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ABSTRACT 

Differences in national cultures among countries in the European Union (EU) influence 
managerial means of national companies and affect the way business is conducted on regular 
basis. This research methodically examines the differences between Danish and Slovenian 
companies during the biggest economic crisis of the new Millennium trying to find 
explanations for their relative success in their distinct cultural backgrounds. The study 
explains the results of the field analysis through the theoretical basis of relevant cultural 
dimensions presented by Hofstede, Hall, House with the GLOBE Research Program and 
Gulev in the form of the main cultural dimensions that have the biggest influence on 
leadership means seen through managers’ behaviour in the two countries during the period of 
the crisis. 

Keywords: economic crisis, business efficiency, Denmark, Slovenia, national culture. 

POVZETEK 

Različna nacionalna kultura v državah Evropske unije (EU) vpliva na različne načine vodenja 
nacionalnih podjetij ter vpliva na to, kako se vodi poslovanje na vskodnevni ravni. Raziskava 
metodološko prouči razlike med danskimi in slovenskimi podjetji v obdobju velike 
gospodarske krize novega tisočletja in poskuša najti razlago za njihovo relativno 
(ne)učinkovitost v različnem kulturnem ozadju držav. Raziskava pojasni na terenu pridobljene 
podatke preko teoretičnih izhodišč pripadajočih dimenzij kulture, ki so jih vpeljali Hofstede, 
Hall, House z raziskovalno skupino GLOBE ter Gulev v smislu glavnih determinant, ki 
vplivajo na način vodenja in obnašanja menedžerjev v dveh preučevanih državah v času 
gospodarske krize.  

Ključne besede: gospodarska kriza, poslovna učinkovitost, Danska, Slovenija, nacionalna 
kultura. 
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1 INTRODUCTION 

1.1 Background description 

The European Union (EU) as part of the western society is considered to be a quite 
harmonised area and amongst the most developed zones on Earth. However, its 27 member 
states show a different degree of development and competitiveness that has consequences on 
their reaction to the way business is conducted. 

The recession that started to affect the global economy in the summer of 2007 forced 
managers around the world to implement some changes, in order to survive the financial crisis 
that left hardly any market unaffected. Even though the European economic development in 
the last few years has worked towards establishing a harmonized market area, the special 
circumstances which appeared due to the crisis showed that managers in different EU 
countries were dealing with the recession in very different ways and were comparatively more 
or less successful.  

Denmark and Slovenia are both EU countries but they were affected by the current economic 
crisis quite differently and with distinctive impact and consequences. While Denmark has 
been officially out of the recession since the end of 2009, Slovenia in the beginning of 2012 is 
still facing serious consequences of the recession on companies. 

1.2 Introducing the main areas of research 

The thesis is constructed on two basic concepts that need to be explained in order to be able to 
understand the scope of the research while getting a preliminary insight into their respective 
constituents that facilitate the fluency in which the succeeding parts will be narrated. Hence, it 
starts with the introduction of the national culture as it was defined for the purposes of the 
current research, then it presents the theories on the aspects of leadership and crisis 
management to demonstrate why the current thesis has come to focus on these two aspects 
and to highlight what each aspect represents. A more detailed description of each aspect is 
accounted for in the theoretical foundation. 

1.2.1 Business management and the national culture  

The manager is not only a position or what is explained under the so-called job description. 
The manager is also and most of all a human being with his/her own ways of behavior, 
perceptions, expectations, charisma etc. The mentioned characteristics are to some extent 
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parts of manager’s personality but are also formed during the process of socialization1 that 
always takes place in a cultural context. Regardless of some basic managerial guidelines and 
theories, the leadership methods used by managers are therefore a consequence of the national 
culture2 in which managers live and work. 

1.2.2 Countries competitiveness 

The thesis’ core analysis is built on the predisposition that some countries are more successful 
in business management than others, and finds some plausible explanation to why that is so in 
their cultural backgrounds. The basic idea was to compare two countries which are not so 
different when it comes to size, population and geographical region, but which show very 
different efficiency when it comes to business and economic performance. I make comparison 
between two relatively small countries, both EU members, namely Denmark, as a part of the 
Scandinavian cultural heritage, and Slovenia, as a part of the Eastern European post socialist 
group, and I analyze the managerial and leadership means in the two countries in the crisis 
period to find out if the explanation to possible differences can be made in a cultural context. 
In order to explore if companies in Denmark and Slovenia are really so different, we first 
have to provide an overview of the current situations in the exposed countries. For the 
purposes of a comparative competitive analysis the IMD World Competitiveness Yearbook 
(WCY) 20093 and 2010 will be used. 

Denmark is among the most developed countries in the world and its competitiveness in 2009 
ranked it in the 5th position among the 57 developed and developing countries, after the 
United States of America (USA), Hong Kong, Singapore and Switzerland, while Slovenia 
was only in the 32nd position, after Thailand and India, among others. The situation in 2011 
shows that Denmark fell to the 12th place after being in the 13th in 2010, while Slovenia fell to 
the 51st place after being in the 52nd in 2010. In Denmark the GDP per capita in 2008 was 
$35,677, ranking it in the 12th position while the GDP per capita in Slovenia placed it in the 
25th rank with $27,941. 

For the purpose of explaining and understanding Denmark’s and Slovenia’s 
competitivenesses in regard to their cultural background, I will focus on comparison of the 
two countries’ business efficiencies or the extent to which companies are performing in a 

                                                
1 Referring to “the process of inheriting norms, customs and ideologies that may grant the individual 
skills and habits s/he will need to participate in his/her own society that is formed by “shared norms, 
customs, values, traditions, social roles, symbols and languages” (Wikipedia 2010a). 
2 The term National Culture as used for the purposes of the current thesis is further explained in 
chapter 2.2. 
3 “The World Competitiveness Yearbook analyzes and ranks how nations and enterprises manage the 
totality of their competencies to achieve increased prosperity.” (IMD 2009). All the data referring to 
countries competitiveness will be taken from this source. 
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profitable, innovative and responsible way. The IMD WCY 2009 calculates business 
efficiency through the following parameters: 
– Productivity and Efficiency; 
– Labor market; 
– Finance; 
– Management practices; 
– Attitude and Values. 

In business efficiency, Denmark was situated on the overall 2nd place among all the 57 
countries in 2009, preceded only by Hong Kong. Its weaknesses were only seen in the gross 
annual income of the remuneration in services professions, total hourly compensation for 
manufacturing workers and low remuneration of management, which can actually be 
considered as positive things. Its strengths are high worker motivation in companies, high 
priority to employee training, high social responsibility of business leaders, productive labor 
relations (all placing it in the 1st position) and low investment risk (5th position). On the other 
hand, the business efficiency in Slovenia in 2009 placed the country on the overall 39th 
position, 7 positions lower than the previous year. Its weaknesses reflected in the corporate 
boards’ ineffective supervision of the companies’ management, the national culture being 
closed to foreign ideas, low flexibility and adaptability of people when faced to new 
challenges, unattractive country’s business environment for foreign high-skilled people and 
inefficiency of large corporations by international standards. According to these criteria 
Slovenia was among the last 7 of all the 57 countries. Its strengths are the widespread 
entrepreneurship of managers (10th position), the percentage of change of the unit labor costs 
in the manufacturing sector (12th position) and the remuneration of management (17th 
position). Business efficiency in 2011 put Denmark on the 6th position among the 59 
evaluated states, and Slovenia on the 56th position which is almost at the end of the scale. 

1.2.3 The Recession 

In order to analyze and compare the economic situation in the recent years in Denmark and 
Slovenia, I first have to explain the main areas of research. The period of an economic crisis, 
called recession, is believed to be provoked by a widespread drop in spending that brings to a 
slowdown in the economic activity and to similar variations in the macroeconomic indicators. 
During the recession states experience a fall in “production as measured by Gross Domestic 
Product (GDP), employment, investment spending, capacity utilization, household incomes, 
business profits and inflation” … “while bankruptcy and unemployment rate rise” (Wikipedia 
2010b). The government response usually consists in “adopting expansionary macroeconomic 
policies, such as increasing money supply, increasing government spending and decreasing 
taxation” (ibid.). 
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In the 27 European countries (from now on EU27), the unemployment rate4 had started to 
increase in the spring of 2008 (IMAD 2009). According to Eurostat data (2009) in November 
2008 the unemployment in EU27 was 7.2 % and climbed to 9.6 % by February 2010 (Eurostat 
2010).  

The effects of the recession started to show in the labor market of EU27 more notably towards 
the end of 2008 (European Commission 2009) and the number of employed persons in 2010 
was still dropping. The governments of EU27 have, in response to the crisis, adopted 
measures to prevent further job losses and assist the labor market. The European Commission 
and the OECD allow such measures but point out that they should be “timely, targeted and 
temporary” (IMAD 2009, 13). 

1.3 Statement of the problem 

In order to understand if companies are more effective or less effective in tackling a crisis 
situation in view of cultural differences, I plan to research the leadership in the selected two 
countries and provide answers to the following questions: 
– How did the economic crisis in Denmark and Slovenia affect the managerial ways of 

conducting business?  
– To what extent are the employees included in the decision making process in a moment 

of crisis?  
– Are managers during a crisis situation oriented more towards proactive approaches 

(investments, staff training…) or do they cut back on staff training?  
– Do managers expect any aid from the State?  
– What is the priority for managers in a crisis situation? 

The main hypotheses are: 
1. Danish managers focus more on employee priorities and needs, and less on shareholder 

and owner priorities and needs than Slovenian managers. 
2. Danish managers are more likely to also include employees, not only top management, in 

the decision making process than managers in Slovenia. 
3. In a crisis situation, Danish managers continue to invest in developing the skills of their 

employees through training and courses, while managers in Slovenia cut back on staff 
training. 

4. Managers in Denmark expect to get less assistance from the government than managers 
in Slovenian companies. 

5. The priority for Danish managers is that the company survives the crisis while Slovenian 
managers focus more on keeping a certain level of employment. 

                                                
4 Eurostat explanation of employment rate can be found in Appendix 2. 



The impact of national culture on business efficiency 

 5 

In order to understand the connection between culture and business management the thesis 
will base its analysis on the existing researches conducted by the European Commission and 
gathered in different Eurobarometers and the European Values Survey. The aim is to research 
if and how cultural dimensions can explain the different ways of reacting to the crisis by 
Danish and Slovenian companies. The relevant cultural dimensions were selected on the basis 
of the results of the field research.  

1.4 Description of narrow scientific research area 

The basic assumption of the thesis is that differences in managerial means and countries’ 
competitiveness5 can be explained in a cultural context, meaning that the cultural background 
has a significant role in the way companies are led and an important effect on their success. 
The influences of the cultural background can be negligible when building a common 
European market but come to the forefront in an unpredicted situation, such as an economic 
crisis.  

