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IMPACT OF NATIONAL CULTURE ON THE PRE-NEGOTIATION PHASE IN 
INTERNATIONAL BUSINESS NEGOTIATIONS: Study on the Finnish National Culture

Objectives of the Study
The first objective of this study was to create a framework for the pre-negotiation phase in international 
business negotiations. The second objective was to review the factors that affect the pre-negotiation phase 
and the third, to review in more depth national cultures and how they influence the decisions made during 
the pre-negotiation phase. The fourth objective of this study was to demonstrate through the empirical 
study how one can study the underlying cultural values of a society, and therefore to better prepare 
oneself for inter-cultural negotiations. From the theoretical point of view, this study aimed at creating a 
stereotype of the Finnish national culture, to illustrate how national culture can influence behavior during 
the pre-negotiation phase, and to test if the Hofstede studies can be used as a tool for further studying the 
impact of national cultures in the pre-negotiation phase in international business negotiations. From the 
managerial point of view, this study aimed at highlighting the concept of pre-negotiation phase, reviewing 
the factors that affect the decisions made during this phase, and demonstrating how one can study the 
underlying cultural values.

Data of the Study
The data of the theoretical part of the study consisted of literature on both international negotiations and 
national cultures. The empirical part of the study was carried out by studying the cultural values of 115 
Finnish business persons. The data in the empirical study was collected through a questionnaire. This 
questionnaire was formulated by using a set of value statements that Hofstede found to be characteristic 
for the Finnish national culture in his studies.

Research Method
The chosen research method was a survey and, consequently, the underlying cultural values of the Finnish 
business persons were studied by using a questionnaire. As the research question and objectives of this 
study were of ”what”, ”how” and ”why” nature, the study was both of exploratory and descriptive type.

Findings
It became clear during the study that national cultures create certain preferred behavior patterns in the pre
negotiation phase that seem to be predictable. The empirical study revealed the various ways in which the 
Finnish national culture influences the pre-negotiation phase in international business negotiations. The 
two frameworks on the pre-negotiation phase and the factors influencing the pre-negotiation phase proved 
to be useful during the study. Moreover, the author found the value statements that Hofstede found to be 
characteristic for the Finnish national culture to be easy to handle and they served well the needs of the 
empirical study. Therefore, the author believes that the findings of the Hofstede studies can be used as a 
tool for more profound studies on national cultures.

Key Words
International Negotiations, National Culture, Pre-negotiation Phase, Main Negotiator, Negotiation 
Composition
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1 INTRODUCTION

"Negotiation is by people with people and for people. The single most important 

obstacle you must overcome for a successful negotiation is to gain an understanding 

of the individuals involved and organizations they represent, both on your side and 

on the other side. You must know their motives, backgrounds, experiences, 

capabilities, preferences, priorities, ways of thinking, and more”

(Kapoor et al. 1991, 18)

1.1 Background to the Study

Early 1996 Rautaruukki Ltd. acquired full ownership of a Swedish metal company 

Fundía Ltd., whose net sales accounted for FIM 3.2 billion. In 1996 also Metsä- 

Serla Ltd. acquired a German paper industry company, MD Papier, with net sales of 

FIM 2.7 billion. Furthermore, during the same year Tampella Power Ltd. with net 

sales of FIM 1 billion was acquired by the Norwegian Kvaerner A/S. (Talouselämä 

1996, 204-209)

The above mentioned business transactions represent just a few examples of the 

business acquisitions taking place during that specific year. In July 1996, as many as 

133 of the top 500 leading Finnish companies were owned by foreign shareholders 

(Malin 1996, 45) and there seems to exist a continuously increasing interest in 

Finnish companies among foreign investors. This can be clearly seen from the fact 

that the share of foreign ownership of the total stock listed in the Helsinki stock 

exchange increased from 26,9 per cent to 28,1 per cent during the first three months 

in 1997 (Koskinen and Nieminen 1997, 19). Consequently, it is obvious that many 

Finnish companies are forced to face international competition and have to become 

active in a global market place as the international competition has arrived at our 

own back yard.
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Behind all of the above mentioned business activities there lie countless hours of 

inter-cultural business negotiations. An even greater amount of business negotiations 

never reach an agreement and rest invisible to the public. All business negotiations 

consume a lot of energy, time and effort from the companies and individuals 

involved, and especially from corporate managers. Moreover, when international 

negotiations take place high costs occur as the negotiators need to travel great 

distances and the time is out of their daily work. Because of the cross-cultural 

dimension of international negotiations, there also often exists the risk of running 

into unexpected culture based problems which may make the negotiations 

exceedingly complex.

Negotiation techniques and processes have been studied in quite a depth during the 

last thirty years. Also the influence of culture on international business negotiations 

has been quite widely researched as well as the linguistical components of inter- 

cultural negotiations. There are plenty of studies on specific international business 

negotiation situations in different fields. Many of these studies concentrate on great 

detail on the negotiation settings and the technical issues in a specific negotiation 

case, usually between companies or institutions from two countries or where the 

other negotiation party is a foreign government. However, as most of the studies 

concentrate on a specific industry or field of business they provide only a limited 

amount of information that can be used by negotiators in other fields of business.

Moreover, most of the studies usually concentrate on the negotiation process itself 

and leave the pre-negotiation phase with little or no attention. The pre-negotiation 

phase includes plenty of activities from the incentive to negotiate to the final 

preparations for the negotiations. The decisions made during the pre-negotiation 

phase are too often made unconsciously without considering all the underlying 

factors that can affect the negotiations. However, there exist numerous factors that 

affect both human behavior and the circumstances in which the negotiations take 

place. Some of these factors are more obvious and visible than others. For example, 

national and organizational cultures of both the negotiating parties can be seen to 

have a clear effect on the decisions made during the pre-negotiation phase, because
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some cultures may emphasize, for instance, individuality while some others 

emphasize collectivism. Additionally, the individual preferences, skills and 

experiences of the people involved with the negotiations naturally affect the pre

negotiation phase.

In his article on different negotiation strategies Weiss (1996) discusses the impact 

that national cultures have on negotiations. He (ibid. 52) lists five steps for selecting 

a culturally responsive negotiation strategy:

1. reflect on your culture’s negotiation script,

2. learn the negotiation script of the counterpart’s culture,

3. consider the relationship and circumstances,

4. predict or influence the counterpart’s approach, and

5. choose your strategy.

This list emphasizes the important role that national cultures play on international 

negotiations as two first steps concentrate purely on the impact the national cultures 

of both negotiating parties have on the negotiation strategy selection. Even though 

the above list emphasizes the impact that national culture has on choosing the 

negotiation strategy, in his article Weiss does not discuss any further the subject of 

national cultures. As mentioned the existing business literature gives little attention 

to the issue of pre-negotiation phase itself nor to the effects that national cultures 

have on the pre-negotiation phase. Therefore, there exists a need for a study that 

introduces the pre-negotiation phase as a separate process, discusses the cultural 

factors that influence the decisions made during the pre-negotiation phase and 

demonstrates how one can study these underlying cultural factors. This study will 

aim at meeting these needs.
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1.2 Research Problem and Questions

The research problem of this study is that business negotiators often make their 

decisions during the pre-negotiation phase unconsciously without considering 

enough all the underlying factors that may influence their decision making and the 

negotiations themselves. Hence, there exist a need for a study that deals with the 

pre-negotiation phase in more depth, discusses the interrelations of different factors 

that affects the decisions made during the pre-negotiations phase and gives business 

managers better tools to prepare themselves for international negotiations.

The major research question of this study is:

What is the impact of national cultures on the pre-negotiation phase in 

international business negotiations?

Further research questions are:

1. What is a pre-negotiation phase and what does it include?

2. Which factors affect the pre-negotiation phase?

3. How can business managers study the national cultures that affect the pre

negotiation phase and therefore, better prepare themselves for international 

negotiations?
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1.3 Objectives of the study

This study will concentrate on the pre-negotiation phase, the factors that influence 

the decisions made during the pre-negotiation phase, and will especially focus on 

how national cultures effect the pre-negotiation phase. Furthermore, the study will 

demonstrate how one can study the national cultures that affect the behavior and 

decisions of both the negotiating parties.

The objectives of this study are:

• to create a framework for the pre-negotiation phase,

• to review the factors that affect the pre-negotiation phase,

• to review in more depth national cultures and how they influence the decisions 

made during the pre-negotiations phase, and

• to demonstrate through the empirical study how one can study the underlying 

cultural values of a society and therefore, better prepare oneself for inter-cultural 

negotiations.

From the theoretical point of view, this study aims at creating a framework for the 

pre-negotiation phase, creating a stereotype of the Finnish national culture and by 

combining the theories of pre-negotiation phase and national culture illustrate how 

national culture can influence behavior during the pre-negotiation phase. As the 

impact of national cultures on the pre-negotiation phase has not been studied earlier, 

generalizations of the existing studies on national cultures and values will be 

exploited and they are modified to better meet the needs of this study. Furthermore, 

the Finnish national culture and the effects it has on the pre-negotiation phase will 

be studied in the empirical part of the study. Therefore, the study also aims at 

fulfilling a gap in the existing research. The empirical part of the study will also test 

if the Hofstede studies can be used as a tool for studying the impact of national 

cultures in the pre-negotiation phase. This is done by turning a set of value 

statements that Hofstede found to be characteristic to the Finnish national culture 

into a set of questions. These questions form a questionnaire through which the
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Finnish national culture and its effects on the pre-negotiation phase will be 

examined.

From the managerial point of view, this study will highlight the concept of pre

negotiation phase, discuss the factors that affect the decisions made during this phase 

and demonstrate how one can study the underlying cultural factors that affect both 

the pre-negotiation phase as well as the physical negotiations themselves. The 

understanding of the pre-negotiation phase and its components, and the ability to 

study the underlying cultural factors is of great importance in the business world of 

the 1990's and early 2000’s where companies face increasing international 

competition. These skills will become of even greater importance in the future when 

the international business negotiations will become unavoidable for many Finnish 

businesses as the national borders will cease to exist and the movement of physical 

goods, labor and capital will become even more free. In order to avoid culture- 

based problems and misunderstandings in international negotiations as well as 

misjudgments of the negotiation situation, it is of great importance for business 

managers to understand the underlying factors that affect their behavior in 

international business negotiations.

Another managerial objective of this study is to demonstrate how one can study the 

unconscious factors that influence the decisions made during the pre-negotiation 

phase. Through this demonstration the business negotiator achieves a tool to better 

prepare himself for inter-cultural negotiations. As, for example, anticipating the 

negotiation composition of the opposing negotiation partner, he can better prepare 

himself for the negotiations before the physical negotiations take place. As the 

business manager can anticipate beforehand the coming negotiation settings, the 

negotiation composition of the other side (TOS), and even possible negotiation 

tactics used by TOS he can choose the negotiation tactics, strategies and negotiation 

compositions that best meet the requirements of that specific negotiation setting. 

Therefore, the study provides business managers valuable information which they 

can use to avoid costly mistakes and better prepare themselves for international 

business negotiations.
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1.4 Limitations to the study

The issues involved in negotiations and especially in the pre-negotiation phase are 

relatively abstract by their nature as psycho-cultural factors are included. Many of 

the studies made on negotiations refer to issues such as personal qualities and team 

dynamics that belong to the field of psychology. Issues like these require different 

kind of study methods in order to provide deeper understanding. Therefore, this 

study tries to stay on as concrete a level as possible.

This study discusses national cultures and it aims at creating a stereotype of the 

cultural values of the Finnish business negotiator. Therefore, there lies a danger of 

over simplificating a complicated phenomena. This results from the fact that all the 

cultural classifications are stereotypes, and as such they are simplifications of real 

life behavior. Even though stereotypes cannot be seen as being perfectly true and 

objective, they do provide both researchers and business managers a useful tool 

when comparing the behavior of business negotiators from different countries.

Without stereotypes only the behavior of individual business negotiators could be 

compared to each other and the existing different behavior patterns could not be 

explained. Therefore, the use of stereotypes can be justified in business research as 

they create results that can be generalized to cover the behavior of the average 

Finnish business negotiator. As the findings of this study are based on stereotypes, 

carefulness is needed at all times when conclusions are made. Moreover, the 

findings include both implications of cultural effects as well as causal factors of the 

environment and carefulness should be obtained when comparing these findings to 

similar findings on other countries. This study can provide useful guidelines and 

stereotypes both for further research and for business managers, but the findings 

have to be considered only as simplifications of the real life phenomena and not as 

ultimate truths.
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As there exist numerous factors that influence the human behavior during the pre

negotiation phase the scope of this study would allow only shallow presentation of 

these factors. In order to provide a more in depth understanding of the pre

negotiation phase, on how the pre-negotiation phase is influenced by different 

factors and how one can study these factors, this study will concentrate on one of 

these factors, namely on national culture and the other factors are left out.

Neither does the scope of this study allow to discuss several different national 

cultures and the impacts these can have on the decisions made during the pre

negotiation phase by all negotiating parties. Thus, this study concentrates on one 

specific national culture, i.e. the Finnish national culture, and the impacts this have 

on the behavior of the Finnish business negotiators during the pre-negotiation phase.

Due to limited resources available, the size of the samples in the empirical part will 

be relatively small and therefore, it will not provide statistically reliable results. 

However, this study can provide useful guidelines for further research and is able to 

present the issues involved in the pre-negotiation phase in an illustrative form. 

Consequently, this study can help business managers perform better during the pre

negotiation phase.

The pre-negotiation phase takes place both in intra- and inter-cultural negotiations 

and the framework of the pre-negotiation phase is likewise valid for all negotiations. 

However, as the focus of this study is on international negotiations the concept of 

the pre-negotiation phase also refers only to international business negotiations.
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1.5 Definitions of the Key Concepts

The focus area of this study includes issues that are abstract and hard to define. 

Many of the concepts included in this study have been described and defined in 

different ways by various researchers during the last decades. This might cause 

confusion among the readers and, therefore, it is of great importance to define the 

concepts clearly so that they rely on the purpose of this study.

Culture: ”A culture is a configuration of learned behaviors and results of behavior 

whose component parts are shared and transmitted by members of a particular 

society” (Linton; ref. Graham 1985, 82). An important addition to this definition is 

made by Spiro, who states that ”members of a given society behave in uniform and 

predictable ways” (ref. ibid. 83).

National culture: A set of values, beliefs and norms that distinct one nation from 

others. These unique national cultures are derived from history, religion, education, 

geography, climate, politics, urbanization, and many other factors, both obvious and 

subtle. (Kapoor et. al. 1991, 83)

Organizational culture: ”The collective programming of the mind which 

distinguishes the members of one organization from another”. (Hofstede 1991, 180)

Negotiations: Negotiation is a process of giving and taking where the goal is to 

achieve results that are mutually beneficial to both negotiating partners (Weinstein 

and Still 1990, 75). Lampi (1986, 9) emphasizes the problem solving nature of 

negotiations by stating that negotiations are problem solving situations where the 

parties have conflicting interests and at least one mutual problem and are thus 

consequently trying to solve the problem(s) and resolve the conflict.

Negotiation composition: Negotiation composition refers to the internal structure of 

the negotiation team that can be a team of one, two or more negotiators. Therefore,
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the selection of the negotiation composition refers to the decision who will be the 

one/s representing the negotiating party in the physical negotiations.

Negotiation setting: The composition of the negotiation, including both negotiation 

parties with all their participants as well as the environment where the negotiations 

take place.

Intra-cultural negotiations: Negotiations carried out within one national culture, 

where all negotiators have the same national and cultural background.

Inter-cultural negotiations: Negotiations between negotiators with different 

national and cultural backgrounds.

TOS: The other side; the opposing party in the negotiations.

Pre-negotiation phase: The time period preceding physical negotiations during 

which the negotiators prepare for the negotiation by determining their objectives, 

strategies, negotiation tactics and choosing their negotiation composition.
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1.6 Structure of the Paper

The first chapter introduces the background to the study and states the research 

problem of the thesis. It also introduces the objectives and limitations of the study, 

as well as the definitions of the key concepts used.

The second chapter discusses the issues involved in the pre-negotiation phase and 

introduces a framework for the pre-negotiation phase. Moreover, it introduces a 

model of the factors that influence the decisions made during the pre-negotiation 

phase and discusses the consequences these factors have on the behavior during the 

pre-negotiation phase. One of these factors, national culture, which is also the focus 

of this study is discussed in closer detail and a theoretical stereotype of the cultural 

values of the Finnish business negotiator is created.

The third chapter discusses the methodology of the study. First, the alternative study 

methods will be discussed. Second, the selected study method will be presented, and 

third, the conduction of the study will be introduced.

The fourth chapter consists of the empirical study on the Finnish national culture. It 

reviews and analyses the findings of the survey carried out among Finnish business 

persons. Furthermore, it discusses how the Finnish national culture affects the 

behavior of Finnish business persons during the pre-negotiation phase.

The fifth chapter summarizes the findings of the study. Both theoretical and 

managerial implications of this study will be discussed. Conclusions will be drawn 

and ideas for further research will be presented.
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2 NATIONAL CULTURE AND ITS IMPACT ON THE PRE

NEGOTIATION PHASE IN INTERNATIONAL BUSINESS 

NEGOTIATIONS

Business negotiation is a process of bargaining over a set of issues for the purpose of 

reaching an agreement, and a negotiation will only occur if both parties believe they 

will be better off as a result of negotiating than they would otherwise. (Holmes and 

Glaser 1991, 5) Pre-negotiation phase is the time period preceding negotiations 

starting from the initiative to negotiate and ending up to the negotiations. During the 

pre-negotiation phase the negotiating parties select their main negotiators, 

negotiation compositions, strategies and tactics, and prepare themselves for the 

physical negotiations.

Hendon and Hendon (1989, 14-15) define pre-negotiation as a period of determining 

objectives in relation to the opportunities and problems involved in the scenario. 

They (ibid. 15) continue by stretching their definition to include the anticipation of 

the actions of the other side (TOS) as well as TOS’s reactions to your actions. 

Moreover, they (ibid.) end their description of the pre-negotiation phase to the 

notion ”you’ll have to assemble your negotiation team at this stage”.

First, the pre-negotiation phase and its components will be described in more detail 

and the existing literature on the subject will be discussed. Moreover, a framework 

for the pre-negotiation phase will be created. Second, the factors that influence the 

decisions made during the pre-negotiation phase will be presented and discussed. 

Third, the consequences that national culture in its different forms has on the pre

negotiation phase will be discussed in more detail.
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2.1 Pre-Negotiation Phase

In this section a closer look will be taken at the pre-negotiation phase. The pre

negotiation phase has not been extensively covered in the current business literature 

and there does not exist a framework illustrating this phase. Therefore, there exists a 

need for a list that summarizes the activities and issues involved in the pre

negotiation phase. Consequently, this section aims at forming such a list, or more 

precisely a framework with a set of action steps which forms the pre-negotiation 

phase. The aim of the framework is to illustrate the pre-negotiation phase in a more 

concrete way and by doing so help business negotiators to better understand the 

dynamics of the pre-negotiation phase. From a theoretical point of view, the 

framework can provide a useful tool and a starting point for further studies on the 

pre-negotiation phase.

The set of action steps created in this paper cannot be regarded as a full description 

of the pre-negotiation phase as it varies from case to case. However, it includes 

basic issues and activities that take place during pre-negotiation periods. Information 

gathering and handling should take place between each of these activities and the 

move into the following step should be based on considering this newly acquired 

information. The framework should be proceeded in the stated order and no steps 

should be skipped over. Ignoring some of the steps may result in decisions made on 

incorrect conclusions and instinct rather than on relevant information and careful 

considerations. However, some of these steps can take place simultaneously as they 

are closely linked to each other.

Figure 1 presents the framework for the pre-negotiation phase. This framework 

illustrates the steps that should be taken into consideration during any pre

negotiation phase in international business negotiations.
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Figure 1. Framework for the pre-negotiation phase
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In the top of the framework is the initiative to negotiate. The initiative to negotiate 

can be any business related idea or new business opportunity that requires 

negotiations with external parties of the company, or a straight contact from TOS. 

For example, a change in the legislative environment in a foreign country can 

provide new business opportunities for Finnish firms or the invention of new 

technologies can lead to the emergency of new markets and business opportunities. 

Before making the decision to negotiate, background information should be gathered 

to give justifications for the negotiations. A company should not enter negotiations
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that consume time and resources, unless there are financial, social or other business 

related reasons that justify the effort and expenses involved in the negotiations. In 

other words, the anticipated benefits should exceed the anticipated costs. The 

decision to either negotiate or not to negotiate should be then done by relying on this 

information gathering.

The following step is to choose the person responsible for the negotiations. This is 

of utmost importance as negotiations are in their essence human to human and 

person to person interactions, where the wrong person selection can ruin the whole 

negotiations. The criteria for selecting the person in charge of the negotiations are 

influenced by the national and business cultures. According to Fisher (1985, 21), 

American business negotiators are selected based on the technical competence and 

position or job they posses in the organization, whereas in Japan organizational 

position, seniority and experience are extremely important when choosing the person 

in charge of the negotiations. Fisher continues (ibid. 22) by underlining the 

importance of age, educational background and network of colleagues as essential 

criteria for the main negotiator in Japan. In Mexico, on the other hand, the most 

important criteria for the main negotiator are personal qualities and social 

connections (ibid. 23). These examples illustrate the effect that a national culture 

can have on the selection process of the main negotiator. The culture equally affects 

the decision in Finland in the same way as in USA, Japan and Mexico. The above 

mentioned cultural effects will be described later on in this study from the point of 

view of Finnish negotiators.

When the main negotiator has been selected, he has to do the decision to either 

enter the negotiations alone or to select a team of negotiators to work with him. 

Here again, information gathering and handling have to take place as this decision 

should be based on the particular case in question, its size and importance, amount 

of specific information involved, origin of TOS, prevailing business relations 

between the negotiating parties as well as on the individual preferences, skills and 

experiences of the main negotiator.
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First, the negotiator has to consider the negotiation in question; which business 

activities will be included in the negotiation, what is the size of the deal in question, 

what is the time table of the negotiations, what is the strategical importance of the 

deal etc. Each of these issues can have a big influence on the selection of the 

negotiation composition. If the negotiations are, for instance, about ordering more 

raw materials from an established supplier, the negotiator may enter the negotiations 

alone if he is comfortable with these specific activities. However, if the negotiations 

deal with building a huge multimillion pulp plant into a foreign country, a team of 

specialists in law, technology, finance etc. becomes justified as the amount of 

specific information alone is so enormous that one person cannot process it.

