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ABSTRACT 

 
Due to rapid globalisation Finnish organisations have increasingly developed their 
operations internationally. Along this process many organisations have come across 
the invisible borders of culture as they have expanded their scope of business. For the 
international companies, understanding the culture they are operating within has 
become a crucial asset. Since the early 1990’s the ‘China phenomena’ has been a 
synonym for the internationalisation of organisations, employees and products, also in 
Finland where companies are increasingly shifting their operations to China, merging 
Chinese and Finnish organisations, and establishing joint ventures with Chinese 
partners.  
 
The purpose of this study is to increase our knowledge and understanding of how 
Chinese workers integrate into the Finnish organisation culture and to define which 
specific factors support the integration process and which, conversely, disrupt the 
process. Further, the deeper objective of the research is to study what meanings 
employees give to the term multicultural organisation and, further, whether they 
consider their employer as representing one. For the purpose of the study a theoretical 
framework was developed following the principles of similar studies conducted 
previously. The integration process is examined in three levels: individual, national, 
and organisational. This study is focusing the questions of Chinese professional 
employee integration from the viewpoint of six Chinese employees, working in 
different Finnish organisations located in Finland. Study was implemented by 
utilising open-ended, semi-structured theme interviews.   
 
The results of the study indicate that the Chinese employees are well integrated into 
the Finnish organisations and that they can manage well the cultural challenges 
present in their everyday life and work. Factors supporting integration were family 
connections, previous international experience, language competency and social 
support at work. Factors preventing full integration were lack of family connections, 
hindrances to proceed in one’s career and lack of language skills. Most of the 
employees considered their employment in a Finnish organisation only temporal; their 
main focus was to gain international experience. However, it seemed that the Finnish 
organisation were unsure how to utilise the cultural asset these Chinese employees 
brought to the organisation and its’ functions.  
 
Multicultural organisation was considered simply a state of the organisation that is 
already accomplished; once the operations, staff and atmosphere are international the 
organisation is multicultural, which enables the employees and management to focus 
on other important issues. The views were quite controversial and imply that there is a 
need for cultural management but at the same time that cultures should not be focused 
on. In other words, new concepts and approaches must be developed in order to 
understand better the cultural state of our organisations.  
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TIIVISTELMÄ 

 
Työmarkkinoiden globalisoitumisen myötä yhä useampi suomalaisorganisaatio on 
siirtänyt toimintansa painopistettä kansainvälisille markkinoille. Asiakaskunnan ja 
markkina-alueen muutoksen myötä myös työvoima on kansainvälistynyt ja 
kulttuurikysymyksistä sekä kulttuurien johtamisesta on tullut oleellinen osa 
suomalaisorganisaatioiden toimintaa. Muutoksen myötä erityisesti Kiinan osuus 
suomalaisessakin palapelissä on kasvanut; suuri osa tuotteistamme tehdään Kiinassa 
ja monet suomalaisyritykset tavoittelevat markkinaosuutta kiinalaisilla markkinoilla. 
Suomalaisorganisaatiot tarvitsevat uudessa tilanteessa Kiinan markkinoiden, kielen ja 
kulttuurin ymmärtäviä työntekijöitä.  
 
Tämä tutkimus keskittyy kiinalaisiin työntekijöihin suomalaisorganisaatioissa. 
Tutkimuksen tärkein tavoite on selvittää, kuinka kiinalaistyöntekijät integroituvat 
suomalaisorganisaatioihin. Tutkimus rakentaa teoriaviitekehyksen aiempien 
tutkimusten pohjalta ja tarkastelee työntekijäintegraation kysymystä yksilön, 
kansallisen identiteetin ja organisaatiokulttuurin näkökulmasta. Tutkimus pyrkii 
osoittamaan integraatiota tukevat sekä estävät tekijät työntekijän näkökulmasta. 
Tutkimus on toteutettu haastattelemalla kuutta kiinalaistyöntekijää, jotka 
työskentelevät suomalaisissa kansainvälisissä organisaatioissa. Tutkimus koskee niin 
sanottuja professionaalityöntekijöitä, eli työntekijöitä, jotka ovat valinneet 
ammattinsa muista, kuin puhtaasti toimeentulollisista syistä.  
 
Tutkimus osoittaa, että kiinalaistyöntekijät ovat integroituneet 
suomalaisorganisaatioihin hyvin, halliten kulttuurisia haasteita arjessaan ja työssään 
erinomaisesti. Tärkeimpiä integraatiota tukevia tekijöitä ovat perhesiteet, aiempi 
kansainvälinen kokemus, kielitaito sekä työpaikan sosiaalinen tuki. Integraatiota 
estäviä tekijöitä ovat puolestaan perheen tuen puute, esteet uralla etenemiseen ja 
kielitaidon puute. Suurin osa kiinalaistyöntekijöistä koki työsuhteensa vain 
väliaikaiseksi. Työsuhteen tärkein anti oli lisätä työntekijän henkilökohtaista 
kompetenssia sekä kansainvälistä kokemusta. Tutkimus antaa viitteitä siihen, etteivät 
suomalaisorganisaatiot osaa vielä täysin hyödyntää kiinalaistyöntekijöiden 
kulttuurista kompetenssia toiminnassaan, työntekijät sen sijaan hyödyntävät hyvin 
kansainvälisen organisaation tarjoamia mahdollisuuksia.  
 
Monikulttuurisen organisaation käsite oli tunnistettava, mutta monikulttuurisuutta 
pidettiin asiantilana, jonka suomalaiset organisaatiot ovat jo saavuttaneet ja voivat 
näin ollen keskittyä muihin organisatorisiin haasteisiin. Työntekijöiden mielestä 
kulttuureita tuli ehdottomasti ”johtaa”, mutta ei monikulttuurisuuden näkökulmasta. 
Käsite oli monen mielestä vanhentunut. Tutkimuksen tuloksena voidaankin pitää 
tarvetta uusille käsitteille ja malleille monikulttuurisen johtamisen alueella Suomessa 
ja muualla. Samalla on tärkeää kysyä, ovat suomalaisorganisaatiot tarpeeksi 
kiinnostavia ja sitouttavia, jotta kiinalaistyöntekijät voisivat jäädä tänne myös lyhyen 
työsuhteen jälkeen.  
 

 

 



!

!

CONTENTS!

1 INTRODUCTION!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! "!
2 THEORETICAL BACKGROUND AND ANALYTICAL FRAMEWORK !!! #$!

2.1 Globalisation !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!#$!
2.2 Culture !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!#%!

2.2.2 Chinese and Finnish culture measured in five dimensions """"""""""""""""""""""""""""""""""""""""""""##!
2.2.3 Organisation culture """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""#$!
2.2.4 National Cultures in Organisations """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""#%!
2.2.5 National Cultures in organisations – The Chinese case """"""""""""""""""""""""""""""""""""""""""""""""""#&!
2.2.6 National cultures in organisations – The Finnish case """"""""""""""""""""""""""""""""""""""""""""""""""""'(!
2.2.7 Expected organisational challenges """""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""'$!
2.2.8 Social identity manifested in groups""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""')!
2.2.9 Multicultural organisation as a paradigm"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""'%!

2.3 Acculturation !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!&'!
2.3.1 Integration"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""*(!
2.3.2 Studying Cultural integration """""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""*'!

2.4 Analytical framework !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!((!
3 METHODOLOGY!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! ('!

3.1 Why qualitative research methods? !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!"#!
3.1.1 Sample """""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""$#!

3.2 Research quality!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!")!
3.2.1 Validity and Reliability """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""$)!
3.2.2 Objectivity """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""$&!
3.2.3 Credibility, transferability, and dependability """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""$&!

3.3 Utilization of the Theme Interview !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!"'!
4 ANALYSIS !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! ))!

4.1 Individual Integration!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!)$!
4.1.1 Language Competency """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""")&!
4.1.2 International Background """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""%+!
4.1.3 Personal Motivation """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""%#!

4.2 National integration !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!$%!
4.2.1 National culture Dimensions """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""&+!
4.2.2 Mutual Accommodation """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""&#!

4.3 Organisational Integration !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!%"!
4.3.1 Cultural Dimensions at the workplace """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""&$!
4.3.2 Social Support at work """""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""&&!
4.3.3 Multicultural organisation """"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""",+!

5 DISCUSSION !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! '&!
6 CONCLUSIONS!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! '$!

6.1 Individual, national, and organisational integration !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!'$!
6.2 Culture in a multicultural organisation !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*#!
6.3 Final discussion reflected to the theory!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*+!
6.4 Managerial implications!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*"!
6.5 Limitations and critique towards the study !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*"!
6.6 The quality of the Thesis !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*)!
6.7 Suggestions for further research !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!! #*%!

REFERENCES !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!#*'!
ELECTRONIC REFERENCES !!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!##"!



!

!

!

LIST OF FIGURES!

 

Figure 1. Cultural Dimensions in Chinese and Finnish culture (Hofstede and Hofstede 

2005), page 24.  

Figure 2. Two-fold acculturation, page 28. 

Figure 3. Levels of integration by Berry (2005), page 40. !

Figure 4. Two dimensions of integration (Berry 1987), page 45. 

Figure 5. Theoretical framework of the study, page 48. 

Figure 6. The research process, page 51.  

Figure 7.  The journey between ideas and conclusions. Hirsjärvi and Hurme (2009, 

67), page 65.  

Figure 8. Chinese professional employee and family relations, page 75.  

 

 

LIST OF TABLES 

 

Table 1. Sub-cultures within an organisation culture, page 26.  

Table 2. Characters of Chinese and Finnish organisation culture, page 36. 

Table 3. Interview framework, page 61-63. 

Table 4. Framework of the Template Analysis, page 66-67. 

Table 5. Emerged themes mentioned by the interviewees, template analysis, page 67.  



!

!

1 INTRODUCTION 
!
The pace of globalisation has increased significantly since the late 1980’s, which has 

substantially cultivated the operational environment of individuals, organisations and 

nations since then (Kultalahti et al. 2009; Johnson et al. 2006). Along with the 

mobility of goods, capital, people and ideas we now live in a world that is 

simultaneously divergent and mixed. Many organisations have the whole world as 

their operational field and they have come across the invisible borders of culture as 

they have expanded their scope of business. For the international companies, 

understanding the culture they are operating within has become a crucial asset 

(Björkman et al. 2007, 2004; Salk and Shenkar 2001; Oerlemans and Peeters 2010). 

Additionally, the significance of culture as a field of study in organisation science and 

business studies has vastly increased (Schein 2004).  

 

The ‘China phenomena’ has been acknowledged globally, also in Finland where 

companies are increasingly shifting their operations to China, merging Chinese and 

Finnish organisations, and establishing joint ventures with Chinese partners. China is 

Finland’s biggest trading partner in Asia, and Finland is China’s biggest trading 

partner among Scandinavian countries. There are over 200 registered Finnish 

companies operating in China, whose combined turnover was over 10 billion euro in 

2005.1 Despite the increased engagement between Finland and China there are still 

various uncovered research topics for better understanding of the dynamics between 

these two countries.  

 

Based on the global trend one would think that the amount of Chinese professionals in 

Finnish organisations would have increased along with the increased business 

between China and Finland. However, the amount of Chinese employees in 

professional fields such as IT, business, and education is still relatively small and we 

have very little knowledge about those employees; why do they choose to live and 

work in Finland, how do they experience the Finnish culture and most importantly 

!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!!
(!The Embassy of Finland in China 
http://www.finland.cn/public/default.aspx?contentid=91264&contentlan=1&culture=f
i-FI 
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from the organisational point how have they integrated into the Finnish organisations? 

Employee integration means that the employee belongs to the work community, has a 

clear idea of their role and responsibilities, feels empowered at their job and feels that 

they can develop themselves in the currently organisation. From the organisations’ 

perspective, it means that the employee brings value to the organisation and wants to 

share their knowledge and skills to assist in the common good. In other words, 

successful employee integration is a vital part of every functioning organisation. 

 

The current panacea to every cultural issue in the context of organisation is 

multiculturalism, which is a widely accepted and useful concept even though it is still 

quite blurry as to what ‘multicultural’ actually means and how it brings value to an 

organisation. According to common sense, multicultural organisation means an 

organisation that usually operates in the international field, their employees represent 

different national cultures and their official language is, more often than not, English. 

The question ‘what does the concept explain and cover when observed closely’ still 

remains. It is important to ask whether multicultural approach raises certain issues in 

the organisation or whether it is the solution to the cultural issues in the organisation.   

 

1.1 Problem formulation 

 

During the last ten years a multicultural organisation has become an identifiable 

panacea, especially in the context of international business. Globalisation and 

employee immigration have driven many organisations to a situation where, in order 

to succeed, it has become crucial to manage and understand different cultures both in 

their (business) environment and inside the organisation, as the staff have become 

culturally diverse. If the organisation sees and appreciates the value of different 

cultures it can be defined as a multicultural organisation (Nahavandi and Malekzadeh 

1988, 83).  

 

Interest towards acculturation in the context of organisation stems from the question 

how a culture affects the organisation. Depending on the study, the focus can be on 

the organisational culture or on the national culture. When the scope is narrowed 

down to the level of national culture we may ask how members of a certain national 

culture acculturate to the organisation under study. There are numerous studies 
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concentrating on national cultures in organisations, most of them one way or another 

referring to Hofstede’s (1980; 1991) famous concept of five cultural dimensions that 

measure and model different national cultures. Most of the studies either use 

Hofstede’s model as an establishment for their studies (Teerikangas and Very 2006) 

or alternatively argue with his view that cultures are stable over time (Trux 2007). 

Some studies also question Hofstede’s assumption of the cultural stability but still see 

his theory as one worth applying (Barkema and Vermeulen 1997). The important 

question of all studies in the field of culture in the context of organisation is whether 

or not culture matters. Child and Markóczy (1993) suggest that there is no question 

that national cultural values would not inevitably shape the way people interact with 

each other in social environments, including organisations. This is because national 

cultures are the source of tendency of certain patterns of behaviour. Different cultures 

are often evaluated and categorized with the concept of cultural distance, which has 

also received heavy criticism for the similar reasons as Hofstede’s dimensions; the 

concept of cultural distance presumes that cultures can be described and classified, in 

other words, that culture is stable over a time (Shenkar 2001, 523-526). The cultural 

distance hypothesis suggests that costs and risks increase when the amount of cross-

cultural contact increases among partners who come from very different cultural 

backgrounds (Björkman et al. 2007, 660).  

 

Multinational companies, work-based immigration and the increased amount of 

expatriates have caused an increased discussion of culture also in the managerial and 

employee –level, where the quality that managers, employees and expatriates are 

assumed to master is called cross-cultural competence, lack of which it has been 

claimed, and often proved, to be the key factor in the failure of international 

businesses (Johnson et al 2006, 526). In general, studies dealing with cultures in 

organisations tend to emphasize that cultural differences have potential for both 

synergy and disruption (Morosini 1998; Shenkar 2001) but that the actual process of 

studying cultures is complex and often full of presumptions and paradoxes.  

 
1.1.1 Cultural integration 

 

From the corporate socialisation perspective an organisation aims to function as a 

holistic unit, where every individual shares the same set of values, objectives and 
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beliefs (Björkman et al. 2004, 447). To maximize the coherence of the organisation it 

is important to engage different parts of it together. When we are talking about 

combining two or more different cultural groups, we are referring to a process called 

acculturation, which is a cultural and psychological change that takes place as a result 

of contact between two or more cultural groups and their members (Berry 2005, 698). 

According to Berry’s ground establishing theory, all cultural groups and individuals 

face two basic issues that further define their chosen strategy of acculturation, the 

underlying question behind the strategy being how to acculturate. These two issues 

are (1) cultural maintenance, in other words, to what extent it is considered to be 

valuable to maintain one’s cultural identity and characteristics; and (2) contact and 

participation, in other words, to what extent should the individual of one cultural 

group become involved in other groups. The possible outcomes of answering and 

reacting to these questions are divided into four different acculturation strategies: 

assimilation, separation, integration and marginalisation. Out of these four options 

integration is the most desired option, since it maintains and appreciates the cultural 

integrity but is at the same time open to participation as an integral part of the group. 

The least desired option among the fours strategies is marginalisation, as the group 

cannot find its place in the new cultural settings and also loses its own identity in the 

process.  

 

The less adaptive strategies can have serious costs both to the organisation and the 

employees when they encounter difficulties in the process of acculturation (Berry 

1997; Lu et al. 2011). At the individual level psychological impacts vary from 

physiological stress (Padilla and Perez 2003), family conflicts (Lee et al. 2000), and 

mental health problems (Oh et al. 2002) eventually decreasing employee productivity!
and lowering job satisfaction, which will have implicit and explicit negative impacts 

on the success of the organisation (Raville 2006).  

 

Integration as an acculturation strategy can only be involuntarily chosen and pursued 

when the “hosting” group, in this case the organisation, is open and inclusive in its 

orientation and attitude towards cultural diversity. Hence, mutual accommodation is 

required for integration to be successful (Berry 1997, 10).  As a result, when studying 

integration it is important to understand both the integrating employee and the 

accommodating organisation.  Berry’s model was originally created and tested in the 
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context of immigration (Berry 1997) but it has been applied to industrial and social 

organisations, which has been justified by referring to the similarities that national 

societal groups and organisations share: both exist and adapt within a specified 

environment, they have defined boundaries that include a number of individuals who 

interact, and are interdependent on each other (Sales and Mirvis 1984). At the 

functional level they both also provide their members with a system of shared 

symbols and cognitions, and direct their behaviour inside and outside the group 

(Nahavandi and Malekzadeh 1988, 81).  

 

Acculturation strategies, integration among them as the preferred option, have been 

studied in the multicultural countries, where the work-related immigration is high 

(Berry in Canada, 1980; Lu et al. in Australia, 2011). Lu et al (2011) studied 

acculturation strategies among professional Chinese immigrants in the Australian 

workplace and proved that a model of combining higher levels of language 

proficiency and social support at work predicts a higher level of employee 

acculturation. Schnittker (2002) similarly concluded in his study of acculturation of 

Chinese immigrants and their self-esteem in the United States by proving that 

language skills and participation increases successful acculturation of the immigrants.  

Jian (2012) examined the relationship between immigrant’s acculturation and 

workplace relationship quality and concluded that retaining the awareness of one’s 

original cultural roots while adjusting to the host culture has a positive effect upon the 

workplace relationship (2012, 311-315), which strengthens Berry’s theory of!
acculturation as a two level process. Leong and Chou (1994) applied Berry’s 

acculturation model and Leong (2001) conducted a study that examined the role of 

acculturation in the career adjustment of Asian American Workers and demonstrated 

a positive correlation between acculturation and job satisfaction (Leong 2001, 269). 

Peeters and Oerlemans (2009) concluded similarly when they studied the connection 

between acculturation and work-related well-being. According to them, so-called 

dual-integration, in other words, identification with both the cultural group and the 

ethnic majority, results in the most beneficial outcomes for the ethnic minorities in 

terms of work-related well-being (Peeters and Oerlemans 2009, 4; 19). They also 

concluded that the ethnic majority often prefers the minority to assimilate to the 

prevalent culture (2009, 9) and that the context and the attitudes of the dominant 
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cultural group in the process of acculturation are meaningful to the chosen 

acculturation strategy (2009, 18-19).  

 

1.1.2 National cultures in organisation 

 

The model of acculturation has been successfully applied in the context of 

organisation cultures as well, especially in the area of mergers and acquisitions 

(M&A). In the merger and acquisition process, two organisational cultures are placed 

together and the situation demands the mutual acculturation and accommodation of 

the two sides – whether acknowledged or dismissed (Shrivastava 1986; Nahavandi 

and Malekzadeh 1988). Cultural differences and the lack of cross-cultural competence 

in organisations have proved to be one of the main obstacles facing successful 

mergers and acquisitions (Nahavandi and Malekzadeh 1988; Johnson et al. 2006; 

Barkema and Vermeulen 1997). However, studies have also shown that in mergers 

and acquisitions cultural differences, as a concept, are important means by which to 

achieve both corporate diversity and cohesion if managed well (Nahavandi and 

Malekzadeh 1988, Weber and Fried 2011). There is no doubt that the same 

challenges, possibilities and questions raised by successful integration in the event of 

mergers and acquisitions, are transferable to a situation where employees from 

different cultures integrate into an organisation originally representing, or located in, 

another national country.  

 

Teerikangas and Very (2006) suggest national culture is not very different from 

organisational culture, the most important difference being the unit of analysis. Rajan 

(2010) has studied the role of national culture in cross-border mergers and 

acquisitions, where he has been interested in the dynamics of both the acculturation of 

the two different organisational cultures and the two different national cultures. He 

calls this acculturation a double-layered acculturation process. He remarks that 

focusing on the national culture will help explain some challenges associated with the 

organisational culture in the context of M&A (Rajan 2010, 5).  

 

This research focuses on one locally significant cultural group, China-born employees 

in Finland. Finnish organisations are constantly expanding their operations to China 

and Finnish organisations are increasing the number of Chinese employees located 
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both in China and, increasingly so, in Finland. When China opened their economy to 

the world in the late 1970’s, it was hardly understood what it truly meant globally and 

locally. Many Finnish organisations, which then relocated their branches and 

operations to China, entered the market with a hint of arrogance in their strategy. 

Chinese employees were initially hired mainly to low-paid factory positions. 

However, due to remarkable national development, rapidly improved higher 

education policies, and internationalisation, many of the most sought after employees 

these days are, in fact, Chinese. This creates a new kind of employee competition 

where Chinese employees can currently choose where they want to work. This is one 

of the reasons why Finnish organisations operating in the Chinese market should 

seriously consider questions of their organisation culture and how well do Chinese 

employees integrate into it, assuming that a successful integration is a significant part 

of the employee satisfaction (Lu et al. 2011). Professional employees work-related 

immigration can be said to be on voluntary basis, which means that the emphasis on 

employees’ needs and desires will become more relevant in (international) 

organisations, also in Finland. 

 

A number of studies have been conducted about Chinese employees in Finnish 

organisations, mainly from the viewpoint of immigration, recruitment process and in 

the low-paid industries, such as cleaning and construction business. Merimaa and 

Kiviniemi (2010) have studied how Chinese and Indian employees consider working 

in Finland. The study discovered that Chinese employees consider the Finnish 

organisation culture equal and well managed and in many cases prefer it to the 

Chinese equivalent. However, Finnish culture was considered to be quite hard, 

exclusive and closed to foreigners, which made the integration more challenging 

(2010, 41). Cai (2012) studied Chinese graduates from Finland focusing on whether 

they satisfy the needs of Finnish employers abroad. The central finding of the study 

was the necessity of good language skills; mastering Finnish was considered to be an 

important qualification when aiming to the management positions (Cai 2012, 25). 

Valve (2009) divides Chinese migrating to Finland into four different categories, (1) 

infrequent, (2) women (3) victims of human trafficking and (4) educated. Valve 

concentrates on low-paid migration but notes that Chinese are the largest educated 

migration group in the Finnish labour market, mainly working in the IT-industry 

(Valve 2009, 18). Cao (2011) has also studied Chinese immigrants in Finland and 
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adds that the unemployment rate of Chinese immigrants is the lowest among all 

migrant groups in Finland, the unemployment rate fluctuating between 10% and 7% 

between the years 2001 and 2007 (Cao 2011, 7; Statistics: Ministry of Labour in 

Finland 2007). Statistics and previous studies show that there are many educated 

Chinese professionals in the Finnish labour market but the phenomenon has been 

mainly studied among the low-paid industries and in Finnish organisations operating 

in China. There is still a great need to understand the Chinese employee acculturation 

process in the context of Finnish organisations in Finland, not least because of the 

potential issues stemming from the cultural differences of Finnish and Chinese 

culture. Cai mentions the contrast found in the work behaviour between Chinese and 

Finnish employees, hierarchy and consultancy differences, communication challenges 

and flexibility differences in schedules (Cai 2012b).  