The thesis analyzes different companies from industries important for Denmark and Slovenia 
in order to research whether there were some differences in the way managers dealt with the 
economic crisis in the two countries. Further on it tries to find a theoretical basis for that 
within different cultural backgrounds. However, it is difficult to compare two cultures with 
some objective criteria. Hence, the thesis is limited to the data of EVS and relevant researches 
of the Eurobarometer. Although these surveys are generalized and can be misleading and 
manipulative, they nevertheless provide a valid basis for comparison, and since time and 
personal resource limitations do not allow for a new empirical research on the Danish and 
Slovenian values, they are deemed appropriate for the commencement of the current research 
endeavor.  

The thesis applies both field and desk researches. The delimitation of the used methodology is 
a consequence of gathering data with the help of interview questions and a questionnaire 
distributed to managers in Danish and Slovenian companies. Only managers of some 
companies are included and they might not be enough to be representative of all the 
companies in the two countries. Therefore the thesis is limited to the gathered data, and 
clearly states to what extent the results could be generalized to the whole population. Due to 
time and length limitations, the current analysis does not tackle the government’s involvement 
and its activities during the economic crisis, so the macroeconomic and legal framework 
analyses should serve primarily as a background description of the current situation in the two 

                                                
5 According to Suzanne Rosselet-McCauley (IMD 2011), the deputy director of IMD’s World 
Competitiveness Center, the world competitiveness is defined as “the ability of nations and enterprises 
to manage all of their competences to increase their prosperity” meaning that “competitiveness is more 
than just economic growth, economic power and wealth.” 
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countries and are left aside for possible future research. The thesis can also serve as a basis for 
further research in the areas of business and economic culture in EU27 and/or as a 
background on which further economic cultural dimensions can be developed and analyzed. 

1.5 The focus countries 

Since its establishment in 1993, the EU has been trying to create a united and integrated area 
of states with different languages, legal systems and generally different cultural backgrounds, 
in order to achieve a strong geo-strategic cooperation that would make it more efficient in the 
global scenario. Deriving from the economic cooperation of the European communities in the 
second half of the twentieth century, the integration has been very successful in furthering 
European integration and international cooperation by expanding to 27 member states with a 
single market and free movement of goods, people, services and capital in a standardized 
system of laws applying to all of them. By establishing the European Economic and Monetary 
Union (EMU), or Euro zone, some of the member states have also done a big step towards the 
monetary integration. However, the crisis that started to affect the global economic system in 
2007 has proven to be deeper and more challenging for the future of the European integration 
than many expected. Hence, what critics of the euro have predicted, is showing realistic 
extents with the deepening of the crisis in some of the EU member states. According to 
Erlanger and Saltmarsh (2010) the Greece crisis is “shaking the euro and foundations of the 
European Union (EU) itself” as the EU is consistently proving to be unable to get a stable 
favorable position in the financial markets. The Greek crisis brought to the forefront the 
colossal differences that persist not only between the northern and the southern countries of 
the Union but also between other clusters that can be detected among the EU member states. 
The GLOBE Research Program (Jagdeep, Brodbeck and House 2007) depicts five clusters in 
Europe: 
– The Nordic Cluster; 
– The Germanic Cluster; 
– The Anglo Cluster; 
– The Latin Cluster; 
– The Eastern Cluster. 

For the purposes of the current research I will present only the first and the last of the exposed 
clusters, in which Denmark and Slovenia can be found. 

Denmark is a comparatively small European country, which makes it a good comparison to 
Slovenia, one of the smallest countries in the EU. Denmark evolved into an economically 
successful nation and has through the recent history been part of the general political and 
economic integration of Europe, joining NATO in 1949 and the EEC in 1973, later 
succeeding into EU with the Maastrecht Treaty, but has refused to join the Euro zone.  
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The Danish business culture has developed into a modern market economy with a “high-tech 
agricultural sector, state-of-the-art industry with world-leading firms in pharmaceuticals, 
maritime shipping and renewable energy, and a high dependence on foreign trade” (CIA 
2010a). Denmark exports food and energy enjoying a balance of payments surplus. 
Nonetheless, Denmark's fiscal position remains among the strongest in the EU (CIA 2010a; 
IMD 2009). Although Denmark has shown some EU skepticism by not joining certain EU 
integration options, the Danes are generally considered pro-EU orientated (Gulev 2006, 6). 

Being part of the Nordic Cluster in terms of cultural dimensions Denmark is determined by 
ranking “high on Future Orientation, Gender Egalitarianism, Institutional Collectivism” … 
“middle range of scores on Humane Orientation and Performance Orientation” and low on 
“Assertiveness, In-Group Collectivism, and Power Distance”6 (Jagdeep, Brodbeck and House 
2007, 31). The leadership endorses elements of high Charismatic/Value based and high Team 
Oriented leaders supporting Participative leadership (ibid.). The Scandinavian countries, or in 
this case called Nordic European States, are very close according to the positions on the 
mentioned scales of cultural dimensions. Nonetheless, there are some differences among 
them, as well. 

According to Gulev (2006, 6) various factors have affected the current Slovenian economic 
culture having significant influence on the development of nation and people’s behavior. 
Historical events have seen Slovenians being part of the Yugoslav regime, following laws and 
ideologies proposed by the government in Belgrade whose pattern at the beginning resembled 
the system of the Bolshevist Soviet Union (Jaklic and Svetlicic 2003, 12). During the years of 
Yugoslavia, Slovenia was always considered to be the hard-working nation, with all the 
attributes usually given to the developed north. It is the same spirit that constituted in large 
amounts of capital flowing to the less developed and less productive parts of the Yugoslavian 
States (Gulev 2006, 6) that led to the breakup of Yugoslavia, initiated by Slovenia in 1991. 
The times of transition to a market economy were based on Slovenia’s liberal international 
orientation so the country was one of the most successful among the other former socialist 
states (ibid.). Structuring the economy on OECD’s principles helped Slovenia successfully 
enter all the European institutions. After gaining independence, the country’s economy was 
still depended on the southern states, representing the majority of its export, and even its 
remnants of solidarity and a socialistic cultural influence were and still are apparent and, in 
some companies, even strong. However, its western orientation and affiliation with western 
countries, preserved even during its socialist times, made the integration to the EU quite fast 
and loose. 

                                                
6 More on the Danish business culture in Chapter 3 and on cultural dimensions relevant for this 
research in the theoretical background (Chapter 2).  
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1.6 Thesis purpose and goal 

The thesis research is based on the idea that business management, which consequently 
affects the competitiveness of a country, is influenced by culturally diverse country specifics 
that make the countries apply different management policies. In times of a general economic 
crisis these have even stronger influence on how companies deal with the problems provoked 
by the economic turn-down. To some extent we can assume that there is a similar pattern 
affecting managers’ and employees’ behaviors that is based on a somewhat predictable 
managerial means.  

Accordingly, in an attempt to uncover some of the underlying differences between the focus 
countries and their respective business management in times of an economic crisis,7 some 
dimensions are detected on the basis of which I seek to identify variations in management 
policy, attributable to national culture differences and managers’ expectations in times of 
recession. The results should be showing linking variations in business efficiency according 
to the two different national cultures and provide a basis for suggestions of how the Slovenian 
companies can improve their work by becoming aware of the specific cultural predispositions 
promoting certain managerial aspects, beneficial to the business efficiency. 

The purpose of the thesis is threefold: 
– To depict Slovenia and Denmark’s national cultures through a set of cultural dimensions 

of several noted authors and composite European Value Survey (EVS)8 indicators; 
– To understand the connections between the two countries’ national cultures and the 

linkages to their business efficiency in times of crisis; and 
– To learn methods in which Slovenian companies can improve their business efficiency in 

accordance with its national culture, as opposed to neutralizing or containing it. 

In order to obtain credible results with such analysis, two fundamental cornerstones must be 
determined: 
– The dimensions relevant to the national cultures of Slovenia and Denmark that constitute 

each country’s national culture bias. Accordingly, the dimensions must be adequately 
encompassing to provide distinct variations among the focus countries in order to depict 
cultural disparity between them. 

                                                
7 Business management in times of crisis cannot be a substitute for the term “crisis management” since 
the thesis does not focus on the term “crisis management” as such. This would assume a new research 
of the crisis management (see Dubrovski 2004) measures in the two countries, predisposing that the 
crisis management is to some extent part of the general managerial means. This part is therefore 
excluded and mentioned in the delimitation as subject of possible further research. 
8 The European Values Study is a cross-national and longitudinal survey of moral, religious, political 
and social values, designed to investigate the nature and inter-relationship of value systems, their 
degree of homogeneity, and the extent to which they are subject to change across time (Gulev 2006, 
9). 
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– The aspects relevant to the business efficiency and leadership management for the 
Scandinavian (Nordic) and Eastern European cultural regions within the EU. The purpose 
of defining each aspect is to establish and get familiar with several key areas of crisis 
management and business efficiency that can be impacted by variances in national 
culture. This is necessary as it provides an understanding of the managerial aspects that 
commonly prevail within the companies yet varying with diverging national cultures. 

The establishment of these two fundamental cornerstones is essential as they act as the 
foundation on which the hypotheses are made and the primary analysis of the thesis begins. 
The hypotheses are constructed on the predispositions suggesting that there is a link between 
variances in national culture and the management means typical for managers and employees 
in times of an economic crisis. These hypotheses are subsequently confirmed or disproved 
during the primary analysis of the thesis where the sample managers from Denmark and 
Slovenia are examined. 

The ultimate purpose of comparing national cultures of the two countries and assessing their 
various impacts on the country’s business efficiency is to emphasize a focus on the areas 
where Slovenian companies can develop better business management and cope with a crisis 
situation in a more efficient way with management improvements. The underlying aim is to 
provide a synthesis of experiences that yield results on improving the business efficiency and 
competitiveness in Slovenian companies’ management techniques that work in accordance 
with Slovenia’s unique cultural predispositions. 

The examination of the intertwinement and interaction of national culture and business 
management in times of an economic crisis provides a valid basis for the goal of this thesis, 
namely to recognize the impacts that various national cultures have on business management 
in times of crises and to elucidate how Slovenian companies can use this knowledge to opt for 
management methods that work in accordance with the particularities of the Slovenian 
culture.  

 

 

 

 

Thesis goal – to understand the impacts that cultures have on business management in the 
specific circumstances provoked by the global economic crisis and derive some 
meaningful ways in which Slovenian companies can align and improve their business 
efficiency and management techniques. 
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1.7 Scientific significance of the study 

The thesis was structured on the idea of providing a combined approach, uniting qualitative 
and quantitative analyses that would contribute to the academic debate over the impacts of 
cultural traits on business efficiency. Considering its delimitations it proposes a draft for 
social researchers and scholars to base their future quantitative analysis on, giving it validity 
also in broader terms. The scientific contribution of the study is on the one hand in offering a 
platform on which further research can be made on the effects of cultural dimensions on 
business efficiency within clusters of states in the EU using specifics of the two exposed 
countries. On the other hand the thesis contributes by providing guidelines for managers to 
consider in developing management policies and conducting business on a national or 
international level following the specifics of their particular culture to improve their 
competitiveness.  