Moreover, the main negotiator has to consider the unconscious factors that influence 

his own selection of the negotiation composition; namely his own national and 

business cultures as well as his own personal preferences. These unconscious factors 

form a set of criteria that sculpture his decision concerning the negotiation 

composition. On the other hand, the negotiator also has to consider the same factors 

from the point of view of his negotiation opponents. It is of great advantage to be 

able to find out in advance the composition that TOS will most probably use in the 

negotiations. By doing so the negotiator can better plan his negotiation tactics as he 

can disclude many of the possible tactics as he already knows in what kind of 

negotiation setting he will negotiate in the first place. These unconscious cultural 

factors that affect the negotiation composition selection will be studied in more 

detail later in this study.

In this stage of the pre-negotiation phase it is essential to investigate TOS 

thoroughly. These investigations should consider the background, resent business 

history and current economic state of TOS. Furthermore, if the main negotiator of 

TOS is known, also his personal experiences, skills and background should be 

studied. Moreover, the national as well as the business cultures of TOS should be 

studied in order to better avoid culturally based misunderstandings. As mentioned 

above, a lot of valuable information on the preferred negotiation styles and tactics of 

TOS can be figured out before entering the negotiations by studying the cultural
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factors of TOS. This kind of information helps the main negotiator to choose the 

negotiation composition that best matches with the one of TOS. Moreover, as 

culture strongly influences the preferred negotiation compositions, styles and tactics, 

better working negotiation strategies can be chosen when the most likely negotiation 

styles and tactics of TOS can be predicted.

If the main negotiator decides to build up a negotiation team, he moves forward to 

the next step on the pre-negotiation phase and selects the criteria used in building the 

team. These criteria are also culturally influenced as the business negotiators from 

different cultures appreciate different skills, personalities and team compositions. An 

American negotiator, for example, might in the first place decide to negotiate alone 

as the American culture emphasizes individualism. In individualistic cultures 

personal decision making and task orientation in relation to relationships are strongly 

appreciated (Hofstede 1991, 67). If, however, Americans negotiate as a team, their 

team most likely consists of technical specialists and a main negotiator (Fisher 1985, 

21). If, on the other hand, the main negotiator decides to enter the negotiations 

alone, he can move straight into the preparation stage.

Holmes and Glaser (1991, 36) emphasize the importance of the preparations stage 

by stating that a negotiator has an absolute obligation to do the best he can for his 

principal and thus he will undertake rigorous analysis and valuation of both his own 

and the other party’s position before commencing the negotiations. More precisely, 

that concerns the analysis of the objectives and goals as well as the overall 

importance of the negotiations for both negotiating parties. This naturally implies 

that the goals and objectives should be decided as well as the tactics created. 

Moreover, at this stage, the negotiator/s should gather all the information that is 

relevant for the negotiations in question. Also all the presentations and other 

required materials should be prepared and gathered. Moreover, the negotiation 

team, if there exists one, should go through the negotiations beforehand together and 

the roles of each participant should be carefully clarified. The responsibilities and 

tasks of the team members should be clear as the team will lose the benefits of team
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dynamics if everybody in the team is not aware of his/her own role in the 

negotiations.

The preparations stage also includes selection of the physical place for the 

negotiations to take place, deciding on the agenda together with TOS and plenty of 

other activities that are related to the negotiations. After the preparations have been 

done properly, and the roles and responsibilities of each participant in the team have 

been divided and made clear, the team is finally ready to enter the negotiations.

The framework should be proved to be useful for business negotiators when 

preparing for international negotiations as it illustrates clearly the steps required to 

be taken into consideration during the pre-negotiation phase. Each step in the 

framework should be considered separately before making the decisions required in 

the process and entering the physical negotiations. Therefore, the decisions made 

during the pre-negotiation phase should reflect the unconscious cultural factors that 

influence one’s own decisions as well as those of TOS. Furthermore, the use of the 

framework also makes the negotiator to consider the nature of the negotiations 

themselves. Hence, the framework does not only remind of taking into account 

some of the underlying invisible factors, but it also forces the negotiator to make the 

decisions required in the pre-negotiation phase through rational decision making 

instead of unconscious considerations and old habits.

However, this framework is not enough as such and it needs to be expanded as it 

does not discuss the factors that influence the decisions made during the pre

negotiation phase. A separate framework that discusses these influencing factors is 

needed in order to secure that all the underlying factors are taken into considerations 

when making decisions during the pre-negotiations phase. Such a framework will be 

introduced in the following chapter.
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2.2 Factors influencing the pre-negotiation phase

This chapter discusses the factors that influence the pre-negotiation phase. As 

mentioned in the previous chapter there exist several factors that influence the 

behavior and decisions made during the pre-negotiation phase. Some of these factors 

are clearly visible and obvious whereas some are less visible and influence the 

decisions from an unconscious level. This chapter will discuss the factors that affect 

the pre-negotiation phase and a framework of these factors is introduced. The 

framework created in this section cannot be considered totally absolute but it 

illustrates the complexity of the pre-negotiation phase as there exist several 

influencing factors.

The pre-negotiation phase and the decisions made during it are influenced by a 

number of factors. The amount and nature of these factors vary between 

negotiations. However, the author believes that there exist some important factors 

that influence the pre-negotiation phase that are common to all negotiation 

situations. These influencing factors can be broadly divided into three groups; 1) the 

unconscious factors influencing your decisions, 2) the unconscious factors 

influencing the decisions made by TOS, and 3) the factors related to the nature of 

the deal negotiated. Each of these three can be further divided into several 

influencing factors. The unconscious factors influencing the pre-negotiation phase of 

both the negotiation parties include their national and business cultures. 

Furthermore, these include the individual factors of the main negotiators such as 

preferences, individual style and experiences as well as the collective experiences of 

their organizations. The nature of the negotiation includes the scale and importance 

of the negotiation for both negotiating parties, the surrounding environment of both 

negotiating parties as well as plenty of case specific features of the negotiation in 

question.

Figure 2 gathers the different factors together that influence the pre-negotiation 

phase discussed above. It illustrates the factors that influence the decisions made 

during the pre-negotiations phase in an illustrative form, making it easier to form a
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clearer picture of the pre-negotiation phase and the many factors that influence the 

decisions made during it.

Figure 2. Factors that Influence the Pre-negotiation Phase in International 

Business Negotiations
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2.2.1 Conscious Factors Influencing the Pre-negotiation Phase in International Business 

Negotiations

The factors resulting from the nature of the negotiation and the surrounding 

environment can be defined as the conscious factors that influence the behavior 

during the pre-negotiation phase. These factors form the criteria that business 

negotiators usually think they use when they make the decisions required during the 

pre-negotiation phase. Even though these criteria are of high importance and they 

should always be carefully considered when, for example, choosing the main 

negotiator or the negotiation composition, they are not the only factors that 

influence these decisions.
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In most cases it is obvious that the nature of the negotiations influences the selection 

of the main negotiator. If one of the potential main negotiators has previous 

experience on negotiating with the opposite negotiation party in question, with other 

negotiators from the same foreign nation or region, or on otherwise similar 

negotiations, it makes him/her a stronger candidate to be chosen as the main 

negotiator.

The selection of the negotiation composition is influenced by both conscious and 

unconscious factors. When the negotiation composition is selected, the decision is 

often believed to be made through a rational decision making process. The decision 

is often considered to be based only on the nature of the negotiation in question. The 

nature of the negotiation includes the importance and size of the subject negotiated. 

When the deal is of great economic or strategical importance, room for mistakes 

does not exist and, consequently, plenty of resources are placed on the negotiations. 

The amount of financial, legal and technical details which are involved in the 

negotiations create their own need for experts to participate in the negotiations. It is 

essential as it is impossible for the main negotiator to be an expert in all the issues 

involved in the negotiations. If, for example, the negotiations concern buying 

components for mobile phones, the negotiations can be handled by a negotiator who 

has experience in the field. On the other hand, if the negotiations concern building a 

telecommunications network into another country, the size of the investment, the 

complexity of the deal, the differing legal environments and the multiple technical 

issues involved require financial, technical as well as legal experts to participate in 

the negotiations. Additionally, other experts might also be needed depending on the 

nature of the deal in question.

Marsh (1987, 235) has stated in his study on international contract negotiations that 

areas covered in negotiations can be divided broadly into four sectors: 1) 

commercial; price, delivery, commercial policy and risk taking, 2) technical; 

specification, programme, methods of work, 3) legal; contract documents, terms 

and conditions of contract, insurance, legal interpretation, and 4) financial; terms of 

payment, credit insurance, bonds and financial guarantees. Marsh (ibid.) continues
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by stating that if the scale and importance of the negotiation gives justification, the 

negotiation team should comprise a negotiator qualified in, and responsible for, each 

of these four areas. Consequently, he recommends a team of at least four 

negotiators. However, Marsh (ibid.) states later that if the negotiations are on a 

subject of less importance or smaller size the team could be reduced down to two, 

but no matter what the case in question, it should not be reduced to one negotiator. 

According to him (ibid. 235-238), it is too demanding for one negotiator to handle 

the negotiations by himself and if the company cannot afford to send two 

negotiators, they really should not be in the business to which the negotiation 

relates.

The point made by Marsh might be true in huge contract negotiations where the 

amount of information is too enormous for one negotiator to handle. However, the 

author would like to point out that in other international negotiations one negotiator 

might be enough if the nature of the negotiations and the other influencing factors 

allow it.

2.2.2 Unconscious Factor Influencing the Pre-negotiation Phase in International Business 

Negotiations

Another set of factors does also exist, i.e. the unconscious factors. These factors are 

reflections of both the national as well as business cultures of the negotiators. These 

invisible but always present factors influence the negotiators’ thinking, behavior and 

way of operation. Moreover, the individual factors of the negotiator such as 

personality, experience, education and skills influence his decisions. In a similar 

pattern the collective experiences of the organization influence the pre-negotiation 

phase. Furthermore, the negotiator also has to consider the conscious and 

unconscious factors that influence the decisions made by TOS. This is important in 

order to be able to predict the negotiation composition and tactics TOS will choose
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and, therefore, the negotiator can better prepare himself for the negotiation and 

consider possible tactics to be used. It is also useful to know who is the main 

negotiator of TOS as his personal skills, preferences, past experiences and 

background affect his decision making and thus also the upcoming negotiations.

2.2.2.1 Individual Factors

The individual skills, preferences or past experiences of the person choosing the 

main negotiator might influence the decisions he or she makes. The past experiences 

might create preferences to choose a person with certain personal abilities to be the 

main negotiator. In a similar pattern personal preferences and personal relationships 

within the organization also have their own influence on the selection of the main 

negotiator.

Just like the selection of the main negotiator is influenced by the personal 

preferences and experiences of the person making the selection, the selection of the 

negotiation composition is influenced by the individual factors of the main 

negotiator. Each main negotiator behaves and operates according to his own 

personal preferences and thoughts. Earlier experiences on negotiations, educational 

background, individual characteristics and personality have their own impact on the 

decisions made. The influence of these individual factors might be either 

unconscious or conscious, depending on the level of self-consciousness and earlier 

experience of the negotiator in question.

Some persons are strong and individualistic by nature and prefer to negotiate alone. 

By doing so they maintain certain independency of other people’s actions and 

thoughts as well as the power to make the decisions by themselves. This might also 

enable quick decision making when this is desirable. On the other hand, some 

people prefer to negotiate in groups as they have an inner need to strive for 

consensus or they might be risk averse to the extreme of not being able to make any 

decisions by themselves.
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2.2.2.2 National Culture

The selection of the main negotiator can be seen to be influenced by national 

cultures and the existing studies have found different selection criteria in different 

countries. In their study on USA-Japanese business negotiations Graham and Sano 

(1984, 39) suggest a list of seven characteristics that are particularly important for 

the American main negotiator when negotiating with Japanese. These seven 

characteristics are as follows:

1. Listening ability,

2. Interpersonal orientation,

3. Willingness to use team assistance,

4. Self-esteem,

5. High aspirations,

6. Attractiveness, and

7. Influence at headquarters.

Even though the list is created for the American business managers to be used when 

negotiating with the Japanese, it provides also managers from other countries a good 

starting point when considering the preferred characteristics for their main 

negotiator. Listening abilities and interpersonal orientation are important 

characteristics for all negotiators as negotiations are in their essence person to 

person interactions. Moreover, by attractiveness Graham and Sano (ibid.) mean 

personal qualities that make the social contact enjoyable, emphasizing here again the 

interpersonal transactions. Self-esteem and high aspirations are required from all 

successful managers and negotiators. Having good influence at headquarters makes 

it far easier to get through one’s mind when making decisions if the person 

negotiating does not have the authority to make the decisions by himself.

Willingness to use team assistance, in turn, might be a reflection of the nature of the 

negotiations. The negotiations might be of such value and importance that one 

negotiator is not able to cope with the negotiations by himself. Furthermore, it can
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be a consequence of the Japanese preference to negotiate as a team. A Japanese team 

would most likely have certain advantages over a lonely American negotiator. 

Additionally, the willingness to use team assistance could be seen as especially 

important by the Americans because their national culture strongly emphasizes 

individuality and team work thus does not come as naturally to the Americans as for 

the Japanese.

The same can also be seen in the Hofstede (1991, 51) studies where it was found 

that USA scored highest on the individuality index. As will be later explained in this 

study, three of the strong individuality characteristics in business life are the 

management of individuals, task prevailing over relationship and considerable 

freedom to adopt one’s own approach to the job (ibid., 51-67). So, the influence of 

the national culture on the American business negotiator can also be found. Japan, 

on its behalf, scored as a more collectivistic country related to the Americans 

preferring team work, management of groups, relationships over the tasks etc. If 

Americans entered negotiations with Japanese without considering the effects of 

national culture, they might found themselves sitting alone in the negotiation table 

faced with a team of Japanese specialists from different fields of business activities.

The national culture also influences the selection of the main negotiator through the 

unconscious preferences of the person making the decision. It is quite obvious that 

people trust and appreciate people who are alike to them in patterns of thinking and 

operating. Therefore, business managers usually prefer to give negotiating 

responsibility to persons they find similar to themselves. On the other hand, 

business managers can achieve cultural awareness through personal experience on 

international negotiations and can consequently, recognize the need for different 

negotiators and negotiation compositions in advance and choose the correct person 

as main negotiator according to the requirements of the coming negotiations.

The impact that national culture has on the pre-negotiation phase is the focus of this 

study. Therefore, national cultures and their impact on the pre-negotiation phase 

will be reviewed in much more detail later on in this study.
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2.2.2.3 Organizational Culture

Organizational culture and its sub-cultures also have an impact on the pre

negotiation phase as some organizational cultures emphasize individual efforts and 

achievements whereas others emphasize team work and team objectives with 

collective decision making. As there exist as many organizational cultures as there 

are organizations, these should also be analyzed separately from one negotiation to 

another. According to Martin (ref. Greenberg and Baron 1995, 539), there exist 

four characteristics that make organizations differ. These are 1) their sensitivity to 

the needs of customers and employees, 2) their interest in having employees 

generate new ideas, 3) the value they place on taking risk, and 4) the openness of 

available communication options. These four characteristics reflect the underlying 

core values of an organization.

It is obvious that organizational culture affects the behavior, thinking and decisions 

of the members in the organization. Each organization is different in their internal 

values and practices. Even though organizational cultures can be seen as making 

inter-company communication exceedingly complex, they can also operate in the 

opposite direction as many organizational cultures manifest the values of the national 

culture of their country of origin.

Many multinational companies, on the other hand, strive to create a uniform 

organizational culture into their foreign subsidiaries in order to ease their internal 

communication and decision making. Uniform rules and values make it also more 

simple to control the quality of work and the mode of operations in their foreign 

subsidiaries around the world. Therefore, even if the national cultures of the 

negotiating organizations seem to be different, the organizational cultures can be 

quite similar to each other. For example, Procter & Gamble has a set of written 

value statements that are common to all its subsidiaries around the world. This 

written document states the principles, core values and the purpose of existence for 

the company. The core values that are selected include leadership, ownership, 

integrity, trust and passion for winning. All P&G employees around the world
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share these common values and base their practices on them. As all employees share 

the same values the organizational culture decreases the cultural differences derived 

from the different national cultures.

2.2.2.4 Occupational Culture

In the existing literature the occupational culture has also been called as the 

professional or functional culture. This specific culture reflects values and practices 

common to specific occupational group or people working within a certain field of 

business; e.g. engineering, marketing etc. These values and practices are learned 

during the period of studying the profession and the first years in profession.

The occupational cultures can differ from one country to another. However, it can 

be expected that an American and a Finnish professional in marketing have more 

common values and practices than an American engineer and a Finnish lawyer. 

Therefore, the occupational culture can operate as a force that decreases the 

differences between the values and practices of two business negotiators involved in 

inter-cultural negotiations. On the other hand, the occupational culture can operate 

also in the opposite direction even in intra-cultural negotiations creating space for 

culturally based misunderstandings, e.g. through different use of language.

To conclude the discussion on the factors that influence the pre-negotiation phase it 

has to be reminded that there lies a risk of crediting all of the existing differences 

solely on varying cultures. Jeannet and Hennessey (1992, 76) point out that a person 

analyzing different countries should be aware that even though many of the 

differences are culturally based, other environmental factors such as the level of 

economic development, political system, or legal system, may also be responsible 

for these differences.

The author would like to point out here that in many cases the environmental factors 

mentioned by Jeannet and Hennessey are often quite hard to distinguish from
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culturally based differences. For example, bribery which is illegal in some countries 

is absolutely normal and common in some other countries. This might be due to 

legislation, lack of supervision of conducting the existing legislation or it just may 

be a normal way of making business that is commonly accepted and that has been 

institutionalized during centuries.

2.3 National Cultures and their Impact on the Pre-negotiation Phase in 

International Business negotiations

”The basic skill for surviving in a multicultural world is understanding first one’s 

own cultural values, and next the cultural values of the others with whom one has to 

cooperate”

(Hofstede 1991, 238)

This chapter will discuss in closer detail national cultures and the impact they have 

on the pre-negotiation phase. As the national culture is often difficult to separate 

from occupational and organizational cultures also their relation to national culture 

is reviewed.

Figure 3 is a modification of the framework of the factors that influence the pre

negotiation phase which was introduced in the previous section. Figure 3 illustrates 

the focus area of this study; i.e. the national culture and the impact it has on the pre

negotiation phase in international business negotiations.
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Figure 3. Focus Area of this Study

National culturePRE-NEGOTIATION
PHASE

As mentioned earlier negotiations are done by people with people and for people. 

Every person is influenced in some way or other by the cultural values learned 

during different phases in life. The above quotation of Hofstede emphasizes the 

important fact that in order to communicate successfully with other people in inter- 

cultural negotiations one has to posses an understanding of the underlying values 

that affect peoples behavior. In order to survive, not to even mention being 

successful in international negotiations it becomes crucial for a negotiator to develop 

an awareness of cultural differences and to learn the skills needed to study the 

underlying cultures. As mentioned by Hofstede (1991, 238) it is not enough for a 

negotiator to understand ones own cultural values. One also has to understand the 

cultural values that affect the behavior of TOS.

As it has been explained it is important to understand what culture is, what kind of 

cultures exist and how these different cultures affect human behavior before one can 

truly understand the pre-negotiation phase. This section concentrates on the focus 

area of this study; i.e. on national cultures and the impact these have on the pre

negotiations phase. First, the concepts of national, occupational and organizational
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cultures will be defined and the differences between them will be discussed. Second, 

national culture and its four dimensions will be defined and third, the Finnish 

national culture will be studied based on the Hofstede studies.

2.3.1 Differences of National, Occupational and Organizational Cultures

Studies of management in different societal settings show that there are certain 

cross-cultural differences existing, for example, in people’s acceptance of authority, 

in managers’ orientation to job versus employees, in managers’ views of people’s 

capacities, in endorsement of participation, and in management practices. (Horvath 

et al. in Hickson and McMillan 1981, 174) In their research Horvath et al. found 

similarities in organizational structures around the world. These findings led them to 

conclude their study as follows:

”These results indicate that organizational size, technology and dependence on a 

larger group have a pervasive and similar effect on organization structure in all 

societies. In the general debate on the convergence of societies, these variables 

emerge as major factors pushing for similar forms of organization design and 

management patterns. On the other hand, the environmental relationships do not 

show these convergent trends in the same way. Various environmental conditions do 

provide similar forms of constraint, but the choice of strategies to meet them and the 

opportunity to do so may well be a critical cultural phenomenon.”

(Hickson and McMillan 1981, 183)

This statement by Hickson and McMillan provides us an excellent example of the 

importance of cultural factors. Cultural factors do often differentiate behavior 

between people from different countries, even if the countries look otherwise alike. 

As mentioned earlier, these cultural factors include both national and business 

cultures. These both cultures influence the way people behave, communicate and 

react both in intra- and inter-cultural situations.
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Jeannet and Hennessey (1992, 76) make a point on the difficulty of isolating cultural 

influences by stating that when countries with both economic and cultural 

differences are compared, the differences are quite often credited solely to the 

varying cultural systems. It should be recognized that even though many of the 

differences are culturally based, other environmental factors such as the level of 

economic development, political system, or legal system, may be responsible for 

these differences.

Figure 4 illustrates the differences between national, occupational, and 

organizational cultures. Furthermore, it illustrates the place of socialization, i.e. the 

place where these different cultures are learned. It also points out that the three 

different cultures operate on different levels of consciousness. National cultures are 

on the deepest level of consciousness as they have been learned during early 

childhood. The national culture represents the fundamental values and beliefs of a 

society. Occupational and organizational cultures are learned at school and work 

place and they represent values and practices that are more likely to be modified 

during life.

Figure 4. Differences Between National, Occupational, and Organizational 

Cultures.

Level Place of
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Source: Hofstede 1991, 182
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As can be seen from figure 4 national culture differences reside mostly in values and 

less in practices. Figure 4 further illustrates that the different national values have 

been learned at home as a child. At the organizational level, cultural differences 

reside mostly in practices, and less in values. These practices have been learned in 

the workplace and are thus common to all the employees in the same organization. 

The occupational level of culture is situated in between the national and 

organizational cultures which suggests that entering an occupational field means the 

acquisition of both values and practices. These occupational values and practices 

start to build at school or university. (Hofstede 1991, 182) The occupational and 

organizational cultures have been collectively called as the business culture (ibid. 

229)

Hofstede (1991, 180) defines organizational culture as the ”collective programming 

of the mind which distinguishes the members of one organization from another”. As 

has been previously presented in figure 4 Hofstede emphasizes that each 

organization is bound together by common practices, and to a lesser extent with 

common values. Greenberg and Baron (1995, 539), on their behalves, define 

organizational culture as ”a cognitive framework consisting of attitudes, values, 

behavioral norms, and expectations shared by organization members”.