 

In former integration studies it was found that for successful integration to occur the 

ideal society or organisation was described as multicultural (Berry 1997; Lu et al. 

2011). Multiculturalism refers to accepting cultural pluralism and understanding 

diversity as a shared common resource. Multiculturalism has become one kind of 

paradigm in the organisation studies and it is often left without description or analysis. 

This study has no reason to question the concept of multiculturalism; instead the aim 

of this study is to further understand the meaning of a multicultural organisation for 

the employees themselves: what does it mean that the employees are able to integrate 

into the organisation because of the organisations’ ability to accommodate and 

support cultural diversity? Acculturation has also been studied in the context of 

academic staff integration in post-merger Chinese higher education institutions (Cai 

2007).  

 

1.2 Research objective and questions 

  

The theoretical aim of the study is to increase our knowledge and understanding of 

how Chinese workers integrate into the Finnish organisation culture and to define 

which specific factors support the integration process and which, conversely, disrupt 

the process. Further, the deeper objective of the research is to study what meanings 
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employees give to the term multicultural organisation and, further, whether they 

consider their employer as representing one.  

 

To be able to obtain the theoretical aim of the study, the following empirical research 

questions have been formulated: 

 

1. How well do the Chinese employees fulfil the criteria of an integrated employee? 

2. What are the cultural and national differences between the non-dominant (Chinese) 

and dominant (Finnish) cultures and organisational cultures, which create the gap and 

an actual need for the integration?  

3. Finnish organisations are known among Finnish citizens as relatively multicultural. 

What is behind the slogan and how multicultural, in fact, are the organisations? 

 

This research applies a qualitative method, more specifically an open-ended semi-

structured interview. The subjects of the study are six Chinese employees, working 

for different Finnish organisations located in the capital area of Finland. The scope of 

the study narrows down to the viewpoint of the employees, excluding their employers. 

Choosing qualitative method and a narrow scope reflects the objectives of the study: 

to holistically understand the level of integration from the employees’ perspective.  

 

1.3 Limitations and delimitations  

 

Firstly, this study has been delimited to a narrow focus on organisations that are 

originally Finnish. Due to this, the scope of the study only concerns Finnish 

employers. This study does not deal with the question of how Finnish employees 

integrate in Chinese companies, nor is our interest aimed at the question of the 

integration of Chinese employees into other multicultural organisations. The Finnish 

organisation is only one variable of the study. The same kind of research has been 

conducted in Australia (Lu et al. 2011), where the significant attribute was the 

multicultural nature of the Australian society and workplace, in the similar way this 

study aims to define and re-shape the understanding of the current state of Finnish 

organisations and their multicultural aspect, seen through the eyes of Chinese 

professionals.  
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Secondly, this study is delimited to studying the integration process at the level of the 

organisation and its culture. According to Berry (1983; 1984) integration can take 

place at three levels: procedural, physical and managerial/sub-cultural. This study is 

delimited to study the integration process at the managerial/sub-cultural level. This 

delineates procedural and physical level as irrelevant for the study in hand. This study 

is new to its kind, by which it is suggested that there are no similar studies done in 

Finland. After understanding the variables of the concept of Chinese employee 

integration into Finnish organisations, there are presumably new uncovered areas 

demanding closer research. These include, for example, the meaning of physical and 

institutional structures in the organisation or operational processes and their 

multicultural nature in the Finnish organisations and their further meaning to the 

integration. 

 

The third delimitation of this study is with regards to the focus of analysis: this 

researches aims to understand the Chinese employees employed by a Finnish 

organisation. Alternative approaches would have been, for example, a case study of 

one particular Finnish organisation with Chinese employees, Finnish managers, 

managing Chinese employees in Finland, Chinese employees and their Finnish 

superiors, or teams with both Chinese and Finnish employees in a Finnish 

organisation or in various organisations; possibilities and variations are many as we 

may observe. Integration is a process that is, in most cases, experienced primarily by 

the employee integrating into the organisation. In the most visible sense, integration 

often takes places especially at the level of psychological integration (Berry 1997, 

17), which implies that the technical nature of the work is not necessarily affected, at 

least in short term, by the lack of successful employee integration. Instead the 

employees, compared to their employers, can usually better evaluate whether they feel 

belongingness and shared cultural space in their workplace or not. Additionally, Cai 

(2012b) has conducted a study of employment prospects of Finnish-educated Chinese 

graduates in Finnish companies, which covers the same variants as we do in this study 

but from the employers perspective and by including only Finnish companies 

operating physically in China in the research.  
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Another reason for the chosen orientation was the researchers’ own interest. Working 

previously in the organisation, employing both Chinese and Finnish professionals and 

the light that has shed to the current situation in multicultural organisations. That is, 

that Chinese employees currently have the power to move between organisations in 

Finland and decide to stay in the organisation where they feel they can further develop 

their career despite, or perhaps because of, the cultural diversity and their language 

skills, for example.  

 

The limitations of this study originate mainly from the nature and meaning of this 

study, referring to the fact that this is a Master’s Thesis, which means the scope of the 

problem at hand, should not be too wide. Thus, it has been a decision to focus on a 

limited group that is Chinese employees in Finnish organisations, with a limited level 

of interest: the sub-cultural/ managerial side combined to the experiences deriving 

from the group- and individual level of the employees. By delimiting the focus of the 

study to a narrow sphere it inevitably limits the information and holistic 

understanding of the phenomena. The decision to not conduct a case study, nor 

research the experience of the employers leaves us, no doubt, without a fully-rooted 

general view, which suggests that there are presumably different approaches to the 

topic of the study.  

 

Another limitation of the study is created by the chosen method and the scope of it.  

Qualitative interviews conducted among six interviewees do not correspond to the 

assumed number of Chinese employees currently working for Finnish organisations. 

However, as explained further in the method chapter, often when using a qualitative 

method the intensity and meaningfulness of the sample is far more important than the 

size of the sample. This study aims to understand and formulate a general view of the 

current situation of the Chinese professional integration in Finnish organisations and 

leave other researchers something to further expand, hopefully in the form of both 

qualitative and quantitative study.   

 

In the framework of acculturation developed by Berry (1997, 15), the key variables in 

the acculturation research have been represented and it has been claimed that any 

research that doesn’t take all those aspects in count is incomplete. This research does 

not fulfil the criteria set by Berry, mainly because there are topics too wide to be 
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covered by this study. However, Berry admits that it is important to note that no 

research has managed to incorporate all aspects represented in the framework (Berry 

1997, 15-16). It should also be considered that the original context for Berry’s 

framework was social integration and immigration, which examines peoples’ 

adaptation and integration to a new culture from the early childhood years, which is 

somewhat secondary to the purpose and aim of the focus of this research.  

 

1.4 Structure 

 

The theoretical chapter two will start by presenting the concept of globalisation as a 

geographical, cultural and economic phenomenon that has created a situation where 

the study of integration of cultures is relevant. The discussion will continue to the area 

of culture as a fundamental variable of this study by presenting the concept of the 

culture and the quite new idea of national cultures, seen through Hofstede’s five 

cultural dimensions (Hofstede 1991; Hofstede and Hofstede 2005). In this context it is 

necessary for the purpose of the study to consider the two national cultures under 

observation in this research: Chinese and Finnish cultures. Following this, 

organisation culture is presented as an important variable and context of this study, 

followed by the theory of social identity and the inter-groups. Followed by that 

Berry’s (1980; 1997) model of cultural acculturation among which integration, as a 

strategy will be covered focusing more on studying cultural integration from the 

theoretical perspective and finally a theoretical framework will be explicitly presented 

and shortly discussed. In the third chapter the methodology of the study will be 

presented, followed by a short introduction of qualitative analysis and qualitative 

interview as a research tool. After this follows an analysis in chapter four. Discussion 

and conclusions are presented in the chapter five, further implications and study 

proposals finishing the Thesis. 

!
!
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2 THEORETICAL BACKGROUND AND ANALYTICAL 

FRAMEWORK 
 

2.1 Globalisation 
 

The pace of globalisation has notably increased since the 1990s. By globalisation, we 

mean a rapid internationalisation process that has caused goods, people and 

investments to flow freely across the national borders in the world. Increased global 

activity has directed companies to seek new markets for their products, find the most 

cost-effective manufacturer, new sources of raw materials, and new locations for their 

operations (Johnson and al. 2006, 525). Kultalahti et al. (2009, 13) define 

globalisation as a dynamic frame for societal development. According to the authors, 

globalisation takes place on three levels. Firstly, it is an omnipresent macro process 

that all other mechanisms in the society are forced to come to terms with. Secondly, it 

is primarily an economy-driven process, focused on scale benefits and best returns to 

investment. Thirdly, as a consequence of the previous premises, profound institutional 

changes are necessary in order to adjust the micro level activities, individuals and 

organisations to the new realities. Globalisation as a process changes organisations in 

two significant ways from the viewpoint of our study. First it increases the mobility of 

labour causing cultural assimilation, and secondly it leads to multicultural 

organisations and the idea of cultural relativism as a norm (Kultalahti et al. 2009, 15). 

Globalisation has traditionally been noticed as an economic power whereas the human 

activity has been given a minor role in the discussion. However, as Kultalahti et al. 

(2009, 15) note, changes in the economy are consequential to the human activity and 

not vice-versa. 

 

The development of globalisation has caused a significant change in organisations 

throughout the world. As companies have moved to other countries, relocated their 

headquarters, merged with other companies or simply identified with another nation 

and culture as their core market, they have become multicultural with an increasing 

need to understand and co-operate with another or multiple different cultures than 
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their own. This has caused an increasing amount of research and literature discussing 

international and cross-cultural management. Motivation for research rises from the 

suggestion that “difficulties, costs and risks associated with cross-cultural contact 

increase with growing cultural differences between two individuals, groups or 

organisations.” (Björkman et al. 2007, 660) The idea has been further conceptualised 

as cultural distance (Shenkar 2001). If an organisation fails to manage differences 

between employees, representing different national cultures, it is suggested to be 

lacking cross-cultural competence (Johnson and al. 2006) Globalisation has changed 

the environment of organisations so irrevocably that in order to implement its strategy 

it needs tools to understand and manage cultural distances.  

 

2.2 Culture 
 

The definition of culture has always been under substantial debate since the definition 

inevitably embodies our understanding of the fundamentals of human nature, societies 

and different groups of the society. This research is based on the view that culture is 

an expression of traditions, values and normative assumptions developed and shared 

among members of a group, such as society or organisation; therefore we can call 

culture a form of collective mental programming (Hofstede 1983, 76; Hofstede and 

Hofstede 2005, 2-3). The members of the group and their ancestors have learned a set 

of basic assumptions as they solved problems of external adaptation and internal 

integration. Those assumptions have worked well enough to be taught forward to the 

new members of the group (Schein 2004, 17; Chao 1990, 584). Culture is always 

learned, not inherited (Hofstede 1991, 5). This cultural mental programming is based 

on one’s social environment in which one grew up and became who he or she now is 

(Hofstede 1991, 4).  

 

Some authors tend to see culture as a stable organism that can be identified, analysed 

and categorized (Hofstede 1980). Others approach culture as an organic and dynamic 

flux (Schein 2004). This research acknowledges the pros and cons of both approaches 

but recognises the weakness of a dynamic, loose definition of a culture. There is little 

to gain if we suggest that cultures are so dynamic and in constant change that 

research, based on the categorization of the cultures, is completely useless and 
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outdated. The fact that we are able to compare different cultures and find consistency 

in the different models of behaviour, thinking, and acting should encourage us to find 

different approaches to cultures. As long as we are able to remind ourselves that a 

cultural pattern or model is often a generalization, the research based on cultural 

models can be indeed very fruitful. As Schein (2004) in his formal definition of 

culture notes, cultures tend to keep and apply solutions and elements that work well in 

their environment. In a situation where the cultural environment changes, cultures are 

forced to revise and adjust these assumptions, embedded in the culture. However, as 

Schein explains, this does not make different cultures an unapproachable target for the 

study because culture itself implies some level of structural stability among the group 

(Schein 2004, 14) since culture, for the large part, defines the group. For this reason 

culture is hard to change: culture provides meaning and predictability for its members 

(Schein 2004, 14). This kind of suggested stability creates a basis to our research. 

Even though cultures are dynamic and they interact and reform when brought 

together, there are still stable elements and the interaction and accommodation 

between those cultures is an important area of study in society and organisations.  

 

Hofstede sees cultural relativism as an inseparable part of his theory of cultural 

software of the mind (1991; Hofstede and Hofstede 2005). Cultural relativism 

perceives that all cultures are different but equal and the basis of this logic is in 

French anthropologist Claude Lévi-Strauss’s thesis which claims that one culture has 

no definite criteria for judging the values and activities of another culture as ‘wrong’ 

or ‘good’, or such (Hofstede 1991, 7). The opposite model of thinking is called 

ethnocentrism, which is based on the tendency to take one culture and its way of 

thinking and acting superior to another culture (Hofstede 1980, 25). The idea of 

cultural relativism allows us to examine cultural integration from the non-normative 

position: cultures simply exist and their interaction and integration is studied with the 

question: what happens in the interface of two particular cultures?  

 

2.2.1 National culture  

 

National cultures are cultures formed by people who come from or live inside the 

borders of the same nation. National boarders are a relatively new invention in world 

history and should therefore be viewed carefully as a category (Hofstede 1991, 12) 
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but as Hofstede and Hofstede (2005, 18) remark, within the members of a nation that 

has existed for some time there are usually strong forces towards further integration 

and certain collective elements, such as dominant language, education system, 

national army, political system and sport teams, for example. National culture is made 

up of several levels, such as regional, linguistic, ethnic, gender, generation, social 

class and organisation (Mäkilouko 2003, 25).  

 

Cultural distance is a concept used widely in the field of international business 

(Shenkar 2001, 519). As a concept, cultural distance, or in other words diversity 

explains how different two particular cultures are in terms of language, religion, 

habits, etc. (Berry 1997, 23). The wide use of cultural distance in literature has been 

often challenged and criticised (Von Bergen et al. 2001; Shenkar 2001) for at least 

three reasons. Firstly, the term has been frequently used inconsistently whenever the 

aim of the theory has been to prove differences between two cultures. Secondly, often 

the use of the term has not been followed with the applicable means to measure 

cultural distance and thirdly it has been argued that cultures are not linear and stable 

over time, as the original theory by Hofstede claims and therefore the basis of he 

cultural distance theory is also inconstant. Schein (1996, 239) concludes that the main 

challenge is to stay ‘open’ to the interpretation of a culture instead of becoming blind 

to the surprising and non-categorized dimensions. However, in the concept of cultural 

distance there is plenty to utilise despite the criticism. There are consistent findings 

proving that the greater the cultural differences the more difficult it is to adapt to the 

new culture since the greater cultural distance implies the need for greater cultural 

adaptation. In addition, cultural differences may lead to possible cultural conflicts. 

(Berry 1997, 23) 

 

Hofstede’s famous approach to cultural differences is to divide national cultures into 

five categories or, as he calls them, dimensions. The five applied and recognised 

dimensions are (1) power distance, (2) individualism – collectivism, (3) masculinity – 

femininity, (4) the avoidance of uncertainty, and (5) time orientation (Hofstede 1991). 

 

Power distance refers the extent to which the less powerful members of the group 

expect and accept an unequal distribution of power within the group, organisation or 

institution. The level of individualism – collectivism can be studied in many level of 
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the society and therefore the definition varies. In short, the second dimension 

measures and explains the degree to which an individual conceptualizes the world 

through a personal, individual perspective and to what extent the world is taken from 

a viewpoint of a group that one belongs to. Masculinity – femininity as dimension 

could be seen either as two separate dimensions or as two separate ends of one 

orientation. As in the previous dimension, in this matter the answer depends again on 

the level of analysis. When comparing the cultures of entire societies the culture is 

predominantly one of the two, whereas when comparing individuals among the same 

society and culture, they can be both masculine and feminine (Hofstede and Hofstede 

2005, 125). In the core of the dimension is the level of assertive behaviour 

(masculinity) in opposition to the level of modest behaviour (femininity). The 

avoidance of uncertainty refers to one culture’s tendency to avoid sudden situations 

unprepared (which is highly interconnected to one’s worldview), stress handling and 

happiness.  

 

The last dimension, time-orientation Hofstede brought later into his model of cultural 

dimensions. He studied organisational differences in Asia and modelled this fifth 

dimension based on the Confucian logic versus the Western world logic. Confucian 

teachings are following:  

 

- The stability of society is based on unequal relationships between people. 

- The family is the prototype of all social organizations. 

- Virtuous behaviour toward others consists of not treating others as one would  

 not like to be treated oneself. 

- Virtue with regard to one’s tasks in life consists of trying to acquire skills and

 education, working hard, not spending more than necessary, being patient, and

  persevering.  

 

(Hofstede and Hofstede 2005, 208-209) 

 

This study utilises Hofstede’s five dimensions to understand and compare two 

national cultures and their organisational cultures to each other. This decision could 

and should be questioned for three reasons. Firstly, other studies have questioned 

Hofstede’s polarized and pre-locked view of the national cultures and their 
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differences (Trux 2010). Secondly, choosing five dimensions to work with when 

approaching a culture naturally precludes many other dimensions from discussion. As 

already mentioned the most severe criticism against Hofstede’s model has been with 

regards to the lack on dynamism in his view. Thirdly the context of the study has to be 

taken into consideration, focusing on immigration workers, who are known to share 

dynamic cultural orientations (Berry 1997; Jian 2012) applying a model that is not 

known as particularly dynamic is easily a threat to the validity of the study. Therefore 

it must be made clear that where Hofstede talks about the fact that cultural values are 

stable over time (and therefore cultural differences also are stable over time) it is often 

taken as a lack of dynamism (e.g. Nordström 1991) whereas no real ‘dynamic’ 

alternatives are given. At the same time many studies agree upon the fact that too 

wide cultural differences and different cultural backgrounds are often detrimental to 

organisations’ success if not understood and managed properly (Barkema and 

Vermeulen 1997; Björkman et al 2007). One of the empirical questions of this study 

is whether the (multi-) cultural perspective is viable and natural in the first place for 

the Chinese professionals or should it be abandoned as an outdated and useless 

concept. However, as long as we recognise that we indeed have representatives from 

different cultures in our organisations and that we can pinpoint the possible junction 

of the different cultures there is a need to understand certain differences and “gaps” 

between cultures and the way different cultures work and communicate with each 

other. This study utilises Hofstede’s national culture dimensions reflecting the five 

dimensions against Chinese and Finnish cultures, aiming to understand the potential 

challenges that cultural difference create in when the employees aim to integrate to 

the society (Figure 5.). The closer the two cultures are to each other the easier the 

integration presumably is. However, it should be kept in mind that cultural differences 

create a strong potential for synergy as well (Shenkar 2001). Funnily enough, 

Hofstede himself notes in his latter study (2001) that there are hardly any studies in 

management studies aiming to study and explain the dynamics of multiple cultures in 

the organisation, interacting simultaneously.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                            

 

2.2.2 Chinese and Finnish culture measured in five dimensions 

 

When measuring power distance China has a very high power distance (80/104) 

whereas Finland is clearly at the other end of the spectrum with a very low power 
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distance (33/104). Students in countries scoring high power distance considered it 

important to have few desires, to follow a moderate middle way and keep one 

disinterested and pure. In the countries found with lower power distances, students 

favoured adaptability and prudence (Hofstede and Hofstede 2005, 47). When 

measuring individualism vs. collectivism, individualism index in China is 20 whereas 

in Finland it is 63, the higher the rank, the more individualistic the country. In 

collectivist countries the core ideas are harmony, learning how to do, relationships, 

and “we -thinking”. In more individualistic countries the supported ideas were 

independence, learning how to learn, tasks, and “I -thinking” (Hofstede and Hofstede 

2005, 83; Hofstede 1991, 67). In the dimension of masculinity vs. femininity 

masculinity index of China is 66/110 whereas Finland’s rate is 26/110. A society is 

called masculine when unofficial gender roles are clearly defined: men are supposed 

to be assertive, tough and focused on material goods. Women are expected to be 

modest, tender, and focusing on the quality of life (Hofstede and Hofstede 2005). 

When measuring the avoidance of uncertainty China’s uncertainty avoidance index 

(UAI) is 30/112 and Finland’s 59/112. The higher the rate is, the higher the tendency 

to avoid uncertainty is. Qualities of weak uncertainty are ethnic tolerance, defensive 

nationalism and high value on human rights. On the opposite, qualities of strong 

uncertainty avoidance are ethnic prejudice, aggressive nationalism and high level of 

intolerance and fundamentalism (Hofstede and Hofstede 2005). The last dimension, 

time-orientation, in the Long-Term Orientation Index (LTO) China is leading the rank 

scoring 118/118 whereas Finland has 41/118. The term long-term orientation stands 

for focusing on virtues orienting towards future rewards in opposite to orienting 

virtues in the past and present, especially respect for tradition, preservation of one’s 

“face” and fulfilling social obligations (Hofstede and Hofstede 2005, 210-211). Figure 

1. is visualising the difference between Chinese and Finnish cultures in Hofstede’s 

five dimensions. PDI refers to power distance, IDV is a shortening from individualism 

– collectivism –dimension, MAS stands for masculinity – femininity –dimension, 

UAI refers to uncertainty avoidance index and finally LTO comes from the long-tem 

– short-term –orientation.  



!

24!
!

 
Figure 1. Cultural Dimensions in Chinese and Finnish culture (Hofstede and Hofstede 2005) 

 

The most visible characteristics of Chinese society and culture can be traced back to 

the philosophical and religious orientation of China, which is a combination of 

primarily Confucian, Taoist and Buddhist ways of thinking (Lin and Ho 2009), not to 

mention the cultural consequences that Communism created in China between the 

years 1911 and 1949 (Kauppinen 2005, 203-216).   

 

When aiming to understand Chinese society and culture the new internationalisation 

wave after China’s economical and political opening up –process plays an important 

role. In 30 years China has rapidly transformed from an undeveloped country to a 

unique kind of market economy and it is understandably experiencing many 

challenges when it tries to maintain the social system and update the structures of it in 

order to respond to the demands of the new societal ideology and its functions. Based 

on the rapid socio-cultural change in China it has well been presumed that the concept 

of Chinese culture and the citizens’ idea and identity as representatives of the 

‘Chinese culture’ is under a continuous process of reshaping and re-establishing 

(Millington et al. 2006; Lin and Ho 2009; Asikainen and Vuori 2005). 
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2.2.3 Organisation culture 

 

If we conceptualise culture as values, beliefs, norms, and behaviour shared by a 

certain group, there is no reason why cultural thinking could not be applied to an 

organisations as well. Cultural studies in the organisation peaked after 1970’s when it 

became more and more obvious that culture, seen as something taken for granted, was 

one of the most powerful forces in the organisation (Schein 1996, 231). 

 

Hofstede identifies six different levels of cultures: (1) national culture level, (2) 

regional, ethnic, religious and/or linguistic level, (3) gender level, (4) generation level, 

(5) a social class level and, finally, (6) for those who are employed, an organisation 

level (Hofstede 1991, 10). The focus of this study is in the organisation level since we 

believe that the organisational integration takes place in the organisation culture. 

Schein remarks that (2004, 11-12) we all have a commonsense notion of the culture 

existing in an organisation but it is so ambiguous that it escapes many tangible 

definitions. Schein conceptualises organisation culture by dividing it into three levels. 

