.  
 
4.3.1.2 Expatriate 
The expatriate does not have any communication with the Scandinavian headquarters. The 
only communication that might arise would be regarding any issues with administrative 
problems such as holiday, salary and pension “I only contact them in case of any concerns…” 
(Company A, 2012b). According to the expatriate the communication between the 
Scandinavian headquarter and location abroad is decentralized.  
 
4.3.2 Company B 
4.3.2.1 Manager 
Normally Company B has regular communication between their expatriates and the 
Scandinavian headquarter. They do not have that many global meetings, but a lot of local 
initiatives are encouraged. “HR representatives are available for support on a daily basis of 
course” (Company B, 2012a). Company B also promotes teamwork and competence sharing 
among their expatriates. A lot of policies and rules, related to expatriates, are global, however 
the communication is primarily local / regional. Company B could not provide us with a clear 
answer on whether their communication is informal or formal, it varies among different 
situations and the expatriate’s position in the company.  
 
4.3.2.2 Expatriate  
The expatriate has regular communication with the Scandinavian headquarter, he has regular 
contact with the HR-manager through email, skype and telephone “I communicate with my 
Scandinavian manager on a regular basis..” (Company B, 2012b). The communication 
regarding the assignment once the expatriate is in the host country is mainly local regarding 
the day-to-day activities and decentralized from the Scandinavian headquarters.  
 
4.3.3 Company C 
4.3.3.1 Manager 
The headquarter does have communication with their expatriates during their assignments, 
however, the communication is not regular. The HR-manager is constantly available for 
support to his expatriates. The communication consists of mail between the expatriate and 
manager as well as visits from the manager to the expatriate’s destination abroad “I prioritise 
good communication with my expatriates and email contact is the most efficient way of 
keeping in touch” (Company C, 2012a). The communication in the company is mostly 
informal.  
 
4.3.3.2 Expatriate  
The expatriate did not feel that he had a regular communication with the Scandinavian 
headquarter. He stated that the communication is rather decentralized in the company. The 
expatriate felt that he could contact his Scandinavian HR-manager at any time and that he 
would be able to assist him regarding any concerns with his assignment “we do not have 
constant contact but my manager is available for assistance if I would have any concerns” 
(Company C, 2012b). 
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4.4 Phase three – Measuring the performance  
4.4.1 Company A 
4.4.1.1 Manager 
The appraisal process in Company A is similar to the one used in the rest of the corporate 
group. “Company A has more or less it’s own appraisal process that is applicable for the 
entire group” (Company A, 2012a). The appraisal process regarding performance is mainly 
individual based and is often conducted by the expatriate’s direct manager, but in some 
aspects it is team-based. Company A is on their way in to the digitalized world and they have 
started to implement a performance management tower based on success factors in the entire 
corporate group. The tower starts in the highest level of the company and then descends down 
the hierarchical levels. When measuring the performance of the expatriates in Company A no 
difference is made between them and local employees. “There is no special expat focus…” 
(Company A, 2012a). The expatriates are evaluated on the same grounds as a local employee 
with the local objectives in mind. Whether the focus is financial or non-financial depends on 
the expatriate’s job task but most commonly it is a financial focus.  
 
4.4.1.2 Expatriate 
The expatriate in Company A is appraised twice a year and the expatriate’s appraisal is not 
team-based, but conducted individually by the expatriate’s direct manager ”the appraisal is 
individual and it is conducted by my manager” (Company A, 2012b). The expatriate has a 
manager position in the host country and is also appraised by his employees as their manager. 
He is also given the opportunity to appraise his managers in host country. The feedback is 
received individually at the end of the year. The expatriate experiences that the performance 
measurements primarily has a financial focus. The expatriate states that the high financial 
focus is due to the fact that he is manager for a commercial division and therefore it is 
common with a financial focus “..it does not matter how one achieves the goals as long as 
you achieve them” (Company A, 2012b). 
 
4.4.2 Company B 
4.4.2.1 Manager 
Company B has an individual-based appraisal process and does not use a team-based 
approach. “In 2011 we implemented a new individual performance appraisal process” 
(Company B, 2012a). Earlier Company B did not have a standardized appraisal process in 
place for their expatriates but recognized the need for one since it is important to monitor the 
expatriate performance. The new appraisal process includes an appraisal from the expatriate’s 
direct manager, as well as the project manager for those working in projects. The appraisal 
process in Company B is conducted once a year with a follow up every six months. When 
measuring the expatriate performance Company B often has a combination of both financial 
and non-financial objectives. “During recent years we have increased our understanding of 
having non-financial performance measurements as well” (Company B, 2012).  
 
4.4.2.2 Expatriate 
The expatriate’s direct manager in the host country is handling the expatriate’s performance 
appraisal. The expatriate does not perceive that the appraisal is conducted with a team-based 
approach, so far in his assignment he has only received an individual appraisal “…until now I 
have only received one appraisal and it has been from my direct manager” (Company B, 
2012b). The expatriate is on a two year assignment abroad and has during his first year only 
gone through one appraisal process. The expatriate experiences that his performance 
measurements has a both financial and non-financial focus. “I feel that the company takes 
into account whether I have reached my objectives in a non-financial way as well” (Company 
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B, 2012b). The expatriate feels that the company takes his personal competencies into 
account, since they have special non-financial objectives. 
 