So far it has been implied that each organization has only a single, uniform culture. 

However, this is rarely true, as particularly large organizations have several internal 

cultures. These internal cultures are usually called as subcultures. Greenberg and 

Baron (1995, 541) divide the organizational culture into a dominant culture and 

subcultures. By a dominant culture they (ibid.) mean the values shared by people in 

the entire organization. Subcultures, in turn, are cultures that exist within parts of 

the organization. Several subcultures can exist within one organization and they are 

typically of functional or geographical origin. Functional subcultures refer to 

cultures, for example, within marketing or accounting departments, where as 

subcultures with geographical origin refer, for example, to regional or business unit 

cultures. Functional subcultures can be very close to occupational cultures as the 

personnel within, for instance, marketing department mainly consists of persons
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with similar education and background. Moreover, the subcultures with 

geographical origin can be very close to the prevailing national culture as these 

subcultures stem out of the local values and practices.

Frost et. al. (1985, 38) emphasize the importance of subcultures as they understand 

organizational culture as a shadow-like entity carried by subcultures and define it as 

the intersection of subcultural interpretive systems. From this perspective, 

organizational culture is a rendering across subcultures of what is common among 

them. They (ibid.) define organizational subcultures as subsets of members of one 

organization who interact regularly with each another, identify themselves as a 

distinct group within the organization, share a set of problems commonly defined to 

be the problems of all, and routinely take action on the basis of collective 

understandings unique to the group.

The organizational and occupational cultures were shortly introduced in order to 

differentiate them from national cultures. This is essential as the impact of these 

three cultures are sometimes hard to differentiate from each other. The following 

sections will concentrate solely on national cultures and the impact these have on the 

pre-negotiation phase.

2.3.2 Review on Existing Literature on National Culture

”1 believe understanding our own culture and our own assumptions and expectations 

about how people ‘should’ think and act is the basis for success”

(Trompenaars 1993, 2)

Culture in its all forms affects human behavior in many different ways. The most 

dominant culture one is affected by is the national culture that is common to all 

persons within a geographical area. In this thesis national culture refers to the 

culture that is dominant within the borders of a nation. National culture has been 

defined as the collective programming of the mind acquired by growing up in a
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particular country (Hofstede 1991, 262). Kapoor et. al. (1991, 83) on their behalves 

have defined national culture as a set of values, beliefs and norms that distinct one 

nation from the other nation. The unique national cultures are derived from history, 

religion, education, geography, climate, politics, urbanization, and many other 

factors, both obvious and subtle. As the national culture by definition affects 

everybody within a certain nation there is no human behavior that is not affected by 

some national culture. Consequently, all international negotiations are affected by 

national cultures. National culture can be seen to affect also the pre-negotiations 

phase in many different ways. True understanding of the pre-negotiation phase 

requires studying the cultural factors that affects the decisions made during the 

period.

In his article Weiss (1996) discusses choosing the right strategy for negotiations with 

a counterpart from another culture. He claims that the outcome of the negotiations 

depends on the negotiation strategies taken in response to - or better, in anticipation 

of - the counterpart’s plans and behavior. He introduces (ibid. 51) eight culturally 

responsible strategies to be considered and used in international negotiations. See 

figure 5 for the eight strategy alternatives.

Figure 5. Culturally Responsive Strategies and their Feasibility

High Induce counterpart to Improvise an approach
follow one’s own script [Effect symphony]

Counterpart’s
Familiarity with 
Negotiator’s
Culture

Adapt to the counterpart’s script 
[Coordinate adjustment of both parties]

Low Employ agent or adviser Embrace the
[Involve mediator] counterpart’s script

Low High
Negotiator’s Familiarity with

Counterpart’s Culture

Source: Weiss 1996, 51
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As can be seen from figure 5, the availability of the strategy alternatives depends on 

the amount of familiarity that the two negotiating partners have of each others’ 

cultures. The higher the familiarity with the two cultures involved, the more 

strategy alternatives are available. If the familiarity with the other party’s culture is 

low on both negotiating parties, they are both forced to employ an agent or adviser, 

or to involve some other kind of mediator.

When the familiarity with the other party’s culture increases also other strategy 

alternatives come available. However, as the negotiation is a transaction between 

people and by people the negotiator’s strategy is also partly dependent on the 

familiarity TOS has on the negotiator’s culture. In a situation where the negotiator is 

highly familiar with the culture of TOS, but TOS is not familiar with the 

negotiator’s culture the negotiator has to embrace TOS’s negotiation script. As TOS 

is not familiar with the negotiator’s culture he cannot understand the logic within the 

negotiator’s negotiation script and cannot thus change his own negotiation script. On 

the other hand, if TOS is highly familiar with the negotiator’s culture the negotiator 

can induce TOS to follow his own negotiation script.

When the familiarity of both negotiating parties increase they can both adapt their 

own negotiation scripts to better meet the requirements of the negotiations in 

question. If both parties are very familiar with each other’s culture they can even 

improvise an approach or change their approach during the negotiations.

From figure 5 it is clearly visible that the cultures of both negotiating parties have 

great influence both on the conduction and outcome of the negotiations. For the 

cross-cultural negotiator, the very presence of more than one culture complicates the 

process of understanding the relationship and knowing the opposing negotiation 

party. In contrast to the intra-cultural negotiator, the inter-cultural negotiator cannot 

take common knowledge and practices for granted and thereby simply concentrate 

on the counterparting individuals. It becomes important to actively consider the 

counterpart in two respects: as a member of a group with its own culture and as an 

individual. However, it is not easy to balance these two considerations in their right
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portions. An exclusive emphasis on the group’s culture might lead the negotiator off 

the mark because individuals often differ from the group average. At the same time, 

the degree of variation tolerated between group members is itself an aspect of 

culture (Weiss 1996, 51). Weiss further states (ibid. 51) that ”for example, 

Americans have traditionally upheld the expression, - he‘s his own man -, while 

Japanese believe that - the protruding nail has to be hammered down.” Therefore, 

the inter-cultural negotiator should consider both the counterpart’s cultural 

background and individual attributes, perhaps weighting them differently according 

to the culture involved.

What is culture, what does it include and what does it imply? In the existing 

literature culture has been defined and used in various ways. Common to all these 

definitions is that they implicate that culture separates, in one way or another, 

different groups of peoples from others. As earlier mentioned, Hofstede (1991, 5) 

defines culture as ”the collective programming of the mind which distinguishes the 

members of one group or category of people from another”. An earlier work of 

Hofstede (1984, 11) concluded that this mental programming is learned; i.e. it has 

been developed in the family in early childhood and reinforced in schools and 

organizations and therefore these mental programs contain a component of national 

culture. He continues (ibid.) by identifying four main dimensions of culture, along 

which dominant value systems of different countries can be ordered and which affect 

human thinking, organizations, and institutions in predictable ways. He labels these 

four dimensions as: 1) Power distance, 2) Uncertainty Avoidance, 3) Individualism, 

and 4) Masculinity.

Similar findings have also been made by other researchers. Trompenaars (1993, pp. 

8-12), for example, has identified five dimensions of culture. He has labeled them 

as follows:

1. Universal ism versus particularism

2. Collectivism versus individualism

3. Neutral versus emotional
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4. Diffuse versus specific

5. Achievement versus ascription

Even though Trompenaars labeled his cultural dimensions differently from the 

Hofstede dimensions, the basic ideas behind these two classifications are the same. 

The Trompenaars dimensions can also be named as: 1) rules vs. relationships, 2) the 

group vs. the individual, 3) the range of feelings expressed, 4) the range of 

involvement, and 5) how status is accorded, (ibid. 29) Now these five value 

orientations can be seen to be quite similar to those four cultural dimensions 

identified by Hofstede.

2.3.3 Four Dimensions of National Culture

In this paper the impact of national culture on the pre-negotiation phase will be 

analyzed through discussing the four cultural dimensions identified by Hofstede. 

These four dimensions form the collective level of human programming; the level 

that can be seen as predictable. Mental programming of everyone includes also an 

individual level; a level that differs between persons being, therefore, unpredictable. 

(Hofstede, 1984) The studies of Hofstede state that some part of human, 

organizational and institutional behavior can be predicted if one is familiar with the 

national values; i.e. mental programming of the country of origin of the individual, 

organization or institution. Hofstede’s theory does not, however, claim that all 

individuals, organizations or institutions of a certain area would behave in a uniform 

way. Nevertheless, it claims that on average they would behave according to certain 

guidelines.

The Hofstede research is based on studying a large amount of survey data on the 

values of people in over 50 countries around the world. All these people worked in 

local subsidiaries of a large multinational corporation, IBM. Consequently, they 

formed a homogenous sample as they all were similar to each other in all respect
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except nationality, which made the effect of nationality differences to stand out very 

clearly in their answers. (Hofstede 1991, 13)

As the Hofstede study is based on survey data which was collected in 1970’s and 

80’s, criticism can be raised that the findings are outdated and invalid to be used in 

the 1990’s. However, research on the cultural values has shown repeatedly that 

there is very little evidence of international convergency over time (ibid. 238). 

Therefore, value differences between nations that have been described by authors as 

long as decades ago can still be very present today, in spite of the increasingly close 

contacts between nations in the 1990’s. Through a statistical analysis on the survey 

data, Hofstede (1991) gave each country a specific amount of index scores on each 

of the four dimensions of culture. The index scores ranged from about 0 to about 

100 (ibid. 25). These scores represent relative, not absolute, positions of countries 

and are, therefore, measures only of the existing differences.

In the following sections the study will define the four cultural dimensions found by 

Hofstede and describe how Finland scored on these four cultural dimensions and 

how Finland ranked in international comparison. As the Finnish values found out in 

the Hofstede study represent the values of Finnish business people, they will be used 

in this study as a manifestation of the Finnish national culture.

2.3.3.1 Power Distance

Hofstede (1991, 28) defines the first dimension, power distance, ”as the extent to 

which the less powerful members of institutions and organizations within a country 

expect and accept that power is distributed unequally”. A small power distance, 

therefore, indicates a small inequality of power between employees and bosses, and 

a consultative style of decision making is preferred. A further indication of a small 

power distance is a limited dependence of subordinates on their bosses as well as a 

relatively small mental distance between them (ibid. 27).
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According to Hofstede’s findings, for instance, Malaysia scored as number one on 

power distance with the highest score of 104 and has, consequently, the highest 

power distance among the countries studied. The country with the smallest power 

distance was Austria with 11 index points. Finland scored 33 index points, which 

placed it at the 46th place among 53 countries being one of the countries with small 

power distance. See table 1 for the national scores on power distance.

Table 1. Power Distance Index (PDI) Values

Score
rank

Country or 
region

PDI
score

Score
rank

Country or 
region

PDI
score

1 Malaysia 104 27/28 South Korea 60
2/3 Guatemala 95 29/30 Iran 58
2/3 Panama 95 29/30 Taiwan 58
4 Philippines 94 31 Spain 57
5/6 Mexico 81 32 Pakistan 55
5/6 Venezuela 81 33 Japan 54
7 Arab countries 80 34 Italy 50
8/9 Equador 78 35/36 Argentina 49
8/9 Indonesia 78 35/36 South Africa 49
10/11 India 77 37 Jamaica 45
10/11 West Africa 77 38 USA 40
12 Yugoslavia 76 39 Canada 39
13 Singapore 74 40 Netherlands 38
14 Brazil 69 41 Australia 36
15/16 France 68 42/44 Costa Rica 35
15/16 Hong Kong 68 42/44 Germany 35
17 Colombia 67 42/44 Great Britain 35
18/19 Salvador 66 45 Switzerland 34
18/19 Turkey 66 46 Finland 33
20 Belgium 65 47/48 Norway 31
21/23 East Africa 64 47/48 Sweden 31
21/23 Peru 64 49 Ireland 28
21/23 Thailand 64 50 New Zealand 22
24/25 Chile 63 51 Denmark 18
24/25 Portugal 63 52 Israel 13
26 Uruguay 61 53 Austria 11
27/28 Greece 60

Source: Hofstede 1991, 26

In a small power distance culture superiors and subordinates consider each other 

equal as persons and, thus, the hierarchical system is just an inequality of roles 

which is established mainly for convenience. Organizations tend to be fairly 

decentralized with flat hierarchical structures and limited numbers of supervisory 

personnel. Superiors are expected to be accessible for subordinates and the ideal
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boss is a resourceful democrat. Subordinates expect to be consulted before a 

decision affecting their work is made, but they accept that the manager is the one 

who finally decides. (Hofstede 1991, 36)

In the opposite culture, i.e. in large power distance countries, visible signs of status 

contribute to the authority of managers as privileges and status symbols are expected 

to exist for managers. Hierarchy in organizations reflect the existential inequality of 

subordinates and managers and, consequently, centralization is very popular. Also 

wide salary ranges between the top and the bottom of the organization usually exist. 

The ideal boss is a benevolent autocrat or a good father and subordinates are 

expected to be told what to do. (ibid. 37)

2.3.3.2 Uncertainty Avoidance

The second dimension, uncertainty avoidance, is defined as the extent to which the 

members of a culture feel threatened by uncertain or unknown situations (Hofstede 

1991, 113). This relates mainly to the business life through a need or a fear of 

written rules and procedures. Hofstede (ibid. 116) makes an extra effort to make a 

clear difference between uncertainty avoidance and risk avoidance as they have little 

to do with each other. Therefore, a business negotiator from a culture of high 

uncertainty avoidance cannot be seen to be any more risk averse than a business 

negotiator from a low uncertainty avoidance culture.

In the Hofstede study, countries were ranked according to the uncertainty avoidance 

index (UAI) values they scored. In this list Greece, for example, ranked number one 

with the highest score of 112. The lowest UAI score of 8 index points was given to 

Singapore. Finland, on its behalf, scored in the middle of these two extremes with a 

score of 59 and was ranked as number 31 together with Iran and is considered as a 

country with relatively strong uncertainty avoidance. See table 2 for the uncertainty 

avoidance index values.
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Table 2. Uncertainty Avoidance Index (UAI) Values

Score
rank

Country or 
region

UAI
score

Score
rank

Country or 
region

UAI
score

1 Greece 112 28 Equador 67
2 Portugal 104 29 Germany 65
3 Guatemala 101 30 Thailand 64
4 Uruguay 100 31/32 Iran 59
5/6 Belgium 94 31/32 Finland 59
5/6 Salvador 94 33 Switzerland 58
7 Japan 92 34 West Africa 54
8 Yugoslavia 88 35 Nedierlands 53
9 Peru 87 36 East Africa 52
10/15 France 86 37 Australia 51
10/15 Chile 86 38 Norway 50
10/15 Spain 86 39/40 South Africa 49
10/15 Costa Rica 86 39/40 New Zealand 49
10/15 Panama 86 41/42 Indonesia 48
10/15 Argentina 86 41/42 Canada 48
16/17 Turkey 86 43 USA 46
16/17 South Korea 86 44 Philippines 44
18 Mexico 82 45 India 40
19 Israel 81 46 Malaysia 36
20 Colombia 80 47/48 Great Britain 35
21/22 Venezuela 76 47/48 Ireland 35
21/22 Brazil 76 49/50 Hong Kong 29
23 Italy 75 49/50 Sweden 29
24/25 Pakistan 70 51 Denmark 23
24/25 Austria 70 52 Jamaica 13
26 Taiwan 69 53 Singapore 8
27 Arab countries 68

Source: Hofstede 1991, 113

Strong uncertainty avoidance reflects an emotional need for rules as they create 

security. In the extreme this may even act as a barrier to effective operation. Time is 

considered to be of high value and an inner urge to work hard and be constantly 

busy exists. Precision and punctuality are respected and come naturally for most 

people. Moreover, people tend to be intolerant of deviant ideas and behavior in 

countries with strong uncertainty avoidance and, therefore, there exists a certain 

resistance to innovation, (ibid. 121)

On the other hand, in weak uncertainty avoidance countries there should not exist 

any more rules than is strictly necessary, as there seems to be an emotional dislike 

for formal rules. Even though people are able to work hard when needed, they
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prefer to relax as they are not driven by an inner urge towards constant activity. 

Time is seen as a framework to orient oneself in, but not as something one is 

constantly watching. Precision and punctuality do not come naturally but they have 

to be learned. As people are not afraid of what is different, they are tolerant of 

deviant and innovative ideas and behavior, (ibid. 125)

2.3.3.3 Individualism

The third dimension of culture, individualism, is defined as something that pertains 

to societies in which the ties between individuals are loose: everyone is expected to 

look after himself and his immediate family. Collectivism, as the opposite to 

individualism, pertains to societies in which people from birth onwards are 

integrated into strong, cohesive ingroups, which throughout people’s lifetime 

continue to protect them in exchange for unquestioning and loyalty. (Hofstede 1991, 

51) These dimensions relate to the business life through their different approaches to 

team membership and decision making.

In Hofstede’s studies USA, for example, ranked as number one in the individuality 

index (IDV) with the index score of 91. The lowest score of 6 index points was 

given to Guatemala. Consequently, this represents the other extreme - collectivism. 

Finland ranked as number 17 with 63 index points. In general, there seems to exist a 

strong relationship between the degree of individualism and a country’s national 

wealth as wealthy countries scored high and poor countries low in the IDV values. 

See table 3 for the IDV values.
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Table 3. Individualism Index (ШУ) Values

Score
rank

Country or 
region

IDV
score

Score
rank

Country or 
region

IDV
score

1 USA 91 28 Turkey 37
2 Australia 90 29 Uruguay 36
3 Great Britain 89 30 Greece 35
4/5 Canada 80 31 Philippines 32
4/5 Netherlands 80 32 Mexico 30
6 New Zealand 79 33/35 East Africa 27
7 Italy 76 33/35 Yugoslavia 27
8 Belgium 75 33/35 Portugal 27
9 Denmark 74 36 Malaysia 26
10/11 Sweden 71 37 Hong Kong 25
10/11 France 71 38 Chile 25
12 Ireland 70 39/41 West Africa 20
13 Norway 69 39/41 Singapore 20
14 Switzerland 68 39/41 Thailand 20
15 Germany 67 42 Salvador 19
16 South Africa 65 43 South Korea 18
17 Finland 63 44 Taiwan 17
18 Austria 55 45 Peru 16
19 Israel 54 46 Costa Rica 15
20 Spain 51 47/48 Pakistan 14
21 India 48 47/48 Indonesia 14
22/23 Japan 46 49 Colombia 13
22/23 Argentina 46 50 Venezuela 12
24 Iran 41 51 Panama 11
25 Jamaica 39 52 Equador 8
26/27 Brazil 38 53 Guatemala 6
26/27 Arab countries 38

Source: Hofstede 1991, 53

In a culture of high individualism employed persons are expected to act according to 

their own interest and, therefore, work should be organized in such a way that this 

self-interest and the employer’s interest coincide. The relationship between employer 

and employee is primarily conceived as a business transaction, a calculative 

relationship between buyers and sellers on a labor market. Management is 

management of individuals, instead of groups, and incentives and bonuses are based 

on individual performance. The task given is expected to prevail over any personal 

relationships. Therefore, also the hiring and promotion decisions are supposed to be 

based only on skills and rules. (Hofstede 1991, 65)
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As was mentioned, collectivism is the opposite extreme for individualism. Here 

employer - employee relationships are perceived in moral terms with strong 

emotional links. As a consequence, hiring and promotion decisions take all the 

employees ingroups and other relationships into account. This is further emphasized 

as relationships prevail over the tasks. Furthermore, management is management of 

groups, not individuals, (ibid. 67)

2.3.3.4 Masculinity

The fourth dimension, masculinity, on its behalf, is defined as something that 

pertains to societies in which social gender roles are clearly distinct. Femininity, as 

the opposite to masculinity, pertains to societies in which social gender roles 

overlap. (Hofstede 1991, 82) In this context, masculinity refers to behavior that can 

be seen as tough, assertive and competitive and femininity to relationship building 

and conflict resolving by compromise and negotiation.

In the Hofstede studies Japan was ranked as number one on the masculinity index 

values (MAS) with a score of 95 index points. The lowest score of 5, the extreme 

on femininity, was given to Sweden. Finland was ranked as number 47 with a score 

of 26 index points. It is surprising to notice that the MAS scores given to Finland 

and Sweden differ a lot, despite of the close geographical and historical connections 

of these two nations. See table 4 for the MAS values.
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Table 4. Masculinity Index (MAS) Values

Score
rank

Country or 
region

MAS
score

Score
rank

Country or 
region

MAS
score

1 Japan 95 28 Singapore 48
2 Austria 79 29 Israel 47
3 Venezuela 73 30/31 Indonesia 46
4/5 Italy 70 30/31 West Africa 46
4/5 Switzerland 70 32/33 Turkey 45
6 Mexico 69 32/33 Taiwan 45
7/8 Ireland 68 34 Panama 44
7/8 Jamaica 68 35/36 Iran 43
9/10 Great Britain 66 35/36 France 44
9/10 Germany 66 37/38 Spain 42
11/12 Philippines 64 37/38 Peru 42
11/12 Colombia 64 39 East Africa 41
13/14 South Africa 63 40 Salvador 40
13/14 Equador 63 41 South Korea 39
15 USA 62 42 Uruguay 38
16 Australia 61 43 Guatemala 37
17 New Zealand 58 44 Thailand 34
18/19 Greece 57 45 Portugal 31
18/19 Hong Kong 57 46 Chile 28
20/21 Argentina 56 47 Finland 26
20/21 India 56 48/49 Yugoslavia 21
22 Belgium 54 48/49 Costa Rica 21
23 Arab countries 53 50 Denmark 16
24 Canada 52 51 Netherlands 14
25/26 Malaysia 50 52 Norway 8
25/26 Pakistan 50 53 Sweden 5
27 Brazil 49

Source: Hofstede 1991, 84

In a feminine culture, work is perceived as something that is required in order to be 

able to live properly and it does not create the center of a person’s life. A stress on 

equality, solidarity and quality of work life exists. Managers are expected to use 

intuition and to strive for consensus instead of being decisive and assertive. 

Moreover, the resolution of conflicts is expected to be achieved through compromise 

and negotiation. (Hofstede 1991, 96)

On the other hand, in masculine countries people live in order to work. On the work 

place equity, competition among colleagues, and performance are stressed. Conflicts 

are resolved by fighting them out and managers are expected to be decisive and 

assertive, (ibid. 96)
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Now, the four dimensions of culture defined by Hofstede are explained. It should, 

however, be remembered that the scores and rankings on these dimensions are 

generalizations and do not represent an unconditional truth. Moreover, it has to be 

kept in mind that the scores given on these four dimension represent relative, not 

absolute, positions of countries and are, therefore, measures only of the existing 

differences.