At the first level there are artifacts which are visible organisation structures and 

processes, things so fundamental and essential for the survival of the organisation that 

they are hard to decipher even though easy to observe. At the second level there are 

espoused beliefs and values, the strategies, visions, goals and philosophies, which 

refer to an explicit story or saga that the organisation tells itself, its members, and the 

people outside the group in order to make its being meaningful and strengthen the 

inner integrity. At the third level there are underlying assumptions, which are 

unconscious beliefs that are taken-for-granted, thoughts and feelings that provide the 

ultimate source of values and action. (Schein 2004, 25-37) 

 

Organisation culture is important for the organisation and its internal integration since 

it strengthens an organisation’s identity as a coherent organism of different people and 

groups, which are tied together based on shared values, norms and goals. (Schein 

2004) In addition, organisation culture also creates a certain way of doing and 

understanding things in the organisation, perceived on a very practical level (Kazi 

2009, 109). However, as any other cultures have, organisations also have many 

smaller sub-cultures embedded into the larger organisation culture. Cultures and sub-

cultures are recognised in this research as groups. Organisation itself is a group of 
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people, representing a certain organisation culture. A sub-culture within the 

organisation is a group inside the organisation. Alderfer and Smith (1982, 38) divide 

groups in the organisation into two categories: identity groups and organisational 

groups. People who share mutual features, such as nationality, gender, social class 

and so on, form an identity group. Belonging to an identity group can also be based on 

social experiences or mutual history, for example. Organisational groups are formed 

in an organisation based on hierarchy, function, department, or salary, for instance. 

Consequentially employees in the organisation often belong to at least two sub-groups 

while they are also part of the larger organisation culture. For example, in a 

multicultural organisation an employee, coming from a certain national culture and 

being part of the marketing team of the local office belongs at least to three cultural 

groups: group of the national culture, group of the local office culture and group of 

the marketing team culture (Table 1).  

 
Table 1. Sub-cultures within an organisation culture 

 

The visibility of the subculture may vary, Schein points out that functional and 

geographical subcultures are very visible and easily noticed whereas subcultures 

based on hierarchy are often hard to recognise (Schein 1993). The basic premise of 

this study is that the organisational culture as a whole is, in fact, composed from 

smaller pieces, subcultures, and in order to understand the organisational culture it is 

essential recognise and understand the various subcultures in different level of the 

organisation. Further, we assume that integrating subcultures successfully into the 

organisation is the key element for the success of the organisation as a whole 

(Nahavandi and Malekzadeh 1988, 80; Cai 2007, 184; Björkman et al. 2007, 65). 

Organisation culture stands in a great role also when discussed about the multicultural 

organisation since the organisation culture often defines the level of accommodation 

Organisation Culture 

National Culture  
Chinese, Finnish 

Local Office Culture 
 Helsinki, Shanghai 

Team Culture 
 marketing, 

management 
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towards employees from different national backgrounds (Sipari 2010, 14). The 

question of subcultures, their interaction and integration into one another may well be 

the cornerstone of functional and successful organisation culture. 

!
2.2.4 National Cultures in Organisations 

 

When Hofstede discusses levels of culture (Hofstede 1991, 10), national culture is on 

level one whereas organisational culture is on level six. Hofstede suggests a certain 

kind of continuum of cultures (1991; 2001) and within that continuum national 

cultures are seen as primary, since the process of cultural learning has started in early 

childhood and it has gone through the whole life of an individual whereas 

organisation culture can be understood as a secondary socialisation process, which 

takes place in adulthood in the limited area of a person’s life. Organisation culture 

might also change easily in an employee’s life when the employer changes 

(Teerikangas and Very 2007, 37). Therefore we can say that the primary study object 

of this research is the level of national culture but the secondary, almost evenly 

important focus of attention is the organisation culture, seen as a platform where the 

interaction takes place. Therefore, it could be said that attention of this study is 

focused simultaneously on two levels, national and organisational (Figure 2.). In the 

context of mergers and acquisitions, Rajan (2010) uses the similar research setting, 

which he calls a double-layered acculturation. In the M&A context, national and 

organisation cultures acculturate into each other, in this research the process is similar 

and the term two-fold acculturation is used since it is presumed that the acculturation 

can and should be studied at both levels, national and organisation culture levels, even 

though the level of national culture is often more visible and dominant. Rajan (2010, 

5) suggests that organisations are highly influenced by national cultures and that 

focusing on national cultures will provide useful explanations for changes and 

challenges within the context of organisation culture. National cultural values without 

a doubt shape employees daily interactions in organisations because national cultures 

create and strengthen predispositions towards chosen behavioural patterns (Child and 

Markóczy 1993) 
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Figure 2. Two-fold acculturation 

 

When operating with two national cultures inside the organisation culture, we should 

start by trying to characterize and define these national cultures and the possible 

outcomes and challenges these two cultures present when they interact on the 

organisation level. The above logic is under criticism when we talk about criticism 

against Hofstede’s theory of cultures as softwares of the mind and, further, cultures as 

measureable objects of the study. According to Trux (in Tainio 2007, 49), Hofstede 

assumes cultures can be put on a line and measured against each other but the 

problem is that there is no valid judge to say what are the correct measures or 

dimensions; we do not have any “supermanager” or observer free from the cultural 

mindset and a certain blindness followed by it. However, if we refuse to use any 

criteria or dimensions to understand different cultures we are not left with much to 

work with. The presumption of this study is that cultures indeed are different, which is 

the same presumption that Hofstede started with. Hofstede’s five dimensions are 

meant to help us to understand the possible differences occurring in different cultures.  

 

2.2.5 National Cultures in organisations – The Chinese case 

 

There are many ways to define and categorize national organisation cultures. 

Following Hofstede’s (2005) five dimensions will provide us with an idea and a 

conceptual framework of the possible challenges of bringing together two very 

different organisation cultures such as the Chinese and Finnish organisation cultures.  

 

Large power distance stems from one’s idea of the hierarchy in the society, social 

group, and family. The more that superiors are experienced in relation to the 
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subordinates, the larger the power distance. The model of hierarchy is easily 

transferred from the everyday social environment to the organisation. In organisation 

cultures where a large power distance is a ruling norm the hierarchical system is 

understood as an existential inequality between managers and employees. Chinese 

society is highly hierarchical and the power-distances are in general large (Lasserre 

and Schütte 2006, 272-278). In organisations this often means that employers, as 

superior to the employees, are presumably always right and their actions should not be 

questioned. This tendency to respect authorities derives to the avoidance of conflict, 

which also links to the concept of social networks and importance of maintaining 

one’s dignity, conceptualized in Chinese culture as one’s “face” (mianzi). In 

organisation culture a large power distance becomes visible in practical, assumed, and 

experienced levels. The most visible are the practical consequences, for example, 

when the power is centralized as much as possible, there are plenty of supervisory 

personnel and the salary gaps between different levels of hierarchy are rather large. 

“Finer” signs of the large power distance are that the orders and examples are 

received from the strong authority subordinates, who are entitled to privileges. In 

addition the interaction between employees representing different hierarchies has to 

be initiated by the superiors. (Hofstede 1991, 35-36) Power distance is one of the 

most studied dimensions in the field of management studies and among the studies of 

cultural distance (Rajan 2010). 

 

Chinese society and culture is greatly defined by the idea of individual representing 

the group and its benefits (Rankinen 2008, 95-96; Lasserre and Schütte 2006, 273-

274). Therefore Chinese organisation culture can be stated as a collectivist one (Table 

2.). In highly collectivist organisation cultures the employees are expected to work for 

the in-group interests which he or she represents even when they are controversial to 

the personal needs and desires of the individual. Individuals work through networks, 

or as they are called in Chinese, guanxi. Building up networks is an essential part of 

adult life at home and especially at work (Lu et al. 2012, 468; Nojonen 2007). The 

mechanism through which guanxi works is called renqing, which refers to a special 

kind of mutual exchange and accommodation where by helping a friend, he or she 

remains in gratitude towards the helper. This process of constant giving and taking 

increases the importance of the existence of a network (Lu 2012, 471).  Another 

concept linked closely to the idea of networks is the already mentioned face, referring 
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to the tendency to keep up the personal façade and aiming to avoid the worst-case 

scenario, as in, losing one’s face because of socially unacceptable behaviour, mistake, 

or a failure, which can be seen as one kind of way to control individual behaviour in 

social terms (Park and Luo 2001, 456; Kim and Nam 1998). On a practical level, 

collectivism perceives in the importance of the networks; an employee in the Chinese 

organisation context is usually hired to the particular position because of group 

dynamics. In a more embedded level, collectivism affects the concept of employee 

performance. An employee’s performance is measured by who he or she is and what 

their personal relationship to the manager is, for example. It might well be that the 

performance has nothing to do with the professional skills or the ability to manage the 

particular task (Table 5.). (Hofstede 1991, 65-67)  

 

A masculine organisation culture is characterized by goals such as assertiveness, 

ambition, and competition; it easily stresses result instead of process and rewards 

basis of equity according to everyone’s performance. Furthermore, masculine 

organisation culture has its unique ideal manager, which is supposed to be assertive, 

decisive and positively “aggressive” (Hofstede 1991, 94) (Table 2.).  

 

Apart from power distance, uncertainty avoidance is another typically studied 

dimension of organisation culture (Rajan 2010). Chinese (organisation) culture has a 

relatively low index of uncertainty avoidance (UAI). In general, this orientation 

presumes that uncertainty is expected as a normal feature of life. Time frames may 

remain open and tasks are managed with flexibility. However, in the Chinese context 

the high power distance creates a situation where the organisation life is highly 

structured by the superior, even though the organisation culture itself does not require 

this kind of tight planning; it originates from the supervisor’s authority. In other 

words, in Chinese organisation culture, laws and rules are not important because of 

the avoidance of uncertainty but because of the large power distance. (Hofstede 1991, 

120-121) The fact that these two dimensions are well interconnected might explain 

why they are the most examined dimensions.  

 

The last dimension is important in the context of Chinese organisation culture. Time 

orientation as a concept originates from the Confucian idea of time, and the Chinese 

organisation culture can be said to represent the extreme of a long-term time 
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orientation in its culture (Table 2.). The implications of the Confucian ideology can be 

identified and explained against the Confucian way of thinking (Chao 2001, 585). In 

the long-term oriented organisation culture, family and business are interconnected 

and thus family organisations are quite common. Preserving and cultivating personal 

and business networks (guanxi) is considered the best long-term investment in 

organisation life (Table 2.). Principles of long-term orientation stem from the 

Confucian philosophy and therefore make the Chinese organisation culture rather 

unique; the principles and working methods can be understood only against the 

Confucian values, which are, to mention but a few, openness, respect, hard-working, 

accountability and self-discipline. (Hofstede and Hofstede 2005, 217-219) Confucian 

values can be understood as a two-fold strength, combining trust and finesse, which 

often results in good outcomes to the organisation. As Chao defines 

 

The dualistic character of the Confucian system concerned with trust and subtlety is 

often able to yield greater productivity through enhanced identification of the 

individuals with the company, their involvement and co-operation with management.  

 

(Chao 2001, 585) 

 

2.2.6 National cultures in organisations – The Finnish case 

 

Finnish organisations have traditionally been low in hierarchy (Granlund and Lukka 

1998, 193-194) and the Finnish organisation culture can be said to be relatively small 

in the scale of power distance (Table 2). Conversely to organisations of great power 

distance, small power distances in organisations means that employees and employers 

consider each other as equals, both ideologically and practically; hierarchy as a 

system is mainly meant to ease the division of work and work roles or “independence 

in a structure” (Granlund and Lukka 1998, 193). These roles can rapidly change and 

promotions are ideally based on task performance instead of personal relationships or 

networks (Table 5.), although it has to be highlighted that this is mainly the ideal 

image; in reality there is plenty of inequality as well in Finnish organisations 

(Meriläinen and Tienari “When diversity meets with the equality – how to manage”, 

in Tainio 2007, 127-128) On a practical level, organisations are fairly decentralized 

and the salary range is quite limited between superiors and subordinates. Managers 
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are expected to keep a low profile by sharing the same space and commodities such as 

the coffee room and toilet, as their employees. Decision-making is democratic and 

often team-based. (Hofstede 2005, 55-56) 

 

The idea of the individual and the group is somewhat controversial in the Finnish 

culture. In Hofstede’s dimension, Finland clearly belongs to the individualistic 

countries but is nevertheless most collectivist out of other similar Nordic countries 

like Sweden, Norway, Denmark and Ireland (Hofstede and Hofstede 2005, 78-79).  

Ehrnrooth (1994) has studied the Finnish mentality and created a theory of Finnish 

identifying themselves primarily as a part of the community instead of as individuals. 

Ehrnrooth suggests that in the Finnish culture, in contrast to other European and 

North-European cultures, an individual experiences significant pressure to act and 

think like their community, diversity represented by individuals has not been seen as 

an ideal in contrast to the European ideal of the almost heroic individual, when 

thinking of, for example, the ideas derived from the French revolution (Ehrnrooth 

1994, 60-61). Could it be that the obligation to please primarily the community 

manifests as seriousness and a certain kind of trustworthiness since spontaneity and 

impulsivity, seen as an opposite kind of action, often arises from the individual 

desires and impulses? As an interesting contrast, Finnish people are known for their 

individualism and vast need of personal space (Table 2.). Rankinen (2008, 95) also 

points out the influence of the Lutheran Christianity on Finland. In spite of this, when 

compared to the Chinese organisation culture, Finnish organisation culture can still be 

well easily stated as an individualist one. Management in an individualist society is 

management of the individualistic employees, fulfilling their personal goals (Hofstede 

and Hofstede 2005, 101) 

 

When measuring the masculinity or femininity of Finnish organisation culture the 

ranks are again somewhat controversial; Finnish culture is clearly a feminine culture 

but it is recognizably a bit closer to the middle, approaching mildly the masculine end 

of the rank, leaving Sweden, Norway and Denmark far behind as ultra-feminine 

cultures (Hofstede and Hofstede 2005, 129). However, the femininity can be clearly 

seen in the Finnish organisation culture (Table 2.). The small scale and low profile 

approach is once again valued. Negotiation and compromises are accepted tools to 

resolve conflicts and employees are valued equally, in other words thanks and 
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appreciation are shown based on a well-managed task, whoever the appraisal belongs 

to. The organisation ideally is able to fulfil many different individual dreams. For 

some it is a platform to build a career; to some it simply balances life and gives 

employee an important social environment. The difference in comparison to the 

masculine organisation cultures is that in the feminine cultures the employee freely 

chooses between different options. The employees could be described straightforward 

and factual with no need to keep up social casualties, such as small talk (Granlund and 

Lukka 1998, 191). Similarly the ideal manager is often someone, who does not show 

or differentiate from the group too much. The organisation does not need heroes or 

stars; instead it needs a manager who is performing well. However, Granlund and 

Lukka (1998, 193) describe the Finnish management style as aggressive and authorial 

but it should be noted that the idea of a manager and their management styles can 

differ. (Hofstede and Hofstede 2005, 141-145) Hofstede (1980) also remarks that 

Finland has traditionally been an extremely work-oriented culture.  

 

The guiding moral principles in Finnish society, as well as in Finnish organisations, 

could well be said to be trustworthiness and seriousness in one form or another 

(Granlund and Lukka 1998). In the scale of uncertainty avoidance (UAI) Finland is 

placed almost in the middle of the two extremes of not avoiding uncertainty or, on the 

contrary, strongly avoiding it (Table 5.). When compared to Chinese culture, Finnish 

culture can be understood to have a stronger tendency to avoid uncertainty. The most 

visible signs are the need of laws, rules, and regulations in the Finnish workplace. To 

begin with, the work life is heavily regulated with employment law and every aspect 

of the work life is often filled with the legal signs and aspects. Yet it has to be pointed 

out that the employers do not force these rules and regulations upon the employees, 

on the contrary, legal ratification is seen as a protection and a sign of thing being 

taken care of in the “official and decent” manner. On one hand this can result in a safe 

and creative environment, on the other hand the attitude might be a potential source of 

laziness and inefficiency (Hofstede and Hofstede 2005, 182-186) 

 

Measuring the Finnish organisation culture against Hofstede’s fifth dimension, time 

orientation, is quite challenging since the framework and measurements derive so 

strongly, or perhaps it could be said, purely from the Chinese Confucian society. The 

Finnish organisation culture can be said to be in the centre of these two orientations, 
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bending towards the long-term orientated culture. In contrast to the Chinese 

(organisation) culture, Finnish culture could be said to be more short-time oriented 

with the way it relates to the time spent in the organisation. The atmosphere is more 

laid back and it is recognised that leisure time and long holidays are important parts of 

effective and productive work time (Hofstede and Hofstede 2005, 215-221) (Table 

5.). 

 

Finland began to receive immigrants in 1980’s after a break of sixty years. However, 

it was not until early 2000 that Finland initially showed genuine interest towards 

increased immigration flows, which was originally evoked by the warnings of an 

ageing population. From there it has been a long journey to full acceptance of work-

based immigration as an important and essential means by which increase national 

competitiveness (Trux 2010, 41-42; Söderqvist 2005, 21; Pitkänen 2008, 35). There 

are a few studies about immigrant adaptation to Finnish organisations (Cai 2012; 

Sipari 2010; Merimaa and Kivinimi 2010 and Pitkänen 2007), and many of these 

studies represent the Finnish attitude towards immigrants as quite defensive, where 

often in the process almost unconditional assimilation to Finnish culture is expected 

(Juuti 2005). According to Söderqvist (2005, 10) Finnish employers often evaluate 

immigrants with the same criteria that they apply to the Finnish applicants in a 

recruitment situation; employees are expected to fully understand the Finnish culture 

and, even more importantly, the Finnish language is often seen as a necessary 

precondition for successful candidates with many employers tending to identify 

Finnish language skills together with the trustworthiness aspect (Laine and Kujanpää 

2008; Cai 2012). Immigrant employees often experience discriminative behaviour not 

only from the employers but also from their Finnish peers. According to Laurén and 

Wrede (2008) when management and distribution of tasks fails to strengthen the 

organisation as an equal workplace, Finnish employees do not hesitate to re-divide 

tasks so that immigrants are left with the least wanted tasks. In other words, Finnish 

employees might see their ‘Finnishness’ as a superior quality, which increases their 

position in the organisational hierarchy over the immigrant employees.  

 

Active social support at work has considered being a crucial factor, supporting 

employees’ integration process significantly (Lu et. al 2011). Social support refers to 

employers and co-workers activity aimed the employee to understand their position, 
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role and expectations concerning them. In the middle of the cultural challenges a clear 

vision of goals and an open and supportive work-environment can be seen as a factor 

that minimizes the negative effects that the possible “culture shock” causes and 

therefore it is an important cultural and organisational culture feature (Figure 5.).  

 

2.2.7 Expected organisational challenges  

 

This study presumes that cultural differences are meaningful in organisations. 

Therefore, one of the basic assumptions must be, as Hofstede defines, that cultures 

really are different. When comparing the Chinese and Finnish cultures by Hofstede’s 

five dimensions we form an idea of two fairly different cultures to start with. A person 

who grew up in the Chinese culture might enter the workplace expecting a strongly 

hierarchical environment to work in; tasks and promotions are interconnected to their 

relationships with superiors. Decision-making is based on quite strict policies and the 

fact that employees are expected to spend only a reasonable amount of time at the 

workplace might come as a surprise. An employee who was socialised and educated 

in the Finnish culture enters the work place probably assuming low hierarchy and a 

good chance of obtaining promotions if they manage their tasks well. A Finnish 

employee might also expect a well-established decision making system with many 

meetings and rounds of conversations. Not even mentioning time to spend with 

friends and family – with an annual 4 weeks summer vacation. Based on these 

cultural features it is well argued that we may hypothetically expect that an 

organisation employing employees from both Chinese and Finnish cultures may 

experience cultural challenges or even clashes; that somewhere in the organisation 

there exists a process where the actual organisation culture and its basis are redefined. 

This study works in the borderline of the cultural clash of Chinese and Finnish 

organisation culture asking, what are the most striking cultural challenges to outcome 

in a multicultural organisation. This question is asked in the context of organisation 

(Figure 5.). 

!
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Chinese Organisation Culture 

 

Finnish Organisation Culture 

Strong hierarchy Weak hierarchy 

Collectivism Individualism but a strong sense of a 

group 

Networks and personal relationships Task and performance 

Masculinity and Star –culture Femininity and democracy 

Flexibility and ad hoc –decisions for the 

greater good 

Strong sense of law, rules and formal 

negotiations 

Work is the centre of life Work must be balanced with other areas 

of life 

Confucian values Trustworthiness 

 

Table 2. Characters of Chinese and Finnish organisation culture 

 

2.2.8 Social identity manifested in groups 

 

Identity answers to the question, who am I? According to Hall (1988) the origins of 

cultural and ethnic identity are always in the culture itself, by which he means that 

culture in a way creates an individual. The approach that Hall (1990) chooses to 

define ethnic identity is to see it as a continuous process of reproducing one’s identity. 

One way to approach cultural differences in organisations is to borrow a social 

identity and intergroup theory from social psychology. The theory of social identity is 

based on the idea that individuals identify and locate themselves through different 

groups, whether belonging to them or being different from them (Tajfel 1979). In a 

conflict situation between two groups, an individual presumably will represent in-

group favouritism and simultaneously discrimination against the out-group (Tajfel 

1979, 39). An individual can coincidentally belong to two or more than two groups 

without it necessarily causing any inner-conflict to them. Gaertner et al. (2010) 

suggest that this kind of dual-identity is connected to multicultural ideologies. The 

advantage of social identity and intergroup theory is that it gives much attention to 

cognitive, self-explanatory meanings. Various studies show that the national social 
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identities are often the dominant sense-making vehicle for individuals who are also 

part of a team or a group (Salk and Shenkar 2001). 

 

The social identity and intergroup theory further provide an explanatory model for 

organisations coping with differing social identities. There are two suggested 

approaches to decrease intergroup conflict (Gaertner et al. 1993). The first one is to 

de-categorise and the second one is to re-categorise. De-categorisation aims to remove 

the juxtaposition between the two groups and re-categorisation seeks to deconstruct 

by constructing common identities. This research is interested in the position of 

multicultural organisation in this scheme: are multicultural organisations aiming to 

de-categorise by not even seeing cultural groups and their integration to the 

organisation as an issue and/or are they consciously or unconsciously re-categorising 

by creating a strong organisational culture which connects two originally different 

groups? 

 

2.2.9 Multicultural organisation as a paradigm 

 

Nahavandi and Malekzadeh (1988, 83) define a multicultural organisation based on 

the degree to which an organisation values cultural diversity and is supporting and 

encouraging of it. If there is more than one cultural group in the organisation, it is 

considered to be a multicultural organisation (Sales and Mirvis 1984). On a practical 

level multiculturalism can be measured by “The extent of change imposed on 

individuals or groups who are different from what an organisation considers as 

acceptable” (Nahavandi and Malekzadeh 1988, 84). 

 

Multicultural organisations have quite naturally followed the globalisation of the 

economy, job-market and organisations. If the members of the organisation represent 

different nationalities and cultures, it seems that a multicultural ideology and strategy 

is the only possible constructive way to steer. Whether we see an organisation as a 

unit, organism, culture, group or a team, we are able to agree that the core element in 

an organisation has to be unity. Multiculturalism is a concept, although often vaguely 

used, that different actors around the topic are satisfied to work with. Business 

consultants, strategy managers and human resource departments are offered books 

and advice that are often based on a somewhat simplified view that different national 
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cultures have to be managed differently and the goal of multicultural management is 

to make the organisation work together better and therefore make more profit. The 

multicultural organisation is often presented as some kind of an ideal basis of the 

organisation and a key to success (Mäkilouko 2003).  