4.4.3 Company C 
4.4.3.1 Manager 
According to the HR-manager in Company C the appraisal process is individual and it is 
conducted throughout the assignment “…we seek to conduct a on-going appraisal to ensure 
that the employee develops and performs in the best way possible” (Company C, 2012a). It is 
conducted in cooperation with an annual development programme, which is individual for 
each employee. Expatriate performance review is conducted as any other performance review, 
the company does not make any difference between an expatriate and an employee situated at 
the headquarter. The appraisal is annual with a follow-up after six months. Company C uses 
both financial and non-financial performance measurements. “We try to not only have a 
financial focus when measuring the performance of our employees” (Company C, 2012a).  
 
4.4.3.2 Expatriate  
The expatriate states that the company has an annual appraisal process with a follow up every 
six-month. The expatriate is being appraised by his direct manager and the appraisal is 
conducted individually “..all the appraisals are conducted individually and I have never 
experienced a team-based appraisal” (Company C, 2012b). When the expatriate’s 
performance is being measured he perceives that there is primarily a financial focus.   
 
4.5 Phase four – Comparing with objectives 
4.5.1 Company A 
4.5.1.1 Manager 
The expatriate’s direct manager conducts the appraisal “…it is handled by the expatriate’s 
direct manager…” (Company A, 2012a) and compares it with the expatriates set objectives. It 
is not necessarily a Scandinavian manager comparing the results of the appraisal with the 
objectives.   
 
4.5.1.2 Expatriate 
The expatriate stated that his direct manager, which in this case is from Russia, conducts the 
appraisal and compares the outcomes with the objectives “…my Russian manager is 
conducting my appraisal” (Company A, 2012b).  
 
4.5.2 Company B 
4.5.2.1 Manager 
According to the HR-manager the expatriate’s direct manager conducts the appraisal, which 
means that he/she is also the one comparing the outcomes to the objectives. “…that is all 
handled by the direct manager of the expatriate.” (Company B, 2012a).   
   
4.5.2.2 Expatriate 
The expatriate answered that it was his direct manager who conducted his appraisal “My 
direct manager conducts my appraisal…” (Company B, 2012b) and and therefore assumed 
that he was the one evaluating his objectives. 
 
4.5.3 Company C 
4.5.3.1 Manager 
The HR-manager stated that a manager in the host location individually conducted the 
appraisal process “The appraisal is conducted by the expatriate’s direct manager…” 
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(Company C, 2012a). It is up to the manager to compare the expatriate’s performance with 
the set objectives. 
  
4.5.3.2 Expatriate 
According to the expatriate his direct supervisor at his location abroad conducts his appraisal. 
“…the most logical is that it is my supervisor that compares with my objectives, but I am not 
certain…” (Company C, 2012b). 
 
4.6 Phase five – Providing feedback 
4.6.1 Company A 
4.6.1.1 Manager 
The communication in the office in the host country is mainly due to cultural similarities 
between the expatriates. “….there will also be personal relationships, mainly because half of 
the fifteen expatriates are from Scandinavia” (Company A, 2012a). The feedback to the 
expatriate is given at the end of every year. 
 
4.6.1.2 Expatriate  
The expatriate perceives that encouragement of relationship building between expatriate and 
manager is a typical Scandinavian management attribute. He states that he clearly sees the 
difference between Scandinavian managers and managers of other origin, the Scandinavian 
values relationship building to a higher extent; “…my HR manager is Scandinavian and I 
clearly feel that he values a relationship with his employees in comparison to my other 
managers which are not Scandinavian” (Company A, 2012b). The expatriate informed that 
he received his feedback at the end of the year by his direct manager.  
 
4.6.2 Company B 
4.6.2.1 Manager 
Relationship building between the expatriate and their managers exists since they exercise 
regular communication. Managers in Company B are encouraged to keep good contact with 
their expatriates “I try to be as available and helpful to my expatriates as possible” 
(Company B, 2012b). When and how the expatriate receives his/her feedback is up to the 
manager who conducts the expatriate’s appraisal.  
 
4.6.2.2 Expatriate 
The expatriate experiences that he and his Scandinavian manager has a good relationship, 
since they have regular communication. The expatriate feels that his Scandinavian manager 
always is available for support “…we have a good relationship and I feel that I can turn to 
him regarding any problems” (Company B, 2012b). The expatriate receives his feedback 
from his direct manager who conducts his appraisal once a year.  
 
4.6.3 Company C  
4.6.3.1 Manager  
Relationship building between the expatriate and the Swedish headquarter is valued in 
Company C and the company finances activities such as visiting the expatriate and phone 
calls. By the end of the year the feedback is given to the expatriate “…during the feedback 
both the original appraisal and the follow-up is taken into account” (Company C, 2012a). 
 
4.6.3.2 Expatriate 
Even though the expatriate felt that he had good contact with his Scandinavian manager he 
did not acknowledge any value put into relationship building in the company “..I do not feel 
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that any encouragement exists regarding relationship building” (Company C, 2012b). The 
expatriate has only received one feedback so far and that was after his first year and from his 
direct manager.   
 
4.7 Phase six – Implementing correct actions 
4.7.1 Company A 
4.7.1.1 Manager 
Company A is using “…a personal development plan that is one of the four elements in the 
performance management process” (Company A, 2012a). However, there are no special 
attributes for expatriates and they are being treated in the same way as any other local 
employee. It is up to the HR-manager in the host country to engage in any coaching and 
personal development of the expatriate.  
 
4.7.1.2 Expatriate 
The expatriate feels that the HR-manager takes initiatives to develop his personal 
competencies. “My HR-manager, who is Scandinavian, takes initiatives for my personal 
development, for example I have been on several courses” (Company A, 2012b).  
 