We should however not forget that there are challenges which are elemental in transferring 
theories across different cultures, since what can be working in one culture may not be 
functioning in another. Therefore the idea is to provide a model (model X) for the states to 
follow in accordance to their own patterns and national specifics that would bring them to the 
end point X. The way Denmark is following might be called the way D, while Slovenia can 
only get to X by following the way S. The scientific value of the study is to structure and 
present the point X explaining the possible variations of the ways Denmark and Slovenia (D 
and S) are following. The research can be used also for academic discussions and suggestions 
as a frame for a multinational social research. Even though useful literature can be found with 
regards to culture and its effects on managerial practices, there is a lack of literature or 
research analyzing and explaining its effects in practical terms. The present work’s 
contribution is in applying the cultural specifics to the time of an economic crisis, thereby 
offering insight into the area of crisis management as understood from a cultural and not only 
economic perspective.  

1.8 Thesis structure 

The research goal can be achieved only by focusing on a clear structure with a fluent and 
analytical order that complies with the main theories on cultural aspects of nations and their 
business management methods and merges the empirical findings into the theoretical 
framework. At the same time, the aim of the research is to leave open the points for further in-
depth analysis of certain key areas. The thesis is structured on three main parts: the first 
introduces the theories the research is derived from (Chapter 2), the second empirically 
analyzes, and conducts a field analysis for covering, the main hypotheses (Chapters 3 and 4), 
and the third applies the theoretical foundation to the results of the field research in order to 
give conclusions and set guidelines as is desired in the outcomes of a scientific research 
(Chapters 5 and 6). The thesis might not follow a strictly conventional way in applying the 



The impact of national culture on business efficiency 

 11 

theoretical groundwork to the collected empirical data in the third part. Nevertheless it 
presents the keystones of the basic theories introduced in the first part as they provide the 
backdrop from which the hypotheses are shaped and the empirical analysis conducted. 
Accordingly, the basic cultural dimensions selected from the most cited models and analyzed 
leadership means and managerial aspects proposed for Danish and Slovenian companies 
represent the essential foundation for the empirical research. 

The first chapter introduces the main areas of research, thesis’ background, purposes and 
goals, structure and the scientific contribution, giving the reader an overview of the content 
treated in subsequent parts of the thesis. Additionally, this part states what the delimitations of 
the researched area and the used method of analysis are, along with the representation of the 
focus countries; a picture that helps to contextualize the circumstances which led to the 
current cultural manifestations in business efficiency. 

Chapter 2 gives the basics on which the whole study is built, presenting the theoretical 
stronghold from which the research originates. Here the main leadership theories are 
introduced which affect the two countries business efficiency during the times of an economic 
crisis. They offer the background on which the models of Danish and Slovenian basic cultural 
dimensions are set, as they developed through the recent years, for cross-cultural research 
purposes. Furthermore, this chapter introduces various leadership characteristics, exposing the 
differences between doing business in Denmark and in Slovenia in connection to the relevant 
aspects of leadership methods in the two countries. The reason that we are first introduced to 
the leadership methods and business efficiency of the researched countries is that the thesis 
attempts to link the differences in management style to national culture and not variances in 
national culture to management style. However, both areas of research are central and 
addressed from the beginning of this chapter and throughout the next chapters of the thesis. 

Chapter 3 shows the links between business efficiency and cultural aspects as represented on 
the cultural dimensions scale, connecting theoretical pillars with the researched samples. 
Besides, it presents how the two countries were fighting the recession and how this is 
connected to their cultural background. The subchapters that follow the introduction present 
the links between the main cultural dimensions that were considered as the ones most 
affecting business management between the two researched countries in connection to their 
general business environment.  

Chapter 4 presents the methodological approach employed throughout the phases of the 
research. In the initial part, we are introduced to the argumentation supporting a quantitative 
and qualitative type of researching paradigm on which the thesis investigation is constructed. 
This is followed by the design of the research, in-depth presentation of the data collection, 
including the information about the primary and secondary data, and finally, data analysis. In 
this part we also get a review of the used methodology for the data collection and a 
presentation of the used questionnaire and interview methods. I also present the shortcomings 
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of the data analysis methodologies, which are important, since the thesis deals with 
anthropological issues. Finally, this part also explains why and to what extent the gathered 
data is representative and what are the delimitations of the methodology aside with the sample 
of the managers included in the research, the analysis of which stands on a very risky ground 
when talking about generalizations based on such narrow research outcomes.  

Chapter 5 presents the researched data and information from the questionnaire, interviews and 
secondary sources through the manager – employee relation, work environment – motivation, 
and trust and work priorities in times of crisis; three groups that gather information which 
allows us to analyze the exposed hypotheses. The data obtained with the field analysis is 
complemented with the reports on the actual situations in the two countries and helps us 
depict the most influential cultural dimensions that affect the business environments in the 
selected countries. 

Chapter 6 uses the obtained information to link it to the researched field in order to draw 
conclusions and outcomes of the research in accordance with the purpose and goal of the 
thesis. In the last part I reject or confirm the exposed hypotheses and present some guidelines 
for companies to follow in order to achieve better business efficiency and be more 
competitive in adapting to crisis situations. At the end this part contains a presentation and 
argumentation of the means that facilitate business and support general better efficiency in 
companies, considering and understanding the impacts of culture. 

Chapter 7 explains the scientific value of the study and gives suggestions for future research. 

The thesis makes it possible for the final discussion to be drawn upon the mentioned 
guidelines and tested via methodologically more consistent samples. Any future prospective 
research is encouraged, to follow the initiative taken by the current research to give a real 
picture of the researched area and show reliable data to prove the validity of the results. The 
structure of the work is presented in Figure 1 where we can see that the theoretical 
background proposes a great part of the outcomes to the exposed problematics and helps us 
understand the interconnection between culture and leadership methods. However, the 
purpose of answering the hypotheses should be fulfilled by the empirical part of the research 
that is composed of both the qualitative and quantitative analyses.  
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Figure 1: Thesis overview 

 

National Culture 

Determine the main cultural 
dimensions as basis for 

understanding an intra-EU business 
deterministic factors focusing on 

the analyzed countries. 

Business Management 
Efficiency 

Portrayal of the leadership 
aspects pertinent to the 
Danish and Slovenian 

managements in times of an 

economic crisis. 

Theoretical 
foundation 

(Secondary 
data) 

Implications and Discussion 

Understanding the impacts that national cultures have on management and leadership techniques in times 
of an economic crisis for Slovenian companies to align and improve their business efficiency resulting 
from specific cultural components. 

 

Empirical 
findings  

(Primary 
data) 

Interconnections between culture and management 
Analysing and explaining the connections between the results obtained in 
within the field research on the national culture and business efficiency 

through specific management aspects. 

Testing the hypotheses 
Projecting the hypotheses through empirical findings within the surveyed 

sample and disproving or confirming the hypotheses. 

Examination of companies’ leadership and business management 
during the crisis 

Surveying and interviewing managers in Danish and Slovenian 
companies, extracting information on manager-employee relations. 

Introduction 

Methodology 

Conclusions 
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2 THEORETICAL FOUNDATION 

2.1 Introduction 

The topic of Leadership has been researched and analyzed quite intensively by social 
scientists in the 20th century, especially due to the Globalization and its tendencies of 
international cooperation on one hand and competition on the other hand. Nonetheless we are 
still lacking a clear definition that would be agreed upon by a larger number of the global 
competitive sphere (Bass 1990; House et al. 1999).  

National culture and its recognized causal relationship to international management have been 
deliberated for many years by noted academics and practitioners. In order to conduct an 
analysis that includes a comparison between two nations, it is necessary to explain what is 
meant and understood under the concept of Nation and especially its specifics as defined by 
national culture. The conceptual and empirical analysis of the cultural aspects in business in 
the second part of the 20th century has resulted in distinctive models of national culture that 
are trying to position various countries on scales of different cultural dimensions. Among the 
most cited and commonly utilized Nardon and Steers (2009) claim to be the models of: 
Kluckhohn and Strodtbeck, Hofstede, Hall, Trompenaars, Schwartz, and House and his 
Global Leadership and Organizational Behavior Effectiveness (GLOBE) associates, where 
each of the models highlights various aspects of social beliefs, norms and values. For the 
purposes of the present thesis, all dimensions will be presented shortly, focusing later on the 
very specific dimension that shows the major divergence between Danish and Slovenian 
national cultures in regard to business efficiency. 

2.2 Leadership and Culture 

In order to understand and explain the effects of culture on business management, we first 
have to research and analyze the leadership methods in Denmark and Slovenia to see if they 
are really different. The key question thus concerns the extent to which the particular 
leadership attributes and behaviors are universally certified to be contributing to actual 
leadership and to what extent the leaders’ attributes and behaviors rely on cultural specifics. 

The GLOBE Research Program, the aim of which is to develop “an empirically based theory 
to describe, understand, and predict the impact of cultural variables on leadership and 
organizational processes and the effectiveness of these processes” (House et al. 1999, 2), 
identified six global leadership dimensions, called CLTs - culturally endorsed implicit 
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theories of leadership.9 According to their findings cultural differences have an important 
influence on how people perceive leaders and their status, influence, and privileges granted by 
some norms (Brodbeck et al. 2000). Eastern Europeans are in the group of nations that 
worships the concept of leadership while Scandinavians are skeptical about the concept of 
leadership and support egalitarianism.  

According to Bass (1990) there is no definition of leadership that would be widely agreed 
upon (ibid., 12). However the GLOBE team explained cultures through “both etic 
(investigating aspects of leadership and organizational practices that are comparable across 
cultures) and emic (examining and describing culture-specific differences in leadership and 
organizational practices and their effectiveness)” goals, expecting that the interpretation of the 
term leadership is likely to be different in distinct cultures, but there are also some aspects of 
leadership that are endorsed universally. They also agreed on the definition of organizational 
leadership encompassing: “the ability of an individual to influence, motivate, and enable 
others to contribute toward the effectiveness and success of the organizations of which they 
are members” (ibid.). Simonton (1994, 411) alleged that a leader is defined as a “group 
member whose influence on group attitudes, performance, or decision making greatly exceeds 
that of the average member of the group.” 

According to the GLOBE researchers the societies and organizations can differentiate in nine 
cultural dimensions with a high within-culture and within-organization agreement and high 
between-culture and between-organization differentiation on one hand and on the basis of the 
leader behaviors and attributes, or CLTs that their members endorse on the other (House et al. 
1999, 9). 