 

There are many reasons why the concept multicultural often represents the best option 

in the modern world. The term multicultural was originally used to describe a 

culturally plural society where a number of different ethnic or cultural groups live 

together within a shared political and social framework (Berry 2011, 2.2). Berry 

theorises that multiculturalism is the most successful societal strategy in the 

intercultural situation, where groups and individuals live in plural societies, engaging 

each other in different ways. The two basic orientations in Berry’s theory concern 

groups’ level of desire to, on one hand, maintain their heritage culture and on the 

other their level of desire to engage in daily interactions with other groups. With 

regards to the option of multiculturalism, the group is both actively maintaining their 

heritage culture and simultaneously accommodating and engaging the other culture 

(Berry 2011, 2.4). Multiculturalism in the society demands mutual accommodation 

and can only take place freely at the group and individual level and therefore mutual 

dimensions has chosen as one of the variables of this study, it is important to ask, how 

the employees feel they aim to integrate and how well responding they experience the 

Finnish society, people and finally co-employees (Figure 5.). Multiculturalism can be 

summarised as a view or philosophy that cultural diversity is beneficial to individuals 

and to the society, and that such diversity should be treasured and actively pursued, in 

other words there is a high value on contact and participation (Berry 2011, 2.9). At the 

organisation level, multicultural organisations simply see the culturally diverse group 

of employees as an asset and actively pursue an open sharing of the cultural values, 

norms and strategies.  

 

Multiculturalism and a management view derived from it, called diversity 

management, have been occasionally criticised as well. Trux (2010), for example, 

questions the self-evident multiculturalism mantra, which is often just a stamp over 

the organisation, a certificate of being a successful, open-minded and global 

organisation, with employees from different nationalities. Where, in reality, 

employees and managers themselves are not sure how they should pursue the ideal of 
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diversity management in practice and lead the organisation towards ever-increasing 

multiculturalism. This research aims to take into consideration the complexity of the 

concept “multicultural” but, despite the complexity of the concept, attempts to 

encompass the general and fundamental view that cultural diversity is good for both 

individuals and the society (Berry 2005, 29). This study aims to understand 

employees’ own view on the significance of the multicultural organisation to the 

employee integration (Figure 5.). 

 

2.3 Acculturation 
!
Acculturation is a physical and psychological change that takes place whenever 

people relocate from one country to another (Berry 2005, 698). Immigrants, whether 

acknowledging it or not, make two important choices in relation to their native culture 

and to the host culture. Firstly, to what extent should the native cultural identity be 

maintained and secondly to what extent should a relationship with the new host 

culture be developed (Berry 2005, 704). In Berry’s model of acculturation, people 

relocating are called the acculturative group or non-dominant group and the culture 

where the relocation happens is called the host culture or dominant group (Berry 

2005). Individuals and groups undergo acculturation differently; there are significant 

differences in two components of acculturation: in attitudes, which manifest personal 

preferences, and in behaviours, which manifest individual actions. These two 

variables create a model of the acculturation strategy, which answers to the question 

how to acculturate. (Berry 1997, 9; Berry 2005, 704) Acculturation strategy measures 

specific attitudes and behaviours towards maintaining one’s native culture and 

identity and a relative preference to have contact with the host culture (Berry 1997, 9). 

 

Observed from the viewpoint of the acculturating group, when individuals do not 

wish to maintain their heritage culture and identity, but seek active contact and aim 

absorption into the host culture, they are employing the assimilation strategy. When 

the individuals actively maintain their heritage culture but do not show interest 

connecting with the host culture they have chosen the separation alternative. When 

there is interest in both maintaining the heritage culture and seeking possibilities to 

participate to the host culture the strategy is called integration. Finally, when there is 
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little possibility to maintain the heritage culture and few options to take part in the 

host culture, the strategy is called marginalization. However, it has to be emphasized 

that marginalisation is not usually actively chosen, rather it is a passive way to react in 

occasions of enforced cultural loss of ones’ own culture and exclusion from the 

hosting culture (Berry 1997, 9-10). 

                                                                                                                      

 
Figure 3. Levels of integration by Berry (2005) 

 

Originally, studied in the context of immigration, acculturation was defined as a 

group-level phenomenon but later studies have applied Berry’s model to the 

individual-level, in which case acculturation is termed as psychological acculturation  

(Berry 1987, 492). The process of acculturation on the psychological level is a 

process of psychological adaptation (Berry 1997, 13), which refers to the individual’s 

personal process of learning new attitudes and behaviours that creates a certain “fit” 

(Berry 1997, 14) between the acculturative individual and the host culture. The 

process is three-staged and starts with contact with the new cultural context. The 

contact often gives rise to conflict, which can refer to a relatively neutral process of 

the individual realizing dissonances between the heritage culture and the new host 

culture, or even a quite strong experience of acculturative stress, also known as a 

“culture shock” (Berry 1997, 13). The last stage of the acculturation process is called 

adaptation and it refers to individuals or groups response to the changed demands of 

Integration (++) 

Assimilation (–+) 

Separation (+–) 

Marginalization  
(–  –) 

• actively maintaining cultural 
roots + 

• aiming to become a full member 
of the new culture + 

• does not see any value in 
maintaining the original culture – 

• instead seeking to identify with 
the new cultural group + 

• maintaining the original, one-
cultural identity + 

• actively refusing to become a part 
of the new culture – 

• losing the original cultural 
identity – 

• staying passive about taking part 
in the new, prevailing culture – 
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the cultural environment (Berry 1997, 13-14). Adaptation usually takes place over a 

longer period of time but can also be divided into smaller, immediate adaptations to 

the pressures the socio-cultural environment places upon the acculturating individual.  

 

Out of these four options integration is the most preferred strategy since it can only be 

freely chosen by both of the sides and therefore demands mutual accommodation. The 

less adaptive strategies may severely affect individual well-being and the 

successfulness of the organisation, when considering the phenomena from the 

organisation perspective (Berry 1997; Lee et al. 2000). Berry’s acculturation model 

has become the most popular model to apply both in the literature and empirical 

studies (Nahavandi and Malekzadeh 1988; Pham and Harris 2001; Lu et al. 2011). 

The concept of acculturation was originally created in the context of social 

immigration but has been used widely in the context of organisation studies. There are 

no severe conflicts with this kind of multidisciplinary approach since between social 

groups and organisation there are to be found many similarities and defining 

characteristics. Both social groups and organisations operate in a specific 

environment, have defined boundaries and consist of a numbered amount of 

individuals, who interact and are interdependent of each other’s (Sales and Mirvis 

1984; Nahavandi and Malekzadeh, 1988). However, there are certain factors that give 

organisational acculturation its own characteristics and field-specific questions, most 

importantly the voluntary nature of participation that the members of the organisation 

often share (Nahavandi and Malekzadeh, 1988). In the organisational context 

separation and marginalization as acculturation strategy options are presumably 

relatively rare, since the employees often have the option to leave the organisation if 

they feel exclusion or discrimination. Therefore the interesting applicable question in 

the field of organisation studies is how often employees are successfully integrated 

into the organisation and how often they only carry out assimilative models and 

policies as an acculturation strategy? 

 

2.3.1 Integration 

 

Since integration is the most successful acculturation strategy in the hierarchical level 

of four acculturation options (Berry 1997, 24-25; Shrivastava 1986; Cai 2007; Lu et 

al. 2011) this research focuses on measuring and understanding the successfulness or 
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unsuccessfulness of the China-born professional employee integration into Finnish 

organisations. Employee integration is triggered when the employees aim to maintain 

their heritage culture and simultaneously seek various ways to participate in the host 

culture (Berry 2005, 705). In the context of organisation study there is one important 

decision to be made: whether the host culture refers to the native culture in which the 

organisation operates, or whether it refers to the organisation culture, understood as a 

closed, defined culture. This study applies both approaches. As already mentioned, 

Chinese and Finnish cultures are primarily one aspect or variable of the study, but as 

important is the question of the organisation culture in this study: how well the 

Chinese employees integrate to the Finnish organisation culture.  

 

The nature of integration demands contributions from both the employee and the 

employer. It has been argued by London (1967), Nahavandi and Malekzadeh (1988) 

that integration, even when it requires mutual accommodation and change in attitudes 

and behaviour does not involve loss of the cultural identity of either side of the 

process. Integration requires maximal learning and memory by individuals and 

minimal forgetting of the earlier cultural patterns (Berry 2011, 2.14). The important 

distinctive nature that integration carries is that it is based on the free will of both 

sides. The employee takes part in the culture and activities of the organisation on a 

voluntary basis, at least this is often the case in the context of professional employees, 

to whom the reason of employment is not a imminent need of income, instead the 

ability to proceed in their career, gain international experience and even growth from 

an entirely personal perspective. The employer is also involved in this particular 

relationship on a voluntary basis. Employees are obviously required for the 

organisation to exist in the first place, but it is presumed that the employer chooses the 

employees it desires among the people applying for the open positions. Employer – 

employee relationship being this way based on voluntariness is per se favourable in 

terms of successful integration. 

 

Predictors of high individual integration are international background and language 

competency (Lu et al 2011). International background covers educational experience 

abroad and most ideally in the country and culture, to where the employee is 

integrating. International background also refers to previous work experience outside 

the county the employee has born. International background gives the employee a 
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wider perspective and predicts higher ability to be flexible in various cultural 

situations. The employee has presumably gone through at leas a small culture shock, 

if they have already lived and worked in another culture, which guarantees that the 

employee has a better capacity to deal with different emotions and feelings, related to 

the living and working in another –culture situation, compared to the employee, who 

is having their first international experience. Language competency refers to the 

employee’s abilities to work in a different country. Usually the expected language 

competency covers the knowledge in English and the local language, in this case 

Finnish, has seen as possibility to deeper understanding of the culture and every day 

life in the receiving country. Because of this, both previous international experience 

and language competency are tested and discussed in the empirical part of this study 

(Figure 5.) 

 

2.3.2 Studying Cultural integration  

 

Integration can be examined at various levels of action. Berry (2005, 701-704) makes 

an important distinction between cultural/group level acculturation and 

psychological/individual level acculturation. The main reason to distinguish these two 

levels is that not every individual of the acculturating group integrates the same way, 

on the contrary, there are significant individual differences among the individuals 

even statistically representing exactly the same cultural group in an identical situation. 

Additionally, different measurements should be used when applied to these two 

groups (Berry 2005, 701-702). This research is focusing on the cultural level of 

integration. At the cultural level it is assumed that the acculturative culture and the 

host culture follow a conscious strategy or aim and they have at least an initial notion 

of what they are doing (Berry 2005, 704). This kind of awareness can be applied to 

the organisation context as well, since the organisation is conscious of employing an 

employee and offering the organisation as a different culture than the original national 

culture of the organisation. In fact, one basis of the employment might be the cultural 

diversity that the organisation seeks. Even though Berry abandons the possibility of 

mixing and matching the study of cultural and psychological acculturation, he 

represents psychological acculturation as the next level function of cultural level 

acculturation, pointing out that the psychological adaptations often correspond to the 

strategic goals, set in the cultural level (Berry 1997; 2005, 704). In the research 
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process, following Berry’s model, it is therefore important to distinguish the cultural 

and psychological levels of acculturation. This study focuses on the cultural side but 

in order to gain an holistic understanding of the phenomenon in hand, the 

psychological side of the integration is an important part of the study because, as 

Berry (1987, 492) himself notes, psychological acculturation refers to changes in 

behavioural and internal characteristics of an individual whose cultural group is 

collectively experiencing acculturation. Further, the third focus of this study is the 

organisation culture. 

 

When studying integration the most important aspect is to make sure that the right 

questions are asked, which will help us to discover and analyse the topic more deeply. 

The challenge in studying integration is the same as the challenge, which arises 

whenever culture is studied: how to measure something as intangible as culture, in a 

substantial, understandable way that is, most importantly, reaching for the truth. This 

research assumes that the employees’ own perceptions, examples and analyses will 

provide deeper understanding of the matter. When following Berry’s theory of 

acculturation the two main dimensions under research are (1) to which degree the 

employees aim to maintain their heritage culture and (2) to which degree the 

employees strive contact and participation with the host culture and its members 

(Berry 2005, 704).  The challenge there lies in the question how to measure these 

tendencies and the level of these tendencies. Fortunately there are previous studies 

with the same theory background that will provide us with some applicable research 

models.  

 

Lu et al. (2011) conducted an empirical study of Chinese professionals’ acculturation 

strategies in the context of Australian workplaces. Their study concluded that the four 

most important factors predicting high levels of acculturation are (1) education, (2) 

work-related experience outside China, (3) English proficiency, and (4) social support 

at work. We assume that the same variables correspond to a higher-level acculturation 

strategy among Chinese employees in Finland.  

 

2.4 Analytical framework 
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INTEGRATION 

This study examines the integration of Chinese professional employees into Finnish 

organisations. The main two components of the study are 1) Chinese professionals 

and 2) Finnish organisations. The critical interaction between these two components 

and the phenomenon under investigation is integration. Based on Berry’s (1987; 

1991) acculturation model, integration happens simultaneously on two levels, towards 

the original culture and towards the accommodating culture. Successful integration 

means ability to maintain both cultural roots and cultural learning (Figure 4.).  

 
Figure 4. Two dimensions of integration (Berry 1987) 

 

Integration can be studied on various levels. Originally it was utilised in the context of 

national immigration, and since then studies have followed Berry’s (1987) two-fold 

approach, as in integration study in the context of personal/individual level and 

social/group level. In the context of organisation sciences, Berry’s model has been 

used mainly in the context of M&A (Nahavandi and Malekzadeh 1988). This study 

examines integration on three levels: individual, national, and organisational.  

 

Individual integration refers to employees’ personal abilities, tools and motivation to 

integrate into a certain culture. In the previous studies there have been three qualities 

supporting individual (or as Berry, 1987, calls it, psychological) integration. 

Language competency has been shown in various studies (Lu et al. 2011; Schnittker 

2002) to be a strong indicator of successful employee integration. Language 

competence is one of the variables of this study; does a competence of speak English 

Cherishing and 
maintaining 

cultural roots  
Actively exploring 

the new cultural 
way to be and think  
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and Finnish support the employee integration (Figure 5.)? Another factor enhancing 

the level of integration has been the employees’ international background. That is, 

educational or vocational experience from countries other than the employees’ own 

national culture (Lu et al. 2011). The third factor has been the employees’ personal 

motivation. Since the integration is always a freely chosen acculturation strategy, 

employees own attitudes must be considered significant (Berry 1997) and therefore 

personal motivation is also tested in this study (Figure 5.). 

 

The next level of integration is national integration, which refers to the employee’s 

integration towards the national culture he or she is living and working in. The first 

important factor supporting the national integration is small cultural distance, which 

means that the smaller the change and difference between the two cultures, the easier 

it is to integrate into it. Secondly the way the dominating culture concerns the 

employee is significant. If there prevails a positive attitude towards immigrant 

employees and foreigners, it naturally enhances and eases the integration process.  

 

The third, and most important, level of the integration in our study is the organisation 

level where all the visible structural and managerial integration happens in the case of 

employee integration. Previous studies in the context of organisation level integration 

have shown that social support at work (Lu and al. 2011) and a multicultural 

organisation (Berry 2011; Oerlemans and Peeters 2010) create a favourable 

environment for successful employee integration.  

 

This study tests these three levels of professional employee integration in the context 

of Finnish organisations among Chinese employees (Figure 5.). These three levels are 

separated, since differentiating the levels of integration transforms the topic into one 

more researchable and strengthens the view that employee integration is always a 

combination of employee-specific, organisation-specific and culture-specific issues 

and themes. It is important to recognise these levels but also note that the issues and 

questions often overlap with each other, for example the employees’ personal 

motivation, which is initially an individual level question in the sense that motivation 

could be said to be originating from the individual itself instead of the surroundings. 

Secondly, individuals’ motivation to integrate to a certain culture in the sense of 

everyday life, reading news, learning the language, etc. is a national -level 
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phenomenon. Thirdly, individuals’ motivation to learn how to do their job well, be an 

essential part of the organisation and proceed in their career is highly related to the 

organisation level. Similar layers could be easily pinpointed from the other factors 

supporting integration. Increased level of integration simply means that based on the 

previous studies, qualities such as social support, multiculturalism, mutual 

accommodation, language competency, international background and personal 

motivation are supporting the integration process. Cultural dimensions in both 

national and organisational level are included, because the hypothesis, based on 

Hofstede and Hofstede (2005), is that the more different two cultures are in terms of 

cultural dimensions the greater the challenges to combine these cultures are. This 

study simply desires to use these dimensions as guiding parameters when studying the 

level of integration of the Chinese professional employees (Figure 5).  
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INCREASED LEVEL OF INTEGRATION 
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Figure 5. Theoretical framework of the study 
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3 METHODOLOGY 
 

When choosing an approach and a technique to pair with the research questions it is 

valuable to recognise the underlying assumption behind the approach. In general, use 

of quantitative tools that measure and count refer to a positivist view, and the view 

preferring qualitative tools such as interviewing and observation are called naturalist 

(Rubin and Rubin 2012, 14; Remenyi and al. 1998, 31). The positivist and naturalist 

approaches are underpinned by two assumptions, research paradigms and research 

philosophies, which together refer to the researcher’s belief of what there is to be 

known, what research methods are appropriate, and how the quality of the research 

should be measured. A simplified division between the two approaches would be that 

positivists tend to see reality as fixed and measurable whereas naturalists assume that 

the reality is in constant change and therefore in order to gain new information the 

researcher has to be able to see underneath the surface. (Rubin and Rubin 2012, 14)  

 

Since this research is operating with very intangible and embedded questions in the 

area of culture, choosing the naturalist approach seems, in principle, justified. To 

understand more about the essence of naturalist view there are some variants that 

modify the approach to some extent and are suitable for different studies. Rubin and 

Rubin (2012, 19-20) divide the naturalistic approach into three sub-categories, 

interpretive constructionist, feminist slant and critical slant. Out of these three this 

research follows the principles and guidelines of the interpretive constructionist, 

which is based on the view that the core of discovering and understanding is to give 

value to people’s own perceptions and interpretations of the reality. Culture in the 

context of organisation studies is one of the most argued topics, since it is never 

wholly measured or explained, instead it is deeply experienced and understood in a 

way that is often difficult to study and make visible. This can lead to at least two 

different strategies; it can be said that since the culture is so intangible and embedded, 

the purpose of the cultural study in organisation science should be to transform it into 

something more measurable. Another way to approach the problem is to give the 

“inhabitants” of a certain culture voice and opinion. This study follows the latter 

view. If we do not have any previous studies or frameworks to follow in the question 

of Chinese professional employees integration in Finnish organisations, why not give 
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Chinese professionals a voice themselves to find out what is their own perception of 

the matter and whether they see this as a valuable topic in the first place? Obviously 

this kind of approach leaves plenty of room with regards to the more measurable and 

quantitative studies where actions and structures can be focused on more closely. 

Nevertheless, this can be seen as a good starting point.  

 

The goal in this approach is to understand the process of cultural integration within 

organisations from the perspective of the participant, in other words, the employee. 

Findings in this kind of research method may be relevant to construction of a theory 

or the basis of some proposed action, which is exactly where this study aims. The role 

of the researcher is emphasised in this model because the data collection and findings 

are strongly dependent on the researcher’s skills and abilities to ask the right 

questions, understand the implications, and finally arrive at the correct conclusions. 

Therefore it is fundamental that the researcher acknowledges the importance and 

responsibility of that role (Rubin and Rubin 2012, 22-23).  

 

The various approaches to research can be classified under different categories. At the 

most basic level there is a division between empirical and theoretical studies. From 

the standpoint of the philosophy of science these two approaches need to be 

recognised and explained separately (Remenyi and al. 1998, 31) but at the practical 

level, especially in social sciences, combining these two approaches is useful and 

quite often necessary. In this research the underlying assumption is that there are 

always theory or theory-like assumptions associated with the data-collection process 

(Remenyi and al. 1998, 32) However, as it is commonly recognised, in the business 

and management research it is difficult, although not impossible, to fully rely on 

theory without empirical data (Remenyi and al. 1998).  

 

Whether to use a deductive or inductive strategy should also be explicitly decided. 

Deductive strategies refer to theory-based methods of collecting data where the 

direction is from specific theory towards testing and generalisation. Inductive 

strategies start from empirical observation and aim to define and create a new theory 

based on that. Patton (1991, 66) and Remenyi (1998, 105) both note that in qualitative 

methods the emphasis is quite often on the inductive side of the strategy. However, 

the two-fold approach is applicable also to the deduction-induction problem: a 
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research can be based on a theory, hypothesis then created, tested and conclusions 

drawn, after which, based on the empirical observations new theories are then created 

and tested further (Figure 6.); this method is known as abductive reasoning and 

approach (Fisher 2004, 247). This research operates with a research question that has 

already been studied in a different context (Berry 1997; Lu et al. 2011) and this study 

is testing the previous conclusions and creating hypotheses based on them (Remenyi 

1998, 106). In other words, this is a deductive study, which starts with a theoretical 

framework and a hypothesis derived from the theory. The theory is then tested 

through an empirical study aiming to analyse and confirm the results. However, the 

inductive approach can be found here and there in the study, stemming from the 

element of uncertainty and the need to map out the problem creatively, which 

hopefully leads to practical suggestions and solutions. (Patton, 1990) 

 

 
Figure 6. The research process 

 

 

3.1 Why qualitative research methods? 
 

As Patton (1991, 160) remarks, the method should be seen as a tool, which is 

supposed to help us understand and illuminate the problem. When we are looking for 

a justification for a certain chosen method we need to ask what this certain method 

should, will and does illuminate when it is used. As mentioned, culture as an object of 

research is a complex and multilayered phenomenon. Based on the nature of the 
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object we are therefore relatively free to choose either quantitative or qualitative 

method, they will simply illuminate and highlight different things. Quantitative 

studies have been previously used in the context of similar study. Lu et al. (2011) 

applied quantitative methods when they researched the acculturation strategies of 

China-born professionals in the Australian context. Cai (2007) also applied 

quantitative methods when studying academic staff integration in post-merger 

Chinese higher education institutions. Alternatively, however, Trux (2010), Rankinen 

(2008) and Nojonen (2007) all used qualitative interview methods when studying 

cultures in relation to organisations and their behaviour. Guowei (2012, 311) 

demonstrates in his study of acculturation and work relations that immigrants’ cultural 

orientations are dynamic instead of being static control factors. This can intrinsically 

be seen as supporting the use of dynamic research methods. Because the approach 

could have been either one of the two, the final decision was made based on the 

questions that were seen as the most relevant. Marshall and Rossman (1999, 56-58) 

list some characteristics that the qualitative research has: it delves in depth into 

complexities and processes; it explores unstructured linkages on informal processes in 

the organisations and it works with little known phenomena or innovative systems. 

Patton’s (1991, 10) view can be added to the previous list: qualitative inquiry places 

value on people’s experiences, opinions, feelings and knowledge. It also deals with 

people’s activities, behaviours, actions, interactions and organisational processes. 

Eventually we come to the conclusion that the final decision of choosing an 

appropriate method was made because of the personal preferences of the researcher. 

The topic of Chinese employees integration to Finnish organisations was seen as 

something still uncovered, a wide topic that might show interesting paths of research 

and discovery when asking Chinese employees themselves of their experience and 

point of view. It is well admitted by the researcher that a quantitative study would 

complement the information gained. However it is also necessary to highlight that 

starting with a qualitative study might well give us information that leads to future 

possible quantitative studies around the topic.  

 

3.1.1 Sample 

 

This study focuses on one unit of analysis (Chinese professionals), with a sample size 

of six (n=6). According to Patton, small sample sizes are typical in qualitative 
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research but the critical factor distinguishing a good study from a poor one is the 

purposefulness of the sampling (Patton 1991, 169). The sample of this study is chosen 

based on intensity sampling (Patton 1991, 171), which refers to the qualifications of 

the sample, in other words it consists of information-rich cases that manifest the 

phenomenon and our interest more or less intensely which is to say that the sample 

are examples that represents all of the meaningful aspects of the aim of the study. 