4.7.2 Company B 
4.7.2.1 Manager 
The expatriate’s line manager does the coaching in Company B and it is up to him/her that 
any such activity is carried out. Company B applies the GROW coaching model, “…the 
model is being taught as part of mandatory leadership training for all managers” (Company 
B, 2012). But there are no strict guidelines on how to use it. Regarding coaching and personal 
development there are no special treatments in place for the expatriates, they are being treated 
as any other employee. 
 
4.7.2.2 Expatriate  
The expatriate in Company B feels that his direct manager is trying to coach him and develop 
his personal competencies. So far he has had two coaching sessions with his HR-manager. “I 
feel that my manager is competent in helping me with my personal development” (Company 
B, 2012b). 
 
4.7.3 Company C 
4.7.3.1 Manager 
The HR-manager stated that Company C engages in coaching and personal development of 
their expatriates. The company offers activities such as language- and cultural development 
for the expatriates to better adapt to their local situations “..it is important for the expatriate to 
be well prepared for a new environment to be able to perform in the best way possible” 
(Company C, 2012a). Company C also offers professional development for their employees, 
regardless expatriate or not.  
 
4.7.3.2 Expatriate  
The expatriate recognizes that the company involves in activities to increase the personal 
development of their employees. “Before my assignment abroad I felt that I was well 
prepared for my new international environment” (Company C, 2012b). During his 
assignment the expatriate has been offered to attend seminars and courses that would be 
appropriate for his continuing development.  
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5.	  Analysis	  
In this chapter we will analyse the empirical findings from the interviews. We seek to find a 
link between our revised model and empirical findings. The chapter first presents a within 
case analysis for each case company where the data will be compared against the theories 
used. After that, a cross-case analysis is conducted where the data from one case is compared 
to data in the other cases.  
 
5.1 Within-case analysis 
Following we will present a within-case analysis for each case and compare the empirical 
findings against the theories presented in the literature review (Barker et al. 2002, p. 221). 
 
5.1.1 Company A 
In the first phase MNEs set their objectives (Lepak and Gowan, 2010, p. 261). In Company A 
both the expatriate and the HR-manager agreed that objective setting is a collaborative 
discussion between the employee and the manager in Company A, a reason for this was that 
the expatriates are high positioned employees with the power to influence their objectives 
(Company A, 2012a; Company A, 2012b). Most objectives were set on an annual basis but 
they might be more long-term oriented under special circumstances, for example when 
inheriting unfinished projects. These findings were partly in line with our first theory. The 
objective setting in Company A was a collaborative discussion with the focus on consensus 
decision-making. We assumed that this would be the case for Scandinavian organisations due 
to the low power distance characteristics of the Scandinavian culture (Triandis, 1995, cited in 
Peltokorpi). However, our assumption that Scandinavian management would have a more 
future orientated perspective when setting up objectives (Hofstede and Hofstede, 2008, p. 
226) was not demonstrated by the answers from Company A. 
 
Phase two is about communicating the objectives (Lepak and Gowan, 2010, p. 261). In 
Company A neither the expatriate or the HR-manager acknowledged that there was any 
communication of significance between the Scandinavian headquarter and the expatriates 
(Company A, 2012a; Company A, 2012b). The only communication that did exist was 
regarding any administrative trouble that might occur. The communication between the 
Scandinavian headquarter and the expatriates was decentralized in Company A. The results 
indicated that our assumption that Scandinavian organisations would have a decentralized 
organisational communication (Hofstede, 1991, cited in Harris et al, 2003, p. 21) was correct.  
 
Phase three constitutes of measuring the performance of the expatriate out on assignment 
(Lepak and Gowan, 2010, p. 261). The performance measurement in Company A depends on 
the expatriate’s job task and therefore it is difficult to generalize whether the company has 
non-financial or financial performance measurements (Company A, 2012a; Company A, 
2012b). The reason why the expatriate we interviewed had a financial focus when his 
performance was measured was because of his job task. In Company A both the expatriate 
and the HR-manager agreed that the appraisal process mainly was individually based. This 
answer did not go in line our theory that Scandinavian MNEs would conduct their appraisals 
with a team-based approach due to their strong individualistic characteristics (Hofsetde, 1980, 
cited in Han and Pöpel, 2011, p. 22). We made the assumption that due to the long-term 
orientation in Scandinavian countries (Hofstede and Hofstede, 2008, p. 226), Scandinavian 
MNEs would use both financial and non-financial focus when assessing the performance 
(Hellqvist, 2011, p. 931). This was not demonstrated by the answers provided by Company A, 
this can be due to the fact that the expatriate we interviewed had a financially focused job 
task. 
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Phase four constitutes of comparing the performance of the expatriate with the set objectives 
(Lepak and Gowan, 2010, p. 261). Both the expatriate and the HR-manager stated that the 
expatriate’s direct manager at the host location did the comparison between the objectives and 
the expatriate’s performance (Company A, 2012a; Company A, 2012b). We assumed that this 
phase would not be affected by any of the Scandinavian characteristics mentioned by 
Hofstede (Hofstede and Hofstede, 2008). Since the expatriate’s direct manager conducts the 
appraisal (Company A, 2012a; Company A, 2012b) it is not necessarily affected by any 
Scandinavian characteristic and this goes in line with what we assumed.  
 