                                                
9 “GLOBE is both a research program and a social entity. The GLOBE social entity is a network of 
170 social scientists and management scholars from 61 cultures throughout the world, working in a 
coordinated long-term effort to examine the interrelationships between societal culture, organizational 
culture and practices, and organizational leadership.” (House et al. 1999, 2).  
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2.2.1 Leadership theories 

Leadership as defined in the previous chapter was the basis for the theories that explain and 
elaborate various types of attitudes managers overtake in different cultural regions. The 
research is based on theories on leadership as presented in the GLOBE research review, the 
purpose of which was to research how differences in culture relate to a distinct approach to 
leadership and how singular cultures view leadership behavior in others. They identified six 
global leadership behaviors (House et al. 1999): 
– Charismatic/value based leadership – strong established basic values from the leader that 

has the ability to motivate, inspire and expect high performance from others. 
– Team-oriented leadership – the emphasis of the leader goes to team building and 

common purpose. 
– Participative leadership – reflecting the degree to which leaders involve others in making 

and implementing decisions. 
– Humane oriented leadership – the emphasis is on being supportive, considerate, 

compassionate and generous. 
– Autonomous leadership – independent and individualistic leadership, which expects the 

members to be autonomous and unique. 
– Self-protective leadership – expressing behaviors that ensure safety and security of both 

the leader and the group. 

Leadership can be analyzed within a frame of questions, presented by the IBM Corporation in 
2007 in Moscow (Langer 2007). They distinguish the Individual versus Group oriented teams 
within which answers to the leadership methods and means are determining the way group 
members are inter-relating. The questions and leadership orientation determinants can be 
found in Table 1. These questions can be a basis for researching and understanding the way 
groups function, but results can be examined in broader sets of vectors, not simply 
distinguishing group versus individual orientation, as explained and showed in the following 
chapters of the thesis. 
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Table 1: Leadership orientation 
LEADERSHIP Individual Group 
Who makes important decisions? Individual 

managers 
Groups or teams 

Who develops the strategic plan?  Top management Everyone concerned 
Who knows what the strategy is?  Top management Everyone in the company 
Do decisions need everyone's agreement before 
implementation? 

No Yes 

Are decisions made after full consultation with 
everyone affected? 

No Yes 

Do managers keep their distance from subordinates? Yes No 
Do managers make an effort to be participative & 
good listeners? 

No Yes 

Who sets your goals and targets? My manager My manager and I together 
When achievement is publicly recognized, who are 
singled out? 

Individuals Teams or departments 

Does competition between individuals get in the way of 
teamwork? 

Yes No 

If you have a work-related problem, who do you go to 
first? 

My manager A colleague 

What are most of the meetings you go to for? Briefing and 
instruction 

Problem solving 

Are most of your meetings firmly managed by the chair 
or round-table discussions? 

Controlled by 
chair 

Roundtable 

If you want something done do you … ? See people 
individually 

Call a meeting 

Are meetings an efficient way to get things done? No Yes 

Source: Langer 2007. 

Culture profiles as derived from Hofstede’s (1980) theoretical dimensions of cultures 
especially relate to the hypotheses regarding cross-cultural differences in leadership. Relating 
to Hofstede's cultural dimensions (uncertainty avoidance, power distance, masculinity-
femininity, individualism-collectivism, future orientation and later added process vs. results 
and job vs. employee orientation10) Jung, Bass and Sosik (1995) speculate that it is easier for a 
type of leadership to emerge in countries with specific position on the cultural dimension 
rather than other. For example, they claim that transformational leadership is more effective 
in collectivistic than in individualistic cultures. According to Jung, Bass and Sosik (ibid.), the 
centrality of work in life and the high level of group orientation among followers should 
promote transformational leadership and the high respect for authority and the obedience in 
collectivistic cultures should enhance transformational processes. High uncertainty avoidance 
cultures, with the resulting emphasis on rules, procedures and traditions may place demands 
on leaders not expected in low uncertainty avoidance cultures. More 10 innovative behaviors 
may therefore be expected in low uncertainty avoidance cultures. Also, more masculine 
cultures are probably more tolerant of strong, directive leaders than feminine cultures, where a 
preference for more consultative, considerate leaders seems likely. Furthermore, preferences 
for a low power distance in societies could result in other desired leader attributes than a 

                                                
10 More in the next chapter. 
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preference for high power distance. For instance, a less negative attitude towards authoritarian 
leadership will likely be found in high power distance societies. In such societies dominance 
and ostentatious displays of power might be appropriate for leaders. In contrast, in more 
egalitarian societies leaders should emphasize egalitarian leadership.  

2.2.2 National culture 

Kluckhohn and Strodtbeck (1961) suggested one of the first models later considered as the 
basis for various models proposing a theory of culture based on value orientations, claiming 
that the values in any given society are distributed in the way to form one dominant value 
system. Their value orientation consisted in a society’s Relationship with Nature, 
Relationship with People, Human Activities, Relationship with Time and Human Nature 
(Nardon and Steers 2009). Kluckhohn based his ideas on the perception that there should be 
universal categories of culture (Hofstede 2009). It is important to understand where the 
cultural theories derive from to be able to build an analysis on how culture affects people’s 
interactions in general and constitutes the way in which they do business. The organization is 
on one hand a structure that works relatively independently of the people that operate in it, but 
on the other hand, the organization is also the unity of people who are part of it and the 
relations between them. In a business environment these relations are mostly relations 
between managers and employees. 

Hofstede (ibid.) has defined culture as the “collective programming of the mind that 
distinguishes the members of one group or category of people from others”. In accordance to 
Hofstede the collective phenomenon is a predisposition but the collectiveness is also build on 
a variety of individuals. The culture as used in sociology and management is the equivalent to 
nations and/or organizations. A child is born into a society from which it acquires 
characteristics as ways of behavior, understanding, and values system from its earliest youth 
onwards, losing the impact and influence with growth. This means that the child integrates 
and builds the character mostly in the years of the primary socialization. These culture 
characteristics and future components of the human mind are much more deeply rooted than 
values acquired during the studying or at the job as the latest can be exchangeable at a new 
job (ibid.). According to Hofstede (2001, 6) values are arrows showing people’s perception 
and preferences on scales between for example good and evil, beautiful and ugly, moral and 
immoral and so on. As values are set in the earliest phase of people’s lives, they are not 
rational but rather taken for granted. Hofstede claims that societal cultures reside in values, 
while organizational cultures reside in more visible and conscious practices in the “way 
people perceive what goes on in their organizational environment” (Hofstede 2009). 

For the purposes of the current research, culture will be defined in accordance to the 
definition used by the GLOBE research team as “shared values, beliefs, identities, and 
interpretations or meanings of significant events that result from common experiences of 
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members of collectives and are transmitted across age generations” (House et al. 1999, 13). 
We can therefore use their conclusions to depict business efficiency and the national culture 
links. Culture in management can therefore represent both the practices of different entities of 
society and the agreement among the members of such collectivities in agreeing on 
psychological attributes of cultural aspects (ibid. 13–14). 

Hofstede’s primary cultural dimensions (4+1) are presented in the Table 2 (Hofstede 1980; 
Nardon and Steers 2009). 

Table 2: Hofstede’s Cultural dimensions 
Power Distance:  
To what extent people with less 
power believe that power is 
distributed appropriately in 
society. 

Low power distance: Belief that 
effective leaders do not need to 
have substantial amounts of 
power compared to their 
subordinates. Examples: 
Austria, Denmark, Ireland, 
Norway, Sweden. 

High power distance: Belief that 
people in positions of authority 
should have considerable power 
compared to their subordinates. 
Examples: Malaysia, Mexico, 
Saudi Arabia, Slovenia. 

Uncertainty Avoidance: 
Degree of uncertainty that can 
be tolerated and its impact on 
rule making. 

Low uncertainty avoidance: 
Tolerance for ambiguity; little 
need for rules to constrain 
uncertainty. Examples: 
Singapore, Jamaica, Denmark, 
Sweden, UK. 

High uncertainty avoidance: 
Intolerance for ambiguity; need 
for many rules to constrain 
uncertainty. Examples: Greece, 
Portugal, Uruguay, Japan, 
France, Spain, Slovenia. 

Individualism-Collectivism: 
Relative importance of 
individual vs. group interests. 

Collectivism: Group interests 
generally take precedence over 
individual interests. Examples: 
Japan, Korea, Indonesia, 
Pakistan, Latin America. 

Individualism: Individual 
interests generally take 
precedence over group interests. 
Examples: US, Australia, UK, 
Netherlands, Italy. 

Masculinity-Femininity: 
Assertiveness vs. passivity; 
material possessions vs. quality 
of life. 

Masculinity: Values material 
possessions, money, and the 
pursuit of personal goals. 
Examples: Japan, Austria, Italy, 
Switzerland, Mexico. 

Femininity: Values strong social 
relevance, quality of life, and the 
welfare of others. Examples: 
Sweden, Norway, Netherlands, 
Costa Rica. 

Long-term vs. Short-term 
Orientation:  
Outlook on work, life, and 
relationships. 

Short-term orientation: Past and 
present orientation. Values 
traditions and social obligations. 
Examples: Pakistan, Nigeria, 
Philippines, Russia. 

Long-term orientation: Future 
orientation. Values dedication, 
hard work, and thrift. Examples: 
China, Korea, Japan, Brazil. 

Source: Hofstede 1980; Nardon and Steers 2009, 5. 

For the purposes of the current research I will further expose two of the above mentioned 
dimensions that are based on past research (see for example Hofstede 2001; Gulev 2006; 
Entrepreneur 1998) on which we can compare Denmark and Slovenia. Power Distance and 
Uncertainty Avoidance from Hofstede’s list are the ones that determine the most the two 
countries’ management. According to Hofstede Power Distance has been defined as the 
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“extent to which the less powerful members of organizations and institutions accept and 
expect that power is distributed unequally” (more in Hofstede 2001 and Hofstede and 
Hofstede 2005). The emphasis goes at this point especially to the inequality being accepted by 
the subordinate, not the ones above, so in our case the employees accepting managers to have 
some power coming from their position in society. According to Hofstede (2009) countries 
from East Europe (including Slovenia) score high on the power distance index, while Nordic 
countries and especially Denmark score very low. 

Wanting to understand the reasoning why some people, organizations or cultures adapt better 
to new, unknown situations brings to the forefront Hofstede’s Uncertainty Avoidance 
dimension, even though this dimension does not stand for risk avoidance but shows how 
people of a specific culture feel more or less comfortable before unstructured situations. 
Cultures ranking high on the uncertainty avoidance index try to avoid such situations by 
setting strict rules, codes and laws, and framing life around one absolute Truth being 
emotional and “motivated by inner nervous energy” (Hofstede, 2009). On the other side, the 
uncertainty accepting cultures are more tolerant of different opinions, have fewer rules, and 
are relativists on a philosophical and religious sphere allowing different aspects or 
interpretations. They are defined by being phlegmatic and contemplative, not expressing 
emotions openly.  