Remenyi et al. (1998, 194) use a slightly different categorization, intensity sampling 

being equivalent to judgement sampling or purposive sampling where the samples are 

seen to represent best practice in a particular issue. Intensity/judgment samplings are 

both called as non-probability samples in opposition to the random sample. Non-

probability samplings are chosen based on the subjective judgements of the 

researcher. This logic derives from the phenomenological approach. The unit of 

analysis consists five different Finnish organisations employing the Chinese 

professionals, interviewed in this study. All of the organisations were Finnish and 

located in Finland. Organisations represented different fields; IT, game technology, 

construction industry and marine technology. All of the organisations were doing 

business in the Chinese market but none of them employed more than 10 Chinese 

professional employees in their Finnish office, in fact, in most case the Chinese 

interviewed were the only Chinese employees in that specific location. The small 

sample size arouses questions of the credibility of the study: is the phenomena 

represented well enough? According to Patton (1991, 185) the meaningfulness and 

insights that qualitative inquiry generates have more to do with the information-

richness of the cases and the analytical and observational capabilities of the researcher 

than with the sample size.  

 

For the research altogether six employees were interviewed. In qualitative studies the 

question of whether there is enough “material” is always present. What makes the 

issue complex is the nature of the interview. If our belief is, and it is important to 

define the exact belief we base our research method upon, that a single interviewee 

carries enough meaning and insight to the issue under research, then we cannot 

measure the validity and reliability of the research by the amount of the interviewees. 

However, when we are not talking about a case study, there has to be a group of 

interviewees in order to be able to generalise any of the results (Hirsjärvi and Hurme 

2009, 58). This research follows the theory of “saturation point” of the material. 
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Saturation of the material refers to a state where it can be said that the interviewees do 

not offer anymore anything surprising or new for the study, instead, the interviews 

circle the same themes and the given responses are distinctly reminiscent of each 

other (Hirsjärvi and Hurme 2009, 60).   

 

The interviewees were found mainly by contacting possible organisations that were 

known to be employing Chinese employees. The set criteria were the following: the 

interviewees should be Chinese who had grown up in the Chinese culture. This 

applies to all of the participants. The interviewees were supposed to work for a 

Finnish organisation, located in Finland. As already mentioned, the focus of the study 

is on Chinese professionals, therefore Chinese employees that have immigrated to 

Finland and work mainly to support themselves on a daily basis were not the focus 

group of the study. All of the six interviewees were considered to be professional 

employees meaning that they were in Finland to proceed in their professional, 

voluntarily chosen careers. Four of the interviewees were women and two were men. 

Gender was not considered as a defining feature; therefore the gender imbalance 

should not be seen as a weakness of the study. Four out of six interviewees have a 

Finnish degree.  

 

Each of the interviewees was first contacted via e-mail. The e-email explained the 

basis of the study, a small amount of information about the background of the 

interviewer and the possible example questions of the interview. Based on that 

information all of the interviewees approached the interviewer, expressing their 

willingness to be part of study. Following this, interview time schedules were fixed 

and interviews were organised. The interviewees were told that the interview would 

take at most one hour but could also be less or perhaps slightly longer. All the 

interviews were recorded and interviewees were told that their part will be analysed 

anonymously and the in the content, the company policy would not be offended since 

the companies would remain anonymous as well. One of the interviews was done via 

e-mail since the respondent had moved to Tallinn. All of the physical interviews were 

conducted at the interviewee’s workplaces, in a quiet space reserved for that purpose.  

 

Interviewees, referred to as “En” in the analysis 
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E1 Is originally from Hunan –province, has no previous international experience 

before moving to Finland seven years ago to study in a Master’s Programme. 

Has worked for the current company for five years. Has a family in Finland 

(Chinese spouse) and speaks Chinese, English and is currently studying Finnish. 

E1 is employed by a private organisation operating in the construction and 

design industry. The company is highly multinational and has hundred of 

offices around the world. 

E2 Is originally from Shanghai, has lived five years in Finland and has worked 

10 months in a current position. Has done Master’s degree in Finland, some 

previous international experience, has a Finnish spouse. Speaks fluently 

Chinese and English, some Finnish also. E2 is employed by a Finnish private 

organisation, operating in the game industry. At the moment the company is 

growing fast and developing their global network.  

E3 Is originally from Chengdu, moving to Finland six a year ago was 

employee’s first international experience. Did Master’s programme in Finland 

and has worked for the current organisation for three months. Speaks Chinese, 

English and basic Finnish. E3 is employed by a privately owned Finnish 

software and programming company that is currently operating in over 100 

countries.  

E4 Is originally from Jiangsu province but has studied in Shanghai. Having the 

first international experience, working for a Finnish organisation in Finland, 

although working for the same company six years in China. Does not have a 

Finnish degree. Has been in Finland three months, and speaks only Chinese and 

English. E4 is employed by a privately owned Finnish organisation operating, 

among other fields, in marine technology.  

E5 Is from Shanghai, has lived four years in Finland, working for a same 

company. Has previously studied in Europe where has done Master’s Degree, 

does not have a Finnish degree. Speaks Chinese and English. E5 is employed by 

an organisation operating in the constructing and development industry. This 

private organisation is operating in around thousand locations globally.  

E6 Is from Foshan, in Guangdong’s province. Has lived in Finland for four 

years, done Master’s Degree in Finland and is having their first job in a Finnish 

organisation, time spent working for the organisation less than a year. Speaks 

Chinese and English. E6 is employed by an organisation operating in a highly 
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international field. The employee is not living in Finland but in Estonia, where 

the company has one of their offices. 

 

The interviewees could be said to represent the target group of the study well. They 

are all Chinese professional employees working in a Finnish company. All of them 

were born and grew up in China and moved to Finland to study and build up their 

career and increase their international experience. Four out of six have a Finnish 

degree and half (3) of them speak Finnish at a level that helps them survive in most 

everyday situations. The interviewees were chosen randomly and they represent the 

focus group foremost because they are Chinese, professionals, and work for a Finnish 

company in Finland. 

 

3.2 Research quality  

!

Research quality refers to a set of criteria that, to some extent, assure the quality of the 

study. Validity and reliability measure how well the research corresponds with the 

assumed truth (Kirk and Miller 1986, 29-30), and how well the method measures the 

object of the study (Kirk and Miller 1986, 41-42). Objectivity of the study deals with 

the question whether the purposes and aims of the study guide the process instead of 

the researcher’s or other parties’ subjective means (Patton 1991, 54-55). Credibility of 

the study requires a stance of neutrality with regard to the object under study (Patton 

1991, 55). Transferability of the study demands openness of the sources and ability of 

others to effortlessly revise the references and sources of the information and lastly 

dependability measures how trustworthy and applicable the research is in its own 

context and, further, in the context of other studies.  

 

3.2.1 Validity and Reliability  

 

As already mentioned, “the validity and reliability of qualitative data depend to a 

great extent on the methodological skill, sensitivity, and integrity of the researcher” 

(Patton 1991, 11).  Since the object of this study, cultural integration, is complex and 

multidimensional it easily affects the nature of the validity and reliability of the study. 

Obviously validity and reliability are unnegotiable elements and criteria of the 
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research but once again much relies on the skills and qualities of the researcher. 

Validity could be explained as the skill of the researcher to interpret and further 

develop consistent parts that reveal something important about the object of the 

research. This demands criticism and sensitivity towards the embedded clues and 

hints. As Patton concludes: it is important that the researcher does not pretend that all 

the information is equal. Instead, the researcher should be able to make judgements 

that provide clues to further develop the research, see “clear” patterns and understand 

what it means when the facts are strongly supported by the data (Patton 1991, 431). 

Then again, it is equally important for the researcher to give up some findings if they 

seem to be out of context or irrelevant. The researcher is supposed to do this kind of 

evaluation throughout the project, be able to create theory that is coherent, ask 

important follow-up questions ad hoc in the middle of the interview and be able to 

abandon weak and false presumptions.  

 

Validity can be examined on at least in three different levels (Hirsjärvi and Hurme 

2009, 188-187). These are the levels of predictive validity, structure validity, and the 

validity of the research settings. Predictive validity means that based on this research 

the next research undertaken with the same variables would get the same results. 

Structure validity refers to the original question of validity, in other words, whether 

the research measures and studies the object it claims to be studying. Predominantly 

this is a question of interpretation and structure: do the research questions reflect the 

topic under research? Study setting validity has four parts (Hirsjärvi and Hurme 2009, 

187 [from Cook and Campell 1979]): structure validity was already discussed, and the 

other three parts are statistical validity, inner validity, and external validity.  

 

The question of reliability of the study is focused on the methodological means the 

study applies: whether the qualitative interview in this case measures reliably the 

object of the study and whether or not there are significant weaknesses with the 

method related to the object of the study. In that case the method would have to be 

reconsidered. Reliability in the context of a qualitative interview might be examined 

by asking if the result would be same when interviewing the same interviewee again 

and whether or not another researcher would receive the same result with the same 

settings, interviewees, and questions. Once again we are reminded that the culture as a 

phenomenon under study is suitable to be studied both quantitatively and 
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qualitatively. On one hand qualitative interviews might provide us with embedded 

information that we would be unable to get by using quantitative means, on the other 

hand there are risks, mentioned before, when working with the qualitative interviews: 

the small simple size will not give us information applicable to the whole group of 

Chinese professionals working in Finnish companies and the result of the study may 

be weak since it might be that cultural integration is extremely hard to study by asking 

the employees themselves. Nevertheless, it is important to keep in mind the 

possibilities of the qualitative study (Patton 1991; Rubin and Rubin 2012) and 

acknowledge beforehand the challenges related to the method.  

 

3.2.2 Objectivity 

 

The loss of objectivity is perhaps the most severe and common accusation against 

which the qualitative tradition must defend itself. The fact that the research process 

lies in the hands of a subjective interpreter and the results are produced and thought 

through by an individual mind soon points out the vulnerability of qualitative 

research. Patton remarks that right there, in the debate of the objectivity and 

subjectivity of the study is the ideological ammunition in the paradigms debate 

(Patton 1991, 55). Since the ideals of absolute objectivity and value-free science are 

more or less impossible to obtain in practice, Patton suggests a criteria of neutrality, 

which refers to researchers’ skills and responsibility to understand the world as it is, 

including all the paradoxes and complexities it holds, reporting both confirming and 

disconfirming evidence (Patton 1991, 55).  

 

3.2.3 Credibility, transferability, and dependability 

 

Credibility in the context of qualitative interviews means that the researcher has 

interviewed people who are informed or genuinely know about the issue at hand. In 

this study, building up credibility is not a challenge since interviewing Chinese 

employees on their company’s premises is quite sufficient proof for their credibility. 

However, as Rubin and Rubin (2012, 65) point out, in cultural groups most of the 

members should be able to provide the researcher with information but most will not 

be experienced enough to communicate the cultural knowledge they have and for this 

reason it is important to look for “encultured informants” who know the culture well 
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enough but can also conceptualize it to the researcher. According to Patton (1991, 

461) the credibility issue for qualitative inquiry depends on three distinct but inter-

related elements. First, rigorous techniques and methods for the gathering of high-

quality data, which should be carefully analysed, with attention to the aspects of 

validity, reliability, and triangulation; second, the credibility of the researcher, which 

is dependent on education, experience and personal-vocational skills; and third, the 

philosophical belief in the phenomenological paradigm, that is genuine appreciation 

of the naturalistic inquiry, qualitative methods and holistic thinking.  

 

3.3 Utilization of the Theme Interview 
 

The difference between a discussion and an interview is that an interview is aiming to 

collect information whereas with regards to a discussion, the act itself is important 

(Hirsjärvi and Hurme 2009, 42). In a way an interview is a specified, active form of a 

conversation, driven by a motive to collect information.  

 

This research is using in-depth qualitative interviewing as the primary tool of data 

collection. Qualitative interviewing is suitable in cases where the aim of the study is 

to discover rich and detailed information instead of blunt yes or no –answers. 

Characteristically the researcher does not provide the interviewee with specific 

answer categories, instead the questions are open-ended, which means that the 

interviewee may choose which ever approach he or she sees as relevant for the 

question at hand. Another defining quality of the open-ended interviews is that the 

questions are not permanently fixed, which should allow the interviewee to talk about 

issues he or she considers relevant for the topic (Rubin and Rubin 2012, 29). This is 

one of the reasons qualitative interview is suitable for complex cases where, for 

example, problem identification is challenging; qualitative interviewing gives the 

interviewee voice and thus provides the researcher information that helps to map the 

underlying set of issues. Division between closed and open-ended interviews is one 

way to categorize interviews; division between semi-structured and unstructured is 

another one. In the semi-structured interview, there is a specific topic and usually also 

a theory behind the questions, which leads to a limited number of questions with a set 

of follow-up questions. In the unstructured interview there is a general topic behind 
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the interview but the researcher proceeds based on the contents of the interview, in 

other words, what the interviewee says. The main difference between these two forms 

is in the control of the researcher. In the semi-structured form, from which this 

research draws, the researcher is particularly interested in a certain area or issues 

under the main topic, and with a set of questions aims to collect information and 

knowledge from that specific area.  

 

This research is focusing on culture, whether it is national culture or organisation 

culture. Rubin and Rubin (2012, 32-34) have divided in-depth interviews into two 

categories based on the information sought: topical interviews and cultural 

interviews. It could be argued that culture is one topic as well, and from that point of 

view it is unnecessary to divide into its own category, which has been noted also by 

the authors; in practice topical and cultural tend to overlap. However, authors remark 

that cultural interviews should be treated in their own category because of the 

invisible nature of the information in cultural issues. Since cultures are taken for 

granted among the members of the culture the questions concerning cultures are often 

hidden and embedded. In cultural interviews researchers often look FOR signals of 

culture itself: behaviour, terms, choices, or phrases that reflect the culture often at the 

implicit level. It is noted that cultural interviews might seem to be rambling from time 

to time (Rubin and Rubin 2012, 33). 

 

According to Hirsjärvi and Hurme (2009, 34) the greatest single problem with using 

theme interviews as a method is to underestimate the limitations and problems within 

the method. In this research the reasons a qualitative interview was chosen were the 

following: the interviewees are seen as active subjects who are able to analyse their 

actions and motives. Also the question of Chinese employees’ integration in the 

context of Finnish organisations is not recognised nor studied well enough to narrow 

the interest down to a quantitative pattern. Instead, interviews will provide us with a 

wider framework of what is actually relevant according to the interviewees. The 

limitations and possible problems of using theme interviews as a method are the 

following: the results of the interviews are always dependent on the interpretation of 

the interviewee and the interviewer. The chances to misunderstand, misinterpret and 

over interpret are high and many. Also the role of the interviewer has often 



!

61!
!

emphasized and created an important issue over how experienced and educated the 

interviewer is (Hirsjärvi and Hurme 2009, 35). 

 

In order to cover the topic in depth, an interactive interview should be designed 

around three types of linked questions: main questions, probes and follow-up 

questions (Rubin and Rubin 2012, 6). Main questions lead the conversation and 

ensure that all the themes are covered. Probes are meant to support the interviewees to 

continue conversation around the subject and follow-up questions are direct pleas to 

the interviewees to go deeper into a topic they have earlier mentioned (Rubin and 

Rubin 2012, 31). The contents of the interviews are divided into four parts. The 

interviews will include 1) survey questions providing background information of the 

interviewees, such as age, position, international experience and years of employment, 

2) interview guidelines, categorized by the themes arising from the theory framework, 

3) theme questions, that are concrete questions aiming to transform the theory 

framework into concrete and approachable topics, and 4) subsidiary questions to 

describe and obtain a more holistic understanding of the phenomena in hand and also 

to allow new topics and possible findings to emerge (Table 3.).  

 

Survey Questions 1. Year of birth 

2. Years of residence in Finland 

3. Any family connections in Finland? 

4. Educational background (higher education) 

5. Language skills 

6. Former international experience 

7. Years spent in this organisation 

8. Your current position (what do you do?) 

!

Interview Guidelines 1. Individual level integration 

2. National level integration 

3. Organisation level integration 

!

Theme Questions 1. Do you feel you have changed after moving to Finland? 

2. Did you experience any culture shock when you moved to 

Finland? 
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3. What were your expectations when you moved to Finland 

and did the expectations realized? 

4. How important you consider knowing the Finnish 

language? 

5. Do you have many Chinese friends in Finland? 

6. Do you have many Finnish or/and international friends in 

Finland? 

7. Do you keep up the Chinese traditions with your Finnish 

friends? 

 

8. How would you briefly compare Chinese and Finnish 

culture in general? 

 

9. Is it important to you to maintain your Chinese identity? 

10. How important it is to you to understand Finnish culture 

better? 

11. Do you feel some other (than Finnish) culture would be 

easier? If yes, why? 

12. Can you think of a thing in Finnish culture that you will 

probably never fully understand? 

13. How much you feel your background in China affects to 

your every day decisions? 

 

14. Have you previously worked for a Finnish company? 

 

15. What were your expectations when you started? 

16. Have your expectations and goals changed during your 

time in the organisation? 

17. Did you feel qualified applicant when you applied? 

18. Is developing your career important to you? 

19. Do you see this organisation as a potential platform for 

that? 

20. When you started were the requirements of the position 

clear to you? 

21. How many Chinese in total you have in this organisation 

(your estimation)? 
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22. Has your position anything to do with China? 

23. Is the official language of the organisation English? If 

yes, do you feel the policy is followed? 

24. Do you feel ever excluded because of the language? 

25. Do you feel motivated to your job? 

26. Do you think the organisation places value to your 

nationality and background? 

27. If you would be able to choose similar position in Finland 

or in China, which country would you choose? Why? 

28. Do you think in your organisation there are conflicts 

deriving from the national differences?  

29. Do you think your position in the organisation/the future 

prospects would be different if you were, for example, a 

Finnish? 

30. How would you explain a “multicultural organisation”? 

 

Subsidiary Questions !Expected to emerge along the interview 

 

Table 3. Interview framework 

 

The interviews were conducted in English, which can be seen both as an asset and as 

a hindrance. Hirsjärvi and Hurme (2009, 51) remark that behind the use of language 

in the context of an interview there are some basic presumptions such as that (1) the 

language builds up a social reality, (2) there are symbols and meaning systems 

competing against each other, therefore choosing one way to express oneself is 

always not choosing the other way, (3) the meaning is always context-bidden, (4) the 

actors/speakers are bound within the meaning systems and that (5) there are always 

consequences following the use of language. In this case the presumptions of the 

language as a meaning system are more limited, since neither the interviewer nor the 

interviewee speak the language as a mother tongue. This can be seen as an asset if we 

assume that the possible tendency of over interpreting the language lessens if the 

nuances are left without too much attention. Obviously the negative side is that the 

possibility for misunderstandings might increase and also that the important nuances 

can be left without the attention originally intentioned by the speaker. As noticed in 

the contents of the interviews, language is a very important factor of communication 
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and therefore also in integration. Interviews were held in English, but time to time 

there were some Chinese or Finnish words. It can be seen as an asset that the 

interviewer knew the basics of Mandarin Chinese, had studied, worked and lived in 

China and was familiar with the basics of the Chinese culture. This made it often 

easier for the interviewees to explain a certain feature or element of their culture. 

Some of the interviewees also knew at least the basics of the Finnish culture, which in 

return improved the mutual understanding of symbols.  

 

The purpose of qualitative research is to produce findings, which take place in the 

form of analysis, interpretation and presentation of findings. Qualitative analysis 

might easily be the most challenging part of the study since there are no agreed 

formulas to define significance of a certain finding. There are, however, many 

guidelines that when applied, all demand a certain vision or creative idea from the 

research (Patton 1991, 372-373). When coding the interview, the researcher examines 

the interviews, decides important themes and concepts to code for, defines them when 

necessary and then searches for all the instances of those themes and concepts within 

the interviews (Rubin and Rubin 2012, 204).  

 

After the interviews were conducted, the recordings were transcribed and finally 

analysed structurally following the interview guidelines, thereby the themes were 

individual integration, national integration, and organisational integration. The data 

was analysed using the template analysis presented by Waring and Wainwright (2008) 

and Cassell and Symon (2004).  First the data was examined within the theoretical 

framework categories (mentioned above, also used as interview guidelines), which 

provided themes for the whole analysis. After this, some categories, which emerged in 

the interview, were seen as important enough to be added to the final analysis. 

Themes were then divided into sub-categories that were analysed within the main 

themes. As a last step, conclusions were drawn and linked to the theoretical 

framework.  

 

In the beginning there is a research problem, which in our case is how the Chinese 

professional employees integrate into a Finnish organisations from a cultural 

standpoint. This concrete question is, based on the theory, divided into meaningful 

categories. In this case it was divided into individual, national and organisational 
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integration. Those categories then establish empirical themes and based on those 

themes the research questions are created. In this case the research questions were 

trying to measure and understand the three-level integration of the Chinese 

professional employees. The sub-categories emerged along the interviews. Based on 

those themes, the material was analysed and coded with the principles of template 

analysis and finally interpreted with suggested further studies in the field (Figure 7.). 

 
Figure 7. The journey between ideas and conclusions. Hirsjärvi and Hurme (2009, 67) 
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4 ANALYSIS 
 

The analysis of the interviews was done by following the themes initially based on the 

division made in the theory building section found in chapter three. The levels of 

integration were divided into three sections: individual, national and organisational, 

these being the main themes. Under the main themes there are sub-categories that 

guide the contents of the main themes, based on the theory framework. Within the 

subcategories emerged various issues during the interviews that were then further 

turned into the section labelled emerged themes (table 4). Emerged themes enabled 

interesting topics to arise from the material and it could also be seen as a theory-

testing section, since some issues were raised in various contexts in opposition to the 

presumed themes and patterns. In this way, emerged themes can be seen as the 

inductive part of the study whereas the main themes and sub-categories follow the 

deductive form of research. In this chapter the main themes, sub-categories and 

emerged themes are discussed in the light of the findings of the interviews. Table 5. is 

a table of the interviews and how many of the interviewees mentioned the emerged 

themes in their interview or considered it significant in the context of employee 

integration. The symbol “x” means mentioned and emphasized during the interview. 

 

MAIN THEMES 

 

SUB-CATEGORIES EMERGED THEMES 

1. 1. Language 

competency 

1. 1. 1. Language competency and 

part-taking into the society 

1. 2. International 

background 

1. 2. 1. Identity as a professional 

nomad 

1. 3. 1. Career development 

1. 3. 2. Family relations 

1. Individual 

integration 

1. 3. Personal motivation 

1. 3. 3. Lifestyle 

2. 1. 1. Individualism/Collectivism 2. 1. Cultural dimensions 

2. 1. 2. Time orientation 

2. 2. 1. Attitudes towards foreigners  

2. National integration 

2. 2. Mutual 

accommodation 2. 2. 2. Food 
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3. 1. 1. Power distance and quanxi 

 

3. 1. 2. Flexibility 

3. 1. Cultural dimensions 

3. 1. 3. Masculinity/Femininity 

3. 2. Social support at 

work 

3. 2. 1. Cultural background as an 

asset 

3. Organisational 

integration 

3. 3. Multiculturalism 3. 3. 1. Culture as a non-defining 

element 

Table 4. Framework of the Template Analysis 

 

 

 

 

Emerged themes  1 2 3 4 5 6 

Language competency x x  x  x 

Work-based nomadism x x x  x x 

Career development x x x x x x 

Family relations x x x x x  

Lifestyle x  x x x x 

Individualism/Collectivism x x x x x x 

Time -orientation x  x    

Attitudes towards foreigners x x x   x 

Food x x x x x x 

Power-distance and quanxi x x  x x x 

Flexibility    x  x 

Masculinity/Femininity   x x x  

Cultural background as an asset x x  x x x 

Culture as an non-defining 

element x  x x x  

Table 5. Emerged themes mentioned by the interviewees, template analysis 

 

4.1 Individual Integration 
 

It can be said that the whole of employee integration is, in a way, an individual-level 

process. However, in the same way that Berry makes a difference between the 

psychological acculturation and social acculturation (1991) it is important within this 

study to understand the individual-driven nature of some areas of the employee 
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integration, such as language competency, international background and experiences, 

and personal motivation. 