2.3.4 Finnish National Culture Based on the Hofstede Studies

The pre-negotiation phase is influenced by the national cultures of the negotiating 

parties. This is because of the national culture influences the way in which people 

behave, think, and operate. People’s behavior depends on their underlying values 

which again are socially learned and which, therefore, reflect their national culture. 

National culture influences the preferred operation modes and the decisions people 

make. Thus, it is quite obvious that the national culture influences all the decisions 

made during the pre-negotiation phase.

It is not enough for the business negotiator to understand the way in which his own 

national culture influences his own decisions, but also to take into consideration 

many other things. In international negotiations the business negotiator needs also to 

consider the national culture of TOS, and the way in which this influences the 

decisions made by TOS. By being aware of the effects of the national culture on the 

decisions made by TOS, the business negotiator can better anticipate the negotiation 

setting in which the negotiations will take place. Through this cultural awareness he 

can also increase the chances for successful negotiations as the possibility for 

culturally based misunderstandings can be minimized. Moreover, the business 

negotiator should also consider the possible negotiation compositions of TOS when 

making his own negotiation composition selection. This is important as some 

negotiation compositions can be expected to have advantages towards some other 

negotiation compositions. For example, it can be expected that a team of well
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prepared negotiators have certain advantages when negotiating with a lone 

negotiator. Therefore, if the main negotiator is influenced by a culture that is very 

individualistic, has high power distance and low uncertainty avoidance he might 

prefer to negotiate alone. He should, however, reconsider his own negotiation 

composition if TOS is influenced by a culture that is very collectivistic, and scores 

high in uncertainty avoidance.

Before analyzing national cultures and their impact on the pre-negotiation phase it is 

important to remind oneself that the Hofstede study discusses the relative, not 

absolute differences between countries. The findings of the Hofstede study do not 

represent absolute truths and should not be conceived as such. Moreover, all 

discussions on cultural differences move in the area of stereotypes which represent 

only the average in a given country and, therefore, is a representation of national 

behavior preferences, not individual behavior patterns. Hendon and Hendon (1989, 

51) justify the use of stereotypes by stating that stereotypes help people to deal 

effectively with the complex world about them. However, they (ibid.) continue by 

stating that the trouble arises when one refuses to abandon the stereotypes in favor 

of the unique reality of the actual person one is dealing with.

The national culture in question has to be analyzed in great depth in order to 

understand how a specific national culture influences the specific pre-negotiation 

phase. The national culture has to be divided down into its four dimensions and each 

of them has to be analyzed separately. Once each of these dimensions has been 

analyzed, the findings should be compared and weighted with each other in order to 

achieve the total picture of how the national culture as a whole can effect the pre

negotiation phase.

Now the Finnish national culture will be analyzed based on the Hofstede (1991) 

studies introduced earlier in this paper. The findings from the Hofstede studies on 

national cultures and his four cultural dimensions can be used as a base when 

creating a stereotype of the Finnish, or any other national culture. This cultural
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stereotype will be further analyzed in order to find out the impact it has on the pre

negotiation phase.

2.3.4.1 Power Distance in Finland

In the Hofstede (1991, 26) study Finland scored 33 PDI scores (see table 1), being 

conceived as a country with low power distance related to the 52 other countries. 

Hofstede (ibid. 37) describes low power distance cultures and, therefore, also the 

Finnish national culture with the following characteristics:

• inequalities among people are preferred to be in minimum

• interdependence between less and more powerful people is desired

• hierarchy in organizations means an inequality of roles, established for 

convenience

• decentralization is popular

• subordinates expect to be consulted

• the ideal boss is a resourceful democrat

• privileges and status symbols are frowned upon

• native management theories focus on role of employees

2.3.4.2 Uncertainty Avoidance in Finland

Finland scored 59 UAI points as shown earlier in table 2 and seems to have a 

medium to high uncertainty avoidance related to the other countries in the study. 

(Hofstede 1991, 113) The following characteristics (ibid. 125) are common for high 

uncertainty avoidance cultures:

• acceptance of familiar risks; fear of ambiguous situations and of unfamiliar risks

• what is different is dangerous
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• emotional rules, even if these will never work

• time is money

• emotional need to be busy; inner urge to work hard

• precision and punctuality come naturally

• suppression of deviant ideas and behavior; resistance to innovation

• motivation by security and esteem or belongingness

Certain cautiousness has to be kept in mind as Finland scored as a country with 

medium to high uncertainty avoidance. The above mentioned features are 

characteristic for the high uncertainty avoidance cultures. Consequently, some of 

these characteristics might be too extreme to represent the Finnish national culture. 

Moreover, some of the characteristics of low uncertainty avoidance cultures might 

also apply to the Finnish national culture.

2.3.4.3 Individualism in Finland

In the Individualism dimension Finland scored 63 IDV points as earlier shown in 

table 3. (Hofstede 1991, 53) Among the 53 countries in the study Finland ranked as 

number 17 being conceived as having a relatively strong individualism. Hofstede 

(ibid. 67) describes strong individuality with the following features:

• identity is based on the individual

• everyone grows up to look after himself and his immediate family only

• speaking one’s mind is a characteristic of a honest person

• low-context communication

• employer-employee relationship is a contract, supposed to be based on mutual 

advantage

• hiring and promotion decisions are supposed to be based on skills and rules only

• management is management of individuals

• task prevails over relationship
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2.3.4.4 Masculinity in Finland

Finland scored 26 MAS points as was earlier showed in table 4 thus representing a 

feminine culture. (Hofstede 1991, 84) Compared to the other countries included in 

the study Finland is perceived as a country with a feministic culture. The following 

features (ibid. 96) are distinctive to feministic cultures:

• people and warm relationships are important

• everybody is supposed to be modest

• sympathy for the weak

• work in order to live

• managers use intuition and strive for consensus

• stress on equality, solidarity, and quality of work life

• resolution of conflicts by compromise and negotiation

By combining the above mentioned characteristics of culture it can be summarized 

that there seems to exist a preference for team decision making, consultation, 

compromising and overall use of teams in Finland. However, as there is strong 

individualism, these teams are groups of individuals where tasks prevail over 

relationships and where management is mainly management of individuals. Teams 

are formed in order to achieve a common goal, or to perform a specific task. 

Individuals tend to specialize and, therefore, teams include several specialists. 

People and work procedures are quick and effective as time is perceived as money. 

Rules are commonly used and there can also exist specific instructions for 

negotiations and team constructions. Communication is straight and honest. 

Motivation is achieved through security and belongingness. Stress is placed on 

equality and solidarity. There is a strive for consensus and decisions are achieved 

through negotiations and compromise. Moreover, the high uncertainty avoidance 

can refer to avoidance of negotiating alone as this might result in new, unexpected 

situations and risks which are to be solved without group decision making and 

external specialist help.
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The above explanation of the Finnish national culture does get support also from 

Lewis. He (1992, 45-51) classifies Finland as a country with a strongly 

monochromie culture. This implies that Finns concentrate on one issue at a time and 

strive for effectivity and fast results. Lewis (ibid. 52-59) further classifies Finland as 

having a small contextual culture. This means that Finns communicate straightly 

without hidden meanings in either their body language or their verbal language. 

Moreover, this implies also that Finns prevail tasks over relationships, (ibid.) These 

findings support the argument that national cultures do effect the decisions made by 

both negotiating parties during the pre-negotiation phase.

By combining the above mentioned cultural characteristics one might think to be 

able to create a stereotype of the Finnish national culture. However, some of the 

characteristics appear to be opposite to each other. This is due to the fact that these 

characteristics are features of extremist cultures. Finland did not once score in any 

extreme and, therefore, some of these features might not represent the Finnish 

national culture. Even though the study made by Lewis supports some of the 

findings in the Hofstede study, the findings of the Hofstede study cannot be 

straightly used to form a stereotype of any national culture. The explanation of the 

Finnish national culture made above may or may not represent the Finnish national 

culture. It does, however, represent an extremist culture with low power distance, 

high uncertainty avoidance, strong individuality and feminine values.

As explained earlier, the differences between nations in the four dimensions of 

culture are relative, not absolute. This means that the study made by Hofstede 

reveals the direction of the differences, but it does not reveal how these cultures 

differ from each other. For example, from the Hofstede study it can be found out 

that the Finnish national culture is more masculine than the culture in Denmark, and 

more feminine than the culture in Thailand. However, this is for little use for a 

person who is preparing himself for international negotiations and needs detailed 

information on the ways in which the national cultures affect the behavior of TOS. 

In order to achieve this kind of information one needs to study the national cultures 

involved in more detail and divide the four cultural dimensions into smaller pieces.
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The Hofstede study can be used as a tool when doing a closer analysis on national 

cultures. It provides plenty of information on the relative differences between 

national cultures, and creates a detailed list of the characteristics of extremist 

cultures. By turning these characteristics of the extremist cultures into questions one 

can obtain detailed information of the prevailing values within one single national 

culture.

As has been previously discussed, national cultures influence all the decisions made 

during the pre-negotiation phase. The connection between the national culture and 

the decisions made during the pre-negotiation phase is not necessarily very visible 

and straight forward. However, some general national tendencies and preferences 

for the pre-negotiation phase can be found from the characteristics of national 

culture.

In the empirical study the characteristics of the Finnish national culture will be 

studied and analyzed in order to see what kind of effects they have on the 

negotiating styles and preferences of the Finnish business persons and, 

consequently, on the pre-negotiation phase. The empirical study will be based on the 

findings made in the Hofstede study. Therefore, the empirical study will not only 

reveal what kind of effects the Finnish national culture has on the pre-negotiation 

phase, but it also illustrates how the Hofstede study can be used as a tool when 

studying national cultures and their impact on the pre-negotiation phase.
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3 METHODOLOGY

This chapter will review the methodology of this study. Different alternatives to 

carry out the study will be presented. The selected method will be introduced and 

the reasons for selecting the applied methodology will be given in order to justify 

the decisions made. Finally, the conduction of the study will be explained.

3.1 Method of the Study

There exist several ways of doing social science research. They include experiments, 

surveys, histories, the analysis of archival information and case studies. Each of 

these strategies have both advantages and disadvantages, depending upon three 

conditions; 1) the type of research question, 2) the control an investigator has over 

actual behavioral events, and 3) the focus on contemporary as opposed to historical 

phenomena.

Table 5 illustrates the relevant situations in which different research strategies are to 

be used. It can be seen that the five research strategies are suitable for different 

situations depending on the three above mentioned conditions. Studies on national 

culture and its effects on business behavior answer often on ”what”, ”how” and 

”why” questions. Studies on national cultures do not require control over behavioral 

events. Moreover, these kind of research questions focus on contemporary events as 

cultures live and change from one generation to another.
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Table 5. Relevant Situations for Different Research Strategies

Strategy

form of 
research 
question

Requires 
control over 
behavioral events?

Focuses on
contemporary
events?

Experiment how, why yes yes

Survey who, what, where, 
how many, 
how much

no yes

Archival who, what, where
analysis how many,
(e.g., how much
economic study)

no yes/no

History how, why no no

Case study how, why no yes

Source: Yin 1989, 17

As stated in the first chapter the research question of this study is: What is the 

impact of national cultures on the pre-negotiation phase in international 

business negotiations? This research question is of ”what”, ”how” and ”why” 

nature, it does not require control over behavioral events and it focuses on 

contemporary events. Therefore, an empirical research on the topic can be best 

studied through a survey or a case study.

The survey strategy can be used in order to test the theoretical findings of this paper 

and the case study method can be used in studying the effects that national culture 

has on business behavior during the pre-negotiation phase. The strength of a survey 

is that it gives measurable results. Through measurable results different cultures and
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the impact they have on the pre-negotiations phase can be compared with each 

other. With the case study method, on its behalf, more abstract and unmeasurable 

topics like the effects of national culture can be studied.

A case study can be either a single or a multiple case study (Yin 1989, 24). For the 

purposes of studying effects of national culture on business behavior a multiple case 

study would be best suited as it provides experiences of several separated business 

units. Therefore, the results would give a better idea of the average impact that the 

national culture can have on the behavior during the pre-negotiation phase. 

Moreover, it is extremely important to broaden the research to cover several cases 

because of the fact that behavior during pre-negotiation phase is influenced also by 

other factors than national culture alone. However, the scope of the study does not 

allow multiple case studies in such a depth that they could reveal the underlying 

values that effect the behavior.

Due to the above mentioned reasons, the author has decided to choose the survey 

approach. The survey should be done with a big sample group in order to provide 

statistically reliable results. However, as the research is about national culture, a 

concept that is a stereotype in itself, guidelining results can be achieved through a 

smaller sample group. As the research question of the study is concerned with a 

specific phenomenon within a specific group of people, the author finds it more 

important to study the correct sample group than to aim at achieving full reliability 

through a big sample group. Therefore, the sample group will be relatively small 

and it will be restricted to Finnish persons that are active in business life.
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3.2 Type of the Study

Uusitalo (1991, 79) discusses the differences of qualitative and quantitative study. 

The research data is verbal (or visual) in qualitative research and numerical in 

quantitative research. The decision between qualitative and quantitative research 

depends among other things on the nature of the research problem. The research 

question of this paper can be studied through both qualitative and quantitative 

methods. By using quantitative methods the existence and strength of different 

characteristics of national culture can be studied. On the other hand, the use of 

qualitative study methods would require a close examination of each respondent. 

However, the scope of the study does not allow a thorough examination of a large 

sample group with qualitative research methods. Consequently, the author has 

decided to use only quantitative methods in the conduction of the empirical part of 

this paper.

The research problem can require either explanatory, exploratory or descriptive 

studies and a survey can represent any of these three types of studies (Yin 1989, 

13). Here again the selection of the type of study is dictated by the research question 

and objectives of the study. The research question and objectives of this study are 

mainly of ”what”, ”how” and ”why” nature, as the study is describing the Finnish 

national culture and the effects it has on the pre-negotiation phase and, therefore, 

the empirical study will be of both exploratory and descriptive type.

There exist several ways to conduct a study on the impact that national culture has 

on the pre-negotiation phase. The research sample could consist of experienced 

senior managers with negotiation experience of several decades, of middle level 

managers with several years of work experience, of business graduates who have 

been in the business life for a few years, or of business students who are about to 

enter the business life in the near future.

Each of the above mentioned groups have their own strengths and weaknesses. The 

senior managers do have a huge amount of experience in negotiation, both as a main
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negotiator and as a team member. However, members of this group may have been 

exposed to organizational cultures for such a long time that it is very difficult to 

separate the effect of national culture from the effect of organizational culture. 

Separating the effects of these two cultures becomes especially difficult if the 

persons have been working a long time inside the same organizational culture.

Middle level managers do also have plenty of relevant experience of negotiations. 

However, as with the senior managers they may have also been exposed to 

organizational cultures for a lengthy period and, therefore, there exist again the 

problems of distinguishing the effects of two separate cultures from each other.

The business graduates who have been in business life for a couple of years, do not 

usually posses much experience in negotiations. They have also been gradually 

exposed to and influenced by the organizational cultures. However, their strength 

lies in their future, as they are part of the Finnish management pool that participates 

in the international business negotiations in the next millennium.

Business students close to graduation have only a limited, if any experience in 

business negotiations. However, they do have experience of negotiations in their 

every day life and they are not usually influenced by any organizational cultures, 

and the occupational culture is just starting to have influence on them. Moreover, 

the business students of 1997 are the future Finnish business negotiators.

As the objective of this study is to review the underlying cultural values that affect 

the Finnish business negotiators during the pre-negotiation phase, the selected 

sample group is formed of persons representing all of the above mentioned groups, 

except for the business students as they hardly posses any working nor negotiation 

experience. The sample group is a mixture of business persons with different 

amount of negotiation experience, years of work experience, title or vacancies, sex, 

age, occupational field and education.
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The sample of business persons can be formed from one single business organization 

or of several business organizations operating in different fields and industries. As 

the study is in its essence about national culture, restricting the sample to one single 

business unit, organization or occupation might give twisted findings as all 

respondents would be affected by the same organizational or occupational culture. In 

order to avoid the risk of giving too much weight on one single organizational or 

occupational culture, and limiting the results to be valid only for one organization or 

occupation, the sample group was formed from business persons working in 

different organizations and occupations.

The study can be conducted through a standardized questionnaire. This method of 

study can result in findings that reveal the values and believes that are characteristic 

for the Finnish national culture. The use of standardized questionnaires cannot 

provide as much detailed in-depth information as interviews do because clarifying 

questions cannot be made. However, the questionnaires can include both open ended 

and closed questions. By using open ended questions more in-depth information can 

be achieved but these also include the risk of misunderstanding the questions and, 

thus, the answers can be based on wrong assumptions on the questions themselves. 

Closed questions, on the other hand, are comparative by their nature as the range of 

answers is limited and therefore, differences in the values and beliefs between the 

selected sample groups will became visible.

The author has decided to use questionnaires in the conduction of the study. The 

questionnaires consist of closed questions which give answers that can be compared 

with each other. Consequently, the values and beliefs of respondents with different 

age, gender, educational back ground, amount of working experience and 

organizational position can be compared with each other and possible differences 

can be found out.

Due to lack of resources the size of the sample group does not provide statistically 

reliable results. Thus, the findings of the study have to be analyzed with certain 

cautiousness as they can only provide a simplified presentation of the values of the
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Finnish business negotiator. Even though the findings of the study might not be 

statistically fully reliable, they can be used as guidelines and the framework of the 

study can represent a useful tool for business managers as well as for further study.

3.3 Conduction of the Study

As mentioned earlier the empirical study is conducted through a questionnaire. The 

objective of the questionnaire is to create a picture of the characteristics of the 

Finnish national culture and to illustrate how one can use the Hofstede studies as a 

tool when studying national cultures. The questionnaire consists of 33 different 

statements each question having both a) and b) parts. The statements discuss the 

characteristics that were found in the Hofstede studies to be representative to the 

Finnish national culture. The respondents were asked to state their opinion on how 

well they thought each characteristic represented their own values (part a. in each 

statement) as well as how well they thought each characteristic represented the 

average Finns values (part b. in each statement). The answers were given in a 

numerical form with a scope of 1 to 5. The aim is to create a stereotype of the 

Finnish national culture. Moreover, it is also studied what the stereotypical Finn is 

like in the minds of the respondents, if the respondents feel they differ from the 

stereotypical Finn, and if so, in which way they were different from that stereotype. 

See appendix 1 for the questionnaire.

The research was conducted during July, August and September 1997. The delivery 

of the questionnaires was done in two sets, due to the limited amount of returned 

questionnaires in the first delivery. The first set of questionnaires was spread out 

during weeks 29 and 30, and were collected back latest at week 33. Part of the 

questionnaires were given personally to the respondents and the rest were delivered 

through mail, fax or e-mail. The second set of questionnaires was delivered during
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week 36 and collected latest at week 39. The same delivery methods were used as 

with the first set of questionnaires. In order to maintain the objectivity of the study 

no instructions other than the ones stated on the questionnaire were given to the 

respondents. If asked, clarifying answers were given without any value reflecting 

statements or examples in order not to influence the answers in any way.

The first criteria used in the selection of the respondents was the company in which 

they worked. A variety of companies of different sizes and from different industries 

were selected in order to achieve as representative a sample group of the Finnish 

business world as possible. The author selected a person in each company to operate 

as a coordinator who selected a sample group of 2 to 10 respondents from the 

organization he worked in. The respondents were selected to represent different 

organizational levels, functions and professions. The coordinator both distributed 

and gathered the questionnaires within his organization and finally delivered them to 

the author. In companies where no coordinator could be recruited the author was in 

direct contact with the respondents. See appendix 2 for a complete list of the 

companies the respondents represented.

Altogether 115 correctly filled questionnaires were returned to the author by the end 

of September 1997. An average of 6,4 questionnaires were filled by each company. 

Out of the respondents 72 were men and 43 were women. The average respondent 

was of the age of 37,4 with work experience of 14,4 years. Table 6 reviews a closer 

analysis on the respondents.
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Table 6. Analysts on the Respondents

Age -30 31-40 41-50 51- average
n= 44 28 23 20 37,4

% 38% 24% 20% 18%

Working years -5 6-10 11-20 21-30 >31 average
n= 34 26 18 23 14 14,4

% 30% 22% 16% 20% 12%

Gender Male Female
n= 72 43
% 63% 27%

Education High school College University
n= 22 36 57
% 19% 31% 50%

Profession Clerk Middle mngnt Upper mngnt Top mngnt
n- 41 30 32 12
% 36% 26% 28% 10%
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4 STUDY ON THE FINNISH NATIONAL CULTURE AND ITS 

IMPACT ON THE PRE-NEGOTIATION PHASE IN 

INTERNATIONAL BUSINESS NEGOTIATIONS

The fourth chapter discusses the empirical part of the study. The aim of the 

empirical study is two fold. First, to find out how the Finnish national culture 

affects the behavior of the Finnish business negotiators during the pre-negotiation 

phase. Second, to illustrate how the business negotiator can study the national 

culture that affects his own or the other side’s behavior during the pre-negotiation 

phase.

When put to the context of the theoretical part of this study the empirical part 

concentrates on one of the many factors that influence the pre-negotiation phase, 

namely the national culture. National culture influences the behavior of both 

negotiation parties. It influences the selection of the main negotiator as well as the 

selection of the negotiation composition. As mentioned earlier, it is important to 

understand the values of one’s own culture and how they affect one’s behavior. 

However, one also has to understand the cultural values of the other side of the 

negotiations and the effect that they have on the behavior of the other side. Figure 6 

illustrates the area of concentration of the empirical study.

Figure 6. Focus Area of the Empirical Part, National Culture

National culturePRE-NEGOTIATION
PHASE
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In order to find out how the Finnish national culture affects the behavior of the 

Finnish business negotiator during the pre-negotiations phase, one has to be familiar 

with the values and beliefs that are characteristic for the Finnish national culture. 

The empirical study has been formulated in a way that creates a picture on the 

values and beliefs of the respondents and on the conception they have on the values 

and beliefs of Finns in average. Therefore, the study not only reveals the underlying 

values of the respondents but also discusses how the respondents feel they 

themselves differ in their values from other Finns.

First, the empirical study is analyzed and its findings are represented. Second, it 

will be reviewed how the findings of the empirical study affect the behavior of the 

Finnish business person in the pre-negotiation phase.