Slovenia, as part of the Eastern European cluster of nations (Bakacsi et al. 2002), ranks high 
on the Uncertainty avoidance scale, while Denmark, as a Nordic culture country, ranks very 
low. In accordance with the purposes of the present research I avoid the individualist – 
collectivist dimension as both Slovenia and Denmark rank high as collectivistic environments 
and this aspect would not provide any explanation to the differences in business management. 
For similar reasons and content focus I also leave aside the masculinity – femininity index 
and short vs. long-term orientation. Hofstede in one of his latest articles analyzes all the 
relevant studies made after his original 4+1 cultural dimensions, arguing that all the expanded 
GLOBE’s indicators can in some way be connected to his original dimensions and the only 
relevant data 23 could be found in the research of the IBM team (Hofstede 2009). Continuing 
the research led him to two new dimensions in cooperation with a professor from Bulgaria, 
Minkov: Indulgence versus Restraint, and Monumentalism versus Self-Effacement (or 
Flexumility).  

Hofstede’s opinion, however, supports the idea that the use of quality research in analyzing 
cultures is to be preferred to any amateur replications of the popular dimensions. His research 
of organizational cultures led to new results, based on the analysis of organizations from the 
Netherlands and Denmark. The research resulted in six dimensions that are used by the 
current study as the framework to describe organization cultures. However, it is important to 
acknowledge that even Hofstede observes that the sample was too narrow to consider the 
former research as universally valid and sufficient (ibid.). In our case, the sample being 
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Denmark gives it a lot of relevance and makes it useful for the purposes of the present 
research.  

Among the six dimensions of organizational cultures we take further focus especially on the 
first (1) and second (2): 

(1) Process-oriented versus results-oriented (see Hofstede et al. 1990; Hofstede and Hofstede 
2005; Hofstede 2009).  

Process-oriented cultures are the ones that are dominated by technical and bureaucratic 
routines, while for the results-oriented cultures the focus is a common concern and they are 
determined by the importance they put on outcomes. Hofstede aligns the dimension with the 
degree of homogeneity in a specific culture. The process-oriented entities showed a different 
perception among its members, while the in results-oriented entities, all the members 
perceived their practices in about the same way. Peters and Waterman (1982) claimed that a 
united perception of common goals, values, and directions within an organization is part of 
culture’s strength, seeing strong cultures more result oriented. According to Hofstede the 
organizations which focus on improving the means by which organizational goals are 
achieved (process) tend to be risk-aware as opposed to those that focus on the attainment of 
goals (results) where individuals tend to be more comfortable in unfamiliar situations and 
look forward to challenging situations (Holsapple 2003, 240).  

(2) Job-oriented versus employee-oriented.  

For job-oriented cultures it is typical to assume responsibility for nothing but the job 
performance of the employees while employee-oriented cultures assume a wide range of 
responsibilities for the welfare of its members. While some authors claimed that the 
distinction between job orientation and employee orientation is part of the individual 
manager’s way of leadership, Hofstede claims that “job versus employee orientation is part of 
a culture and not (only) a choice for an individual manager” the position on this dimension 
being a result of “historical factors, like the philosophy of its founder(s) and the presence or 
absence in its recent history of economic crises with collective layoffs” (Hofstede 2009). 

(3) Professional, as cultures where people are identified by their profession, versus Parochial, 
with people being identified by their organization. 

(4) Open systems versus closed systems, showing culture’s acceptance of newcomers and 
outsiders.  

(5) Tight versus loose control, encompassing the punctuality and formality of the 
organization. 

(6) Pragmatic (flexible) versus normative (rigid) way of dealing with the environment, mostly 
customers (customer orientation). 
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2.2.3 National culture through cultural dimensions 

Culture is always an abstract concept, even if we try to put it in the broadest possible terms. It 
defines the shared values specific for a society and what stands behind the artifacts and 
attributes of the arts, architecture, clothes, food, ways of conduct, etc. (Hickson and Pugh 
1995, 17). 

This might again be a simplistic definition but at least it satisfies the basic understanding of 
culture and delivers a common perception of what culture represents, which can be useful as 
culture is a broad and intangible concept (Gulev 2006, 19). As shown in the previous chapters 
many studies within the field of social science have tried to explain the interrelationship that 
characterizes people of different cultures, attempting to precisely define one or more cultures. 
Hence, a people’s culture has in a way been recognized as one of the basic determinants of 
human conduct and has gained attention within the works of many noted authors, among 
whom we exposed especially Hofstede (2001; 1997; 1984) and the GLOBE research team, as 
defined in Chapter 2.2.2. 

According to Hofstede (2009) the problem with definitions and analysis in the field of culture 
is a one- or more-dimensional classification that usually represents subjective attempts to give 
some order to a very complex reality. The weakness stands in the author’s subjectivity 
connected to the selection of a specific classification. The U.S. sociologist Alex Inkeles and 
psychologist Daniel Levinson (1954) tried to avoid such weaknesses by limiting themselves 
to culture at the level of nations, and they summarized all available sociological and 
anthropological studies dealing with the so-called national character, interpreting it “as a kind 
of modal (most common) personality type in a national society” (ibid.). The national character 
can be analyzed only by meeting the criteria of analyzing psychological issues found in adults 
as a consequence of socio-cultural characteristics of the society and maturational potentials 
common to all men along with the significant importance for the individual and social system 
of the way these are handled (Inkeles 1997, 44). Meeting these criteria, they exposed issues 
as:  
– Relation to authority; 
– Conception of self; and 
– Primary dilemmas or conflicts, and ways of dealing with them, including the control of 

aggression and the expression versus inhibition of affect (ibid. 45–50). 

The understanding and analysis through dimensionalising culture can be shown through 
different schools. 

The economic progress and the trust in market trends in the 19th and 20th centuries reflected 
the understanding and analysis of cultures in a one-dimensional ordering of societies from 
traditional to modern. Economic evolution, according to Hofstede (2009), is “reflected in 
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people’s collective mental programming” and it “should [not] suppress other cultural variety”, 
and we have to accept other dimensions of culture unrelated to economic evolution. 

Anthropologist Edward T. Hall classified cultures according to communication into high-
context (the information is mostly implicit) and low-context (explicit information), which can 
be correlated to the distinction between traditional and modern (Hofstede 2009). 

For the purpose of this research, and to prevent unwieldy definitions of terms, the scope of the 
above cultural analysis tools are further delimited to solely encompass business aspects of a 
national culture. Because something like the economic culture is an interdisciplinary 
phenomenon (Berger 1986; Gulev 2006, 19), values within a national culture in relation to 
business address multiple social ideologies. 

In this case we might say that some traditional cultural values, like the religion or ritual 
habits, etc., play marginal roles compared to the cultural variables like business values, 
education or time management that are of great importance for the research goals. Not to 
forget that these aspects are all interlinked, but by recognizing the symbiotic, mutually 
dependent cultural relationship in which they exist, we should put further attention to the 
traits that have a more direct and stronger effect on a country’s business than others.  

2.2.4 Leadership linked to cultural dimensions 

The GLOBE study related the culturally contingent items to the different cultural dimensions, 
like expecting a so-described ‘domineering’ leader, having and exerting substantial power in 
the group, to be more likely accepted and expected in societies with high scores on power 
distance. According to the findings of the GLOBE research team, several attributes reflecting 
charismatic/transformational leadership are universally endorsed as contributing to 
outstanding leadership. Including “motive arouser, foresight, encouraging, communicative, 
trustworthy, dynamic, positive, confidence builder, and motivational” attributes that are 
perceived as culturally contingent they comprise “enthusiastic, risk taking, ambitious, self-
effacing, unique, self-sacrificial, sincere, sensitive, compassionate, and willful” items (Hartog 
et al. 1999, 36).  

The impact of actual leader behavior across cultures complementing the research on culturally 
endorsed implicit leadership theories should, in accordance to the GLOBE findings, always be 
done by (longitudinal) questionnaire studies as well as experiments. Although generally 
leaders probably need to act within boundaries set by cultural norms, the charisma of leaders, 
going against such norms may in some cases increase attributions of charisma to leaders. 
Examples suggest that judicious violations of CLTs may be useful in bringing about 
constructive change.  
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The GLOBE team demonstrates that it is important to elucidate the culture specific enactment 
of transformational versus transactional leadership in different countries (Hartog et al. 1999, 
37). Due to the mentioned fact, the current research connects and links leadership 
management more through the relations managers have with employees in Slovenian and 
Danish companies, as gathered from the field research, as opposed to basing it on 
psychological personality determinants that arise from an individual put in the position of 
being a manager. 

2.2.5 Culture and international management theories 

Especially in the second half of the 20th century many have tried to find connections between 
the basic problems of societies differentiate on the basis of distinct dimensions of culture (see 
Hofstede 1980 and 2001; Hall 1981; Trompenaars and Hampden-Turner 2004). Societies 
were most commonly ordered by their degree of modernity or economic evolution. 

As presented by Gulev (2006, 17), three broadly accepted schools of thought emerged to 
which theorists today generally subscribe. For the purpose of having a general review and 
giving a basis to further use of clusters in understanding cultural effects on business in the 
European economic area, I will in short present the characteristics of each school. As opposed 
to the convergence theorists who believe in the supremacy of best practices and universal 
standards to triumph over differences in national cultures and thereby slowly eradicating 
differences in national business approaches, divergence theorists assert that local cultural 
ideologies take precedence over standardized business practices and that cultural variances 
determine the business and management etiquette between culturally different countries. They 
argue that cultural divergence is growing in importance as its presence is increasing on a 
global scale. The final school of thought suggests a third alternative, crossvergence theory, 
where acculturation results in a new cross-bred form of culture that merges two or more 
cultures into one amalgamated version (Beals 1953; Kelley, Whatley and Worthley 1987).11 
The three schools of thought and their management affiliations are all valid, although, 
depending on an individual’s world perspective, partiality towards one school generally 
emerges. The following review of culture in relation to management maintains a bias towards 
the divergence theory and its premise that cultural intricacies influence and shape managerial 
values across countries of differing cultural values. I also try to link the differences to the 
business efficiency of nations deriving from their distinct cultures. 

                                                
11 More in: Gulev 2006, 17.  
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2.3 Business efficiency as a measure of country’s competitiveness 

Business efficiency is in accordance with BNET Business Dictionary (2010):  

“a situation in which an organization maximizes benefit and profit, while minimizing effort and 
expenditure. Maximization of business efficiency is a balance between two extremes. Managed 
correctly, it reduces costs, waste, and duplication. Max Weber, who developed the concept of the 
bureaucracy, believed that efficiency was the goal of all bureaucratic organizations, which were 
designed to run like smooth machines. The greater the efficiency, the more impersonal, rational, and 
emotionally detached a bureaucracy becomes. ...” 

In the 2006 World Competitiveness Yearbook, Garelli presents a set of determinants that can 
affect country’s performance, defining a business efficient country through the below 
mentioned statements: 
– Efficiency aligned with the ability to adapt to changes in a competitive environment, are 

managerial attributes crucial for companies’ competitiveness. 
– Finance eases value-adding activity. 
– Country’s international competitiveness is supported by a well-developed internationally 

integrated financial sector. 
– Maintaining a high standard of living entails integration with the international economy. 
– Entrepreneurship is crucial for economic activity in its start-up phase. 
– Country’s competitiveness is increased by a skilled labor. 
– Productivity reflects value adding. 
– The attitude of the workforce affects the competitiveness of a country. 