 

4.1.1 Language Competency 

 

On the general adaptations associated with acculturation, language use is quite often 

the most prominent (Schnittker 2002). Fluency in the host culture language often 

predicts very high levels of acculturation since the use of language always establishes 

a social network (Lu et al. 2011). Language affects all levels of the integration but it 

could be said to be most crucial and visible at the individual level since it is a channel 

that filters and modifies all thoughts and feelings; language is a way to think.  

 

All but one organisation involved in this study used English as their official language. 

English is widely and well spoken in Finland, especially in the Southern Finland and 

capital area (Helsinki, Espoo, Vantaa) where all of the six interviews took place. 

Therefore the question whether an individual is competent with respect to language 

wise two-fold. Language competency in the context of working in a Finnish 

organisation can be understood firstly as a competency to use English as a working 

language and also as an every day, spare-time activity language, and secondly a 

competency to use Finnish to support understanding at the work and daily life in 

Finland. Speaking English is considered necessary for coping in the society and in the 

workplace whereas mastering Finnish is considered as a big bonus or relevant if one 

plans to stay in Finland for a longer period of time or has Finnish speaking relatives, 

for example. Therefore it could be stated that in Finnish multicultural/multinational 

organisation English is the primary language (that is, it is always required) and 

Finnish adopts the role of a secondary language, required at the deep level of holistic 

integration.  

 

Languages are seen as tools that open the specific area you work with. Multicultural 

organisations don’t expect their employees to master languages other than English, 

which is in most cases the official language of the company. It was a mutually shared 

opinion in the interviews that the work itself is not dependent upon language skills, as 

long as one is competent to work with English. Finnish was seen as a big bonus. It has 

been stated that in the professional fields (such as IT, business technology and so on) 



!

69!
!

speaking the local language is not as necessary than the professional skills, related to 

the work (Forsander et al. 2004, 15). According to Cai (2012a, 25) Finnish managers 

understand that mastering Finnish language is very hard but they nevertheless are 

quite strict with their views that if a Chinese employee is striving to become a 

manager in a Finnish company (located in this case in China) they are expected to 

speak Finnish fluently. This unofficial language-policy is often visible only at the 

practical level. The official language requirements hardly ever include the Finnish 

language but in practice, however, the manager will always speak Finnish. As one 

manager phrases it: “the Finnish companies will trust you much more if you speak 

Finnish language” (Cai 2012a, 25). Mastering the Finnish language can be seen 

indirectly as one possible dimension of a career-path, which was also noted among the 

interviewees. 

 

It’s a soft skill, it doesn’t really say: “okay, if you speak Finnish you get this and that 

position”, it’s not like that. But once you speak the language you’ll get more local. 

You get friends, who might help you with something you didn’t know when you didn’t 

speak the language so personally I think it’s important. E1 

 

Language competency is one part of the integration. As many interviewees pointed 

out, it is definitely related to individual integration. It is not an organisational 

“passport” required to obtain a promotion (at least on the non-managerial level) but it 

is more a question of commitment to the society and culture as a whole, which 

indirectly creates trust at the workplace. The current time of expatriates, projects and 

global networks of migration does not fully support the idea of moving to one country 

to build a career and life there. Instead it is considered as a norm to work bits here and 

bits there. This, in a way, divides international employees into two categories: those 

who are planning to stay and those who are planning to grow in their industry and 

personal work and eventually move along to another country to start all over again. In 

this case, employees hardly ever have the desire to learn the language, even if they 

would have lived years in the country. This applies especially to a country as small as 

Finland and a language, which is as difficult to learn as Finnish; learning the Finnish 

language hardly benefits the employee anywhere except in Finland.  
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If I plan to stay here longer I think I will study Finnish. At least I need to know some 

necessary words and then I can at least read and notice my house and building. E5  

 

It seems that the lack of suitable Finnish language courses is one of the biggest 

obstacles to learn the language. In the beginning when they moved to Finland many of 

the interviewees had a very proactive attitude, which slowly shrunk with the 

realisation that there were no suitable language courses for employees, meaning that 

courses are often taught during the day-time when professional workers are often 

occupied. One company had organised a possibility to learn Finnish during working 

hours, which was greatly appreciated and the chance taken. Universities and Schools 

of Applied Sciences are often offering Finnish courses for beginners but after that 

there is no real continuum in the language studies and, for example, the University of 

Helsinki only takes university members into their courses. Lack of knowledge of the 

national language can well be said to be a hindrance to the deeper level integration. 

 

I actually don’t know much about what’s happening in Finland. Like, politically, or, 

actually, because I can’t read the newspapers. E2 

 

4.1.2 International Background 

 

Among the highly educated migrant employees in Finland, the Chinese have proved 

to have the highest level of education (Valve 2009, 18). The more educated an 

employee is, the higher presumed level of the integration there is (Lu et al. 2011). 

Accordingly, international background, in terms of education and previous work-

experience is similarly useful in predicting successful integration (Lu et al. 2001; Cai 

2012b). All but one interviewee had a Master’s Degree based on the field within 

which they were working. Four out of six interviewees had done their Master’s in 

Finland, which can be seen as an excellent predictor of a high level acculturation. The 

majority of Chinese students with a background in the Finnish education system have 

participated in programmes taught in English (Cai 2012b, 127). A combination where 

a Chinese employee working for a Finnish company has done their Master’s in an 

international programme in Finland is very ideal for the employer since the employee 

has international experience in comparison to strictly Finnish or Chinese education. 

An employee with this kind of background also presumably has basic knowledge of 
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professional English and has, as a distinct formal advantage, a high-level degree. 

These students are also familiar with the Finnish culture, which has been noted as an 

asset in the context of Finnish organisations operating in China (Cai 2012b). If an 

employee has studied in Finland between 1,5 – 5 years it may positively imply 

stronger commitment to the culture and country, more than if a Chinese employee 

would apply to Finland directly from China without any previous ties to Finland. 

Employees themselves also see their knowledge and experience from Finland as an 

asset that they can specifically utilize in Finland.  

 

By living in Finland I do have kind of strength that I do know Finnish culture in 

various things. So working for a Finnish company is also kind of where I can use 

some parts of my strengths in a work - - If I would go for a Swedish company they 

may not appreciate this part of experience. E2 

 

However, the most valued thing from the perspective of the employer might still be an 

international background since the integrating employee will presumably experience 

some kind of a culture shock and if the employee in that situation has previously 

experienced a similar process, the adjustment should be smoother.  

 

I already had some experience so when I started to live here it was quite easy for me, 

I didn’t feel any big… - - I think I’m quite adaptive to the new life. E5 

 

Many of the interviewees did not see their career solution as exceptional even though 

they many times mentioned their Chinese peers still living in China and how their 

friends’ lives were compared to their own. International experience was considered 

unambiguously profitable, like an important investment for the future. In some cases 

this idea carried through the moments of slight homesickness and in most of the cases 

going back to China was considered even somehow an inferior option than staying 

and working in Finland. It could be stated that these employees had become career-

driven nomads, looking for the next adventurous step in their personal and career life. 

Some of the interviewees had a history of moving around the world and additionally 

their families and friends were also living in different countries, not only in China. 

This creates a multidimensional self-perception: the decision is not made between 

China and Finland, pulling and pushing; instead, it is made between present moment 
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in a present country and the future in some other country. It became clear during the 

interviews that for some, the duality between Finland and China simply was not 

anymore an issue; instead the whole world was under consideration.  

 

Most of my family members are in the States so I don’t have so many connections in 

China, I think China is not the place that I have some emotional connections. E5 

 

Most of the interviewees visited their relatives and friends in China at least once a 

year. National holidays and the different rhythm between Finland and China was 

considered challenging; in China the most celebrated annual holiday is without a 

hesitation Chinese New Year, taking place, depending on year, from the end of 

January to mid-February. Whereas in Finland the most important annual celebration is 

still Christmas, celebrated at the end of December. Some of the interviewees had 

solved the problem by spending western Christmas in China, pre-celebrating the 

Chinese New Year at the same time.  

 

The nature of the work itself has internationalised as well, some of the interviewees 

were travelling, in a business sense, back and forth between Finland and China, and 

also to other countries. Perhaps frequent travels also offer tools and useful perceptions 

for living between two cultures. The idea of all cultures being simply different might 

reduce the juxtaposition between Finnish and Chinese culture.  

 

These days I’m quite often travelling to China and I feel that when I’m in China I 

quickly adapt to the Chinese culture and then when I come back I quickly adapt to the 

Finnish culture. E2 

 

Many people talk about this culture but for me, I don’t see any, this culture would 

impact me so much whenever I’m in China or in States or in here, but I think it’s more 

related to the people. I don’t know if my feelings are correct or not but this is my 

feeling, I don’t see the culture so important. E5 

 

4.1.3 Personal Motivation 
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Within the acculturation process, personal motivation is the most important aspect and 

drive of the process. The components and reasons of the motivation vary and must be 

understood as separate concepts but the motor and utiliser of all successful integration 

is a personal motivation, which is an interesting concept when discussed with regards 

to the Chinese professional employees. Many interviewees represented their source of 

motivation as a two-fold vision or inner drive. Originally, the personal motivation 

arises from the community and their expectations, especially in terms of career 

development; developing and getting far in life is important for the family and for the 

society. Secondly, many of the interviewees who had lived in Finland had developed 

their own idea of career-development and goals in life. The focus of what is important 

and meaningful in life and work had shifted from outside to inside.  

 

One important and distinctive theme of this study is migration based on professional 

employment in contrast to employment that is primarily based on employees’ need to 

earn their living. Obviously this need often applies to the professional workers as 

well, but in general, professional workers have other motives, which dictate the rules 

of the employment from reasons other than just sheer urge to stay alive, such as self-

development, career dreams and fulfilment of one’s calling.! These are all major 

themes that often might get almost a bit out of hand in the way that employment has 

received probably a bigger role than it deserves. This is because many aspects of 

employment are still just pure work, sometimes hard and sometimes unpleasant. 

Nevertheless it would be misleading to dismiss the role that the speech of “self-

development” and “career-development” has in professional employees’ life and in 

this case the impact it has on employee’s integration to the organisation. All of the 

interviewees considered professional growth a very important part of their work and 

how they experience it. The most important thing was the ability to develop and grow 

professionally with regards to position, content and environment.  

 

I hope the job enables me to grow and in the meanwhile I can make a contribution to 

the job. This is what I’m looking for a job. E5 

 

Working abroad was clearly one important part of professional growth. Even hard 

experiences at work could be transformed into something that enhances one’s career 

and, if nothing else, develops them as people. It seemed that the employees had an 
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upper position in comparison to their employers since they were the ones trying 

something new in a different country and the possibility to return to China always 

remained, if the job itself would stop offering interesting enough possibilities and 

challenges. They would always have their ticket back home, back to their usual lives 

with friends and families. Employees who had recognised themselves as important to 

the organisation had especially started to demand more possibilities in the 

organisation, while they were still in Finland. One of the interviewees wanted to 

develop their skills and started studies alongside work, which was supported by the 

company. After finishing the programme he applied for, and obtained, a new position 

inside the organisation. This position demanded the managerial skills, which he had 

gained by studying management. 

  

My family is asking me, has been asking me to move all the time but I’m still 

interested in the job and I found I still can learn something from the job so that’s why 

it makes it a little bit of difficult to give up. E5 

 

As already mentioned, the Finnish and Chinese ideas of career development and the 

importance that career holds within individual life, varies. In China, career is 

something to strive for and it is an important social measurement of one’s value for 

the society (Merimaa and Kiviniemi 2010). All of the interviewees recognised and 

mentioned this important role that career development in Chinese society and 

ideology has, it was something that had in the first place been encouraged and pushed 

them to apply to study and work in Finland; the desire to develop and move further 

within their fields. However, all of them mentioned proactively that their perception 

of the meaning of work had changed during they stay in Finland. The Finnish idea of 

balanced life had entered their concept of career and all of a sudden they were not 

sure anymore which way to pursue in their chosen career paths.  
 

That’s part of the Chinese soul (career as a first priority); surely career development 

is important. While in the Finnish perspective it’s part of your life and I think I do 

adapt, get lot of influence from Finnish culture so that I think I also have my free-time 

and it’s important and don’t put all my time in a work. E2 
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Family relations are an important part of the integration. One does not live in a void 

and the people around you, especially family in the case of Chinese culture, affects 

the employee’s ability to integrate successfully into the culture and the workplace (Lu 

et al. 2011). Family can affect this both positively and negatively; most general 

possible outcomes are explained as follows (Figure 8.): 

 

 

Figure 8. Chinese professional employee and family relations 

 

 

The employees interviewed had varied family situations. Family relations can be 

examined at two levels; firstly, there is the Chinese family, meaning grandparents, 

parents and siblings living usually, not always, in China. Secondly, there is the new 

family or spouse and their parents and grandparents, living usually, not always, in 

Finland. These relations all affect individual integration into Finland. Chinese family 

in China can be either supportive or non-supportive. Support is often concretised in 

attitudes and actions, for example, positive attitude towards child’s adventurous life in 
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another country, perhaps visiting Finland if possible and also keeping touch via Skype 

and the Internet in general. Non-supportiveness might be identified in the dislike of 

the new culture and its habits, however, more often non-supportiveness is not an 

issue, the more severe issue is the physical condition of Chinese parents, for example, 

which has nothing to do with the emotional and mental support parents provide. Most 

of the interviewees mentioned that currently their biggest concern, and also most 

accurate reason to move back to China, would be a weakened condition of their 

parents in China, since their working visas do not allow their parents to move along 

with them to Finland (Figure 8.).  

 

You mean the same position? Of course I would choose China! My parents are there 

and all of my social relationships are in China, they are very important, in my 

understanding. E4 

 

Other, perhaps more daily, relations that affect the integration are the possible family 

relations in Finland, meaning Chinese or Finnish spouses and perhaps children, living 

in Finland. Four out of six interviewees did not have a spouse or family in Finland, 

the two who had, were repeatedly bringing up the influence their spouses had on their 

acculturation. Chinese spouses had a positive affect on the employees’ integration, 

since the spouse was very eagerly trying to learn from the Finnish culture and get 

more into it. This pulled the interviewee along and they became like a team actively 

trying to learn the language and the culture.  

 

She also started to learn the Finnish language earlier than me, so previously I was 

just my work and staying home, maybe playing some game, quite a nerd life and now 

I’m more kind of let by her to kind of let’s think about this society, we are living here 

so why not catch the news, open the TV and listen what the local people say, so I think 

it’s a really good relationship with my wife. E1 

 

The other option here would be a strong separation as a chosen acculturation strategy. 

Families often spend time together and in a situation where the surrounding culture is 

different than one’s own, there is a great chance to separate from the society and 

spend time only in the own cultural circle, family. Another important aspect to 

remember is that part of a successful integration is maintaining one’s original cultural 
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roots, which in this case places substantial important responsibility onto the Chinese 

family in Finland: with family it is easier to keep up traditions, cook Chinese food and 

celebrate Chinese feasts. So in the best-case scenario this kind of “teaming up” 

strengthens the process of integration in both necessary directions. 

 

The other interviewee had a Finnish spouse, which was helping her greatly to 

integrate into the Finnish culture and habits.  

 

I don’t think I’m kind of eagerly pursuing to know Finnish culture but because luckily 

I have a Finnish boyfriend and he influences me every day and then I also meet his 

family and his environment and friends and colleagues. E2 

 

Important here was that the Finnish spouse was at the same time eagerly pursuing 

knowledge with regards to Chinese culture and language. In this way they both met in 

an ideal place; learning from each other, getting silently influenced by each others’ 

culture, environment and habits.  
 

There are strong suggestions that international students tend to stay with their peers, 

in this case referring to the representatives of their national cultures. According to Cai 

(2012b, 167) many Chinese students retreat to their Chinese communities due to lack 

of language skills, which facilitates their experience of a whole identity and 

comfortable life but weakens their ability to understand and integrate into the society. 

This was clearly recognised by almost all of the interviewees. One of the employee’s 

had recently arrived in Finland and did not plan to stay for more than a year or so, in 

which case her motivation to integrate into the society was obviously weak. She did 

not have any local friends, nor did she participate in anything considered as local in 

her spare time. Her social network lay completely in China; she kept up her 

relationships via Skype and other Internet communication -based channels and did not 

see meetings with other Chinese meaningful without any other connecting element 

than simply a national background. The rest of the interviewees had stayed in Finland 

for more than one year and had had quite a clear vision to begin with. Before moving 

to Finland they have decided that the time in Finland is going to be an international 

experience and the positive outcomes career – and personal wise would increase the 

more they would be internationally focused.  
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For many of the interviewees the biggest leap in terms of adjusting to the Finnish 

culture was probably the role that alcohol consumption had with regards to free-time 

activities. Alcohol is not traditionally largely consumed in the Chinese culture; it has 

its place in the celebrations and sometimes with food but getting drunk is not 

expected, encouraged, nor seen as a positive thing in China. However, along with 

globalisation, the western drinking culture has arrived to the big Chinese cities as 

well, although there is still a gap between “western” and Finnish drinking culture. 

Finns are known as heavy drinkers and alcohol has traditionally been known as the 

gate-opener for Finnish people in terms of socializing opening-up. As a foreigner, if 

one does not want to take part in these events, it might be challenging to actually get 

into a conversational level with the locals. This is without even mentioning to become 

close friends.  

 

Finns are nice but I cannot make very close friends with them. It seems that Finns 

don’t like to open their hearts and satisfy their own life. The life here is a little bit 

boring, Finns like to go bars or pubs but I don’t like them. E6 

 

It seems that especially if one does not have any family or spouse in Finland, the 

choices are to separate from the Finnish society or alternatively try to find a place 

somewhere between these two cultures and dimensions. 

 

It’s an advantage that your language skills… You don’t improve if you just stay with 

your own people. Yeah, I think my English improves a lot during the parties. Not in 

the class. E3 

 

4.2 National integration 
 

Drawing the line between individual and national integration is challenging since 

individual and communal processes overlap and affect each other so heavily. The aim 

when separating these two aspects is to provide the interviewee with these different 

ideas: what is happening around me (national) and how do I respond to that 

(individual). The national integration was perhaps easier to pinpoint and analyse than 
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the individual level integration since the themes covered ideas of ‘we’ and ‘them’. In 

addition the reflections of the cultural identity were visible and concrete, questions 

such as how the society works and what should we eat today. The main theme 

emerged in every single interview was being proud or not being proud. The cultural 

identity was, without leading or being specifically asking by the interviewer, defined 

as being proud where one comes from. Often the question dealt with how does it feel 

to live as a Chinese person in Finland, but it turned out to signify different aspects of 

pride. Often the pride was connected to very external aspects, such as China’s 

remarkable economic development (proud), environmental issues  (not proud), social 

security in China (not proud), old and important culture (proud) and so on. In the end 

all the six were proud of their Chinese roots and culture even though it was noted that 

the culture of being proud is somehow shifting. 

 

In China we have this kind of very patriotic idea and I, in comparison to those people 

who have born after 90’s, I still belong to that older generation and in a way get that 

education and am proud of my country in some perspective, not every perspective. E2 

 

The national identity reflects the personal identity and vice versa. Many of the 

interviewees had lost their certainty about their national identity. When the years had 

passed in Finland, they had adopted Finnish culture in that extent that it had changed 

their identity as well. However, none of them were thinking that they would somehow 

aim for a full absorption or change even though, for example, due to family 

relationship reasons they would have the possibility to get a dual-nationality. 

 

I think it’s getting more and more blur (Chinese identity) - - but for some reason I just 

never think I would change my passport to be Finnish. I don’t want to change my 

identity to be Finnish. E2 

 

Getting more adjusted to the Finnish culture becomes most visible to the interviewees 

when they visit China. All of the interviewees mentioned the proactive nature and 

peacefulness in Finland. This is in contrast to the high buildings, pollution, and hectic 

lifestyle in China. It has to be noted that there are differences among Chinese cities, 

when compared, for example, Shanghai and small mainland village, but realistically, 

if professional Chinese would go back to China, they presumably would head where 
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the professional jobs are located, places like Beijing, Shanghai, Chengdu. Or even 

further afield to areas such as Hong Kong and Macau, places that all represent the 

twenty-four-hour hectic business lifestyle. The different lifestyle was one of the 

biggest reasons that the idea of moving back to China did not appeal to the 

interviewees.  

 

I feel so, you know, not so trendy, fashioned, compared to my friends (in China). They 

have a different life. E3 

 

4.2.1 National culture Dimensions 

 

In the interviews Hofstede’s cultural dimensions were not used, in the sense that they 

were not mentioned implicitly or explicitly by the interviewer, therefore the 

dimensions that emerged could be stated to be significant emerging themes among all 

of the interviewees. When asked about the differences between Chinese and Finnish 

culture, all of the interviewees mentioned the juxtaposition between individualism and 

collectivism when comparing these two cultures. Chinese culture was seen presently 

as a highly collectivist culture where the individual was primarily meant to fulfil the 

desires of the group or community. This is in contract to Finland where the 

individuals was seen as solely responsible for their own life.  

 

In China it’s more like you live your life because of someone, you live someone’s life, 

the life your parents want you to live but in Finland you just be who you want to be. 

E3 

 

Also the concept of family was different between these two cultures; in China, family 

usually means extended family whereas in Finland it means parents and siblings and 

sometimes a Finnish person might even introduce their pets as their primary core 

family. In China, anybody that you can consider even slightly your friend or a person 

you know is taken care of whereas in Finland, according to the interviewees, it is a 

long process to become someone’s friend. Therefore, building up relationships with 

local Finnish people might get frustrating from time to time. When the circle of “my 

people” is small, it often means strangers are not intuitively helped; instead it has 

taken time to learn to ask in a straightforward manner for necessary help. 
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My parents are complaining about that, they think that I don’t help them initiatively 

and also when they help me I don’t appreciate it. E2 

 

Losing one’s sense of collectivism was not experienced only negatively; it was also 

seen as increased freedom to show one’s real emotions and perceptions. One 

interviewee pointed out various times along the interview that Finnish culture allows 

him to sit in silence and not speak to a person if you feel like you do not have 

anything to say. Also other interviewees mentioned ‘the power of silence’. Where the 

interviewees described ‘becoming more Finnish’ as a liberating experience, their 

Chinese parents and friends often remarked about their non-Chinese behaviour and 

the lack of attention to the groups’ interests. These findings were in line with previous 

assumptions with the high individualism in Chinese culture (Lockett 1988, 487). As 

Chen and Miller note: “Individual are regarded (In Chinese culture) at ever level of 

social interaction not as self-contained entities, but as links in a board social-network” 

(2011, 8). 