4.1 Survey on the Finnish Business Persons

As mentioned in chapter 3, the empirical study was done by using a questionnaire. 

The questionnaires were delivered to Finnish business people representing different 

organizations, fields of business, occupations and hierarchical levels.

As earlier mentioned, in order to achieve the aim of studying how the Finnish 

national culture affects the behavior of Finnish business negotiators during the pre

negotiation phase, one has to first create a stereotype of the cultural values of 

Finnish business persons. The concept of national culture was introduced in the 

theoretical part of the study and the Hofstede study was reviewed and his findings 

discussed. The second aim of the empirical study is to illustrate how one can study 

national cultures. Therefore, the author modifies the set of cultural characteristics 

that Hofstede found in his studies into a set of statements. These statements discuss 

the values that Hofstede found in his studies to be characteristic to the Finnish 

national culture. Based on the Hofstede studies, the statements can be divided to 

four sets, each set discussing different characteristics of culture: Power distance,
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Uncertainty avoidance, Individualism and Femininity. Statements from 1 to 7 

discuss the strength of power distance, statements from 8 to 16 the amount of 

uncertainty avoidance, statements from 17 to 24 individuality versus collectivism, 

and statements from 25 to 33 the tendency between masculinity and femininity.

The analysis of the questionnaire is divided into four parts, each part representing 

one of the above mentioned characteristics of national culture. Each statement is 

analyzed separately in numerical order. Each cultural characteristic is analyzed both 

by how the respondents answer according to their own personal beliefs and how they 

consider the average Finn would respond to the particular question; i.e. their 

conception of the stereotypical Finn. These two sets of answers are compared to 

each other in order to find out if there exist any differences between these two 

perceptions. The respondents answered the questions by giving scores from 1 to 5, 1 

indicating strong disagreement and 5 strong agreement with the statements.

The answers to each statement are furthermore analyzed by the gender, age, 

education, amount of work experience and hierarchical status of the respondents. 

However, as there exist in total 33 questions describing both the personal beliefs of 

the respondents as well as the conceptions they have on the beliefs of the Finns in 

average, full analysis of each question will not be carried out. Only the most 

striking and relevant differences in the answers are discussed more precisely. See 

appendix 4 for the complete numerical analysis of the questionnaire.

4.1.1 Power Distance of the Finnish Business Persons

Statements from 1 to 7 discuss issues that reveal respondents orientation towards 

power distance. Figure 7. shows graphically the results to these seven statements. 

The line labeled as ”respondent’s values” represents the answers to the a) - 

statements; i.e. how well the statement reflects the respondent’s own values and 

beliefs. The broken line labeled as ”average Finns values” represent’s respectively
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answers on the b) -statements; i.e. how well the statements reflect the opinion the 

respondent has on the average Finn’s values and beliefs.

Figure 7. Power Distance (PD) Scores on Statements from 1 to 7

Small PD Power Distance

4,0 - -- .

Respondents values 

Average Anns values

Question numberLarge PD

Statement 1: ”Inequalities among people should be minimized”

This question starts the examination on the values the respondents have toward 

power distance. According to Hofstede (1991, 35) superiors and subordinates 

consider each other as existentially unequal in large power distance situations. In 

contrary to this in small power distance situations people try to minimize inequalities 

among people.

A score of 5 would indicate very strong agreement with the statement, 4 reflects 

agreement, 3 indifference, 2 disagreement and a score of 1 strong disagreement. 

Therefore, scores from 4 to 5 reflect small power distance and scores from 1 to 2 

large power distance.

According to the empirical study, the respondents quite strongly agree (average of

4.3 score points) with this first statement. Respondents with high school education 

agreed most strongly with this statement (4,5), persons over the age of 51 years and
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those with work experience from 21 to 30 years scored at lowest, agreeing still 

strongly with the statement (4,1).

The respondents feel that also the average Finn would agree (4.1) to minimize 

inequalities in work place. However, respondents with high school education differ 

somewhat from this view with a score of 3,6, showing only mild agreement with 

this statement.

Statement 2: ”There should be interdependence between less and more powerful 

people”

The Hofstede thesis (1991, 37) states that in large power distance countries less 

powerful people should be dependent on the more powerful and, therefore, there 

exists interdependence between less and more powerful people in small power 

distance cultures. Here again a score of 4 to 5 would indicate small power distance 

and scores from 1 to 2 reflect large power distance.

The respondents agree in average (4,0) with the statement that there should exist 

interdependence between people with different amount of power. However, there 

can be found certain variations within the answers; respondents with university 

education, working experience from 11 to 20 years and of the age of over 51 years 

show weaker agreement (3,7), where as respondents with only high school education 

agree more strongly (4,4).

The respondents view themselves to be more interdependent with others than the 

average Finn (4,0 vs. 3,2). Here the differences between respondent groups grew 

even larger than when stating their own beliefs and values. Respondents with 

working experience of less than 6 years believed that the average Finn is somewhat 

indifferent to the statement (2,6) where as respondents with working experience 

from 11 to 20 and those with high school education felt that the statement suited 

well the average Finn (3,9).
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Statement 3: ”Hierarchy in organizations has been established, so that everybody

would know their own role and power toward others”

”In the small power distance situation subordinates and superiors consider each 

other as existentially equal; the hierarchical system is just an inequality of roles, 

established for convenience, and roles may be changed, so that someone who is 

today my subordinate may tomorrow be my boss.” (Hofstede 1991, 36) Therefore, 

scores from 4 to 5 would again indicate small power distance and scores below 3 

larger power distance.

The respondents seem to agree quite unanimously on this statement as the group 

average scores are within a range of 0,5 points. Not one group of respondents differ 

especially from the total average score of 3,6. The one factor differentiating most 

the answers seem to be the educational background of the respondents as the lowest 

group average is 3,3 from the persons with high school education where as the 

highest score is 3,8; respondents with university education.

Even though the respondents seem to be quite unanimous on their own beliefs and 

values, their perceptions on the average Finn’s beliefs and values have a range of 

0,9 points, with the total average of 3,7. The respondents of the age of over 50 felt 

that the average Finn would be quite indifferent to this statement (3,3), where as 

respondents with working experience from 21 to 30 years felt that the average Finn 

would clearly agree with this statement (4,2).

Statement 4: ”Decentralization is popular”

”In small power distance situations ... organizations are fairly decentralized, with 

flat hierarchical pyramids and limited number of supervisory personnel”. (Hofstede 

1991, 36) As this is the case a score of 4 or 5 indicate strong agreement with the 

statement and thus indicate small power distance, whereas, a score of 1 or 2 would 

indicate strong disagreement with decentralization and large power distance.
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The respondents agreed strongly with this statement with a total average score of

4,4. Decentralization seems to be exceptionally popular among people over the age 

of 51 years (average score of 4,8) and among those with work experience of 31 or 

more years (average score of 4,9). People with work experience from 6 to 10 years 

scored lowest with the average of 4,2 still indicating strong agreement with the 

statement.

The respondents consider that also the average Finn would agree with this statement. 

However, now the total average score was somewhat lower; 3,9. Here the answers 

differed among people with different amounts of work experience. People with work 

experience of less than five years scored lowest with the average of 3,6, whereas 

respondents with work experience from 11 to 20 years scored an average of 4,4, 

indicating strong agreement.

Statement 5: ”As a subordinate I expect to be consulted in decision making”

”In a small power distance situation ... subordinates expect to be consulted before a 

decision is made that affects their work, but they accept that the boss is the one who 

finally decides”. (Hofstede 1991, 3) Hence, a score from 4 to 5 indicate small 

power distance and scores from 1 to 2 large power distance.

Here again the answers indicate small power distance as the total average score was

4,4. The biggest differentiating factor seems to be educational background as 

respondents with a college degree scored an average of 4,1 as respondents with a 

university degree scored an average of 4,7.

The respondents considered that the average Finn would not agree to this statement 

as strongly as they themselves did. The total average score for the stereotypical Finn 

was 3,7, the lowest score of 3,3 was given by respondents of the age of under 30
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years and the highest score of 4,1 was given by respondents by the age of 41 to 50 

years.

Statement 6: ”The ideal boss is a resourceful democrat, who takes everybody’s 

opinions into consideration in his actions”

” In a small power distance situation superiors should be accessible to subordinates, 

and the ideal boss is a resourceful democrat”. (Hofstede 1991, 36) Hence, a high 

score on this question indicates strong agreement with the statement and 

consequently small power distance.

The respondents are quite indifferent with this statement with an average score of

3,5. The strongest differentiating factor in this question is the educational 

background as respondents with high school education scored as high as 4,1 

indicating clear agreement with the statement and thus small power distance whereas 

respondents with a university degree scored in average only 3,2.

The respondents believe that the average Finn considers their superiors being more 

democratic than what they themselves did. This is quite obvious as the respondents 

scored as high as 4,2 when asked about their opinion on how the average Finn 

would agree on this statement. This was especially clear among respondents with 

working experience of over 31 years, as they scored an average of 4,6.

Statement 7: ” I don’t like privileges and status symbols”

”In a small power distance situation status symbols are suspect and frowned upon, 

and subordinates will most likely comment negatively to their neighbors if their boss 

spends company money on an excessive car”. (Hofstede 1991, 36-37) Once again a 

high score indicates small power distance and a small score indicates large power 

distance.
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Here the respondents are totally indifferent with the statement with an average score 

of 3,1. Respondents of the age of over 50 scored 3,9 indicating somewhat stronger 

agreement with the statement and therefore being low on power distance, whereas 

respondents with less than 6 years of working experience scored as low as 2,4 

indicating more positive than negative feelings toward status symbols.

The respondents considered also the average Finn to be indifferent toward status 

symbols as they scored 3,2 points. People with high school education and 

respondents over 51 years scored in average 3,8 indicating stronger agreement with 

the statement and small power distance.

As a summary on questions 1 to 7 it can be argued that the respondents considered 

themselves to have small power distance. The answers reflected strong tendencies 

toward small power distance in questions from 1 to 5, indicating minimized 

inequalities among people, interdependence between people with different amount of 

power, decentralization, consultation in decision making and establishment of 

organizational hierarchies in order to create clarity of roles. However, the 

respondents reacted indifferently towards privileges and status symbols as well as on 

the idea that the ideal boss would be a resourceful democrat, who takes everybody’s 

opinions into consideration. Therefore, it can be concluded that even though the 

respondents in average support consensus and group decision making they still 

believe that the managers should do the final decisions.

The respondents consider average Finns to wish for stronger interdependency 

between less and more powerful people than they themselves do. On the other hand, 

the respondents considered average Finns to be quite indifferent towards the reasons 

why organizational hierarchies have been established. Moreover, average Finns 

were not considered to react as strongly towards decentralization and inter- 

hierarchical consultation in decision making as they themselves did. However, the 

respondents considered average Finns to react strongly toward democratic 

management style.
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4.1.2 Uncertainty Avoidance of the Finnish Business Persons

Statements from 8 to 16 discuss the amount of uncertainty avoidance; i.e. the extent 

to which the members of a culture feel threatened by uncertainty or unknown 

situations. The statements are again formed in such a manner that an answer score 

of 5 indicates strong agreement with the statement, i.e. high uncertainty avoidance, 

score 4 indicates agreement, score 3 indicates indifference, score 2 indicates 

disagreement and score 1 indicates strong disagreement with the statement and thus 

low uncertainty avoidance. Figure 8 represents the answers to statements from 8 to 

16 in a graphical form. Here the solid line that is labeled as ”respondents values” 

represents the answers to the a) - statements, i.e. how well the statement correlates 

with the values and believes of the respondents. The broken line represents the b) - 

statements, i.e. how well the statement reflects the opinion the respondents have on 

average Finns values and beliefs.

Figure 8. The Uncertainty Avoidance (UA) Scores on Statements from 8 to 16

Hgh UA Uncertainty Avoidance

2,5
Respondents values 

Average Finns values2,0 --

1,5

Question num berLow UA
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Statement 8: ”1 accept familiar risks, but I fear ambiguous situations and unfamiliar

risks”

”Uncertainty avoidance leads to a reduction of ambiguity. Uncertainty avoiding 

cultures shun ambiguous situations. People in such cultures look for a structure in 

their organizations, and relationships which makes events clearly interpretable and 

predictable. Paradoxically, they are often prepared to engage in risky behavior in 

order to reduce ambiguities”. (Hofstede 1991, 116) The acceptance of risk taking 

implies, however, that the risk is a familiar one, i.e. that the probabilities of the 

outcomes are known. Risk in this sense is in fact priority setting between two or 

more alternatives. Hence, uncertainty avoidance is not the same as risk avoidance.

The answers indicate total indifference among the respondents toward this statement 

with an average score of 3. Age creates differences in attitudes towards anxiety and 

ambiguous situations as people of the age of 31 to 40 years scored as low as 2,4 

indicating mild disagreement with this statement. Respondents over 51 years scored

3,6 agreeing with the statement.

The respondents considered the average Finns to fear more ambiguous risks and 

situations than they themselves do, as they scored an average of 3,6 for the 

stereotypical Finn.

Statement 9: ”What is different, is dangerous”

Hofstede (1991, 119) states that strong uncertainty avoidance sentiment can be 

summarized by the credo of xenophobia: ”what is different, is dangerous”. The 

weak uncertainty avoidance sentiment on the contrary is: ”what is different, is 

curious”. He (ibid.) continues by stating that in between these two extremes is a 

situation where the uncertainty avoidance sentiment is: ”what is different, is 

ridiculous”.
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The respondents disagree strongly with this statement as they scored an average of 

1,4, indicating curiosity towards what is conceived as different. Respondents with 

working experience from 11 to 20 years disagreed strongest with the statement with 

an average score of 1,1 where as respondents with working experience over 31 years 

scored 1,9, indicating weaker disagreement.

The respondents considered the average Finn to have a somewhat negative stance 

towards different things with an average score of 3,3. Especially the female 

respondents considered the average Finn to think that what is different is ridiculous 

or even dangerous with an average score of 3,6.

Statement 10: ”1 have an emotional need for rules”

”In uncertainty avoiding societies there are many formal laws and /or informal rules 

controlling the rights and duties of employers and employees. The need for rules in 

a society with strong uncertainty avoidance culture is emotional. People have been 

programmed since their early childhood to feel comfortable in structured 

environments. As little as possible should be left to chance.” (Hofstede 1991, 121)

The respondents disagreed some what with this statement with an average score of

2,5. The amount of working experience seems to differentiate most of the answers. 

The respondents with working experience from 11 to 20 years disagreed most with 

this statement with the average score of 1,7 where as respondents with working 

experience of over 31 years scored an average of 3 reflecting indifference to the 

statement.

The respondents considered the average Finn to agree more with this statement than 

what they themselves did. They scored an average of 3,3 for Finns in general. Here 

again the amount of working experience resulted in biggest differences in the 

answers. Respondents with less than 6 years of working experience scored in
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average 3,8 where as respondents with working experience from 11 to 20 years 

scored an average of 2,7.

Statement 11: ”Time is money”

According to Hofstede (1991, 125) time is a framework for orientation in weak 

uncertainty avoidance societies whereas in strong uncertainty avoidance societies life 

is hurried and time is money.

The respondents agreed mildly with this statement with an average score of 3,6. 

Respondents of the age of over 51 years and those with working experience from 21 

to 30 years valued most time with the average score of 4 indicating strong 

uncertainty avoidance. Respondents with working experience from 11 to 20 years 

were most indifferent towards the value of time with an average score of 3,2.

The respondents found the average Finn to be more indifferent towards this 

statement with the average score of 3,3, than what they themselves are. Respondents 

with high school education considered the average Finn to value time more than the 

other respondents with the score of 3,8 points.

Statement 12: ”1 have an emotional need to be busy: inner urge to work hard”

”In strong uncertainty avoidance societies people like to work hard, or at least to be 

always busy. In weak uncertainty avoidance societies people are quite able to work 

hard if there is a need for it, but they are not driven by an inner urge towards 

constant activity. ” (Hofstede 1991, 121)

The respondents scored in average 3,6 points indicating mild agreement with this 

statement. The amount of working experience was a differenting factor on the 

answers as respondents with working experience over 31 years scored as high as 4,1
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where as respondents with working experience from 11 to 20 years scored only 2,9 

points.

The respondents considered the average Finn to be quite indifferent towards this 

statement as they scored only 3,2 points. They were nearly no differences to be 

found between the answers indicating strong uniformity of opinions.

Statement 13: ”Precision and punctuality come naturally to me”

According to Hofstede (1991, 122) the emotional need for rules in strong 

uncertainty avoidance societies can be turned into a talent for punctuality and 

precision. On the other hand precision and punctuality in weak uncertainty 

avoidance countries do not come naturally to most people, but they can be learned if 

technically needed.

The respondents agreed with this statement with the average score of 4,0 and thus 

strong uncertainty avoidance. Respondents with working experience over 31 years 

and those of over 51 years of age scored as high as 4,4 indicating strong respect 

towards precision and punctuality. Respondents between the age of 31 to 40 years 

scored lowest with 3,6 points indicating smaller respect toward precision and 

punctuality.

The respondents considered that also the average Finn would agree with this 

statement with the average score of 3,8.

Statement 14: ”1 tend to suppress deviant ideas and behavior”

In strong uncertainty avoidance societies exists a suppression of deviant ideas and 

behavior where as these are tolerated in societies with weak uncertainty avoidance. 

(Hofstede 1991, 125)
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The respondents disagree with this statement with an average of 2,0 indicating weak 

uncertainty avoidance. Respondents with working experience from 11 to 20 years 

showed strong tolerance toward deviant ideas and behavior as they scored as low as 

1,3. Respondents with working experience from 21 to 30 years were quite 

indifferent with this statement with an average score of 2,6.

The respondents found the average Finn to have indifferent or negative attitudes 

toward deviant ideas and behavior as they scored 3,2 points for them. Respondents 

with high school education and working experience from 21 to 30 years scored as 

high as 3,6 whereas those with working experience of less than 6 years scored only 

2,8 points.

Statement 15: ”1 resist innovations”

Hofstede (1991, 123) states that resistance of innovations is a characteristic of strong 

uncertainty avoidance societies. He further states that societies with weak 

uncertainty avoidance supply innovations that societies with strong uncertainty 

avoidance then develop further.

The respondents disagree strongly with this statement with an average score of 1,3 

indicating weak uncertainty avoidance and ability to create and adopt innovations. 

However, the respondents do not consider the average Finn to be so open towards 

innovations as they scored 3,0 points for them. Hence, the respondents consider 

themselves to be more open to innovations than the Finnish society as a whole.
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Statement 16: ”1 get more motivated bv security than bv achievement”

Motivation by security and belongingness is a characteristic of strong uncertainty 

avoidance societies. On the other hand, people get motivated by achievement in low 

uncertainty avoidance societies. (Hofstede 1991, 123-125)

The respondents agreed with this statement with an average score of 3,7. 

Respondents of the age of over 51 years found security very motivating with the 

average score of 4,2 where as respondents with high school education and working 

experience from 11 to 20 years were quite indifferent with the statement as they 

scored only 3,2 points. The respondents consider that security motivates more the 

Finns in average than it motivates themselves, as they scored 4,2 points for them.

As a summary on statements 8 to 16 it can be argued that the respondents considered 

themselves to be somewhat indifferent towards uncertainty avoidance. Some of the 

answers reflected strong uncertainty avoidance, some weak uncertainty avoidance 

and the majority of the answers reflected indifference toward the uncertainty 

avoidance statements.

The answers reflected strong tendencies toward uncertainty avoidance in statements 

13 and 16, indicating appreciation of precision and punctuality as well as 

achievement of motivation by security, not by achievement. The respondents felt 

indifferent or agreed weakly with questions 8, 10, 11 and 12. Certain deviations 

from the average scores can be found when categorizing the respondents into groups 

according to their gender, age, amount of working experience and educational 

background. Respondents with working experience from 11 to 20 years seem to 

deny the emotional need for rules, indicating weak uncertainty avoidance. On the 

other hand, respondents with working experience from 21 to 30 years consider time 

very valuable, and the respondents with over 31 years of working experience feel a 

strong emotional need to feel busy. These both findings indicate strong uncertainty 

avoidance. Statements 9, 14 and 15 all indicate weak uncertainty avoidance in
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average indicating openness toward what is conceived as different such as new 

ideas, behavior and innovations.

In majority of statements the respondents consider the average Finns to be more 

uncertainty avoiding than they themselves are. This was especially distinguishable in 

statements 9, 10, 14, 15 and 16. These statements indicate indifference on the 

attitudes toward things that are conceived to be different, on the existence of an 

emotional need to be busy, on the tendency to suppress deviant ideas and behavior 

and on the resistance on innovations. Statement 16, on its behalf, indicates strong 

support for security as the source of motivation and, consequently, strong 

uncertainty avoidance. Moreover, statement 13 also indicates strong uncertainty 

avoidance as the respondents consider that precision and punctuality are natural to 

all Finns.

4.1.3 Individuality of the Finnish Business Persons

Statements from 17 to 24 discuss the cultural dimension where the extremes are 

called as individualism and collectivism. Individualism pertains to societies in which 

the ties between individuals are loose, and where everyone is expected to look after 

himself and his immediate family. Collectivism, on the other hand, pertains to 

societies in which people from birth onwards are integrated into strong, cohesive 

ingroups, which throughout people’s lifetime continue to protect them in exchange 

for unquestioning loyalty. (Hofstede 1991, 51)

Here again the statements are formed so that a score of 5 indicates strong agreement 

with the statement and thus individualism, score 4 indicates agreement, score 3 

indicates indifference, score 2 indicates disagreement and score 1 indicates strong 

disagreement with the statement and, consequently, collectivism. Figure 9 represents 

the answers to statements from 17 to 24 in a graphical form. Here again the solid 

line represents the answers to the a) - statements, i.e. how well the statement 

correlates with the values and believes of the respondents. The broken line
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represents the b) - statements, i.e. how well the statement reflects the opinion the 

respondents have on average Finns values and beliefs.

Figure 9. The Individualism (ШУ) Scores on Statements from 17 to 24

Individualism/Collectivism

4,5 -

3,5

Respondents values 

Average Finns values

Question numberIndividualism

Statement 17: ”Mv identity is based on mv own individuality”

In collectivist societies people grow up learning to think themselves as part of a 

”we” group and the ”we” group is the major source of one’s identity. In 

individualist societies people grow up learning to think themselves as ”1”. This ”1”, 

their personal identity, is distinct from other people’s ”I”‘s, and the others are not 

classified according to their group membership but to individual characteristics. 

(Hofstede 1991, 50)

The respondents agree strongly with this statement with an average score of 4,3. 