Even considering all the above-mentioned parameters we cannot expect a country to become 
more efficient over night. There are determinants deriving from a historical background, 
geographical position, war relations and other specifics that can have profound consequences 
on the development, growth or pattern which a specific country might follow. Besides, 
according to Hofstede (2009) culture change that would be basic enough to nullify the country 
dimension index rankings, or the relevance of the dimensional model, would need an 
extremely long period or dramatic events from outside. Supporting this idea we can observe 
the fact that the national cultures’ differences were recognized long in the past, so they will 
probably affect cultures also long in the future. 

2.4 Cultural impacts on competitiveness 

Competitiveness of a country can be determined by a vast number of factors, among which a 
country’s value system represents a very important one. First linkages between values and 
attitudes influencing peoples’ success were analyzed and presented already by the German 
philosopher Max Weber in 1905, who studied the relation between culture (religion) and the 
economic development of nations. In his book The Protestant Ethic and the Spirit of 
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Capitalism he claims that nations do not only compete with products and services but also 
with education and the value system (Weber 1905). 

The Value system, according to Garelli (2006), evolves through its development through the 
below mentioned phases: 
– Hard work (people devoted to the country’s corporate objectives work many hours); 
– Wealth (people still work hard but more attention is paid to income increase); 
– Social participation (people’s interest goes from hard work to shaping the society); 
– Self achievement (people’s interest focused on developing their private lives). 

2.5 Business efficiency and the changing role of the State 

Cultural determinants specific for a certain nation usually keep affecting the way the country 
with its people understands and conducts, which is affecting various phases of its 
development. According to Garelli (2006) the role of the State in the last few years has been 
changing drastically. Considering the way of life today, one can claim that the development of 
the State might soon be irrelevant since people are already acting as global individuals 
involving in transnational activities that can, as so far proved, be too hard to be regulated by 
one single State. Garelli also explains that a new domain of responsibilities is being defined. 
An example is the State’s prior involvement in construction and infrastructure that, with the 
general privatization of most areas, is also losing its common understanding. The statement: 
“In the eyes of the public, the State remains the ultimate guarantor of the integrity of the 
infrastructure of a country” as alleged by Garelli (2006) supports the allegation of the thesis, 
namely that the people will, regardless of all the laws or recommendations coming from 
international and transnational organizations and institutions, still percieve the State as being 
their primary environment, responsible also for their protection and well-being. We have to 
consider the fact that at the end, states (national economies) are also organizations on a higher 
level (Bavec 2009a). 

The parameters used by the World Competitiveness Yearbook to analyze the competitiveness 
of the countries arise from the so-called golden rules of competitiveness presented in Figure 
2. 
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Figure 2: Golden rules of competitiveness 

Source: Garelli 2006. 

I 

Create a stable and predictable legislative environment. 

II 

Work on a flexible and resilient economic structure. 

III 

Invest in traditional and technological infrastructure. 

IV 

Promote private savings and domestic investment. 

V 

Develop aggressiveness on the international markets as well as attractiveness for foreign direct 

investment. 

VI 

Focus on quality, speed and transparency in government and administration. 

VII 

Maintain a relationship between wage levels, productivity and taxation. 

VIII 

Preserve the social fabric by reducing wage disparity and strengthening the middle class. 

IX 

Invest heavily in education, especially at the secondary level, and in the life-long training of the labor force. 

X 

Balance the economies of proximity and globality to ensure substantial wealth creation, while preserving 

the value systems that citizens desire. 
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3 BUSINESS EFFICIENCY LINKS TO NATIONAL CULTURE IN DENMARK 
AND SLOVENIA 

3.1 Introduction 

In order to conduct a full field analysis as presented in the previous chapter I need to explain 
the connections among the various terms and relations analyzed in the present thesis, which is 
mandatory, so that one does not get confused by the changing terminology and parts of the 
data analysis. As stated at the beginning of the research, the thesis analyzes leadership 
methods and their linkages to national culture characteristics with the purpose to explain how 
this could illuminate the different behaviour of companies in specific countries, or to put it as 
it is most of the time used in the current study, how this influences the business efficiency of 
the companies in the two researched and analyzed countries.  

The term national culture therefore refers to some modal practices that can be measured by 
setting indicators assessing what represents or is understood under common behaviors and 
institutional practices prescribed by the social environment. The approach used for the 
assessment of culture arises from a behavioral or psychological tradition, which assumes that 
“shared values are enacted in behaviors, policies, and practices” (House et al. 1999, 14). The 
indicators for culture are in this case the cultural dimensions selected on the basis of the first 
introductory desk research of the theory behind cultural aspects on business management in 
the Nordic and Eastern clusters of the European states (see Chapters 1.5 and 2.2.2). On the 
other side we have the business management part that is enrolled into two aspects, not to be 
confused one with the other. The first part is defined by the term of leadership that 
encompasses the entire specter of manager – employee relations in the companies, presenting 
the company as an organization of people and their interactions, while the other part is 
defined by business efficiency as presented by the WCY. 

 

 

Figure 3: Concepts interconnection 

National culture 

Business Efficiency 

Recession 

Cultural dimensions 

Leadership 
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When putting the two exposed terms into a context one is faced with two new terms, not to be 
confused with the first two presented above. Namely the context of the thesis is defined by the 
economic crisis and business efficiency as presented in Figure 3. 

Analyzing important specifics for Slovenian and Danish managerial attitudes and ways of 
conducting business we have to delimit ourselves from the fact that each person might be 
driven by specific characteristics deriving from his/her personality. The psychological aspect 
will be left aside for the purposes of the current research that focuses on the impacts provoked 
by the environment in which a specific company with its managers and employees lives and 
operates. I believe that all the researches conducted in the past by the notorious authors that 
were presented in the previous chapters give enough reasons to believe that the broad cultural 
background has in general a strong effect on the way people interact in their working 
environment, the working environment leads the way companies behave, the companies 
represent the economical force of the State and the State shows a certain level of 
competitiveness among other states in the international community.  

Following the theoretical background of the cultural dimensions presented in the second 
chapter of this work, this part briefly presents the Danish and Slovenian business 
environments and describes the ways in which the two countries were dealing with the 
recession to further on align certain behavior and adapted means to the impacts of the 
presented cultural dimensions. I base the comparison of the Slovenian and Danish business 
environments as being led by strong determinants arising from the Power Distance and 
Uncertainty Avoidance dimensions as presented in Chapters 3.2 and 3.3. Chapter 3.4 brings to 
the forefront another context in which the two countries can be compared but was not yet 
researched to the extent on which we could draw general conclusions, being in a way a quite 
new area to be explored especially in the Slovenian business environment. This part shows 
how the above presented cultural specifics in combination with composite trust and process 
versus results and job versus employee orientation affect the way the business is conducted in 
the two countries. 

3.1.1 Doing Business in Denmark 

According to CIA World Yearbook with estimates for 2009 (CIA 2010a) Denmark is a 
country of approximately 5.5 million people in an area of approximately 43.000 square 
kilometers (estimates for 2007). 

The way business is conducted in Denmark resembles its general cultural heritage that needs 
to be known and understood in its complexity before doing business with the Danes, as they 
are very proud of their cultural heritage. According to Hahn (2009) the Danish collectivistic 
culture constitutes in people preferably working in teams, not standing out as individuals, but 
being members of the group. Their decisions are preferably based on coalition and conformity 
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and it is important to understand that even though apparently rude or even arrogant and 
offensive, they are most of all honest, open and direct, getting straight to the point. Sometimes 
the negotiation and way of resolving issues by consensus might take a lot of time but the win-
win situation at the end is definitely longer lasting for all the parties. Besides, family is very 
important for the Danes and in general they have a good distinction between the time spent at 
work and the time after work. Danish high standards in education and environmental 
protection reflect in a unique living standard and paying high taxes that are invested in 
medical and customer service, childcare, infrastructure and IT. With its values of equality and 
efficiency along with high standard of living Denmark has gained an important position in the 
international trade, being very attractive also for foreign investments. In life and business 
punctuality plays an important role and appointments are well scheduled and arranged in 
advance. Despite the hard work they devote to the job, they do not complicate about specific 
dress codes and prefer the comfortable style in life and business. Finishing a working day 
early reflects their attitude of placing family before work which consists of about 40 hours a 
week. 

The structure and hierarchy is according to Hahn (ibid.) quite loose and people rely less on 
personal power and authority,12 seeing managers mostly as coaches and team leaders, with 
blurred boundaries between managers and employees. The collectivistic culture of the 
Danes13 sees promotion as an accomplishment but which should be taken modestly in a 
socially responsible way. Prestige and status symbols are not appreciated as people seek to be 
average. Flexibility, tolerance, work ethics, social justice and equality between men and 
women determine the business environment. Danes value the egalitarian management style, 
making decisions with all parties involved and most of the time by consensus. Sharing ideas 
and opinions is part of the hospitable and cooperative side of Danish lifestyle that is open for 
foreigners even though they keep their private life separate from the work; however, it is 
preferable to spend time with them in person. Danes are also placed high on a range of 
interpersonal trust (Gulev 2006) that results also in the rules, which they follow. Using 
English in Denmark does not present a problem, so international partners have no need to 
learn the Danish language, of which the Danes are nonetheless very proud of. The perspective 
they look from is always a combination of different sides that consist of their empathetic 
nature, but most of the time the Danish way will be considered the best one (Hahn 2009).  

                                                
12 Low on the Power distance scale of Hofstede, see more in Chapter 2.2.2. 
13 High on the scale of Collectivism versus Individualism, see more in Figure 4. 
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3.1.2 Recession in Denmark 

When in July 2008 Statistics showed Denmark to be the first European economy entering the 
recession following the USA’s mortgage market collapse one year earlier (Shilton 2008), the 
economic crisis seemed to have hit even the most stable economies in Europe. However, it 
was soon clear that it was just the beginning of a crisis that would not leave any of the world’s 
markets unaffected. Predictions for Denmark by OECD were as negative as suggesting the 
lowest growth of all the OECD members by 2014 (ibid.). Denmark’s budget surplus was high 
up to 2008, but could not avoid a deficit during 2009 (CIA 2010a). 

The Danish economy, being characterized by extensive government welfare measures and 
equitable distribution of income with a focus on a comfortable living standard, began to slow 
in the beginning of 2007 due to the end of a housing boom and the furthering of the global 
financial crisis. The recession cut Danish GDP by 0.9% in 2008 and 4.3% in 2009 (CIA 
2010a). The fears were oriented especially towards a quite stable employment rates that saw 
unemployment at its lowest in 30 years (Shilton 2008; CIA 2010a) and this was feared to have 
a negative effect on Danish business as the decline in the ratio of workers to retirees might be 
a major long-term issue. However, the employment rate was predicted to get back to the 
normal path during 2010 (CIA 2010a). According to Shilton (2008) Danish companies were 
prepared to force the workers to suffer job cuts with the aim to keep their competitiveness on 
the world market. 