The fifth phase is when all the results of the feedback are provided back to the expatriate 
(Lepak and Gowan, 2010, p. 261). Relationship building in Company A exists between 
Scandinavian managers in the host location (Company A, 2012a; Company A, 2012b). The 
expatriate acknowledged that he had a good relationship with his Scandinavian HR-manager 
at the host location, who also would provide him with his feedback at the end of the year. The 
expatriate clearly stated that he had a good relationship and communication with his HR-
manager. This is suggests a proof of the low power distance characteristic in the Scandinavian 
countries (Triandis, 1995 cited in Peltokorpi, 2006, p. 106). Since the expatriate’s HR-
manager in the host country was Scandinavian (Company A, 2012a; Company A, 2012b) our 
assumption that good communication and relationship building is highly valued in 
Scandinavian organisations was supported by the findings. 
 
In the sixth phase the correct follow up actions based on the appraisal are being implemented 
(Lepak and Gowan, 2010, p. 261). According to the HR-manager coaching and personal 
development is an important attribute in the performance management process (Company A, 
2012a). The expatriate acknowledged this statement since he was being offered personal 
development opportunities by his HR-manager in the host country (Company A, 2012b).  The 
findings went in line with our final assumption that Scandinavian management style promotes 
consultative leadership and coaching (Peltokorpi, 2006, p. 106). Both the expatriate and his 
HR-manager agreed on this (Company A, 2012a; Company A, 2012b). 
 
5.1.2 Company B 
In the first phase MNEs set their objectives (Lepak and Gowan, 2010, p. 261). The objective 
setting in Company B is a collaborative discussion between the expatriate and his direct 
manager (Company B, 2012a; Company B, 2012b). The expatriate stated that being a part of 
the objective setting process increased his work motivation, which was the intention 
according to the HR-manager. Most objectives in Company B are set on an annual basis, 
however additional objectives could be added. These findings goes in line with our theory that 
the objective setting is a consensus decision-making in Scandinavian management, as a result 
of the low power distance in the Scandinavian countries (Triandis, 1995, cited in Peltokorpi, 
2006, p. 106). The data does not support our assumption that due to the long-term orientation 
in Scandinavian cultures, the Scandinavian managements might have a more future orientated 
perspective when setting up objectives (Hofstede and Hofstede, 2008, p. 226).   
 
Phase two is about communicating the objectives (Lepak and Gowan, 2010, p. 261). Both the 
expatriate and the HR-manager agreed that the communication between the expatriate and the 
Scandinavian headquarter was exercised regularly (Company B, 2012a; Company B, 2012b). 
The degree of formality in the communication depends on the job task of the employee and 
their manager. The expatriate perceived that the communication from the Scandinavian 
headquarter was decentralized with the expatriates host location regarding day-to-day 
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activities. Our theory that their low power distance characterizes Scandinavian countries and 
that this would lead to decentralized organisational communication (Hofstede, 1991, cited in 
Harris et al, 2003, p. 21) was partly supported. The expatriates job role might have affected 
his perception of the communication with the Scandinavian headquarter.  
 
Phase three constitutes of measuring the performance of the expatriate on assignment (Lepak 
and Gowan, 2010, p. 261). Company B uses a combination of both financial and non-financial 
focus when measuring the employee performance (Company B, 2012a; Company B, 2012b). 
The expatriate feels that the company accomplishes to not only have a financial focus when 
measuring his performance.  Both the expatriate and the HR-manager in Company B clearly 
state that the appraisal process is conducted by using an individual based approach. The 
expatriate’s direct manager conducts the appraisal in Company B. These findings suggest that 
Scandinavian MNEs does not conduct their appraisals with a team-based approach due to the 
fact that they are considered to be less individualistic than other Western countries (Hofstede, 
1980, cited in Han and Pöpel, 2011, p. 22). Our assumption that Scandinavian organisations 
might not only use a financial focus when measuring the expatriate’s performance (Hellqvist, 
2011, p. 931) was supported by the findings from both the expatriate and the HR-manager. 
 
Phase four constitutes of comparing the performance of the expatriate with the set objectives 
(Lepak and Gowan, 2010, p. 261). Both the expatriate and the HR-manager stated that the 
expatriate’s direct manager at the host location did the comparison between the objectives and 
the expatriate’s performance (Company B, 2012a; Company B, 2012b). We assumed that this 
phase would not be affected by any of the Scandinavian characteristics mentioned by 
Hofstede (Hofstede and Hofstede, 2008, p. 226). Since the expatriate’s direct manager 
conducts the appraisal it is not necessarily affected by any Scandinavian characteristic and 
this indicates that what we assumed is correct.  
 
In the fifth phase the feedback of the results of the appraisal are provided back to the 
expatriate (Lepak and Gowan, 2010, p. 261). The HR-manager and the expatriate in Company 
B stated that they had a good relationship with his Scandinavian HR-manager and they had 
continuous communication throughout the assignment (Company B, 2012a; Company B, 
2012b). We assumed that low power distance within Scandinavian organisations encourages 
relationship building (Triandis, 1995, cited in Peltokorpi, 2006, p. 106) between the expatriate 
and the manager. The findings were in line with our assumption due to the fact that both the 
expatriate and the HR-manager stated that they had good and continuous communication 
throughout the assignment. 
 
In the sixth phase the correct follow up actions based on the appraisal are being implemented 
(Lepak and Gowan, 2010, p. 261). The HR-manager states that all managers in Company B 
are being taught how to apply a certain coaching model as part of their basic training 
(Company B, 2012a). The expatriate acknowledges this by stating that he feels that his direct 
manager is practicing coaching and personal development for his employees (Company B, 
2012b). We assumed that by having a low power distance Scandinavian management 
promotes consultative leadership and coaching (Peltokorpi, 2006, p. 106). Since both the 
expatriate and the HR-manager acknowledged the fact that coaching occurred this theory was 
demonstrated by the findings.  
 