The respondents with working experience from 11 to 20 years scored especially high 

with a score 4,6. Even tough the respondents considered themselves being highly 

individualistic in their identity they did not think the same of the average Finn as 

they scored in average only 3 points for the stereotypical Finn.
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Statement 18: ”Everyone grows up to look only after himself and his immediate

family”

As stated earlier in this paper Hofstede (1991, 51) defines individualism as a society 

in which the ties between individuals are loose, and where everyone is expected to 

look after himself and his immediate family.

The respondents disagreed with this statement as they scored an average of 2,4 

points, indicating more collectivistic than individualistic values. Respondents with 

over 31 years of working experience scored highest with an average of 3,1 

indicating indifference with the statement, whereas respondents with working 

experience from 11 to 20 years scored 2,0 points indicating collectivistic values.

The respondents consider the average Finn to be quite indifferent to this statement as 

they scored 2,8 for them. Respondents between the ages from 41 to 50 scored as 

high as 3,7 for the average Finn, indicating agreement with the statement and 

individualistic values. On the other hand, respondents with working experience from 

11 to 20 years scored only 2,4 reflecting more collectivistic values.

Statement 19: ”Speaking one’s mind is a characteristic of a honest person”

”In individualistic cultures speaking one’s mind is a virtue. Telling the truth about 

how one feels is the characteristic of a sincere and honest person”. (Hofstede 1991, 

58)

The respondents feel indifferent with this statement as they scored 3,1 points. The 

amount of working experience seems to create variety on the answers as respondents 

with working experience over 31 years scored highest with 4,1 points indicating 

individualistic values, where as respondents with working experience from 11 to 20 

years scored only 2,1 points indicating disagreement with the statement thus
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revealing collectivistic values. The respondents considered that also the average Finn 

feels indifferent with this statement as scored 3,2 points for them.

Statement 20: ”Mv communication is bv nature low-context”

A high-context communication is one in which little has to be said or written 

because most of the information is either in the physical environment or in the 

person, while very little is in the coded, explicit part of the message. This type of 

communication is frequent in collectivist cultures. On the other hand, a low-context 

communication is one in which the mass of information is vested in the explicit 

code. This kind of communication is typical for individualist cultures. (Hofstede 

1991, 60)

The respondents felt once again indifferent to the statement as they scored 3,3 

points. Respondents of the age from 40 to 50 and those with working experience 

from 6 to 10 years felt total indifference as they scored 3,0 points. On the other 

hand, respondents of the age over 51 years and those with working experience over 

31 years agreed with the statement with an average score of 4,0, indicating 

individualistic values and low-context communication.

The respondents considered that also the average Finn is indifferent toward this 

statement with an average score of 3,3. Amount of working experience differentiates 

the answers as respondents with working experience under 6 years scored 3,8 points 

whereas respondents with working experience over 31 years scored 2,7 points.

Statement 21: ”Employer-employee relationship is a contract supposed to be based

on mutual advantage”

In individualist cultures the relationship between employer and employee is 

primarily conceived as a business transaction, a calculativo relationship between
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buyers and sellers on a labor market. In collectivist societies employer- employee 

relationship is perceived in moral terms, like a family link. (Hofstede 1991, pp. 64- 

66)

The respondents agree very strongly with this statement with an average score of 4,9 

indicating strong individualism. Respondents of the age from 41 to 50 and those 

with working experience from 21 to 30 years agreed unanimously with the statement 

with an average score of 5,0. The respondents considered the average Finn to agree 

also with this statement as they scored an average score of 4,3 for them. Especially 

the respondents with working experience from 11 to 20 years considered the average 

Finn to agree with this statement (4,7 points) whereas respondents with working 

experience of less than 6 years scored lower with 4,0 points still clearly agreeing 

with the statement.

Statement 22: ”Hiring and promotion decisions are supposed to be based on skills

and rules only”

In collectivist societies hiring and promotion decisions take into account employees’ 

ingroups where as in individualist societies these decisions are supposed to be based 

only on skills and rules. (Hofstede 1991, 67)

The respondents agree clearly with this statement as they score as high as 4,5 points 

indicating strong individualism. Female respondents scored higher than male 

respondents (4,7 vs. 4,4). Respondents between the ages of 31 to 40 years agreed 

strongest with an average score of 4,9 points and respondents with working 

experience of less than 6 yeas scored lowest with an average score of 4,1.
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Statement 23: ”Management is management of individuals”

Management in an individualist society is management of individuals. Incentives or 

bonuses, if such are given, should be linked to an individual’s performance. 

Management in a collectivist society is management of groups and incentives and 

bonuses should often be given to the group, not the individuals. (Hofstede 1991, 65)

The respondents are indifferent with this statement with an average score of 3,1 

points. Respondents with working experience from 11 to 20 years scored highest 

with a score of 3,9 indicating agreement with the statement and indicating 

individualistic values. Furthermore, the respondents considered also the average 

Finn to feel indifferent with this statement as they scored 3,1 points for them. 

Respondents with working experience over 31 years differed from other respondents 

with an average score of 2,1 reflecting collectivistic values with preference for 

group management and group incentives.

Statement 24: ”At work task prevails over relationship”

”In the collectivist society the personal relationship prevails over the task and should 

be established first; in the individualist society the task is supposed to prevail over 

any personal relationships” (Hofstede 1991, 67).

The respondents scored in average 3,4 points indicating indifference with the 

statement. However, some differences exist between different respondent groups. 

Respondents with working experience from 21 to 30 years scored as high as 4,0 

points indicating clear agreement with the statement and individualistic values, 

whereas respondents of the age between 31 and 40 years scored 2,9 points.

Also the average Finn is considered to be indifferent towards this statement with an 

average score of 3,2. Respondents with over 31 years of working experience
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considered the average Finn to disagree with this statement with a score of 2,3 

points indicating collectivistic values.

As a summary on statements 17 to 24 it can be argued that the respondents 

considered themselves to be mainly individualistic. The respondents consider their 

identity to be based on their own individuality, even though they consider 

themselves to be responsible for others also than just for themselves and their 

immediate family. The respondents are quite indifferent on either speaking one’s 

mind is a characteristic of a honest person or not. Neither do the respondents 

consider their own communication to be by nature low-context. The employer- 

employee relationship is strongly seen as a contract based on mutual advantage 

indicating strongly individualistic values. In the same manner the respondents 

believe that hiring and promotion decisions are to be based on skills and rules only 

indicating further individuality of the respondents. However, the respondents do not 

agree strongly with management of individuals nor do they strongly believe that task 

should always prevail over relationship at work.

In majority of statements the respondents consider the average Finns to be less 

individualistic than they themselves are. This is especially evident in statement 17, 

indicating a lower level of individuality in personal identity. The respondents think 

that also the average Finn considers the employer-employee relationship to be a 

contract based on mutual advantage as well as that hiring and promotion decisions 

are to be based on skills and rules only. These both are characteristics of 

individualistic cultures.

4.1.4 Femininity of the Finnish Business Persons

Statements from 25 to 33 discuss the cultural dimensions called masculinity and 

femininity. Masculinity pertains to societies in which social gender roles are clearly 

distinct, i.e. men are supposed to be assertive, tough, and focused on material 

success whereas women are supposed to be more modest, tender, and concerned
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with the quality of life. Femininity on its behalf pertains to societies in which social 

gender roles overlap; i.e. both men and women are supposed to be modest, tender, 

and concerned with the quality of life. The statements are formed so that an answer 

score of 5 indicates strong agreement with the statement and thus femininity, score 4 

indicates agreement, score 3 indicates indifference, score 2 indicates disagreement 

and score 1 indicates strong disagreement with the statement and strong masculinity. 

Figure 10 represents the answers to statements from 25 to 33 in a graphical form. 

Here again the solid line represents the answers to the a) - statements, i.e. how well 

the statement correlates with the values and believes of the respondents. The broken 

line represents the b) - statements, i.e. how well the statement reflects the opinion 

the respondents have on average Finns values and beliefs.

Figure 10. The Femininity / Masculinity Scores on Statements from 25 to 33

Femininity Fermnmity/Masculimty

2,5 Respondents values 

Average Finns values

1,5

Question numberMasculinity

Statement 25: ”At work people and warm relationships are important”

In feminine societies people and warm relationships are important at work, whereas 

in masculine societies money and material things are important. (Hofstede 1991, 96)
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The respondents agree strongly with the importance of warm relationships in the 

work place with an average score of 4,2. Respondents with working experience 

from 11 to 20 years and those with a university degree scored lowest with an 

average score of 3,9 still indicating agreement with the statement and feminine 

values. Respondents with working experience from 21 to 30 years agreed strongest 

with an average score of 4,6.

The respondents consider the average Finn to be somewhat less convinced on the 

need for warm relationships in the work place than they themselves are, as they 

scored 3,7 points for the average Finn. Here again respondents with working 

experience from 21 to 30 scored highest with 4,1 points.

Statement 26: ”1 appreciate modesty and hope others to be modest”

In a feminine culture both boys and girls learn to be nonambitious and modest, 

whereas in masculine cultures men are supposed to be assertive, ambitious and 

tough. (Hofstede 1991, pp. 89-96)

The respondents do not seem to agree with this statement as they scored an average 

of 2,7. There exist big differences within the respondents as females disagree 

strongly with the requirement for modesty as they scored as low as 2,2, whereas 

male respondents scored 3,1. The feature that differentiated the answers strongest 

was the amount of working experience as respondents with working experience from 

11 to 20 years scored lowest with an average score of 1,7 indicating masculine 

values, whereas respondents with working experience from 6 to 10 years scored 3,3 

points.

The respondents consider that the average Finn appreciates modesty more than the 

respondents themselves do as they scored an average score of 3,5 for the 

stereotypical Finn. Controversially to the scores on question 26a. above, here the
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female respondents scored higher than the male respondents with a score of 3,8 

versus 3,3.

Statement 27: ”1 feel sympathy for the weak”

In masculine cultures children learn to admire the strong and in feminine cultures 

they learn sympathy for the underdog and the anti-hero. (Hofstede 1991, 89)

The respondents agree mildly with this statement with an average score of 3,6 

indicating feminine values. Respondents over the age of 51 years and those with 

working experience over 31 years scored highest with 4 points indicating strong 

agreement. The respondents consider also the average Finn to feel some sympathy 

for the weak with average score of 3,5.

Statement 28: ”1 work in order to live”

In a masculine society the work ethos tends more toward ”live in order to work”, 

whereas in a feminine society the work ethos would rather be ”work in order to 

live”. (Hofstede 1991, 93)

The respondents scored an average score of 3,5 indicating indifference or mild 

agreement with this statement. Respondents with working experience from 6 to 10 

years agreed with the statement with a score of 3,9 indicating feminine values, 

whereas respondents who has worked from 11 to 20 years scored lowest with 3,0 

points indicating indifference with the statement.

The respondents consider the average Finn to appreciate work less than they 

themselves do as they scored them an average score of 3,9 indicating feminine 

values. Respondents with a high school education and work experience from 6 to 10
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years scored highest with 4,3 points indicating strong agreement with the statement 

and feminine values.

Statement 29: ”As a manager I use intuition and strive for consensus”

Masculine and feminine cultures create different management hero types. The 

masculine manager is assertive, decisive and aggressive. He is a lonely decision

maker looking for facts rather than a group discussion leader. The manager in a 

feminine culture is less visible, intuitive rather than decisive, and accustomed to 

seeking consensus. (Hofstede 1991, 94)

In average the respondents scored 3,5 points indicating indifference or mild 

agreement with the statement. Female respondents agree with consensus driven 

management with an average score of 3,7 whereas male respondents seem to be 

more indifferent with this statement as they scored 3,3 points. Respondents with 

more than 31 years of working experience scored highest with an average score of 

4,0 indicating clear agreement with the statement and feminine values.

The respondents consider the average Finn to be less convinced on the strengths of 

intuition and consensus driven management than they themselves are, as they scored 

2,9 points for them. Especially the respondents of the age of over 51 years think 

that the average Finn does not appreciate this kind of management as they scored an 

average of 2,4 points indicating masculine values. On the other hand, respondents 

with high school education scored 3,4 for the average Finn indicating more feminine 

than masculine values.

Statement 30: ”1 appreciate equality very high”

In feminine societies the stress is on equality, whereas in masculine societies the 

stress is on equity. (Hofstede 1991, 96)
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The respondents agree strongly with the statement as they scored an average of 4,2 

points indicating feminine values. The respondents also consider the average Finn to 

appreciate equality very high as they scored an average of 4,1 points for them.

Statement 31: ”1 appreciate solidarity very high”

People appreciate solidarity in the work place in feminine cultures and competition 

among colleagues in masculine cultures. (Hofstede 1991, 96)

The respondents appreciate solidarity as they scored an average of 3,8 points 

indicating feminine values. Respondents with working experience from 21 to 30 

years are less convinced on the strengths of solidarity with on score of 3,3 whereas 

respondents with over 31 years of working experience agree strongly with the need 

for solidarity as they scored 4,3 points indicating strong feminine values. The 

respondents consider also the stereotypical Finn to appreciate solidarity with an 

average score of 3,9 indicating feminine values.

Statement 32: ”1 appreciate quality of work life very high”

In feminine societies the stress is on quality of work life, whereas in masculine 

culture the individuals performance is emphasized. (Hofstede 1991, 96)

The respondents seem to be unanimous about the importance of quality in work life 

as they scored an average of 4,5. Also the average Finn is considered to appreciate 

quality of work life as the respondents scored 4,1 points for them. Respondents with 

working experience of over 31 years and those of the age of under 30 years scored 

lowest with 3,7 points, whereas respondents of the age from 31 to 40 years and 

those with working experience from 11 to 20 years scored as high as 4,6 for the 

average Finn indicating strong feminine values.
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Statement 33: ”1 resolve conflicts bv compromise and negotiation”

In feminine cultures there is a preference for resolving conflicts by compromise and 

negotiation, whereas in masculine societies conflicts are resolved by fighting them 

out. (Hofstede 1991, 96)

Making compromises and negotiating seem to be the natural way to resolve conflicts 

for the respondents as they scored an average of 4,1 points indicating again feminine 

values. The respondents consider the average Finn to be some what more indifferent 

on this statement as they scored 3,4 points for them. The amount of working 

experience seems to differentiate the answers as respondents with working 

experience from 21 to 30 years scored 3,8 points indicating agreement with the 

statement and feminine values, whereas those respondents with over 31 years of 

working experience scored 3,1 points indicating indifference with the statement.

As a summary on statements 25 to 33 it can be argued that the respondents 

considered their own culture to be mainly feminine. At work people and 

relationships are considered important, the respondents feel sympathy for the weak, 

work is appreciated and they strive for consensus in management. Solidarity, 

equality and the quality of work life are all highly appreciated. Moreover, conflicts 

are resolved by compromise and negotiation. These are all characteristics of a 

feminine society.

The respondents do not appreciate modesty or hope others to be modest even though 

they think that the average Finn appreciates modest behavior. Moreover, the 

respondents do not believe the average Finn to use intuition as a manager and to 

strive for consensus, even though they themselves do so. Overall, it can be argued 

that the respondents consider themselves to be more feminine in their values than 

they consider the average Finn to be.
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Now we have discussed all the statements in the questionnaire separately and 

summarized the findings of the statements based on the four cultural dimensions 

presented by Hofstede. The answers by the respondents reveal that the Finnish 

national culture can be seen to score low on power distance, mediocre on 

uncertainty avoidance, quite individualistic and mainly feminine.

The respondents considered that also the average Finn appreciates small power 

distance just like themselves. However, the respondents consider the average Finn to 

be more uncertainty avoiding, less individualistic and somewhat more masculine 

than they themselves are.

4.2 Impact of the Finnish National Culture on the Pre-negotiation 

Phase in International Business Negotiations

The previous chapter illustrated how one can use the Hofstede study as a tool to 

study the national cultures. A stereotype of the Finnish national culture was created 

through analyzing in total 115 questionnaires that were answered by Finnish 

business persons. This chapter summarizes the findings of the empirical study and 

discusses how the characteristics of this cultural stereotype affects the behavior of 

the stereotypic Finnish business person during the pre-negotiation phase.

4.2.1 Summary of the Findings of the Finnish National Culture

As was explained previously, the national culture of the Finnish business person is 

characterized by low power distance, mediocre uncertainty avoidance, quite strong 

individuality and a tendency toward femininity. The following list summarizes the 

value statements that were found in the empirical study to be characteristic to the 

Finnish business person.
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Low Power Distance:

• Inequalities among people should be minimized in Finland

• There should be interdependence between less and more powerful people in 

Finland

• In Finland hierarchy in organizations have mainly been established in order to 

ensure that everybody would know their own role and power towards each other

• In Finland organizational hierarchies have not been established to reflect peoples 

societal status and inequalities

• Decentralization is very popular among Finns

• As a subordinate a Finn expects to be consulted in decision making

• The Finns see the ideal boss usually as a resourceful democrat, who takes 

everybody’s opinions into consideration in his actions

• Finns are indifferent towards privileges and status symbols

Mediocre Uncertainty Avoidance:

• Finns seem to accept familiar risks, and they do not seem to fear ambiguous 

situations and unfamiliar risks

• Finns consider the different as curious

• Finns do not seem to have a strong emotional need for rules

• Finns consider time valuable

• Finns have an emotional need to be busy and an inner urge to work hard

• Precision and punctuality seem to come quite naturally to Finns

• Finns do not tend to suppress deviant ideas and behavior

• Finns do not resist innovations

• Finns get more motivated by security than by achievement

Relatively Strong Individuality:

• The identity of a Finn is based on his own individuality

• Finns grow up to look mainly after themselves and their immediate family
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• Finns seem to be indifferent to whether speaking one’s mind is a characteristic of 

a honest person or not

• The communication of a Finn is not especially low-context by nature

• For Finns employer-employee relationships are strongly seen as contracts based 

on mutual advantage

• In Finland hiring and promotion decisions are supposed to be based on skills and 

rules only

• For Finns management is as much management of individuals as management of 

teams

• At work tasks seem to prevail over relationships in Finland

Tendency towards Femininity:

• At work people and warm relationships are important for Finns

• Finns do not especially appreciate modesty nor hope others to be modest

• Finns feel sympathy for the weak

• Finns work in order to live

• As managers Finns use intuition and strive for consensus

• Finns appreciate equality very high

• Finns appreciate solidarity very high

• Finns appreciate quality of work life very high

• Finns resolve conflicts by compromise and negotiation

The small power distance refers to minimized inequalities among people and 

interdependence between people with different amount of power. Decentralization of 

power and decision making is popular and consultation in decision making is 

preferred. Moreover, organizational hierarchies are establishment in order to create 

clarity of roles. However, the respondents reacted indifferently towards privileges 

and status symbols as well as on the thought that the ideal boss would be a 

resourceful democrat who takes everybody’s opinions into consideration. Therefore, 

it can be concluded that even though the respondents in average support consensus
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and group decision making they still believe that the managers should do the final 

decisions.

The attitudes toward uncertainty avoidance are somewhat mixed. No tendencies on 

accepting only familiar risks could be found nor fear of ambiguous situations or 

unfamiliar risks exist. There exist curiosity towards what is different, there is no 

emotional need for rules, time is conceived as money, and there exists an emotional 

need to be busy and an inner urge to work hard. Precision and punctuality come 

naturally. The respondents do not tend to suppress deviant ideas and behavior. They 

are open to innovations and they do get more motivated by security than by 

achievement. It can be concluded that these cultural values push toward efficiency 

and hard-working. As the respondents are open to innovations and they are curious 

toward what is conceived as different it can be considered that this kind of mental 

attitudes meet the requirements of being involved in international negotiations. This 

kind of mental openness helps to deal with different cultures, habits, behavior, 

environments and people that are encountered in international negotiations. The 

achievement of motivation by security supports the use of teams in international 

negotiations. If, however, a Finn is negotiating alone he most likely requires 

specific goals and the support from his superiors and organization.

The values of the respondents seem to be mainly individualistic. The respondents 

consider their own identity to be based on their own individuality, even though they 

consider themselves to be responsible for also others than just for themselves and 

their immediate family. The employer-employee relationship is strongly seen as a 

contract based on mutual advantage. In the same manner the respondents believe 

that hiring and promotion decisions are to be based on skills and rules only. 

However, the respondents do not agree strongly with management of individuals nor 

do they strongly believe that task should always prevail over relationship at work. 

The respondents are quite indifferent on either speaking one’s mind is a 

characteristic of a honest person or not. Moreover, the respondents are quite 

indifferent to whether their own communication is by nature especially low-context 

or not.
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The respondents considered their own culture to be mainly feminine. At work 

people and relationships are considered important and the respondents feel sympathy 

for the weak. Work is appreciated and the respondents strive for consensus in 

management. Solidarity, equality and the quality of work life are all highly 

appreciated. Moreover, conflicts are resolved by compromise and negotiation. The 

respondents do not especially appreciate modesty or hope others to be modest. The 

strong tendency toward resolving conflicts through compromise and negotiation 

makes the stereotypical Finn a potentially good negotiator. A strong tendency 

toward negotiation and compromise combined with a low level of modesty and high 

level of efficiency and a strong need for achievement makes the stereotypical Finn a 

strong negotiator.

4.2.2 Impact of the Finnish National Culture in the Pre-negotiation Phase in International 

Business Negotiations

Now the theory on the pre-negotiation phase will be combined with the findings of 

the cultural values of the Finnish business persons made in the empirical study. As 

earlier defined in chapter 2, the pre-negotiations phase consists of the following 

steps:

Step 1. Initiative to negotiate

Step 2. Decision to enter the negotiations

Step 3. Selecting the person responsible for the negotiations (i.e. the main 

negotiator)

Step 4. Selecting the negotiation composition.

* Decision on the selection criteria for the team building for the 

negotiations (if negotiating as a team)

* Selection of the negotiation team 

Step 5. Preparations for the negotiation

Step 6. Entering the negotiations
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The initiative to negotiate is often an external impulse originated by an emerging 

business opportunity and is therefore, not influenced by so many of the underlying 

cultural characteristics. However, as the Finns are open to innovations and curious 

for what is conceived as different, they can be seen to be able to generate new ideas 

and to be the active part in making the initiative to negotiate. Moreover, as Finns 

are indifferent towards unfamiliar risks and ambiguous situations there are no mental 

obstacles in doing the decision to enter the negotiations. Consequently, Finns are 

able to enter negotiations just in order to gather information on TOS or the deal in 

question.