Denmark being the first European country affected by the recession, its vulnerable economy 
suffered serious problems, such as falling house prices, less consumer spending and 
decreasing activity in the construction industry during 2008 (Bocian 2009) in times when in 
other European countries the recession had just started. 

On the other hand, by 2008 the government has not introduced any direct support for its 
companies, but was taking initiatives to support dismissed workers by taking measures, such 
as work-sharing and training, which reflected in the debates focusing on work-sharing rules 
and trade unions requesting extended use of training to avoid mass redundancies (Shilton 
2008).  

Since Danish companies were giving priority mostly to keeping their competitiveness, the 
government was carrying the responsibility to protect the jobs. The measures taken by the 
government that have been criticized for coming late focused mostly on helping the banks, 
introducing two bank packages which would also help companies to be granted loans. 
Besides, with the tax reform that saw a tax reduction, the government hoped to positively 
affect the economy. Additional funding and investments in public works were believed to 
have been effective with regard to the employment, especially in the construction industry 
that was most heavily affected by the economic downturn (Jørgensen and Stuvøy 2009). The 
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government also contributed to overall growth by loosening its fiscal policy and in particular 
increasing its spending (IHS Global Insight 2009). 

As for social support to workers, not much has changed due to the recession. Workers are 
allowed social benefits if they are members of unemployment insurance funds for at least one 
year (this encompasses approximately 2 out of 3 workers) or smaller cash assistance if they 
are not and are depending on the family’s assets. (Jørgensen and Stuvøy 2009) 

Companies have been fighting for manpower in the last few years so now they wanted to 
maintain workers in employment by taking measures such as training, education and work-
sharing, but all are already part of the existing collective agreements. As Denmark has no 
national minimum wage, foreign workers can be hired for wages below the collectively 
agreed wage. Job centers supporting the unemployed have been passed to the responsibility of 
municipalities only and without the state having part in it, as it was before August 2009.  The 
employer’s organization in the construction sector has worked with the trade union requesting 
help from the state that has only to a certain degree done something through the tax reform. 
Other sectors were not particularly interested in the intervention by the government (ibid.). 

Older workers did not suffer as much as the younger as they were encouraged to stay on the 
labor market and were not likely to choose the early retirement. No studies or analyses on 
unemployment were conducted by 2009 (ibid.). 

Even after officially exiting the recession, Denmark’s economy has not recovered completely. 
According to the statistical data, the Danish GDP has suffered a serious decline, just a little bit 
less than during the big crisis after World War II. Rising unemployment affected the 
consumption and household wealth suffered a decline due to a fall in property values. Imports 
declined while some improvement was seen for private consumption and exports (IHS Global 
Insight 2009). According to the CIA (2010a) the unemployment rate in Denmark in 2009 was 
estimated to 4.3 % of the labor force being without jobs, compared to 3.4 % estimated in 
2008, but according to the Eurostat data, the unemployment rate in Denmark rose from 4.7 % 
in February 2009 to 7.6 % in February 2010 (Eurostat 2010). Even though recovery from the 
crisis which forced Denmark to confront the biggest challenges after the end of World War II 
was not easy, the latest data showing that the worst was over by 2010. However, according to 
IHS Global Insight (2009) the consumption in the following years was predicted to be limited 
by the “volatile stock market values, a weakening labor market and declining house prices.” 
In the same way, exports and business investment are restricted due to lower global demand, 
exchange rates developments and the loss of the competitive position due to higher wage 
growth (ibid.). 

What makes Denmark a case apart from other EU countries is that nothing was done only 
because of the crisis. The used measures were the consequence of the negotiations going on in 
the previous years, even though those were now put under suspicion due to the results shown 
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in the crisis. Beside the instruments to tackle problems in the financial sector (Bocian 2009) 
there was a political will that helped Denmark fare less consequences even from its biggest 
trading partners like Sweden and Germany with the GDB dropping just under 5 % since its 
peak. The initiatives to support employees threatened by unemployment introduced by the 
Minister of Employment concerned a more flexible access to work-sharing which lays both in 
the Danish collective agreements in regard to times of crisis and under the law on 
supplementary unemployment benefit financed by the state, in regard to payment (Jørgensen 
and Stuvøy 2009). 

Just before slipping into the recession in 2007, Denmark adapted the collective agreement in 
February, making significant changes in relation to: “continuing training, strengthening of 
decentralized bargaining, ‘free-choice’ accounts and gender equality” (Jørgensen 2007). The 
agreement set a precedent that united the Danish Confederation of Trade Unions and the 
Confederation of Danish Employers and contained significant changes, among which was the 
access to continuing training that was to be recognized as means of developing 
competitiveness of companies establishing a fund from which employees’ wages would be 
financed while they are on continuing training (ibid.). Work-sharing can be arranged in a few 
weeks of work and a few of unemployment when the employees have to actively search for a 
job, attend unemployment meetings, send applications and accept the job they are offered 
(Jørgensen and Stuvøy 2009). There were many requests from the employers asking for the 
extended period of 18 months that would help them go through the crisis and retain their most 
qualified workers, but the government did not want to promise more funds for a prolonged 
work-sharing (Jørgensen 2009). 

The four initiatives taken by the government in March 2009 included more funds for training, 
an alert system to offer early support to workers, increased monitoring of the market 
development and more flexible rules in relate to work-sharing. The recession made companies 
use work-sharing more than before, jumping from around 30 in 2006 and 2007 to more than 
500 arrangements concerning work-sharing by 2009 (Jørgensen 2009). 

Denmark, as a small, export-oriented country, can definitely not be unaffected by the 
consequences arising from the impact the crisis has on its trading partners. Besides, in the 
urge of increasing economic activity, the crisis has given rise to an expensive fiscal policy. 
The financial sector was successful in keeping the fixed exchange rate which had an influence 
on the higher value of the Danish Krone (DKK), so that the Danish central bank could later 
offer an even lower interest rate than the European Central Bank (ECB) (Bocian 2009). 
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3.1.3 Doing Business in Slovenia 

Slovenia is part of the Central and Eastern Europe, an EU member since 2004 and Euro zone 
participant since 2007. It has approximately 2 million people on 20.000 square kilometers 
(CIA 2010b). According to Irena Čeh14 (2010), the Slovenians need time to start a business 
discussion and do not usually get to the point before an introduction and some general social 
part that are not only important but also necessary for the discussion in the Slovenian market. 
The discussion does not take a long time, but is however significant and even necessary 
beacause in Slovenia what counts before the crude facts in doing business is friendship and 
the social part of the discussion. You need to get acquainted with your business partner, so it 
might take various visits before you can actually start cooperating. Also, according to Mrs. 
Čeh, Slovenians consider the lobbying process very important and if you want to be 
introduced to some important business partners, you need to involve in many other activities, 
like becoming a member of a golf club or any other sport or similar event. The primary 
emphasis in business and work in general is laid on the results. However, sometimes 
Slovenians do not accept the importance of the result at the end and leave the job undone, 
feeling that somebody else will do the job instead of them. This is according to Mrs. Čeh the 
lack of responsibility towards work and towards somebody as a person. It is also reflected in 
the general understanding that being late is acceptable, time limitations are generally not 
followed and deadlines are always missed. According to the experience of Mr. Nielsen15 it is 
completely understandable in Slovenia to miss a deadline and that projects never end within 
predisposed time limits but take a 2, 3 or even 4 times longer periods. What is more, if you do 
not have good connections with the important people, you will hardly ever conclude your job, 
which can be very frustrating for a Dane. 

3.1.4 Recession in Slovenia 

Compared to Denmark, Slovenia entered the recession almost 2 years later, after having 
observed for a long time the economic crisis around the globe, without being able to prevent it 
hitting its economy as well.  

According to the Institute for Macroeconomic Analysis and Development – IMAD (2009) the 
positive difference between net profit and net loss in 2009 dropped by half relative to the 
previous year, which was mostly provoked by a high negative difference between financial 
revenues and financial expenses as consequences of “declining values of stocks, interests and 
other financial investments of companies” provoked by the international crisis. The positive 

                                                
14 Mrs. Irena Čeh is the owner of a small company in Slovenia, Labena d.o.o. (pharmaceutical, 
medical and process equipment). 
15 Mr. Erik Nielsen is a water engineer from Denmark who was working on a 2-year project in 
Slovenia, experiencing all the extents of the business management specific for Slovenian environment. 
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difference between operating revenues and expenses declined severely in the most export-
oriented part of the Slovenian economy (mostly manufacturing industries) that faced a decline 
in foreign demand at the end of 2008. 

With the GDP falling from 4.1 in the last quarter of 2008 for an additional - 6.4 in the first 
quarter of 2009, Slovenia officially entered the recession, falling right to the bottom of the EU 
countries, with a worse fall in GDP experienced only by the Baltic States. The Minister of 
Development predicted a “W recession” that presupposes two major falls after a short 
recovery (Hren and Zimic 2009), which Slovenia actually experienced by the end of 2009. 

However, in 2010 the recession was not yet over. The sharp downfall surprised the 
economists who claim it is the government’s responsibility for not having done enough in 
trying to prevent the effects of the crisis during the years of the large economic growth. 
According to Andrej Flajs, Head of National Accounts Statistics Office, “the key reason for 
such a steep slip into the recession is the sharp decrease in exports and investments among 
with the added value in manufacturing. Along with that, there was a quick reduce of activity 
in the construction industry and trade” (ibid.). 

In order to mitigate the impacts of the crisis on enterprises, the government of Slovenia 
focused on enhancing their financial liquidity, safeguarding the jobs and increasing the 
growth potential of the economy with more expenditure in research and education (Rojec 
2009). With the aim of maintaining employment, the government prepared two interventive 
acts, namely the Partially Subsidising of Full-time Work Act (for shorter working hours) and 
the Partial Reimbursement of Payment Compensation Act (wage compensation for workers 
on temporary lay-off) (IMAD 2009, 18), for companies to reduce the labor costs and use the 
European social fund for training and skills aimed to mobility and human resources so that the 
companies would gain access to educated labor stimulating their development (Rojec 2009). 
In order to survive the crisis, companies had to make some reductions and those were 
performed especially in the rate of employers’ social security contributions and the rate and 
duration of paid days in case of sick leave. According to international comparisons, 
Slovenians tend to spend almost twice as many days on sick leave than the average EU 
citizen,16 but any change on this point is opposed by the trade unions and never seriously 
considered (ibid.). Only people who have insurance and whose employment contract with one 
or more employers lasted at least 12 months during the last 18 months prior to termination 
may claim unemployment benefits (IMAD 2009, 11). 

The measures in Slovenia were introduced primarily to combat the recession and companies 
could all apply for subsidies no earlier than at the end of 2009. Subsidies introduced by the 

                                                
16 According to Kovačič (2009) in 2007 Slovenians were on the 7th place among the 31 countries as for 
the percentage of absent workers with a 31 % and on the 3rd place as for the duration of sick leave. 
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Minister of Labor, Family and Social Affairs were aimed mainly at saving the jobs and not 
compensating the loss of lowering salaries by enterprises, but there was a spill-off effect in 
18% of the cases (Rojec 2009). The subsidies also presupposed the training of the employees 
on temporary leave (ibid.). However, the partially subsidizing of Full-time Work Act took 
effect only 3 months after the employment in manufacturing dropped for 4.3 % as the 
production started to decline sharply (IMAD 2009, 14). 