5.1.3 Company C 
In the first phase MNEs set their objectives (Lepak and Gowan, 2010, p. 261). Both the 
expatriate and the HR-manager in Company C states that the company allows the expatriate to 
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be a part of the objective setting process in order for them to be able to influence their own 
development (Company C, 2012a; Company C, 2012b). These answers were in line with our 
assumption that the objective setting is a consensus decision-making in Scandinavian 
management, as a result of the low power distance in the Scandinavian countries (Triandis, 
1995, cited in Peltokorpi, 2006, p. 106). The HR-manager stated that the objectives for the 
expatriate assignment in Company C normally were set on an annual basis (Company C, 
2012a). The expatriate’s objectives on the other hand were set on a two-year basis due to his 
high position in the company (Company C, 2012b). The data does not fully support our 
assumption that due to the long-term orientation in Scandinavian cultures, the Scandinavian 
managements might have a more future orientated perspective when setting up objectives 
(Hofstede and Hofstede, 2008, p. 226). However, both the expatriate and the HR-manager 
acknowledged the fact that a more future orientated perspective is used in some cases 
(Company C, 2012a; Company C, 2012b). 
 
Phase two is about communicating the objectives (Lepak and Gowan, 2010, p. 261). 
According to the HR-manager the headquarter does have communication with their 
expatriates during their assignments, however, the communication is on an unregularly basis 
(Company C, 2012a). He stated that the communication in the company is mostly informal. 
The expatriate did not feel that he had a regular communication with the Scandinavian 
headquarter and he perceived the communication to be rather decentralized in the company 
(Company C, 2012b). The expatriate felt that he could contact his Scandinavian manager at 
any time, regarding any issues. The findings indicates that that the low power distance in 
Scandinavian countries would lead to decentralized organisational communication (Hofstede, 
1991, cited in Harris et al. 2003, p. 21), since both the expatriate and the manager perceived 
the communication to be both informal and decentralized. 
 
Phase three constitutes of measuring the performance of the expatriate on assignment (Lepak 
and Gowan, 2010, p. 261). According to the HR-manager in Company C the appraisal process 
is individual and conducted annually with a follow-up after six months (Company C, 2012a). 
Company C uses both financial and non-financial performance measurements. The expatriate 
stated that he is being appraised by his direct manager once a year and the appraisal is 
conducted individually (Company C, 2012b). When the expatriate’s performance is being 
measured he perceives that there is primarily a financial focus. The results from our findings 
were not in line with our first assumption that Swedish MNEs would use a more team-based 
approach when conducting appraisals, due to their weak individualistic characteristics 
(Hofstede, 1980, cited in Han and Pöpel, 2011, p. 22). Our second assumption that, due to 
their long-term orientation (Hofstede and Hofstede, 2008, p. 226), Swedish MNEs would use 
both financial and non-financial measures when assessing the performance (Hellqvist, 2011, 
p. 931) was partly supported. The HR-manager clearly stated that the company engaged in not 
only focusing on financial measures, however the expatriate did not feel this to be the case 
(Company C, 2012a).   
 
Phase four constitutes of comparing the performance of the expatriate with the set objectives 
(Lepak and Gowan, 2010, p. 261). Both the expatriate and the HR-manager stated that the 
expatriate’s direct manager at the host location did the comparison between the objectives and 
the expatriate’s performance (Company C, 2012a; Company C, 2012b). We assumed that this 
phase would not be affected by any of the Scandinavian characteristics mentioned by 
Hofstede (Hofstede and Hofstede, 2008, p. 226). Since the expatriate’s direct manager 
conducts the appraisal it is not necessarily affected by any Scandinavian characteristic and 
this is in line with what we assumed.  
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In the fifth phase the feedback of the results of the appraisal are provided back to the 
expatriate (Lepak and Gowan, 2010, p. 261). According to the HR-manager, relationship 
building between the expatriate and the Swedish headquarter is valued in Company C and the 
company finances activities such as visits to the expatriate and phone calls (Company C, 
2012a). By the end of the year the feedback is given to the expatriate. The expatriate felt that 
he had good contact with his Scandinavian manager but he did not acknowledge any 
encouragement regarding relationship building in the company (Company C, 2012b). The 
expatriate has received his feedback from his direct manager. Our assumption that the low 
power distance (Triandis, 1995, cited in Peltokorpi, 2006, p. 106) in Swedish organisations 
would encourage relationship building between the manager and the expatriate, which in turn 
would facilitate the feedback process (Peltokorpi, 2006, p. 107), was not supported by 
Company C.  Even though both the HR-manager and the expatriate stated that they had good 
communication this did affect the feedback process (Company C, 2012a; Company C, 
2012b). 
 
In the sixth phase the correct follow up actions based on the appraisal are being implemented 
(Lepak and Gowan, 2010, p. 261). Both the HR-manager and the expatriate recognized that 
Company C would engage in coaching and personal development of their expatriates 
(Company C, 2012a; Company C, 2012b). According to the expatriate there had been several 
initiatives made by the company to foster and develop his personal competencies. The 
findings were in line with our assumption that the low power distance (Triandis, 1995, cited 
in Peltokorpi, 2006, p. 106) characterizing Scandinavian management style would promote 
consultative leadership and coaching (Peltokorpi, 2006, p. 106).  
 