 

This (Finnish culture and society) will give you more freedom to be as you are. E5 

 

Another dimension that arose indirectly during the interviews was that of time 

orientation. According to Hofstede and Hofstede (2005) Chinese culture is an extreme 

example of long-time orientation. This means that decisions and their consequences, 

even in everyday life, are observed against their predicted long-term effects instead of 

short-term effects. These Chinese employees, from whom almost all of them had 

studied in Finland, are a concrete example of the Chinese long-time orientation: 

investing in the future in the form of international studying and international work 

experience is foremost seen as a logical bet for the future. Hard working and 

competitiveness are other aspects of the Chinese time-orientation. This was briefly 

discussed in the career –section but perhaps it also has to be recognised that career – 

centred life arises from the idea of seeing further and investing into one’s future in 

every possible way. This applies also in Finland where hard work and perseverance 

are important values as well. However, the Finnish society has been built to support 

relatively long-time orientation whereas in China all major life-decisions are made 

entirely dependent upon individuals own hard work. Furthermore, government 
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support is heavily lacking with regards to these actions. This means that, for example, 

career building is very intense and consuming. Interviewees had already adopted the 

Finnish balanced lifestyle and were worrying a bit about their possible return to the 

Chinese work life, with the hectic and all stakes in – attitude.!
Chinese work very hard to keep their jobs or earn better life in severe competitions, 

burdened by a lot of pressures from life and work. E6 

 

4.2.2 Mutual Accommodation 

 

One of the important aspects of Berry’s (1997) acculturation theory is that 

integrations requires mutual accommodation, therefore the most beneficial 

environment for a successful immigration is a multicultural environment where not 

only the migrating one is striving to integrate but also the environment wants actively 

to accommodate the one migrating. Finland does not have the best reputation or 

history in terms of welcoming migrated workers (Pitkänen 2007).  Further, the 

country is still struggling with the quite outdated exceptions of which ways the 

migrating workers should qualify in order to “earn” their position in a Finnish 

organisation. One of the biggest mental obstacles is still the failed presumption that 

language is the prevailing indicative attribute signifying a qualified employee. 

According to the study of Peeters and Oerlemans (2009, 19) ethnical majorities often 

prefer ethnic minorities complete adapt the dominant culture, in which case 

maintaining one’s original ethnic identity is not valued. Luckily this is not the case in 

every field and especially in the high-paid fields such as IT and business, where there 

atmosphere has at least somewhat opened up to accommodate various people from 

differing cultural backgrounds.  

 

If I want to join Finns, understanding Finnish culture is important. I am open-minded 

but it seems not all Fins are open-minded. E6 

 

Based on the interviews, the biggest problems were not connected to everyday life but 

rather to the organisations and their hierarchies. It was a commonly shared view that 

Finnish people are silent wherever you go but they are also honest, so there is nothing 

hostile in the silence. It is really only normal amount of ‘Finnish individualism’ that 

was not meant to attack against foreigners; instead it was a national norm. The 
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organisations were also seen as very unproblematic environments, in the sense that as 

long as you did your work well your cultural background did not matter. However, 

when inquired specifically, it turned out that there is a still at least a very weak 

presumption that the employee’s cultural background matters. Finnish employees 

were seen to have a better chance to move along in their career and some individuals 

had also taken a role that had a sense of national bullying.   

 

I: Do you think there are any conflicts at the workplace deriving from the cultural 

background? 

E3: Not really… (pause) Maybe a little bit. How they work and how they 

communicate.  

I: Yeah? So just some tensions or? 

E3: Yes. Like I have one colleague. He really thinks he knows everything about 

everything.  

I: And he’s from…? 

E3: Finnish. Telling everybody what should do, he’s changing my work all the time.  

I: Do you think it has something to do with the fact that he’s Finnish and you’re in 

Finland, so he’s like… 

E3: Oh, he’s totally.  

 

I think this is maybe a human nature that when you, if you, for example, are in China 

then China has different people from different places, then if you are the boss and you 

are from Shanghai and then you prefer the people from Shanghai. E5 

 

The cultural preferences seem to be quite hidden, since (excepting the above 

experience of one employee constantly proving his Finnish superiority at the work 

place) all the other examples were related to the presumptions of the hierarchy and 

possibilities at the work place, such as the possibility to get a promotion over a 

Finnish employee, the possibility to get a raise and also the issue of getting a 

promotion or a raise over a (Finnish) male employee.  

 

To be honest, I would say, maybe this Chinese lady, if you want to have big ambition 

and the career maybe you will have more challenges than Finnish male. E5 
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Even though the company said many times they will give more responsibilities to me 

steps by steps and train me to be a manager, I still feel that Finns can have more 

chances than me and it takes a long time to get a supervisor position or the position is 

not what it should be. For example, one Chinese girl whose title is product manager; 

indeed, she doesn’t have any group members under her control only to work alone 

and her salary is smaller than other Finns in the similar position. E6 

 

Even if I could not get a promotion, my salary would be better if I were a Finn. E6 

 

Out of all discussed topics, food was the most commonly mentioned example and 

symbol of culture and identity. In various contexts, interviewees gave an example of 

‘a Chinese identity’ (still eating rice instead of potatoes) or when answering how their 

Chinese background can still be seen in their everyday life, the answer always 

somehow covered the Chinese eating habits. In most cases social gatherings and 

Chinese celebrations were connected to food, as they are in China as well. This is 

rather non-surprising when considered how big a part food in general has with regards 

to cultural identification and especially when taking into consideration how important 

food and eating is to the Chinese people. Perhaps it should be also noted that not only 

are the contents of the food (rice or potatoes, fruits or chocolate cake as a dessert) 

different between Chinese and Finnish culture, also the way of eating is very 

different. Not only the fact that Chinese traditionally eat with sticks and Finnish with 

knife and form, but also the actual way of eating. In China food is always a social 

gathering and it is never considered a private thing. Food is sharing and there are 

various songs for that. Chinese tend to eat around a round table and different plates of 

food are shared constantly whereas Finnish traditionally eat around a rectangle table 

and everybody has their own individual plate of food. This also applies to restaurant 

meals where in Finland you are usually expected to order one starter, one main dish 

and perhaps a dessert whereas in the Chinese restaurant the norm is to order various 

dishes to share. Mendenhall and Oddou (1985, 40) found that for an expatriate one of 

the most important qualities is a culinary adaptability, which is not surprising against 

the information gathered in the interviews.  
 

E3: I’m very Proud of my Chinese identity. I have some habits I will never change. 

I: Can you pick an example? 
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E3: Eating.  
 

I think Finland (a decision between living in China or in Finland). Even though I 

really like to live in China, the food. But you know, somehow I feel life is too 

complicated there, so many things to worry about, it’s so busy every day. Here is so 

simple. E3 

 

4.3 Organisational Integration  
 

Once again it must be noted that it is challenging to differentiate organisational 

integration from individual and national integration. This is one of the reasons that 

national and organisational integration have begun to be examined simultaneously, as 

a complex, two-layered process. In the context of post-merger integration managerial 

and sociocultural integration has said to be perhaps the most challenging and also 

least examined issues. The latest trend of multicultural organisations has also made it 

more difficult to study national differences at workplaces. It seems that if an 

organisation keeps repeating for long enough the phrase ‘we are multicultural 

therefore we do not have any culture –related issues’ it eventually is realised, also in 

the minds of the employees. Among the interviewees this was a true statement and the 

importance of national cultures in the context of organisations was often criticized. 

However, all of the interviewees were able to find differences in the organisation 

cultures between China and Finland, even though both of these organisation cultures 

are also rapidly changing. The change has been fast, especially in big Chinese cities 

like Shanghai and Beijing, cities that have transformed from socialist cities to 

economic centres in only 40 years.   

 

I would say changing a lot, especially like Shanghai, it’s more and more 

international. Of course if you go to inland in China then you will feel more this kind, 

more shock. E5 

 

4.3.1 Cultural Dimensions at the workplace  
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Once again, the interviewer did not explicitly mention Hofstede’s cultural dimensions 

during the interviews but despite this the themes continuously emerged in the 

interviewees’ speech. The most dominating dimension was clearly the perception of 

power distance in the organisation culture. The hierarchy between superior and 

employee is significant in Chinese organisation culture and the boss has 

unquestionable power that is not open to judgment. This stems from the Confucian 

philosophy where the relationship is the most important value and the different power 

distances between these relationships should not be changed arbitrarily. Another 

aspect to this power distance is the Chinese tendency to avoid conflicts and therefore 

the possibility of losing face (mianzi) (Friedman et al. 2006).  Finnish organisations 

were seen as very flat and democratic. One had the ability to speak directly and have 

an impact on their work, which sometimes meant disagreeing with their superiors. 

Avoiding conflict was seen as a bit old-fashioned, since conflicts were also viewed as 

a potential source of development in the organisation. 

 

Maybe the relationship among colleagues is more complicated in China. Here it’s 

maybe the distance between the boss and you a little bit shorter and you can be very 

direct to your boss and colleagues in some ways. E2 

 

All of the interviewees seemed to prefer the Finnish low power-distance and the 

converse feature of the Chinese business culture seemed unpleasant for the 

interviewees. The sense that arose from the interviews was that it was liberating to be 

responsible for one’s own work and performance instead of constantly keeping up the 

personal relationship with the superior, bringing gifts and trying to please the boss. 

This aspect of Finnish organisation culture was said to be more ‘fair’ and ‘simple’ 

even though it was reminded that the Chinese high power distance is suitable for some 

employees, perhaps those who like and want to keep up the strong personal 

relationship with the superior. The concept of power-distance is also closely related to 

the concept of quanxi, since power-distance often dictates the forms of social 

networks at the workplace as well.  

 

If you have a good relationship with your boss - - But your boss, maybe he never 

notice how good work you do if you don’t - - but at least here it’s more fair to 

everyone, if you do good job at least your boss will know it. E4 
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Many of the interviewees were pondering upon the question how they would adjust 

their behaviour back to the Chinese organisation culture if they would ever return to 

China. 

 

I was already a bit scared, because when I was in a business trip I just felt that, so 

different from Finland, already. Even though it’s the same company but the Chinese 

office, the culture is so different. E2 

 

Another topic with regards to the organisation culture was the inflexibility of Finnish 

organisations. This was quite surprising considering that the typical Chinese 

organisation culture (with the prevailing hierarchy and pre-determined roles) seems 

quite stiff from the Finnish perspective. However, this was nevertheless a frequently 

emerging subject in the interviews. When the topic was examined deeper, it started to 

seem probable that the Finnish organisation culture was suffering from some level of 

arrogance; since everything was so carefully and democratically planned there was no 

need to ‘keep the process open’ to new suggestions and ideas. The main problem was 

the inability to receive feedback. Flexibility has also been noted in the literature. 

According to Cai (2012b, 107) “Chinese people are very flexible with work schedules 

and other things, while Finns tend to strictly follow what they have planned”. Perhaps 

the flexibility, or should we say the lack of flexibility, is a certain kind of 

manifestation of other elements of the traditional Finnish organisation culture, highly 

developed organisation cultures which have existed for a long time might easily fall 

into the trap of believing the superiority of their system.   

 

I have done a lot of basis work from various functions to understand the company’s 

culture; I found some problems in the process and reported them, but it seems nobody 

cares and Finns don’t want to change them or take some risks to improve them. E6 

 

They will give the assignment for us and say okay, you need to update your joints, if 

it’s a Chinese engineer he will say okay, we will update; if a Finnish engineer, 

definitely he will say no, we do only standard joints. - - Of course I think it should be 

updated, it’s not a big work to do, five minutes, you can be flexible at this. E4 
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The masculine and feminine dimensions emerged indirectly in the interviews. When 

assessing and comparing the Finnish and Chinese organisation culture many of the 

interviewees listed different qualities that these two cultures had. The feminine side of 

the Finnish organisation culture was highlighted in the balanced view and nature that 

work in Finland has in general in contrast to the Chinese high-power, high-aiming star 

culture.  

 

Year after year I lost my motivation. Previously I wanted something different, or 

something… Star, like. E3 

 

Finnish organisation culture was also seen as representing soft values since the 

significance of meetings, conversations, processes and taking everybody’s opinion 

into consideration had an important value whereas in China, the leadership model was 

very autonomous and responsibilities were shared mutually or democratically far less. 

 

Here it’s more flexible, you can do your work, your experience is respected, you are 

the expert of this area so you can represent yourself, your skill, you’re more a person, 

you’re more motivated to your innovations and ideas, not only to do your work. E1 

 

According to Hofstede and Hofstede (2005, 118-119) in the masculine pole there are 

desired values, such as having an opportunity for high earnings, getting the 

recognition one deserves when a job is done well, having an opportunity to proceed in 

one’s career all the way to the higher-level jobs and having challenging work, which 

allows one to have a strong sense of accomplishment. On the feminine pole there are 

values and desires such as having a balanced and trust-based relationship with one’s 

manager, cooperating well with one’s colleagues, living in an area that is desirable to 

the employee and their family and having a secure position within the company. 

 

4.3.2 Social Support at work  

 

Social support refers to the physical and emotional comfort that employees receive at 

work and it has a significantly important role in successful employee integration (Lu 

et al. 2011, 76). Social support can manifest as feedback that an acculturation 

employee is receiving at work, with the focus on action, identity and guidance of 
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one’s professional role (Amason et al. 2009, 313). In the context of an organisation 

‘physical and emotional comfort’ means that the employee is well aware of their 

position, their place in the organisation, why they are needed and what they are 

expected to do. As self-evident as this might seem this is not always the case. In 

addition, even though the employee is aware of the expectations and goals of their 

position they might not be well adjusted to the employee’s situation and current skills, 

therefore it is very challenging for the organisation to support the employee with the 

right means in their work. Interviewees had positive experiences from the support 

shown by the employer. Most of the employees had a clear idea of what they were 

expected to do and what their goals were. Many of them had quite a clear vision of 

what they themselves expected from the work and how they wanted to develop their 

skills and wanted to take part in their work. To the employees, social support was also 

an ability to learn more and this needed to be recognised by the organisation. 

 

They will ask what you want to develop this year, what goals do you have, and during 

the year you can attend the training, you can fix some of the language schools to 

learn a language and the company will support you, that’s good news.  E1 

 

Five out of six interviewees felt that their national background was not important 

when they obtained their current position, it was only later during the interview when 

they were encouraged to think about their nationality and the assets that it might have 

with regards to their current position, when they started to see their cultural 

background in a more positive light. Almost all of the interviewees were employed by 

a company that had important economic relations in China or in the larger Asia – 

Pacific –area, and the Chinese employees worked in positions where either their 

language was an asset, or their cultural understanding was an important attribute, 

affecting their placement in the first place.    

 

It’s easier for me to communicate with them and to understand their needs and also 

how to communicate this global strategy to them. E5 

 

Currently our company is doing a great business in China, in Chinese market there, 

so they said that native speakers are important and especially now that I’m Chinese 

so I might have a chance to get back to China just for a year or so to open the market 
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and network. Suddenly I realized that my identity as a Chinese is important, before 

that I don’t really think about it. E1 

 

We have a subsidiary in China. They hope in the future I can go back China to 

improve the subsidiary. E6 

 

One of the interviewees worked in a very specific position where her main task was to 

follow Chinese media. The qualifications that this particular position needed were so 

strictly related to Chinese culture and language that it was somewhat natural that this 

particular employee was aware of her important role in the organisation. 

 

For the work I do, surely, because nobody else can do it. Now if I go to holidays 

nobody can replace me to do the work so surely it’s an asset for the company. E2 

 

However, it seems that the more the positions have to do with China, the more the 

employee will be left alone to supply the information between China and Finland. 

This is quite natural since in the case of Chinese culture and language it is quite 

closed from ‘outsiders’; if one does not speak the language, which with respect to the 

written language also requires understanding the Chinese characters; there is not 

much to do. 
 

This one problem with culture in my work is that my work is so much related to China 

that my teammates don’t understand - - because even my boss, she’s Finnish so she 

doesn’t understand what I’m doing. It’s a bit hard for her to know if I’m doing well or 

bad. There might be some meters to measure but in general - - for me it’s kind of a bit 

isolated that way. E2 

 

The possible risk here is that the knowledge will not circulate freely within the 

organisation, which means that sufficient organisational learning does not happen; 

instead the information will remain within the cultural sub-groups. 

 

4.3.3 Multicultural organisation 
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The idea of a multicultural organisation seemed to be very challenging topic among 

the interviewees. All of the employees recognised the concept and were able to 

explain with their own words the meaning of the concept but very few of them were 

able to continue from there. The association process seemed to be two-fold. Firstly, 

there was the idea that a multicultural organisation means that people from different 

cultures work together, and the language policy usually is aimed towards using 

English as the organisational language, which means that everyone should be able to 

speak and understand English. Secondly, a multicultural organisation was considered 

something “already existing”, something that was not an important or interesting 

topic, in other words, multicultural organisations were considered to be a very 

outdated and irrelevant topic of conversation.  

 

However, the policy was still not quite clear. Five out of six interviewees mentioned 

that English was spoken as the organisational language and the policy was very well 

followed. However, five out six said, when asked directly, that Finnish people tend to 

switch to Finnish as soon as they get a chance. Interviewees were not really bothered 

by this. Sometimes they felt excluded however the behaviour was still understood to 

be perfectly acceptable and something they would probably do themselves in a similar 

situation. One of the interviewees said that, in his opinion, Finnish people tend to 

gather up and speak Finnish together more than other nationalities. In general, 

language was not considered to be a hindrance or ‘a killer of a multicultural 

organisational spirit’; instead something natural that was emerging and should be 

emerging freely in the organisation. Additionally it must be pointed out that not all 

interviewees were perfectly self-confident with the use of English at the workplace, 

some of the interviewees felt that it was limiting their social life. 

 

I feel that my English is not too good. When I actually start to work I feel it’s not too 

good cause we have many native Americans and British and I was like… Okay, this 

joke I have to pass, I don’t really understand, or when you are in some kind of 

discussion, sometimes, yes, I feel my English is not good enough to participate certain 

kind of topics. E2 

 

There was also the sense that multicultural organisation were a stamp that covered up 

national attitudes. This means that when organisations set their official status as 



!

92!
!

‘multicultural’ and they have employees representing many nationalities, it 

automatically means they are able to sweep the cultural differences and possible 

conflicts away from sight since ‘they already made it’, as one interviewee expressed 

his idea of the multicultural level of their organisation. Multiculturalism can this way 

encourage certain blindness towards cultural issues within the organisation. 

 

Yeah, some places (feel pressure being more Finnish in the organisation). Like this is 

Finland, get over it. E3 

 

In general, all of the interviewees recognised the cultural issues and challenges in 

their organisation and they certainly had a mild, some even a strong, experience of 

being culturally a stranger in the organisation. Multiculturalism, however, at least the 

way they conceptualized it, was not the key to understanding, preventing or 

remedying these problems. There were many other issues that were experienced as 

more significant, such as the challenges based on gender or bad management. 

According to all the interviewees cultural problems were mostly related to the specific 

organisation and they were dependent on the management.  

 

I don’t feel any this kind of cultural differences, I think it’s more related to the work, 

to the people you’re working with. So it starts to be, almost a bit too old issue, to talk 

about cultural differences? Do you feel that way? So it’s not relevant anymore? I 

would say it’s not so relevant. E5 

 

I don’t think multicultural organisation is a strategy point. Employee engagement… 

We have safety, like that. No, multiculturalism is not a part of that. I think we already 

made it so we don’t need to specifically say it, re-enforce that we are multicultural. I 

think it’s so natural, it’s already there; you don’t have to talk about it. E1 

!
!
!
!
!
!
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5 DISCUSSION 

 
The nature of this study was to simultaneously test an existing theory framework in 

relation to employee integration in the context of Chinese employees and Finnish 

organisations, and update and build up new interpretations of the chosen theme. 

Themes that emerged from the former theory and the theory framework created for 

the study were then actively discussed in the interviews and carefully covered in the 

concrete interview questions. These themes then brought up new perspectives, ideas 

and further themes that in most cases connected many of the interviewees. The 

challenging part was to find and interpret the significant traces. Even though in the 

form of speech the themes emerged significantly, often the crucial question needed to 

asked: what themes constantly kept coming up because they are traditionally 

considered to belong to this conversation (cultural differences, shyness of the Finns, 

importance of the network, benefits of the multicultural organisation) and what were 

issues behind those expected topics. We might expect cultural clashes and challenges 

to emerge in a certain way but they may, in fact, realise in a whole different way in 

reality. Following the same principle we might ask why there is a need to question the 

concept of multiculturalism. If the concept works, why do we need to challenge the 

concept? Answer to that is to be able to understand what is behind the concept. 

 

Based on the analysis it could be summarised that the individual level integration is 

optional for the employee but cannot be replaced after a certain point in one’s career. 

The central themes were language competency, international background and personal 

motivation. Language competency was beneficial in free time and if the employee 

wanted to take part in the larger society. It was also seen as necessary for the 

managerial positions at the higher levels of the organisation. Language competency 

was not expected from the Chinese professionals working for Finnish organisations 

but if the employee wanted to stay in Finland more permanently or attempt to pursue 

managerial positions, it became a non-optional quality of the employee. Fluency in 

English, as an official working language, was expected from all of the international 

employees.  
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The employees considered international background as highly valuable. Six out of 

seven interviewees had former study- or work experiences outside China and all of 

them considered their current position beneficial for the future because it was creating 

more international experience for them. International experience refers to the 

educational and work background. Four out of six had a Finnish degree and they all 

had experienced studying as a preparatory experience; they had built their necessary 

network, they had some experience of the Finnish winter and they had created some 

connections to Finnish companies that they might be interested in, in the future. They 

all felt that it was beneficial for them to have a Finnish degree and that their 

employers appreciated it. All six mentioned that whatever the previous international 

experience had been they had gone through the acculturation process then, which 

helped them in their current position, since they were now able to focus more on the 

work they were doing instead of their cultural surroundings. 

 

Personal motivation was, without a doubt, something that was not strictly necessary 

but made a great difference to the commitment-level and nature of the employment. 

Personal motivation was created by something other than the actual work, which was 

expected since all of the employees in this study were professionals; they presumably 

had other motivations outside of money do what they were doing. For all of the 

interviewees the possibility to develop and build their careers was highly valued. As 

already mentioned, gaining more international experience was also seen as a 

motivator. Personal relations, family and friends were also increasing the employees’ 

personal motivation to be more involved in their jobs and the society.  

 

National integration was understood through the themes of growth of individualism, 

increased holistic view of life and work and the symbolic identity maintained by food. 

All of the interviewees mentioned the contradiction between Chinese collectivism and 

Finnish individualism. In general, the more time the interviewees had spent in Finland 

the more they had changed in their own opinions. Additionally, also their Chinese 

peers had mentioned their change. All of the interviewees that had been in Finland for 

more than 3 months (5 out of 6) had related that the change in them was quite 

relieving from their own perspective. They had an opportunity to represent their own 

ideas and needs instead of the groups’ desires. However, the common feeling towards 

their Chinese peers was perhaps a faint shame, since they had turned more impolite 
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within the criteria of the Chinese culture and their old friends and their Chinese family 

sometimes reminded them of the habits of the Chinese culture.  

 

Time spent in Finland had changed most of the employees’ way of thinking about the 

meaning of work. Many of them had adopted the Finnish holistic idea of combining 

work and other life in a way that work would not dominate. This was manifested in 

the measure of holidays and also in the single working days that were often shorter 

than in China. Many of the interviewees were a bit nervous about the possible return 

to China since it would mean longer days and a different kind of ambition where there 

is not that much space for free-time and family, for example. 

 

The importance of food was raised in every single interview. At first it seemed to be 

merely something superficially recognisable when the employees tried to reflect upon 

the differences between their Chinese and Finnish lives. After a while it slowly grew 

to be an obviously important symbolic aspect of the employees’ identity. Food was 

something that assured these employees that they are still Chinese and that, despite 

the blurred identity of an international work-based nomad, the answer to the question 

“which food do you prefer when choosing between the Chinese and Finnish food?” 

was always Chinese and to them it seemed to mean that they are still more Chinese 

than Finnish. Food was mentioned as one reason to move back to China, it was 

mentioned when asked if one had lost of a certain sense of being Chinese (no) and it 

was brought up when asked whether one was proud of being Chinese or not.  