The inner urge to work hard and the tendency to be punctual and precise can be seen 

to result in thorough information gathering and in making comprehensive studies on 

the possibilities and alternatives of the negotiations in question before making the 

decision to enter the negotiations. Even though comprehensive studies usually take 

plenty of time these can be managed relatively quickly by Finns who consider time 

as money and are driven by an inner urge to work hard. On the other hand, the 

decision to enter the negotiations is often preceded by some internal discussions on 

the subject as Finns have a tendency on consensus and negotiation. Moreover, the 

Finns expect to be consulted by their superior before decision making which can 

result in slower decision making on either to enter the negotiations or not.

The selection of the main negotiator is influenced by many of the issues that are 

characteristic for the Finnish national culture. Due to the individuality characteristics 

of the Finnish national culture it can be expected that the main negotiator is chosen 

based on his past performance and position in the organization rather than for his 

personal relationships within the organization or years of experience. The main 

negotiator is most likely a specialist in the topic of the negotiation into who’s area of 

responsibility the topic of the negotiation belongs. Just like the average Finn, the 

main negotiator is also most likely open to innovations, does not suppress deviant 

ideas and behavior, and is curious to what is conceived as different. The main 

negotiator is driven by an inner urge to work hard and to be effective, which results 

in fast decision making and concentration on business topics only.
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If the nature of the negotiations make a team approach preferably, or the team 

approach is chosen for some other reason, the main negotiator should be a strong 

decision maker who consults the other team members before decision making. The 

main negotiator does not differentiate himself from other team members by social 

status symbols, inequalities among the team members are minimized and the team 

members are relatively interdependent on each other.

As Finns are hired and promoted based on individual skills and company rules 

people that mange to move up in the organizational hierarchies are usually skilled 

professionals, with a specific area of expertise. As these persons have both the 

power for decision making and the needed information and expertise, they are able 

to enter the negotiations by themselves. On the other hand, as the Finns have a 

preference to specialize in one specific area of expertise they have to form 

negotiation teams when issues on different topics are involved in the negotiations. 

Therefore, if Finns use the team approach in international negotiations the team 

consists of persons who are specialists in different areas of business involved in the 

negotiations. The team uses discussion, negotiation and compromise when resolving 

conflicts. The team members expect to be consulted in their area of expertise before 

final decision making. Even though the team members are consulted before decision 

making the team leader is the one who makes the final decision and the other team 

members respect this decision.

The tendency toward punctuality and preciseness is also reflected in detailed 

preparations for the physical negotiations. Information is gathered, presentations are 

prepared and different possible out comes are considered. Team members are given 

preparation tasks and internal discussions on the up coming negotiations are done. 

Even though punctuality is carried out in information gathering and other 

preparations the time needed for the preparations phase can be quite short due to the 

need for working hard and being effective.
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As a conclusion it can be stated that the Finnish cultural values create a stereotype 

of a strongly individual business negotiator who is a specialist in his own area of 

interest. This person has most likely been appointed as the main negotiator due to 

his personal skills and position in the organization. When negotiating as a team it 

consists of persons who are all specialists in their own areas and are most likely 

responsible for that specific area. The Finnish team members want to state their 

opinions and to be consulted before decision making. However, the main negotiator 

makes the final decision and the other team members appreciate his decision. The 

Finnish business negotiator stresses the problem solving nature of negotiations and 

strives for consensus through negotiation and compromise. As the Finnish business 

negotiator has an inner urge to work hard and to be effective the social side of the 

negotiations do not come naturally for a Finn. This is because for a Finnish business 

negotiator tasks prevail over relationships. The combination of low modesty, high 

aspirations and tendency for negotiation and consensus give the stereotypical Finnish 

business negotiator a strong value base to build on.
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5 CONCLUSIONS AND IMPLICATIONS

This chapter summarizes and concludes the findings of this study. Both theoretical 

and managerial implications will be discussed and ideas for further studies will be 

presented.

5.1 Summary of the Study

This study has examined the impact that national cultures can have on the pre

negotiation phase. The first chapter introduced the topic of the study and discussed 

the background to the study. Furthermore, it stated the research problem of the 

study which is that business negotiators often make their decisions during the pre

negotiation phase unconsciously without considering enough all the underlying 

factors that influence their decision making. The first chapter also introduced the 

major research question: What is the impact of national cultures on the pre

negotiation phase in international business negotiations? Also three minor 

research questions were presented: 1) What is a pre-negotiation phase and what does 

it include, 2) Which factors affect the pre-negotiation phase, and 3) How can 

business managers study the national cultures that affect the pre-negotiation phase 

and so better prepare themselves for international negotiations?

The first chapter also stated the objectives of the study. These were divided in to 

theoretical and managerial objectives. The theoretical objectives were to create a 

framework for the pre-negotiation phase, to review the factors that influence the 

pre-negotiation phase, to create a stereotype of the Finnish national culture and by 

combining the theories of pre-negotiation phase and national culture to study how 

national cultures can influence behavior during the pre-negotiation phase in 

international business negotiations. The managerial objectives were to increase the 

understanding of the pre-negotiation phase and the various factors that influence 

behavior during the pre-negotiation phase, as well as to demonstrate how one can
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study these influencing factors. Furthermore, the limitations to the study were 

discussed and the definitions of the key concepts were stated. The structure of the 

paper was also introduced.

The second chapter reviewed the concepts of pre-negotiation phase and national 

culture from a theoretical point of view. The existing literature on international 

negotiations and national cultures was reviewed. A framework for the pre

negotiation phase was introduced and all the steps involved in the phase were 

discussed separately. In order to create a more comprehensive understanding of the 

pre-negotiation phase a framework on the factors that influence the behavior during 

the pre-negotiation phase was formed. The impact these different factors can have 

on the pre-negotiation phase was also shortly discussed. National cultures and their 

impact on the pre-negotiation phase was studied in more detail. First, the national, 

occupational and organizational cultures were defined in order to differentiate them 

from each other. Second, the national culture and its four dimensions were 

reviewed. Third, the Finnish national culture was discussed based on the Hofstede 

studies.

The third chapter discussed the methodology of this study. Different alternative 

study methods were reviewed and the chosen study method was introduced. The 

type of the study was chosen from several alternatives and the selection of the 

sample group was presented. The form and contents of the questionnaire used as 

well as the conduction of the study were reviewed.

The fourth chapter presented the empirical part of this study. The answers on the 

questionnaire were analyzed and a stereotype of the Finnish national culture was 

created based on this analysis. The impact that the Finnish national culture has on 

the pre-negotiation phase was then reviewed through discussing all the steps listed in 

the framework for the pre-negotiation phase.
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5.2 Theoretical Implications

This section will review the theoretical findings of this study. From the theoretical 

point of view, this study aimed at creating a framework for the pre-negotiation 

phase, creating a stereotype of the Finnish national culture and by combining the 

theories of pre-negotiation phase and national culture illustrate how national culture 

can influence behavior during the pre-negotiation phase in international business 

negotiations. As the impact of national cultures on the pre-negotiation phase had not 

been studied earlier, the study also aimed at fulfilling a gap in the existing research. 

The empirical part of the study also tested if the Hofstede studies can be used as a 

tool for studying the impact of national cultures in the pre-negotiation phase.

As mentioned in the first chapter the major theoretical research question of this 

study was:

What is the impact of national cultures on the pre-negotiation phase in 

international business negotiations?

As has been discussed in several occasions during this study different national 

cultures can influence the pre-negotiation phase in numerous different ways. All 

four cultural dimensions defined by Hofstede were found to have their own impact 

on the pre-negotiation phase; i.e. power distance, uncertainty avoidance, 

individualism and masculinity. It became clear during the study that national 

cultures create certain preferred behavior patterns in the pre-negotiation phase that 

seem to be predictable. Especially obvious is the impact of national cultures in the 

selection of the main negotiator and the negotiation composition. Illustrative 

examples of different culturally based preferences on the selection of the negotiation 

compositions were discussed in the theoretical part which reviewed the existing 

literature on international negotiations and national cultures. The findings of the 

empirical study on Finnish business persons demonstrated also clearly the various 

ways in which the Finnish national culture influences the behavior of the Finnish
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business negotiators during the pre-negotiation phase in international business 

negotiations.

The further theoretical research questions of this study were:

1. What is a pre-negotiation phase and what does it include?

2. Which factors affect the pre-negotiation phase?

3. Can the Hofstede study be used as a tool for studying the national cultures that 

affect the pre-negotiation phase?

The pre-negotiation phase was defined and its components were reviewed in the 

theoretical part, in which a framework for the pre-negotiation phase was introduced. 

There had not existed any such tool earlier that would have presented the pre

negotiation phase and the factors influencing it. The framework for the pre

negotiation phase proved to be a useful tool during the conduction of the study as it 

is easy to relate to and it forced the author to take into consideration all the steps in 

the pre-negotiation phase. Moreover, the framework for the pre-negotiation phase 

presents the concept of the pre-negotiation phase in an illustrative and 

understandable form.

The factors that influence the pre-negotiation phase were also discussed in the 

theoretical part, as a framework on these influencing factors was introduced. The 

author found the framework on the influencing factors to supplement the framework 

of the pre-negotiation phase. The framework of the steps involved in the pre

negotiation phase together with the framework on the influencing factors created a 

clear representation of the activities and influencing factors of the pre-negotiation 

phase. Moreover, the framework on the influencing factors proved to be very useful 

in illustrating focus areas of different sections of the study.

The suitability of the findings of the Hofstede studies to be used as a tool for further 

studies on national cultures was tested in the empirical part of this study. A survey 

was done on the cultural values of the Finnish business person by using a 

questionnaire. The respondents were asked to state their opinion on how strongly
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they agreed or disagreed with a set of value statements. These value statements were 

the same that Hofstede (1991) found to be characteristic for the Finnish national 

culture. Based on the answers on the questionnaire a stereotype of the Finnish 

national culture was created. As the respondents stated the strength of their 

agreement on the value statements given by Hofstede (1991) the findings of the 

empirical survey conducted in this study complement the findings of the Hofstede 

studies.

The author found the value statements that Hofstede (ibid.) found to be 

characteristic for the Finnish national culture also to be easy to handle and they 

served well the needs of the empirical study. Therefore, the author believes that the 

findings of the Hofstede studies can be used as a tool for more profound studies on 

national cultures.

It was explained in the theoretical part that the Hofstede (1991) study reveals only 

relative differences between different cultures and that the value statements given by 

Hofstede (ibid.) represent only extremist cultures to full extent. As Finland did not 

even once score to any extreme on any of the four dimensions of culture it can be 

misleading to create a stereotype of the Finnish national culture based only on the 

Hofstede studies. Even more so, it is dangerous for any business person to anticipate 

the behavior of Finns or to create preferred behavior patterns for them without 

further studying the values of the Finnish national culture. As the conducted 

empirical study discussed each of the values statements separately, it provided a 

more detailed picture of the Finnish national culture. Therefore, it can be seen that 

the empirical survey created new and valuable information of the cultural values of 

the Finnish business person of the late 1990’s, and that it complemented the findings 

of the Hofstede studies.
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5.3 Managerial Implications

From the managerial point of view, this study highlighted the concept of pre

negotiation phase, discussed the factors that affect the decisions made during this 

phase and demonstrated how one can study the underlying cultural factors that affect 

both the pre-negotiation phase as well as the physical negotiations themselves. In 

order to avoid culture-based problems and misunderstandings in international 

negotiations as well as misjudgments of the negotiation situation, it is of great 

importance for business managers to understand the underlying factors that affect 

both their and the other side’s (TOS) behavior in international business negotiations.

The study emphasized the importance of understanding the concept of pre

negotiation phase and the factors that influence the decisions made during it. 

Through achieving a clear understanding of the steps involved in the pre-negotiation 

phase, business persons can proceed in a logical manner and do all the required 

decisions in the right order. These steps are: 1) initiative to negotiate, 2) decision to 

enter the negotiations, 3) selecting the main negotiator, 4) selecting the negotiation 

composition, 5) preparations for the negotiation, and 6) entering the negotiations. It 

is of importance to notify that these steps should preferably be proceeded in the 

given order.

Moreover, by understanding the factors that influence both their own and the other 

side’s decisions during the pre-negotiation phase, the business persons can better 

prepare themselves for the physical negotiations. These influencing factors include 

the nature of the negotiations, individual skills and preferences of the negotiators, 

the surrounding environment, the other side of the negotiations, the collective 

experiences of the organization, occupational culture, organizational culture and 

national culture. This thesis concentrated on the impact that one of these factors, 

national culture, has on the pre-negotiation phase in international business 

negotiations.
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Through gathering information and preparing properly to the coming negotiations, 

the negotiating parties can avoid costly culturally based mistakes. Plenty of relevant 

information of the other side of the negotiations can be gathered and their preferred 

patterns of behavior can be studied. The business negotiator can even be able to 

anticipate the upcoming negotiation settings, the preferred negotiation compositions 

and negotiation styles of TOS through analyzing the national culture of TOS.

Another managerial objective of this study was to demonstrate how one can study 

the unconscious cultural factors that influence the decisions made during the pre

negotiation phase. Through being able to study the values of the national cultures 

that influence the pre-negotiation phase, business negotiators achieve a tool to better 

prepare themselves for inter-cultural negotiations. The empirical part of this study 

demonstrated how the findings of the Hofstede studies (1991) can be used as a tool 

for studying national cultures and their impact on the pre-negotiation phase. As the 

most fundamental values of a society can be discovered the behavior of the members 

of this society can be predicted. Therefore, the study provided business managers 

valuable information which they can use in order to avoid costly mistakes and better 

prepare themselves for international business negotiations.

It was concluded in the empirical study, among others, that the Finnish cultural 

values create a stereotype of a strongly individual business negotiator who is a 

specialist in his own area of interest. The main negotiator has most likely been 

selected due to his personal skills and position in the organization. Due to his high 

level of specialization the main negotiator is capable of negotiating alone as long as 

the negotiations consider only his own area of specialization. If the negotiations 

concern several areas of specialization the Finnish main negotiator most likely builds 

up a team to assist himself. When negotiating as a team it consists of persons who 

are all specialists in their own areas and are most likely responsible for that specific 

area. The Finnish team members want to state their opinions and to be consulted 

before decision making. However, the main negotiator makes the final decision and 

the other team members appreciate his decision. The Finnish business negotiator
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stresses the problem solving nature of negotiations and strives for consensus through 

negotiation and compromise.

As the Finnish business negotiator has an inner urge to work hard and to be 

effective the social side of the negotiations does not come naturally for a Finn. This 

is because for a Finnish business negotiator, tasks prevail over relationships. The 

combination of low modesty, high aspirations and tendency for negotiation and 

consensus give the stereotypical Finnish business negotiator a strong value base to 

build on.

The above description of the Finnish business negotiator helps the other side of the 

negotiations to prepare himself to the upcoming negotiations. Through studying the 

Finnish national culture and its impacts on the pre-negotiation phase, TOS can 

acquire a lot of valuable information on the preferred behavior patterns of the 

Finnish business negotiators. This knowledge helps TOS to better choose his own 

negotiation composition, strategies and tactics as well as to understand the team 

dynamics of Finnish business negotiators. Studying ones own cultural values does 

also prove beneficial as one learns to understand one’s own decision making process 

and behavior. This is especially important when negotiating as a team. In order to 

be able to use the team dynamics in its full extent, it is important to know what 

motivates your team members, what they find as important in their professional life, 

how they weight the social content to the professional content of business life etc. 

These all have an impact on the behavior of the team and thus on the result of the 

negotiations.

Studying the cultural values also creates an awareness of notifying cultural 

differences when such exist. This awareness is of great use to a business person who 

is repeatedly exposed to different cultures as it helps him to process the purpose and 

meanings of different behavior, habits and environments. Therefore, it can be 

concluded that studying national cultures and their impact on business behavior is a 

beneficial process to anyone who is involved in international business. Studying of 

national cultures should become on ongoing task to the persons involved in the
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international market place because one cannot truly understand others without being 

familiar with their most fundamental values and beliefs.

”Knowing the enemy and oneself, one will be invincible”

(Sun Tzu)

5.4 Ideas for Further Research

This study concentrated on one of the factors that influence the pre-negotiation 

phase, i.e. national culture. Figure 11 is a modification of figure 2 represented in 

chapter 2. Figure 11 illustrates all the other factors that influence the pre-negotiation 

phase except the national culture. The author believes that the impact that each of 

these factors has on the pre-negotiation phase should be studied separately. 

Moreover, the impact these factors have on the physical negotiations could also be 

studied.

Figure 11. Ideas for Further Research

Collective 
experiences of the 
organization

The nature of 
the negotiations

environment
Surrounding

Other factors

Individual skills, 
preferences...

PRE-NEGOTIATION
PHASE

Organizational culture

Occupational culture
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A closer study on the impact these factors have on the separate steps of the pre

negotiation phase could also provide valuable information for business managers. 

Especially the impact that these factors have on the selection of the negotiation 

composition should be studied in more detail.

Similar studies on other countries could also be conducted in order to exploit the 

Hofstede studies a tool in order to achieve comparative results of different national 

cultures as well. These further tests would also verify the use of the findings of the 

Hofstede studies as a tool for further studies on national cultures.

It could also be studied if the findings of the Hofstede studies can be used in similar 

pattern when studying organizational cultures and their impact on the pre-negotiation 

phase. The suitability of using the findings of the Hofstede studies as a tool for 

reflecting the impact of cultural values to other processes and phases related to 

international business where different cultures encounter, could also be an area for 

further research.
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APPENDIX la) QUESTIONNAIRE

Helsinki School of Economies and Business Administration. A questionnaire for the empirical part of a 

Masters Thesis on International business negotiations, July 1997.

This questionnaire is a part of a study on how the Finnish national culture affects international business 

negotiation strategies. The questionnaire contains 33 statements on the Finnish national culture. Please 

answer each statement with a scale from 1 to 5. (1 = strongly disagree, 5 = strongly agree)

Answer the a-statements (la., 2a. etc.) based on how well the statements correspond on your personal 

thoughts and beliefs.

Answer the b-statements (lb., 2b. etc.) based on how well the statements correspond on the thoughts and 

beliefs of Finns in average in your opinion.

Your participation is extremely valuable for the reliability of the empirical part of the study!

With gratitude: Jan Holst

Sex: F / M, Age:____ , Education_____________________________ _, Years of work experience:

Title:______________________________________________________ ___________

la. Inequalities among people should be minimized.............................................

lb. Finns believe that inequalities among people should be minimized............

2a. There should be interdependence between less and more powerful people 

2b. Finns believe that there should be interdependence between less and more 

powerful people............................................................................................................

3a. Hierarchy in organizations has been established, so that everybody would

know their own role and power towards each other............................................. 1 2 3 4 5

3b. Finns believe that hierarchy in organizations has been established, so that

everybody would know their own role and power towards each other.............. 1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

1 2 3 4 5
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4a. Decentralization is popular..................................................................................

4b. Finns believe that decentralization is popular.................................................

5a. As a subordinate I expect to be consulted in decision making.....................

5b. Finns believe that subordinates expect to be consulted in decision making

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

6a. The ideal boss is a resourceful democrat, who takes everybody’s opinions

into consideration in his actions...............................................................................

6b. Finns believe that the ideal boss is a resourceful democrat, who takes

everybody’s opinions into consideration in his actions........................................

7a. I don’t like privileges and status symbols.........................................................

7b. Finns don’t like privileges and status symbols................................................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

8a. I accept familiar risks, but I fear ambiguous situations and unfamiliar

risks...............................................................................................................................

8b. Finns accept familiar risks, but fear ambiguous situations and unfamiliar

risks...............................................................................................................................

9a. What is different, is dangerous........................................................................

9b. Finns believe that what is different, is dangerous........................................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

10a. I have an emotional need for rules......

10b. Finns have an emotional need for rules

11a. Time is money..........................................

lib. Finns believe that time is money.........

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

12a. I have an emotional need to be busy; inner urge to work hard......

12b. Finns have an emotional need to be busy; inner urge to work hard

13a. Precision and punctuality come naturally to me................................

13b. Precision and punctuality come naturally to Finns...........................

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5
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14a. I tend to suppress deviant ideas and behavior......

14b. Finns tend to suppress deviant ideas and behavior

15a. I resist innovations......................................................

15b. Finns resist innovations.............................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

16a. I get more motivated by security than by achievement......

16b. Finns get more motivated by security than by achievement

17a. My identity is based on my own individuality.....................

17b. The identity of Finns is based on their own individuality ..

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

18a. Everyone grows up to look after himself and his immediate family only 

18b. Finns believe that everyone grows up to look after himself and his

immediate family only................................................................................................

19a. Speaking one’s mind is a characteristic of a honest person.....................

19b. Finns believe that speaking one’s mind is a characteristic of a honest 

person..............................................................................................................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

20a. My communication is by nature low-context................................................

20b. The communication of Finns is by nature low-context...............................

21a. Employer-employee relationship is a contract supposed to be based on

mutual advantage..........................................................................................................

21b. Finns believe that employer-employee relationship is a contract 

supposed to be based on mutual advantage.............................................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

22a. Hiring and promotion decisions are supposed to be based on skills and

rules only........................................................................................................................

22b. Finns believe that hiring and promotion decisions are supposed to be

based on skills and rules only....................................................................................

23a. Management is management of individuals...................................................

23b. Finns believe that management is management of individuals..................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5
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24a. At work task prevails over relationship..........................................................

24b. Finns think that at work task prevails over relationship............................

25a. At work people and warm relationships are important...............................

25b. Finns think that at work people and warm relationships are important...

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

26a. I appreciate modesty and hope others to be modest......

26b. Finns appreciate modesty and hope others to be modest

27a. I feel sympathy for the weak..............................................

27b. Finns feel sympathy for the weak.....................................

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

28a. I work in order to live...............................................................

28b. Finns work in order to live......................................................

29a. As a manager I use intuition and strive for consensus........

29b. As a managers Finns use intuition and strive for consensus

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

30a. I appreciate equality very high..........................................

30b. Finns appreciate equality very high.................................

31a. I appreciate solidarity very high.......................................

31b. Finns appreciate solidarity very high..............................

32a. I appreciate quality of work life very high.....................

32b. Finns appreciate quality of work life very high............

33a. I resolve conflicts by compromise and negotiation......

33b. Finns resolve conflicts by compromise and negotiation

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

Thank you for your valuable participation!
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APPENDIX lb) KYSELYLOMAKE

Kyselylomake Helsingin kauppakorkeakoulussa tehtävään Pro Gradu tutkielmaan, heinäkuussa 1997.