5.2 Cross-case analysis 
Following we will present a cross-case analysis for each phase where the cases will be 
compared with each other (Barker et al. 2002, p. 221). 
 
5.2.1 Phase one – Set up performance objectives 
In our revised model we made the assumption that Scandinavian management might have a 
more future orientated perspective when setting up objectives (Hofstede and Hofstede, 2008, 
p. 226) and that the objectives were set in a collaborative discussion with the expatriate 
(Peltokorpi, 2006, p. 105-106). None of the three companies had any special focus on future 
orientated perspective when setting their objectives (Company A, 2012a; Company A, 2012b; 
Company B, 2012a; Company B, 2012b; Company C, 2012a; Company C, 2012b). In 
Company A and Company C there was some tendency towards long-term objective setting, in 
cases of special assignments, however the objectives were no longer than two years. All three 
companies had a collaborative discussion when setting the objectives and this shows a strong 
tendency towards consultative leadership. The assumption we made that Scandinavian 
companies would have a more future orientated perspective when setting up objectives due to 
their tendency towards long-term orientation (Hofstede and Hofstede, 2008 p. 226) was not 
demonstrated by the case studies. However, the findings were in line with our second 
assumption that the consensus decision-making in Scandinavian management would lead to a 
more collaborative discussion between the expatriate and the management when it comes to 
the objective setting (Peltokorpi, 2006, p. 105-106).  
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5.2.2 Phase two – Communicating the objectives through clear guidelines 
In our revised model we assumed that due to the low power distance (Triandis, 1995, cited in 
Peltokorpi, 2006, p. 106) Scandinavian organisations would have decentralized organisational 
communication and less hierarchical organisational structures (Hofstede, 1991, cited in Harris 
et al. 2003, p. 21). This would lead to less formal interaction between the expatriate and their 
Scandinavian supervisor, and their relationship would be highly valued.   
 
Two out of three companies did not have regular communication between the expatriates and 
the Scandinavian headquarter (Company A, 2012a; Company A, 2012b; Company C, 2012a; 
Company C, 2012b). Two companies fully supported our assumption that Scandinavian 
companies would have a more decentralized organisational communication. Company B did 
not support the theory completely since the expatriate’s job role might have affected his 
perception of the organisational communication (Company B, 2012a; Company B, 2012b). 
 
5.2.3 Phase three – Measuring the performance 
In our revised model we assumed that Scandinavian management might take personal 
competence in consideration and therefore not only have a financial focus when measuring 
the performance (Hellqvist, 2011, p. 931). We also assumed that due to the less individualistic 
characteristics of Scandinavian management style compared to other Western countries 
(Hofstede, 1991, cited in Harris et al, 2003, p. 21), that Scandinavian MNEs might therefore 
use a more team-based approach to performance appraisals.  
 
Regarding whether Scandinavian organisations would have a non-financial focus as well as a 
financial focus the companies did not agree on this fact (Company A, 2012a; Company A, 
2012b; Company B, 2012a; Company B, 2012b; Company C, 2012a; Company C, 2012b).  
Company B was the only company where the two interviewee’s answers were in line with our 
assumption (Company B, 2012a; Company B, 2012b). In both Company A and Company C 
our assumption was not supported by the findings (Company A, 2012a; Company A, 2012b; 
Company C, 2012a; Company C, 2012b). However, in Company A the focus might depend 
on the expatriate’s job task. Our second assumption was that Scandinavian organisations 
might conduct their appraisals with a more team-based approach, due to their lesser extent of 
individualism (Hofstede, 1980, cited in Han and Pöpel, 2011, p. 22).  Neither of the findings 
from the case studies were in line with this assumption, they all conducted their appraisals 
individually (Company A, 2012a; Company A, 2012b; Company B, 2012a; Company B, 
2012b; Company C, 2012a; Company C, 2012b).  
 
5.2.4 Phase four – Comparing with objectives 
The fourth phase constitutes of comparing the performance of the expatriate with the set 
objectives (Lepak and Gowan, 2010, p. 261). We assumed that Scandinavian management 
style would not affect this phase significantly. All three companies stated that the expatriate’s 
direct manager conducted the appraisal and compares the expatriate’s performance against the 
set objectives (Company A, 2012a; Company A, 2012b; Company B, 2012a; Company B, 
2012b; Company C, 2012a; Company C, 2012b). Since the direct manager is not necessarily 
Scandinavian it is not possible for us to investigate how Scandinavian management 
characteristics would affect this phase.  
 
5.2.5 Phase five – Providing feedback 
In the fifth phase the feedback of the results of the appraisal are provided back to the 
expatriate (Lepak and Gowan, 2010, p. 261). Our assumption was that Scandinavian 
organisations encourage relationship building between the expatriate and the manager due to 
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the low power distance in Scandinavian countries (Triandis, 1995, cited in Peltokorpi, 2006, 
p. 106). This in turn would facilitate the feedback process (Peltokorpi, 2006, p. 107). We 
noticed that relationship building did not facilitate the feedback process in neither of the 
companies since the direct manager often handled the feedback (Company A, 2012a; 
Company A, 2012b; Company B, 2012a; Company B, 2012b; Company C, 2012a; Company 
C, 2012b). However, we noticed that Scandinavian management did value relationship 
building between the expatriates and their managers.  
 