 

Organisational integration was the most important level of this study since 

organisation is the context of the actual employee integration. All of the previously 

mentioned themes could have been studied under the concept of organisation but it 

was decided differently. However, all of the findings on the individual and national 

context have a clear impact to the organisation level integration as well. Important 

themes in the organisational integration were the difference between person-centred 

(China) and task-centred (Finland) work environments, inflexibility of the Finnish 

organisation culture, other than cultural challenges and hindrances to the 

organisational integration, for example, gender inequality, and finally the meaning of 

multicultural organisation. Chinese employees felt relieved by the fact that in the 

Finnish organisations they basically only needed to perform well in their tasks and 
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there was no need to personally like and accommodate their superiors in order to 

proceed in one’s career. The democratic nature of the organisation encouraged the 

employees to work harder since it was only their work that mattered, not their 

personal characters, not their cultural background or their abilities to bond with their 

superiors. The lack of traditional Chinese quanxi was seen as a relieving quality that 

supported the employee integration since it gave room for personal motivation and 

will. Social support at work was considered important as it provided important 

information to the employees themselves on what their position required, what they 

were expected to do, how well they were doing and so on. Additionally, if they 

needed help, they were able to ask and they who to ask.  

 

The inflexibility of the Finnish organisation culture was seen if not a hindrance to the 

employee integration then at least a quality that prevented communication and sharing 

in the organisation. In the worst case scenario, tasks and ideas were carried out in a 

certain way because it was something that had always been done or the way that 

things simply were in Finland. Inequalities were still quite striking and more 

important than the cultural background was, in some cases, considered the gender of 

the employee. When asked more specifically, it was said that a Finnish male would 

have the most potential when considering the chances of obtaining a promotion. The 

second best option would have been a Chinese male. The third best option would have 

been a Finnish female and the least favourable option was considered to be a Chinese 

female in the Finnish organisation.  

 

Multicultural organisation was a somewhat outdated concept. All but one organisation 

was considered to be multicultural but based on the employees’ views it was 

something that existed without further pursuing or actively working for it. 

Multicultural, in the way that the interviewees conceptualised it, was not a 

requirement for a successful integration, it was more so an organisation specific 

quality that the organisation either had or did not.  

!
!
!
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6 CONCLUSIONS 

 
The aim of this thesis was to understand Chinese professional employees’ levels of 

integration into Finnish organisations in Finland. The study was executed from the 

viewpoint of Chinese professional employees’ themselves and therefore the focus of 

the study was on the employee’s own perceptions of the integration process, Chinese 

identity, and Finnish culture and organisations. The research was carried out in the 

form of a qualitative study and the specific information gathering method used was a 

qualitative interview. Altogether six employees were interviewed in an hour-long 

private interview. Interviews were recorded and transcribed. All of the interviewees 

were working for a Finnish company and therefore it can be said that they represented 

the group under research. Interviews were analysed by using a method called template 

analysis, wherein the interviews were decrypted based on main-themes, sub-

categories and emerging themes, all arising from the basis of the theoretical 

framework. After this, the main challenge was the accumulation of correct and 

significant information, in other words, interpretation of the interviews and finding a 

dialogue between the theory and the interviews. 

 

6.1 Individual, national, and organisational integration 
 

Berry’s (1997) theory of acculturation (specifically integration which is the most 

successful strategy of acculturation) was studied in the context of organisational 

culture. Organisation was not understood separated from the surrounding society, 

instead, it was seen as one level of the integration process. Other levels were 

individual and national level integration. All these level were taken to be significant to 

the final outcome of the integration. Integration, as is any process taking place 

between individual and a group, is a challenging subject to study since the process 

cannot be stopped and it constantly evolves. Therefore it was important to give voice 

to the employees themselves and find out what their perceptions of their own 

integration at the individual, national, and organisation levels were.  

 



!

98!
!

Individually, integration was seen primarily through language and secondarily 

through the employee’s personal situation. Even though these employees all worked 

in an international environment where they were not expected to know any Finnish, 

they felt that in order to become a full member of their surroundings, they should aim 

to obtain more substantial Finnish language skills. The importance of language was 

seen through the employees’ own life-situation and future orientation. Here family 

and friends had a major impact, since they were also reasons to either stay or leave 

Finland in the future. Those who were only work-oriented and did not have, for 

example, any family in Finland reported that they would stay or leave based on the 

challenges the job may or may not offer in the future. Employees who had a family or 

a spouse in Finland were much more eager to ponder questions of individual 

integration; for them it was obviously something they had often given thought to and 

also shared with other people. Therefore it could be stated that the willingness to 

successfully integrate into a culture is dependent on the social relations in one’s life 

and that having family and friends in Finland had a positive impact on that 

willingness.  

 

Since integration is a two-fold action, wherein one must have a desire to preserve 

their original cultural roots and simultaneously actively aim towards the new, hosting 

culture, mutual accommodation and the welcoming attitude of the hosting country is 

considered important at the level of national integration. Employees’ perceptions of 

Finnish people were, for the most part, positive. Finnish culture was seen as difficult 

to approach and somewhat stiff with regards to the interviewee’s attempts to become 

‘insiders’. Finnish people build their lives upon trust, which can be seen in 

relationships as a tendency to warm up to strangers slowly and be very distant for a 

long time until the friendship has had time to fully develop. This evoked very 

contradictory feelings among the interviewees and it was hard for them to interpret 

their Finnish peers and what they were expected to do in social situations. National 

attitudes were often, for the interviewees, bandaged together with the cultural 

dimensions of individualism and collectivism, Finnish culture representing one end of 

the individualism, whereas Chinese culture was seen as a manifestation of 

collectivism. The clash between these dimensions was seen as both a positive and a 

negative thing. Chinese collectivism meant close friends, big family, bigger purpose 

in life and responsibilities. Finnish individualism was symbolised by lonely people at 
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the bus, separately paying customers at a restaurant, and the possibility to live one’s 

life without caring about the expectations of the community.  

 

Integration at the level of the organisation was the main focus of this study, since the 

field of study is organisational science and employee – employer relationships is the 

centre of interest of this study. For all of the employees, work was the main reason 

they were in Finland and they also spent a significant amount of their time at the 

workplace. During the interviews friends and colleagues were often mixed, the use of 

language was analysed in the context of everyday life and the organisation life, and so 

on. For some of the interviewees, work filled their days so that they were quite unsure 

about what is happening outside the organisation, if some hours spent at home after 

work would not count. Their perception of Finnish culture came from the Finnish 

organisation and the people working in that same organisation. The most concrete 

single difference between Chinese and Finnish organisations mentioned continuously 

was the power-distance between the superior and the subordinate. In China the 

autonomy of the superior was the most defining single feature of the organisation and 

its culture. In Finland, the role of boss was less powerful and dominating. The 

organisation structure was seen as flat and democratic. For all of the employees the 

Finnish style was preferred to the Chinese one. It seemed as if the Chinese employees 

had become relieved and relaxed in a Finnish organisation since it meant they did not 

have to keep up the constant network building and personal favouring of the 

superiors. This had become a larger theme or idea for many of the employees 

interviewed: a possible return to China was considered stressful and difficult. At the 

national and individual level, it would demand a more stylish outlook, more hectic life 

and a world-view different to the one they had cultivated in Finland. At the 

organisational level, it meant heavier competition, longer work days, shorter holidays, 

increased need to network build and a more long-term oriented worldview on a 

personal basis. It was explicitly mentioned various times that these employees had 

become used to the Finnish mentality of balancing work and life, which manifested in 

long holidays and one’s strong will to spare time for the family and free-time.  

 

Other organisational issues that assumed surprisingly large roles within the interviews 

were the themes of flexibility and knowledge sharing. One would think that Finnish 

organisations would be flexible and good at dealing with information flows. It turned 
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out to be quite the opposite. The lack of flexibility often referred to by the 

interviewees. The biggest issues seemed to be attitudes in the organisation that 

prevented flexibility in thinking and acting. Sometimes this was transformed into a 

certain form of arrogance. Finnish employees would not change their standard 

processes since it was very clear to them what their job description was. It seemed as 

though the efficiency had overpowered the possibility to transform. Another issue was 

the lack of acceptance of constructive feedback and development ideas. This stands 

out to the Chinese employees since all China has been doing for the past 30 yeas has 

been development, change, flexibility and transformation and for them, adjusting and 

being flexible in the work environment was more a norm than an exception. In terms 

of knowledge sharing, Finnish organisations tended to see cultural background as an 

asset and they were eagerly utilising employee’s cultural skills, in this case the ability 

to speak Chinese and understand the Asian market. However, some organisations 

were unable to follow through with what their employees were doing in the “Chinese 

market”, which on a more important level might mean that the knowledge is not well 

circulated in the organisation. The first hindrance of knowledge sharing in the 

organisation is that employees are not utilised in the areas they know most and the 

second is that they are well represented in their areas of strength but their knowledge 

and skills are not shared, which in the long-run is detrimental to the company. When 

the employee leaves the company, an abundance of knowledge will be leaving with 

them. Some of the employees saw their period in the Finnish organisation as a 

stepping-stone; they would now gain international experience and after that return to 

China and perhaps start their own business there.  

 

Differences between organisational cultures in Finland and China could be explained 

against their levels of development and self-perception. Finland has a balanced idea of 

combining work and life. Processes are standardised since it is already known how 

things are done well. In contrast, China is a steadily and rapidly growing country 

where decisions are made in a hurry and incrementally improved later on. They need 

to work and find new innovative ways to do things in order to increase their power 

within the world hierarchy. All of this is directly reflected in organisations and the 

individuals working within those organisations. It seems almost as though Chinese 

employees would develop their skills and repertoire in Finland in order to return to 

China and create something new over there. In this vision, Finland is also like a 
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peaceful retreat where there is time for oneself and one’s family. The only remaining 

inner-conflict being whether to stay or leave.  

 

6.2 Culture in a multicultural organisation 
 

In the beginning of this research, multicultural organisation was a theory point in a 

way that it constantly was added to various aspects of cultures, organisations and 

organisation cultures. Berry (1997) claims that integration in its full nature is only 

possible in multicultural societies since integration demands a certain level of mutual 

accommodation, which in terms of cultures refers to a multicultural approach; all 

cultures are different but compared to each other they are as good as the next one. 

Hofstede and Hofstede (2005) also discuss cultural relativism in the same context; this 

is the idea that there are no absolute criteria to analyse and categorise cultures, which 

should, in their opinion, be the starting point of every approach to analysing cultures. 

Multiculturalism was interesting not only because of the convincing theoretical 

background but also because organisations themselves kept bringing it up. Every 

single large organisation in Finland seems to be multicultural these days and finding 

management and consultant literature on the topic was almost effortless. However, 

every organisation seemed to be multicultural but none of them really knew what it 

meant except that the employees were from different cultural backgrounds and used 

English their official language. The question that was then emerged was whether 

multiculturalism, as a strategy point, is too important to anybody really know, how to 

successfully implement and manage multicultural organisation, or whether it was 

simply outdated as a concept.  

 

The interviewees revealed that there were some cultural –based issues in the 

organisation and that the Chinese employees did not fully feel as if they had 

integrated into the organisation. However, none of them looked at these issues from 

the multicultural perspective, in other words none of them were thinking that if the 

organisation would more successfully implement their multicultural organisation then, 

perhaps, they would integrate and feel as if they belonged more to the organisation. It 

was often repeated within the interviews that if there were some issues they were 

organisation-dependent or they were gender dependent. One of the interviewees said 
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that favouring your own kind will always be part of human nature and that this 

happens also in her own organisation, but still, it was clear to her that multiculturalism 

was not the problem, nor the answer to this dilemma.  

 

One of the interviewees summed up his perception of multiculturalism as a strategy 

point by saying that it was not important anymore and that “we already made it”. This 

perhaps encapsulates the insights of this study. Chinese employees seem to be well 

aware of what is going on globally, and also in China and Finland. They have arrived 

to Finland in order to develop their career, increase their field-specific skills and 

merely prepare for the future. They seem to be oriented, as Hofstede expected them to 

be, against the idea of long-term effects. Chinese professional employees recognise 

issues and challenges in Finnish organisations but it may be that Finnish organisations 

lack the ability to properly listen. Chinese people are often employed at least partly 

because of their cultural assets (for example language skills and cultural 

understanding) but the organisation does not have tools to further utilise these skills 

and assets of their multicultural employees. Organisations use English as their official 

language but fail to understand what multicultural could have potential to mean. 

Finnish organisations are also having difficulties in terms of flexibility, which might 

be a bigger problem in the future than it is now. As the employee summarized, we 

think we have already made it.  

  

6.3 Final discussion reflected to the theory 
 

The aim of the study was to find out the level of Chinese professional employee 

integration in Finnish organisations. The specified research questions were (1) how 

well do the Chinese employees fulfil the criteria of an integrated employee? (2) What 

are the cultural and national differences between the non-dominant (Chinese) and 

dominant (Finnish) cultures and organisational cultures, which create the gap and an 

actual need for the integration? And (3) what is behind the slogan of “a multicultural 

Finnish organisation” and how multicultural, in fact, are the organisations? 

 

The Chinese professional employees were well integrated to the Finnish organisation 

culture. They did not feel that their cultural background was challenging for 
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themselves or for the organisation, all of the interviewees agreed that their cultural 

background is an asset and the more time they spend in the organisation the more they 

considered their cultural background definitely an asset, which was also noticed 

increasingly by their employer. In Berry’s theory of integration an integrated person 

wants to simultaneously maintain their cultural roots and actively take part in the new 

culture. None of the interviewees considered that they had, by any means, lost their 

Chinese identity. They were either very neutral about their background or they wanted 

sooner or later to return to China since they felt they were also having an international 

experience in Finland. All of the interviewees wanted to actively belong to the 

organisation at all levels and whether this was possible or not was related to the 

employer and the internationality of the specific organisation. The more international 

the company was the more the employers focused on their free-time activities in their 

speech, in other words, the culture was seen as challenging only in the every-day 

situations and often in terms of language competence or extreme cultural experiences, 

such as Finnish celebrations that were focused on heavy alcohol consumption. All of 

the interviewees valued both qualities from Finnish and Chinese organisation culture 

and they tried to find the best combination for their own approach to their work. From 

the Finnish side some Chinese cultural features were not seen in a positive light. For 

example, some of the Chinese employees tried to promote flexibility in their work 

which was then prevented by their Finnish colleagues and supervisors. 

 

The main difference between the Chinese and Finnish organisation culture 

experienced by the employees was the task-oriented Finnish organisation culture 

compared to the person-oriented Chinese organisation culture. All of the interviewees 

considered that focusing on tasks instead of personal qualities and connections both 

relieving and encouraging. Relieving since they were actually able to focus on their 

work and they had a sense future being full of possibilities. This can be said to 

support the integration process since it was something that made the Finnish 

organisation culture attractive and positive. Finnish organisations were also 

considered quite feminine in the way that they were less competitive and high 

achieving than the Chinese organisations. For some this was seen as a relief but for 

others who were thinking about career progression this quality was seen as odd and 

challenging.   
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To the Chinese employees, ‘multicultural organisation’ simply means that within the 

organisation culture is not a defining quality and yet the organisation still knows how 

to manage different cultures and how the cultural backgrounds can be assets. 

However, the term “multicultural” was considered to be an outdated concept and 

often simply unnecessary. The views were quite controversial and imply that there is a 

need for cultural management but at the same time that cultures should not be focused 

on. In other words, only the positive sides of the cultural background should be 

recognised at the organisation level.  

 

Berry’s model of integration (1997) was used as the guiding theory of this research. 

The theory is originally applied to the context of migration and it was most useful 

clearly when studying and analysing the individual and national level integration. It 

offered a perspective and a framework to apply to the employees and their experience 

of the acculturation. It was also somewhat useful with regards to the organisational 

level, even though it did not really offer much tools to apply to the context of 

multicultural organisations. Most of the employees had a hard time pinpointing any 

cultural elements from the organisation and whether they actively wanted to 

understand and take part in those features of the culture. However, the theory of 

organisation cultural integration was very useful in a way that the employees 

recognised the cultural side of their individual and everyday life but in the 

organisation level culture was something that they felt as if they were above the topic 

or that the cultural viewpoint was slightly and outdated approach. For them a Finnish 

organisation was a stopover, another “international experience” in their resume and 

therefore they did not really see the potential integration as an issue – perhaps for 

their purposes they did not really even need to experience that. The question that 

follows is therefore: do we need the concept of organisational integration? Indeed we 

do, but it might be that the managers and organisations might need it more than the 

employees. Integration is related to a strong sense of belonging and this belonging 

creates commitment, which results in long-term employment. Integration also 

supports organisational knowledge sharing since the more the employees are 

integrated the more they are connected to each other. All of this is beneficial to the 

organisation but not necessary to the employee to the same extent. 
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6.4 Managerial implications  
 

Organisations and their operations should be based on skills, not cultures but in a 

situation where the organisation regards itself as a multicultural organisational and 

operates mostly internationally combining different cultures it is necessary to 

recognize the potential of a culturally diverse organisation. For the employees this 

might be enough, all they need is a platform from which to develop their skills, gain 

experience and further their careers, the more international the environment the 

organisation is offering, usually the more attractive it is to the employee. However, 

for the employers, and therefore to the managers, recognising this cultural equity and 

managing it based on cultural understanding is crucial. Cultural “skills” such as 

language and understanding of a specific culture are qualities that are hard to learn yet 

easy to inherit. Recognising and managing cultures does not mean only using Chinese 

for the negotiations with Chinese. It means the ability to create an environment where 

maximum cultural potential can be utilised. If an organisation wants to keep their 

employees for longer periods they should also consider how “recognisable” their 

culture is. If the organisation culture is tasteless and nameless there is no reason to see 

the relationship between the employer and the employee as a question of integration, 

rather a short stopover for international professionals.  

 

6.5 Limitations and critique towards the study 
 

The aim of this study was to research the level of integration of the Chinese 

professional employees in Finnish organisations. Based on Berry’s (1997) theory, the 

criteria was that the employee is culturally integrated if they wish to maintain their 

cultural roots but are still actively taking part to the culture. This study managed well 

to study the level of individual and national integration of the Chinese professional 

employees. It was clearly proved that factors that have previously been suggested as 

supporting integration, such as language competency and international background, 

were still strongly significant. In the context of organisation culture the interviewees 

themselves questioned the need to integrate into the organisation on a cultural level, 

therefore the main weakness of the study is that it did not fulfil the aim of measuring 

the organisational integration, instead the results imply that the cultural integration 
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might be much more necessary for the employer in order to create commitment and 

long-term contracts and support knowledge sharing within the organisation, whereas 

to the employees the integration might not even be a goal in a cultural sense. On a 

practical level, the main weakness was that the study only covered the employee’s 

perspective in the integration. It would have revealed more if it had been possible to 

compare employers and employees to each other. However, considering that this is 

Master’s Thesis and the chosen method was qualitative interview, the material 

collecting would have been too consuming and the focus might have blurred 

somewhere along the journey. The chosen view leaves the arena open for the 

managerial/employer view of the professional employee integration in the context of 

organisations.  

 

6.6 The quality of the Thesis 
!
Alvesson has suggested four strategically important aspects and pipelines that should 

be considered before, during and after the qualitative interpreting process. Those 

implications are:  

 

1. More thoughtful interventions when doing research work 

2. Interpreting more carefully the meaning of the interview material 

3. Development of new and innovative (and realistic) research questions 

4. Going outside empirical claims 

(Alvesson 2011, 143 – 146) 

 

This research is now evaluated in the light of Alvesson’s implications. The 

implications are originally related to the context of interviewing but they can be 

modified to the context of a full study. Firstly Alvesson demands thoughtful 

interventions by which he refers to steering away from presumed discourses, invoking 

different identities and orientations in the interviews and approaching the same theme 

from different angles, and by doing this to ensure that the thoughts are not based on 

what the interviewees presume they are suppose to say and how to react. In the 

theory-building phase the theory was divided into three different levels and this, as a 

major decision and big-picture approach was intended to paint a holistic picture, to 

understand the process as a whole from the perspective of culture, which can be seen 
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as steering away from presumed discourse. The idea was that if one desires to study 

how the employee integrates when they are working, one should look at what the 

employees do when they are relaxing. Different identities were invoked by asking 

questions from these different perspectives and levels. From the practical viewpoint 

the questions were also built so that similar themes emerged in various points of the 

discussion, which enabled the ability to track the interviewees answers based on the 

category they thought they were supposed to answer to; to mention one, language was 

discussed in all of the three levels.  

 

The second demand, or should we say suggestion, is a more close-up interpretation of 

the true meaning, which is probably the trickiest part of a qualitative interview. This 

covers interview practices and tactics, which from Alvesson’s viewpoint should not 

aim to realize from the very beginning how the empirical material should be used. 

Instead of taking a safe neutral position the interviewer should actively try to find out 

the truth. However, the means and processes to be used should be decided in advance. 

The interviewer cannot force the truth to be told or direct in any other way, obviously, 

but the interviewer should have an insight in relation to the material. Otherwise the 

moments pass and the interviewees leave the room and the ideas will not develop 

further. To get these kinds of insights it would be advisable to utilise various kinds of 

material, which is also called “triangulation”. This is one of the weaknesses of the 

study in hand. To get an accurate picture of Chinese professional employee 

integration into Finnish organisations, one should not only interview Chinese 

employees but also their superiors and managers to understand what happens behind 

closed doors. Employees do not often know the full story; instead they get the 

feedback, the reactions and the consequences of decisions happening in the 

managerial level. However, it should be noted again that in a study with a scope as 

narrow as a Master’s Thesis, it is perhaps forgivable to some extent. It was predefined 

to narrow the scope of the study the employees and their perceptions. Employers’ 

views therefore demand a new study, based on the findings of this study.  

 

Thirdly, new and innovative research questions are demanded for a qualitative study. 

Innovations in terms of questions could be interpreted as a successful transformation 

from hypothesis to measurable and concrete questions. In this study we had little 

previous knowledge of the possible aspects of the questions in hand. Therefore the 
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decision was made to proceed with an open-ended semi-structured interview instead 

of a pre-made questionnaire (as an exception one of the interviewees was interviewed 

via e-mail, which can be said to bring a hint of methodological triangulation and 

therefore be perhaps more beneficial to the study as a whole). It was presumed that 

new traits would emerge along the interviews. For this reason, the questionnaire 

changed after every interview, not totally but partially. Changes were made to the 

structure, to the specific words used and different trigger words that were noted to 

work e.g. provide interviewer with information.   

 

The fourth and last demand is to going outside empirical claims. Alvesson notes that 

qualitative studies are often quite light to carry on, in a way that interviews do not 

necessarily provide us with much information. In fact, it may be that the interviews 

themselves do not seem to have any information. It creates information only after 

interpretation, which is why it might, in a good study, create an atmosphere of 

creativity and theory building. This might seem to be a loose argument that is meant 

to defend a weak study. However, hopefully this study has successfully studied this 

one perspective that it claims to be studying: Chinese professional employees in 

Finland.  

 

6.7 Suggestions for further research  
 

Based on the results of this study the next step will be with regards to the management 

of Finnish organisations employing multicultural staff. Important questions to cover 

would be their perception of multicultural strategies, their tools to enhance employee 

integration and their view of knowledge sharing and utilisation of cultures as assets. It 

would also be necessary and managerially important to conduct the same study in 

Finnish organisations, operating in China, which would provide the researcher a more 

specific field since national and cultural integration are less relevant than the 

organisational integration. Qualitative interview being quite holistic approach, 

perhaps a quantitative study with well-chosen parameters would provide us more 

specific information about the employee integration in the Finnish, or any other 

cultural context.  

!
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