Tämä kyselylomake kuuluu osana tutkielmaan, joka selvittää kansallisen kulttuurin vaikutuksia 

kansainvälisiin neuvottelustrategioihin. Kyselylomake sisältää 33 väittämää suomalaisesta kansallisesta 

kulttuurista. Ole hyvä ja vastaa kaikkiin kohtiin arvoasteikolla l:stä 5:een. (1 = aivan erimieltä,

5 = aivan samaamieltä)

Vastaa a -kohtiin (1 a., 2 a. jne.) oman mielipiteesi mukaan; mitä mieltä olet itse henkilökohtaisesti 

kyseisestä väittämästä, kuinka hyvin kyseinen väittämä kuvastaa sinun mielipiteitäsi.

Vastaa b -kohtiin (1 b., 2 b. jne.) sen perusteella miten luulet väittämän kuvaavan keskivertosuomalaisen 

mielipiteitä/näkemyksiä.

Vaustauksesi on erittäin tärkeä tutkielmani kattavuuden ja onnistumisen kannalta!

Sukupuoli: N / M, Ikä:____ , Koulutus:_______________________________ , Työkokemus vuosina:

T y ötehtävä :_____________________________________________________________________________ _

la. Ihmisten tulisi olla mahdollisimman tasa-arvoisia............................................. 1 2 3 4 5

lb. Suomalaisten mielestä ihmisten tulisi olla mahdollisimman tasa-arvoisia .... 1 2 3 4 5

2a. Enemmän ja vähemmän vaikutusvaltaisten ihmisten tulisi olla

voimakkaassa vuorovaikutussuhteessa keskenään.................................................... 1 2 3 4 5

2b. Suomalaisten mielestä enemmän ja vähemmän vaikutusvaltaisten ihmisten

tulisi olla voimakkaassa vuorovaikutussuhteessa keskenään.................................. 1 2 3 4 5

3a. Organisaatioiden hierarkiat on luotu, jotta kaikki sen jäsenet tietäisivät

omat työroolinsa ja valtasuhteensa toisiinsa nähden................................................ 1 2 3 4 5

3b. Suomalaisten mielestä organisaatioiden hierarkiat on luotu, jotta kaikki sen

jäsenet tietäisivät omat työroolinsa ja valtasuhteensa toisiinsa nähden............... 1 2 3 4 5
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4a. On hyvä että toimintoja, valtaa ja vastuuta hajautetaan.....................

4b. Suomalaisten mielestä on hyvä että toimintoja, valtaa ja vastuuta

hajautetaan.........................................................................................................

5a. Alaisena odotan saavani osallistua päätöksentekoon...........................

5b. Alaisina suomalaiset odottavat saavansa osallistua päätöksentekoon

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

6a. Ihanteellinen esimies on demokraattinen päätöksentekijä, joka huomioi

kaikkien mielipiteet toiminnassaan......................................................................

6b. Suomalaisten mielestä ihanteellinen esimies on demokraattinen

päätöksentekijä, joka huomioi kaikkien mielipiteet toiminnassaan...............

7a. En pidä etuoikeuksista enkä status symboleista........................................

7b. Suomalaiset eivät pidä etuoikeuksista eivätkä status symboleista..........

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

8a. Hyväksyn tiedostetut riskit mutta pelkään kuitenkin ennalta arvaamattomia

tilanteita ja tuntemattomia riskejä...............................................................................

8b. Suomalaiset hyväksyvät tiedostetut riskit mutta pelkäävät kuitenkin ennalta

arvaamattomia tilanteita ja tuntemattomia riskejä....................................................

9a. Kaikki vieras ja tuntematon on vaarallista.......................................................

9b. Suomalaisten mielestä kaikki vieras ja tuntematon on vaarallista...............

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

10a. On hyvä että on sääntöjä, jotka kertovat millainen tunteidenilmaisu on

sosiaalisesti sallittua.......................................................................................................

10b. Suomalaisten mielestän on hyvä että on sääntöjä, jotka kertovat millainen

tunteidenilmaisu on sosiaalisesti sallittua..................................................................

1 la. Aika on rahaa.........................................................................................................

11b. Suomalaisten mielestä aika on rahaa................................................................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

12a. Minulla on tunnepohjainen tarve olla kiireinen; sisäinen halu työskennellä

kovasti...............................................................................................................................

12b. Suomalaisilla on tunnepohjainen tarve olla kiireisiä; sisäinen halu

työskennellä kovasti.......................................................................................................

13a. Tarkkuus ja täsmällisyys ovat minulle luontaisia...........................................

13b. Tarkkuus ja täsmällisyys ovat suomalaisille luontaisia.................................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5
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14a. Tukahdutan mielelläni eroavat ajatukset ja käyttäytymisen........................

14b. Suomalaiset tukahduttavat mielellään eroavat ajatukset ja käyttäytymisen

15a. Vastustan uudistumista.......................................................................................

15b. Suomalaiset vastustavat uudistumista.............................................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

16a. Motivoidun turvallisuudesta ja arvonannosta tai kuuluvuudentunteesta 

16b. Suomalaiset motivoituvat turvallisuudesta ja arvonannosta tai

kuuluvuudentunteesta.............................................................................................

17a. Oma identiteettini perustuu omaan itseeni................................................

17b. Suomalaisten identiteetti perustuu yleensä omaan itseen......................

1 2 3 4 5

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

18a. Jokainen kasvaa huolehtimaan ainoastaan itsestään ja läh¡perheestään........

18b. Suomalaisten mielestä jokainen kasvaa huolehtimaan ainoastaan itsestään

ja lähiperheestään............................................................................................................

19a. Omien ajatusten puhuminen julki on rehellisen henkilön luonteenpiirre .... 

19b. Suomalaisten mielestä omien ajatusten puhuminen julki on rehellisen 

henkilön luonteenpiirre.................................................................................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

20a. Kommunikointini on suoraa ja selkeää eikä siihen liity piilotettuja

merkityksiä.....................................................................................................................

20b. Suomalaisten kommunikointi on suoraa ja selkeää eikä siihen liity

piilotettuja merkityksiä................................................................................................

21a. Työntekijä-työnantaja suhdeen tulee olla molempia osapuolia hyödyttävä

sopimus...........................................................................................................................

21b. Suomalaisten mielestä työntekijä-työnantaja suhteen tulee olla molempia 

osapuolia hyödyttävä sopimus....................................................................................

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

22a. Palkkaus- ja ylennyspäätöksien tulisi perustua ainoastaan taitoihin ja

sovittuihin sääntöihin...................................................................................................... 1 2 3 4 5

22b. Suomalaisten mielestä palkkaus- ja ylennyspäätöksien tulisi perustua

ainoastaan taitoihin ja sovittuihin sääntöihin............................................................. 1 2 3

23a. Johtaminen on yksilöiden eikä ryhmien johtamista........................................ 1 2 3

23b. Suomalaisten mielestä johtaminen on yksilöiden eikä ryhmien johtamista . 12 3

4 5 

4 5 

4 5
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24a. Työpaikalla tehtävät ovat tärkeämpiä kuin sosiaaliset suhteet......................

24b. Suomalaisille tehtävät ovat työpaikalla tärkeämpiä kuin sosiaaliset suhteet

25a. Työpaikalla ihmiset ja lämpimät suhteet ovat tärkeitä..................................

25b. Suomalaisille ihmiset ja lämpimät suhteet ovat tärkeitä työpaikalla..........

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

26a. Edellytän kaikkien olevan vaatimattomia........................

26b. Suomalaiset edellyttävät kaikkien olevan vaatimattomia

27a. Tunnen sympatiaa heikkoja kohtaan.................................

27b. Suomalaiset tuntevat sympatiaa heikkoja kohtaan.........

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

28a. Teen töitä voidakseni elää....................................................................................

28b. Suomalaiset tekevät töitä voidakseen elää.......................................................

29a. Johtajana ollessani käytän intuitiota ja pyrin yksimielisyyteen...................

29b. Johtajina Suomalaiset käyttävät intuitiota ja pyrkivät yksimielisyyteen ....

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

30a. Arvostan paljon tasa-arvoa.......................................................

30b. Suomalaiset arvostavat paljon tasa-arvoa..............................

31a. Arvostan paljon yhteenkuuluvuuden tunnetta.......................

31a. Suomalaiset arvostavat paljon yhteenkuuluvuuden tunnetta

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

32a. Arvostan paljon työelämän laatua..........................................................

32a. Suomalaiset arvostavat paljon työelämän laatua.................................

33a. Ratkon erimielisyydet neuvottelemalla ja tekemällä kompromisseja 

33b. Suomalaiset ratkovat erimielisyydet neuvottelemalla ja tekemällä 

kompromisseja....................................................................................................

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5

1 2 3 4 5

Kiitos arvokkaasta osallistumisestasi!
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APPENDIX 2.

The companies the respondents represent and i

Company name:

1. Suomen Optio Meklarit

2. Opstock

3. Procter & Gamble Finland

4. Tele

5. Outokumpu Copper

6. YIT-Yhtymä

7. Instrumentarium ltd.

8. 3M Finland

9. Rauni Holst Communications

10. Tuokko Deloitte & Touche 1

11. Inchape Motors Finland

12. Arkwright

13. Shell Finland

14. Ojutkangas Clinics

15. A-lehdet

16. Cap Gemini

17. Oy Vermco ltd.

18. Integro Finland

field of industry they operate in.

Field of operation:

Broker company

Broker company

Multinational consumer goods company 

Telecommunications operator 

Mining and manufacturing 

Construction company 

Optical retail company 

Multinational conglomerate 

Communications consulting 

Auditing and book keeping 

Car retail

Management consulting 

Petrol distribution and retail 

Private medical clinic 

Publishing

Technology consulting 

Agent for technology products 

Management consulting

122



APPENDIX 3.

COMPLETE NUMERICAL ANALYSIS OF THE ANSWERS ON THE QUESTIONNAIRE

The numbers In the table represent average figures on the evaluations given on a scale from 1 to 5.

— ------------1--------- 1------1---------- 1----------1 I I I I I I I-----------------
Total Gender Age Working experience Education Profession

tion nro. male 0-30 I 31-40 41-50 ! >51 0-5 B-10 11-20 21-30 I >31 hschool college uni Clerk middle mngnt upper mngnt | top mngnt

43 4,4 4,2 4,3 4.4 4,4 4,1 4,¿ 4,4 4,4 " 4,1 4,4 4,è 4,3 4,i 4,4 4,1 4,4 4,0

4,1 4,1 4,1 4 4,1 4,2 4,2 4,1 3,9 4,4 4,2 4,0 3,6 4,1 4,3 4,0 4,1 4,4 3,8

4,0 4,0 4,0 3,9 4 4,4 3,7 4,0 3,9 3,7 4,3 4,1 4,5 4,1 3,7 3,7 4,2 4,3 3,7

3,2 3,4 3,1 2,7 3,6 3,5 3,5 2,6 3,2 3,9 3,5 3,4 3,9 3,1 3,0 3,1 3,0 3,4 3,7

3,6 3,6 3,6 3,6 3,6 3,5 3,6 3,6 3,5 3,6 3,6 3,7 3,5 3,3 3,8 3,8 3,3 3,5 3,8

3,7 4,0 3,6 3,7 3,9 4,0 3,3 3,6 3,8 3,8 4,2 3,0 3,9 3,7 3,7 3,8 3,7 3,9 3,0

4,4 4,4 4,4 4,3 4,4 4,4 4,8 4,4 4,2 4,4 4,6 4,9 4,7 4,4 4,4 4,3 4,5 4,4 4,8

3,9 3,9 3,9 3,7 4 4,0 4,1 3,6 4,0 4,4 4,0 3,7 3,8 3,9 3,9 3,8 3,9 4,2 3,7

4,4 4,6 4,4 4,2 4,7 4,5 4,6 4,2 4,5 4,6 4,7 4,6 4,5 4,1 4,7 4,3 4,4 4,6 4,7

3,7 3,5 3,8 3,3 3,8 4,1 3,9 3,4 3,5 3,8 4,1 4,0 3,8 3,8 3,5 3,8 3,1 3,9 4,2

3,5 3,5 3,5 3,5 3,4 3,9 3,2 3,6 3,3 3,2 3,6 3,9 4,1 3,7 3,2 3,6 3,1 3,7 3,5

4,2 4,2 4,1 4 4,1 4,4 4,3 4,1 4,2 4,0 4,2 4,6 4,0 4,3 4,1 4,0 4,1 4,3 4,7

3,1 3,0 3,2 2,5 3,4 3,2 3,9 2,4 3,3 3,3 3,2 4,0 3,5 3,1 3,0 3,3 2,3 3,2 4,2

3,2 3,1 3,3 3,1 3,1 3,1 3,8 3,2 3,1 3,3 3,3 3,4 3,8 3,1 3,1 3,5 2,8 3,3 3,5

3,0 2,8 3,0 3 2,4 2,9 3,6 3,2 2,7 2,6 3,0 3,4 2,7 3,0 3,0 3,2 2,4 2,9 3,8

3,6 3,7 3,6 3,7 3,9 3,9 2,8 3,8 3,7 3,8 3,8 2,7 3,9 3,4 3,7 3,8 3,7 3,7 2,8

1,4 1,5 1,3 1,3 1,2 1,4 1,7 1,4 1,2 1,1 1,5 1,9 1,6 1,4 1,3 1,3 1,2 1,6 1,7

3,3 3,6 3,1 3,1 3,4 3,3 3,4 3,3 3,0 3,3 3,4 3,4 3,4 3,1 3,4 3,2 3,2 3,3 3,7

2,5 2,4 2,6 2,7 1,9 2,7 2,7 2,9 2,3 1,7 2,6 3,0 2,3 2,6 2,5 2,4 2,3 2,6 3,2

3,3 3,3 3,4 3,5 3,1 3,6 3,1 3,8 3,2 2,7 3,7 3,0 3,1 3,5 3,4 3,3 3,3 3,5 3,5

3,6 3,8 3,4 3,3 3,6 3,7 4 3,4 3,2 3,6 4,0 3,9 3,5 3,5 3,7 3,2 3,7 3,7 4,0

3,3 3,7 3,1 3,3 3,5 3,3 3,2 3,5 3,2 3,1 3,6 3,0 3,8 3,1 3,3 3,4 3,4 3,3 3,0

3,6 3,5 3,7 3,6 3,3 3,6 3,9 3,6 3,8 2,9 3,4 4,1 3,0 3,6 3,8 3,3 3,8 3,6 4,2

3,2 3,2 3,2 3,1 3,1 3,3 3,3 3,1 3,2 3,2 3,3 3,1 3,2 3,0 3,3 3,2 3,1 3,2 3,3

4,0 4,2 3,9 4 3,6 4,0 4,4 3,9 4,0 3,7 4,0 4,4 4,1 3,9 3,9 3,7 4,2 4,1 4,3

3.8 3,9 3,8 3,8 3,6 4,1 3,8 3,7 3,7 4,0 4,1 3,6 4,0 3,8 3,7 3,6 3,9 4,1 3,5

2,0 2,1 2,0 2 1,8 2,6 1,8 2,0 2,2 1,3 2,6 2,0 2,0 2,1 2,0 1,8 2,1 2,5 1,7

3,2 3,5 3,0 3 3,5 3,4 3 2,8 3,5 3,2 3,6 3,0 3,6 3,0 3,1 3,4 2,6 3,3 3,5

1,3 1,5 1,3 1,4 1,3 1,3 1,5 1,2 1,5 1,2 1,3 1,4 1,5 1,3 1,3 1,2 1.4 1,4 1,5

3,0 3,0 3,0 3,1 2,9 2,6 3,2 3,3 2,8 2,8 2,7 3,4 2,8 2,9 3,1 3,2 2,8 2,5 3,8

3,7 3,5 3,8 4 3,3 3,3 4,2 4,0 3,7 3,2 3,4 4,1 3,2 3,8 3,9 3,7 3,7 3,6 4,0

4,2 4,1 4,2 4,2 4,1 4,2 4,2 4,2 4,1 4,1 4,3 4,0 4,0 4,1 4,3 4,0 4,3 4,4 3,8

4,3 4,3 4,3 4,3 4,3 4,4 4,2 4,1 4,3 4,6 4,4 4,1 4,5 4,2 4,2 4,3 4,2 4,4 4,2

3,0 2,7 3,2 3 2,9 2,9 3,3 3,0 2,8 3,1 3,0 3,3 3,1 3,0 3,0 3,0 3,1 2^9l 3,3

2,4 2,6 2,3 2,1 2,4 2,7 2,7 2,1 2,3 2,0 2,7 3,1 2,5 2,4 2,4 2,2 2,2 2Л 3,3
2,8 3,2 2,6 2,5 2,8 3,7 2,6 2,5 2,8 2,4 3,6 2,9 3,2 2.8 2,7 2,8 2,2 3.3 3,0

3,1 3,0 3,2 3,1 2,6 3,3 3,7 3,3 2,7 2,3 3,5 4,1 3,2 3,0 3,2 3,3 2,4 3,1 4,7

3,2 3,5 3,1 3,3 2,9 3,7 2,9 3,4 3,0 2,8 3,6 3,1 3,0 3,1 3,4 3,3 2,9 3,4 3,3

3,3 3,0 3,5 3,1 3,5 3,0 4 3,3 3,0 3,6 3,2 4,0 3,3 3,8 3,1 3,2 3,2 3,3 4,2

3,3 3,3 3,4 3,5 3,5 3,0 3 3,8 3,2 3,4 3,0 2,7 2,8 3,4 3,5 3,5 3,5 3,0 3,0

4,9 4,9 4,9 4,8 4,9 5,0 4,8 4,8 4,9 4,9 5,0 4,7 4,8 4.9 4,9 4,9 4,9 4,9 4,8

4,3 4,3 4,3 4,1 4,4 4,4 4,4 4,0 4,3 4,7 4,4 4,3 4,4 4,4 4,2 4,2 4,3 4,3 4,3

4,5 4,7 4,4 4,2 4,9 4,5 4,6 4,1 4,8 4,6 4,8 4,4 4,8 4,3 4,5 4,6 4,3 4,5 4,7

4,3 4,4 4,2 4,3 4,4 4,6 3,8 4,3 4,5 4,0 4,9 3,3 4,3 4,1 4,4 4,4 4,4 4,4 3,3

3,1 3,6 2,9 2,9 3,4 3,3 3 2,8 3,2 3,9 3,1 3,0 3,1 3,0 3,2 3,4 2,8 3,0 3,5

3,1 3,1 3,1 3,2 3,3 3,2 2,5 3,2 3,2 3,6 2,9 2,3 3,0 3,1 3,1 3,4 3,0 3,0 2,5

. 3,4 3,8 3,2 3,5 2,9 3,6 3,9 3,4 3,3 3,1 4,0 3,4 3,0 3,4 3,6 3,6 3,0 3,4 4,0

. 3,2 3,4 3,0 3,4 3,1 3,4 2,6 3,3 3,3 3,2 3,4 2,3 3,4 3,0 3,2 3,3 3,3 3,2 2,3

. 4,2 4,2 4,2 4 4,2 4,4 4,1 4,0 4,2 3,9 4,6 4,3 4,5 4,3 3,9 4,3 3,9 4,3 4,0

>. 3,7 3,7 3,8 3,6 3,6 3,9 3,9 3,6 3,5 3,8 4,1 3,9 3,8 3,8 3,7 3,9 3,3 3,9 3,8

2,7 2,2 3,1 3 2,6 2,2 3 3,1 3,3 1,7 2,3 3,1 1,9 2,9 3,0 3,1 2,6 2,2 3,7

>. 3,5 3,8 3,3 3,6 3,4 3,4 3,3 3,8 3,4 3,0 3,6 3,4 3,0 3,4 3,7 3,5 3,6 3,2 3,8

3,6 3,6 3,6 3,5 3,5 3,8 4 3,4 3,8 3,6 3,7 4,0 3,3 3,9 3,6 3,6 3,4 3,7 4,0

). 3,5 3,7 3,3 3,3 3,3 3,7 3,7 3,4 3,2 3,6 3,8 3,4 3,2 3,5 3,5 3,4 3,2 3,6 3,7

3,5 3,6 3,5 3,5 3,4 3,7 3,4 3,5 3,9 3,0 3,6 3,6 3,5 3,7 3,4 3,6 3.4 3,6 3,3

). 3,9 4,1 3,8 4 4,1 4,0 3,5 3,8 4,3 3,9 3,9 3,6 4,3 4,0 3,7 3,9 4,1 4,0 3,2

. 3,5 3,7 3,3 3,4 3,6 3,7 3,3 3,3 3,5 3,3 3,5 4,0 3,7 3,4 3,4 3,4 3,4 3,5 3,8

). 2,9 2,8 3,0 3,3 3 2,6 2,4 3,2 3,1 2,8 2,5 2,7 3,4 2,8 2,8 3,0 3,4 2,6 2,5

1. 4,2 4,4 4,1 4,2 4,4 4,0 4 4,2 4,2 4,4 3,9 4,3 4,1 4,2 4,2 4,3 4,3 4,0 4,0

). 4,1 4,3 4,0 4,2 4,1 4,2 3,9 4,2 4,1 4,1 4,2 3,9 4,0 4,3 4,1 4,1 4,3 4,2 3,7

1. 3,8 3,7 3,9 3,9 3,9 3,4 3,9 3,8 4,0 3,7 3,3 4,3 4,0 3,8 3,7 3,8 3,9 3,6 4,0

). 3,9 3,8 3,9 3,9 3,9 3,7 4 3,9 4,0 3,9 3,7 4,0 4,2 3,9 3,7 3,9 3,9 3,8 3,8

. 4,5 4,5 4,6 4,5 4,6 4,6 4,5 4,6 4,4 4,8 4,4 4,7 4,6 4,5 4,5 4,6 4,5 4,6 4,3

). 4,1 4,1 4,0 3,7 4,6 4,3 3,8 3,8 4,0 4,6 4,3 3,7 4,4 4,1 3,9 4,1 3,9 4,3 3,5

1. 4,1 4,0 4,1 4,2 4,1 4,1 3,9 4,2 4,1 3,7 4,3 4,0 4,1 4,1 4,1 4,3 3,8 4,0 4,2

). 3,4 3,3 3,4 3,3 3,4 3,6 3,3 3,3 3,2 3,3 3,8 3,1 3,3 3,4 3,3 3,3 3,3 3,5 3,2

rage age 37,5 37,9 37,4 26,5 34,6 45,8 56,4 26,4 32,0 37,6 47,9 58,0 36,1 41,1 35,9 31,0 29,3 45,4 59,3

rg. work ex 14,8 15,5 14,4 3,6 10,3 24,3 34,8 2,5 8,4 14,1 26,5 38,3 16,5 18,5 11,8 7,8 5,6 23,5 38,3
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