5.2.6 Phase six – Implementing correct actions 
We assumed in our revised model that Scandinavian management style promotes consultative 
leadership and coaching (Peltokorpi, 2006, p. 106) due to their low power distance (Triandis, 
1995, cited in Peltokorpi, 2006, p. 106). All three companies applied some from of coaching 
and personal development of their expatriates (Company A, 2012a; Company A, 2012b; 
Company B, 2012a; Company B, 2012b; Company C, 2012a; Company C, 2012b), which 
were in line with our last theory. 
 
5.3 Summary 
In the first phase our first theory regarding long-term orientation, the results from the case 
studies indicated that Scandinavian MNEs did not use this when setting objectives. However 
our second theory, regarding a collaborative objective setting, the findings suggests that this is 
used in Scandinavian MNEs. In the second phase regarding our theory that Scandinavian 
companies would have regular communication with their expatriates two out of three 
companies did not demonstrate this. The results from two out of three companies went in line 
the second theory in that phase regarding decentralized organizational communication. In 
phase three we assumed that Scandinavian management would have not only a financial focus 
and this was only demonstrated by one company. Our second theory in that phase was that 
Scandinavian organisations would have a more team-based approach to appraisals, the 
findings from the case studies indicates that this is not true. Phase four was not possible for us 
to investigate since Scandinavian management characteristics does not necessarily affect this 
phase. In the fifth phase we assumed that Scandinavian companies would encourage 
relationship building and that this would facilitate the feedback process, this was not 
demonstrated by any of the companies. What we found was that all companies encouraged 
relationship building in one way or another. The sixth phase is about consultative leadership 
and coaching, the findings from the case studies all went in line with our theory.  
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6.	  Conclusion	  
In chapter six we will provide a summary of our thesis and what method we used. We will 
also deliver a conclusion of our findings, followed by practical implications, critical 
reflections and in the end we will provide suggestions for future research.  
 
6.1 Summary of thesis 
Performance appraisals are considered a key part of performance management systems 
(Torrington et al, 2011, p. 268), and when managed properly it can add value and increase the 
organisation’s competitive advantage (Wright and Cheung, 2007, p. 207). In today’s global 
market one of the important challenges facing MNEs is to manage the appraisal of their 
expatriates. Previous researches regarding performance management are generally focused on 
USA practices (Kuvaas, 2011, p.132: Björkman and Budwar, 2007, p.595). In order o be able 
to understand managements behaviour we have to understand their culture (Hofstede and 
Hofstede, 2008, p. 34). Conditions under Scandinavian management might look different than 
under US management (Hellqvist, 2011, p. 931), which might create a gap regarding 
implementation of performance appraisals between Western nations. The aim with this thesis 
was to find an answer to our research question, which is: 
 
How does the Scandinavian culture affect Scandinavian management practices regarding the 
appraisal process of Swedish expatriates? 
 
We created a revised model based on existing theories about general appraisal processes. The 
purpose of our model was to explore the effect of Scandinavian management practices on the 
appraisal process of Swedish expatriates. We wanted to investigate how the appraisal process 
was carried out and if it was affected by certain characteristics of the Scandinavian culture. 
The revised model was examined through a qualitative research method, in form of semi-
structured interviews with three managers and three expatriates in three Swedish MNEs. The 
empirical results from our data collection were analysed and compared with the theories in 
our revised model. When we examined our theories, some of the results from the case studies 
went in line with the theories and some did not. Therefore a modification of our model might 
be necessary.  
 
In the first phase our first theory regarding long-term orientation, the results indicated that 
Swedish MNEs did not put any thought into that when setting their objectives. However our 
second theory, regarding a collaborative objective setting, the case studies demonstrated that 
this exists in Swedish MNEs. In the second phase regarding our theory that Scandinavian 
companies would have regular communication with their expatriates, the findings from two 
out of three companies did not go in line with our theory. The results from two out of three 
companies suggested that Swedish MNEs have decentralized organizational communication, 
in line with our theory. In phase three we assumed that Scandinavian management would 
have not only a financial focus, this was only demonstrated by the findings from one 
company. Our second theory in that phase was that Scandinavian organisations would have a 
more team-based approach to appraisals, the findings from the case studies suggests that this 
is not true in Swedish MNEs. Phase four was not possible for us to investigate since 
Scandinavian management characteristics does not necessarily affect this phase. In the fifth 
phase we assumed that Scandinavian companies would encourage relationship building and 
that this would facilitate the feedback process, this was not demonstrated by any of the 
companies. What we found was that all companies encouraged relationship building in one 
way or another. The sixth phase is about consultative leadership and coaching, the findings 
from the case studies all went in line with our theory.  
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Through our research we can draw the conclusion that appraisal processes need to be adjusted 
to different cultures, although the degree of adjustment will vary among different cultures. By 
this research we can conclude that Scandinavian management practices are affected by the 
Scandinavian culture and therefore it is proven that one cannot solely rely on research focused 
on previous American practices.   
 
6.3 Practical implications 
The aim of this thesis was to explore the effect of Scandinavian management practices on the 
appraisal process of Swedish expatriates. We wanted to investigate how the appraisal process 
was carried out and if it was affected by certain characteristics of the Scandinavian culture. 
Previous researches regarding expatriate performance appraisal has had a US perspective and 
therefore our research provides academic value. 
 
For practical purposes, the results of the study and the conclusions drawn can be of some 
value for Scandinavian HR managers who want to design an effective appraisal process for 
their expatriates. The conclusions can be used as guidelines when planning for an expatriate 
appraisal process. 
 
This thesis can be used as guidelines for future research since it is a current topic with little 
previous research. Since our revised model is in need of modifications it provides some 
valuable advices for future research. 
  
6.4 Critical reflections 
The purpose of this thesis was to explore the effect of Scandinavian management practices on 
the appraisal process of Swedish expatriates. We wanted to investigate how the appraisal 
process was carried out and if it was affected by certain characteristics of the Scandinavian 
culture. A critical reflection is that we only focused on Swedish expatriate appraisal and 
therefore solely selected Swedish MNEs as our samples for interviews. This leads to 
limitations when analysing the result and drawing conclusions, since we are investigating the 
influence of Scandinavian management practices. This makes difficult to generalise in the 
same way as is more Scandinavian countries were included in the sample selection. Another 
critical reflection was that when the case studies were selected we used a combination of 
purposive sampling and convenience sampling. Companies were selected if they were 
Swedish MNEs and had a standardized appraisal process, other than that we did not have any 
specific criteria. We could have selected our samples based on more specific requirements 
such as years of international operations. This would make it easier to compare the empirical 
findings and draw a stronger analytical generalization. The fact that we conducted our 
interviews in Swedish is another critical reflection. The translation of both the questions and 
answers might have lead to misinterpretations of the empirical findings. Due to our financial 
and time constraints we were not able to perform face-to-face interviews. Instead we had to 
conduct via telephone and Skype.  
 
6.5 Future research   
While collecting information for our thesis, some thoughts of possible future research have 
been developed. First, it would be interesting to conduct a similar study with a larger scale 
sample and see if this would affect the results.  
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A second proposal for future research could be to focus more on organisational structures and 
chose MNEs with similar structures. Through that one can see if there are similarities within 
certain organisational structures as well as differences between different organisational 
structures regarding the appraisal process. 
 
Another thought for future research is to measure the international experience of the MNEs, 
how long they have had international activities and see if this would effect the appraisal 
process of expatriates.  
 
Finally, it would be interesting to broaden the investigation and interview Scandinavian 
MNEs and not focus on Swedish corporations.  
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Interview guide – HR-manager 
 
Q1. Hur många expatriates har Ni? How many expatriates does your company have? 
 
Q2. Hur ser utvärderingsprocessen av era expatriates ut? Är den gruppbaserad, enskild? How 
does your appraisal process of your expatriates look like? Is it team-based, do you use a 
single rater etc.? 
 
Q3. Hur ser feedbackprocessen ut? What does the feedback process look like? 
 
 Q4. Hur bestäms målen för expatriaten? Med eller utan expatriatens inflytande? How are the 
objectives for the expatriate set? With or without the expatriates being involved? 
 
Q5. Är målen ofta långtidsorienterade? Are the objectives often long-term oriented?  
 
Q6. Har ni kommunikation med expatriaterna under hela deras uppdrag?  Do you have 
communication with the expatriates throughout their entire assignment?  
 
Q7. Hur mycket kommunikation har ni? Hur ofta har ni kontakt eller möten med era 
expatriates? How much communication do you have? How often do you have contact or 
meetings with your expatriates? 
 
Q8. Uppmuntrar ni lednings/expatriate relationsskapande? Do you encourage 
managerial/expatriate relationship building? 
 
Q9. Är kommunikationen desentraliserad? Är den formell/informell? Is the communication 
decentralized? Formal/informal? 
 
Q10. När ni mäter en expatriates prestation, har ni då ofta både finasiellt och icke-finansiellt 
fokus? When you measure the performance of an expatriate, do you often have both a non-
financial and a financial focus? 
 
Q11. Under uppdraget, försöker ni coacha expatriaten och försöker att utveckla hans/hennes 
kompetens?  Throughout the assignment, do you try to coach the expatriate and try to develop 
his/her skills?  
 
Q12. Om ja, har ni specifika riktlinjer för hur ni ska göra det? If yes. Do you have specific 
guidelines on how to do it? 
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Interview guide – expatriate 
 
Q1. How long have you been working as an expatriate? 
 
Q2. What does your appraisal look like? Is it individual/group-based? Do you get to evaluate 
your manager? 
 
Q3. What does your feedback process look like? 
 
Q4. How are your objectives set? Do you have any influence on your objective setting? If yes, 
in what way? 
 
Q5. Are your objectives annually based or are they more long-term orientated? 
 
Q6. Do you have communication with the Scandinavian headquarter throughout your 
assignment? 
 
Q7. How often do you communicate and in what way? 
 
Q8. Do you feel that the management encourages relationship building between itself and you 
as an expatriate? 
 
Q9. Is the communication decentralized? Formal/informal? 
 
Q10. How is your perfromance measured? Is it with both a financial and non-financial focus? 
Do they take your personal competencies into consideration?  
 
Q11. After an appraisal during your assignment, do you receive coaching? Do you feel that 
the company wants to develop your personal skills? 
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Hej, 
 
Vi är två ekonomstudenter vid Halmstad Högskola som skriver vår kandidatuppsats. Som 
ämne för vår analytiska uppsats har vi valt att analysera utvärderingsprocesser för svenska 
expatriates i multinationella företag. För att få insikt i hur utvärderingsprocessen går till skulle 
vi behöva intervjua HR managers som hanterar expatriates i svenska multinationella företag 
samt en expatrite. Intervjun kommer inte att ta mer än 30 minuter och svaren kommer 
behandlas anonymt. Vi skulle verkligen uppskatta om Ni tog Er tid och ställde upp på en 
intervju som skulle göra vår analys möjlig. 
 
Tack för att Ni överväger vår förfrågan och vi ser fram emot Ert svar. 
 
 
Med vänliga hälsningar,  
 
Josefine och Evelina 
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