In some companies, the subsidies given by the government only helped to keep the jobs for a 
certain period of time, but after the subsidy period was over, the companies found themselves 
in the same situation as before, having to start reducing the number of employees.17 In the 
beginning of 2010 some political parties suggested “social business” as an answer to the 
current crisis,18 but the law is still far from being adopted and even further from the 
implementation of 100.000 people (CNVOS 2010) working in the social business system, as 
suggested by Zdenka Kovač, an expert in the field of social business19 launching the new law 
suggestions. Besides, although the trade unions desired the subsidies to be used directly as 
salaries (meaning same money for less working hours), the subsidies were also small, 
complicated to apply for and implement, and included the necessity of not dismissing workers 
while receiving the subsidies (Rojec 2009).  

Subsidies were the only measurement taken by the government in 2009 (ibid.) but there were 
already new initiatives prepared for 2010, such as the 3.5 million euro fund for new 
companies.20 The Slovene Enterprise Fund, which is the national financial institution 
providing resources for concessional financing and investments for small and medium-sized 
enterprises, published two tenders in the total amount of 80 million euro for 2010. The 
Enterprise Fund sees the cooperation among the Ministry of Economy, the European Regional 
Development Fund, European Investment Fund and the Ministry of Higher Education, 
Science and Technology that joined that year (Ka.L./STA 2010) and there were some 
speculations about a ‘work fund’ and new state aid in the amount of 120 million euro until the 
end of 2010 (within the ‘de minimis rule’)21 for workers on temporary leave, providing 
sources for additional training (Rojec 2009), but nothing had been done by the beginning of 

                                                
17 In the case of Istraemeco, one of the Slovenian companies receiving subsidies from the government, 
the end of subsidies in March 2010 represented a big risk of having to reduce the employment 
(Tekavec 2010). Smaller companies, like Grupa Eura, that were not receiving any subsidies from the 
government, had no choice but to close down the business (Gerenčer 2010). 
18 See An.B./STA 2010. 
19 According to Wikipedia (2010c) “A social business is a non-loss, non-dividend company designed 
to address a social objective” … “such as, healthcare for the poor, housing for the poor, financial 
services for the poor, nutrition for malnourished children” … “etc. in a business way.” 
20 See Mo. B./STA 2010. 
21 State aid with the purpose of providing a competitive advantage over competitors and forbidden by 
the European Commission regulation accepts a “de minimis rule’ that represents a minimum amount 
of aid, because of which the competition is not threatened (Article 2 ZSDrP). 
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2010. In the future there should also be further adjustment of the labor market and better 
conditions for the young, which presuppose a reformed education system, recognition of 
qualifications, and an improved system of scholarships that shall result in a quality education, 
enhanced connection between the university and the labor market and better social inclusion. 
The changes are mostly oriented towards a tax reform relating to labor (promoting 
competitiveness, employment and system simplicity) (ibid.). 

According to Rojec (ibid.) the short-term measures are of a specific importance and these 
mostly relate to promoting the Slovenian social entrepreneurship, new scheme for employee 
training (vouchers) that would help the employees acquire new knowledge and competences 
to become more flexible in the labor market and co-finance the employees training, which are 
permanent features of measures, not introduced only because of the recession.  

The registered unemployment has been increasing since autumn of 2008 and it reached its low 
(6.3 %, or 59,300 persons) and rose to 86,500 unemployed persons by June 2009 (IMAD 
2009). The unemployment rate rose from 6.7 % of the labor force being without jobs in 2008 
to 9.4 % estimated for 2009 (CIA 2010b) and from 5.0 % in February 2009 to 6.5 % in 
February 2010 in accordance to Eurostat (2010). In Slovenia dismissing workers with 
permanent employment contracts started to be used only after first dismissing fixed-term 
employees and those with temporary working contracts since government’s subsidies were 
intended only for those with permanent contracts and the trade unions are less eager to protect 
the rest. Besides, a core number of employees was kept in case of some improvement (Rojec 
2009). The workers have the right to an unemployment benefit only if they are insured and if 
their “employment contract with one or more employers lasted at least 12 months during the 
last 18 months prior to termination” (IMAD 2009, 11).22 At the same time, all kinds of 
shortening of a working week have to be agreed between the social partners on a company 
level, so it can be done only in agreement with trade unions.23 Changes of salaries that are not 
included in company level collective agreements as part of an individual employment contract 
are thus included in individual employment contracts (ibid.). However, according to IMAD 
(2009) the labor market policy lacked some activation-orientation as “the programmes are 
insufficiently coordinated and the share of the unemployed participating in active labour 
market policy programmes is low, which holds particularly true for education and training 
programmes.” This is an obstacle should the country want to use the economic downturn for 

                                                
22 “The unemployment benefit is 70 % of the assessment basis for the first three months and 60 % for 
subsequent months” … “the duration of the right depends on how long the person was insured (on the 
length of time worked) and can range from 3 months (for insurance of 1 to 5 years) to 24 months (for 
insured persons older than 55 or with more than 25 years of insurance)” (IMAD 2009, 11). 
23 One of Slovenian companies, Nogavice, that planned to dismiss 20 workers, only dismissed 3 due to 
the intervention of the trade union (Rojec 2009). 
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the unemployed to build new skills and use public works projects to stimulate the 
development of social services. 

Trade unions in Slovenia have a big influence on how the companies and the government of 
Slovenia are tackling the recession as they exert pressure on the government to preserve jobs 
by their membership in the Socio-Economic Councils,24 strikes and other manifestations, 
media etc. In case of non-agreed dismissals, there could be law sues that can drive companies 
even to a bankruptcy or liquidation. Trade unions expect the government to stimulate banks 
and their credit activity for enterprises and to adapt the “work fund” scheme that was prepared 
in 2009 (Rojec 2009). 

According to IMAD (2009, 3) Slovenia, not having strengthened the staff in public 
institutions, has reduced possibilities of providing high-quality services for the 
implementation of an effective labor market policy. The wages in Slovenia had not changed 
even due to shrinking economic activity since after long negotiations among the social 
partners about the minimum wage that started in 2007, a new wage system resulting in wage 
rises was introduced in the public sector in 2008 (ibid. 6). 

Slovenian companies also presupposed shorter working hours and workers on temporary 
leave, which was based upon an ad hoc decision taken by the companies. Among other 
measures used by companies were: flexible use of working time, non-prolongation of fixed-
term employment contracts, a 10 % salary reduction, a 36-hours working week and temporary 
collective leave,25 shifting of workers to other jobs,26 and special agreements among 
companies to pass the employees for a certain period of time27 (Rojec 2009).  

Beside cutting back on the expenses, lowering the costs and postpone investments, the 
companies also attempted to enter new markets, improve their marketing, acquire new 
projects, introduce new products and look for alternative sources (ibid.). 

According to IMAD’s (2009) calculations, the most severely hit enterprises most frequently 
come from “22 car components industries (14 cases), textile and clothing (6 cases), 
steelworks and metal-working industry (4 cases), followed by manufacturing of electrical 
apparatus, sports equipment, glass products, wood processing, construction, transport etc.” 
(ibid.). 

                                                
24 The Socio-Economic Council includes representatives of the government, employees and 
employers. 
25 Introduced by Gorenje, the main Slovenian producer of household appliances.  
26 Workers in Steklarna Rogaška (glassworks) had to accept lower-paid jobs but received the same 
salaries. 
27 A solution used by Adria Mobil and Revoz (Renault’s subsidiary) where the workers could decide 
whether to accept working in the other company for a certain period of time and being granted the 
same working position when coming back.  
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Companies that were having serious problems during the recession were mostly companies 
that had some problems even before the recession started but could somehow survive in the 
normal circumstances. Larger companies usually undertake steps that do not only presuppose 
cuts and labor costs reduction while the smaller companies usually just shorten the working 
hours and dismiss the employees (Rojec 2009). 

Early retirements were also not used due to problems in the post-Yugoslav period which had 
serious consequences on the pension system later on. According to Vodopivec (2004) 
Slovenia retained a strict employment protection legislation in this period and kept the 
minimum wages relatively high and offered rather generous unemployment benefits to 
workers experiencing problems due to the transition which led to increased job flows and 
destruction that only stabilized and unemployment lowered again at the end of the 1990’s, 
showing that the role for market forces in the Slovenian labor market is the relocation of labor 
proceeding vigorously.  

However, such measure is not a permanent part of the Slovenian social security system (Rojec 
2009). 

3.2 Management links to Power Distance  

As shown in Table 2 Hofstede’s Power Distance reflects how much a society accepts an 
unequal distribution of power within its organizations. The emphasis is, however, on the 
power arising from those who are subordinate towards the ones they consider ‘in charge’ of 
deciding, leading, conducting, managing and so on. An organization deriving from a high 
Power Distance culture therefore accepts that the power of the people at the top is legitimate. 
In other terms, employees accept that the managers or their superiors have more power simply 
because they are on a higher position, not questioning their competitiveness or doubting their 
decisions. Most Eastern European cultures, among which there is also Slovenia, have a larger 
Power Distance Index – PDI (Moderate PDI – around 50 or Large PDI – around 104) 
compared to the Nordic countries like Denmark that has a small PDI. The scores for 50 
countries and 3 regions range from 1 up to 120 points (see Table 3). 

Table 3: Power Distance Index – PDI 
Denmark 18 
Sweden 31 
Norway 31 
Finland 33 
Slovenia 71 
Croatia 73 
Slovakia 104 
Poland 68 

Source: Hofstede 2001. 
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The managerial style within the countries ranking high on Power Distance is following a 
paternalistic decision-making pattern where the employee is afraid to manifest his/her 
disagreement with the superior and is rather glad to accept the superior’s decisions. Inequality 
that is manifested in all areas of society is generally accepted and to some extent also desired 
(Sauciuc 2002). 

Authority figures, such as professors and parents, get an inherited respect deriving from their 
role in society and their words are never questioned. High scores on the power distance 
dimension prevent initiative coming from the subordinates who prefer to be directed by 
superiors. Successful leadership in a high power distance organization (culture) supports 
authoritative managers who focus on giving clear and explicit orders, stress the deadlines, do 
not expect initiative from the employees, have a distant relation with the staff, respect 
authority and are not stressed because of bureaucratic issues. 

Slovenia has experienced changes after the transition from the previous system to a market 
based economy, but is still determined by the almost a century long tradition of being a part of 
Yugoslavia and 34 years of totalitarian leadership of the president whose authority arose most 
of all out of his extreme charismatic personality. In Slovenia the people at the top of an 
organization are considered and accepted as powerful and dominant which is usually the 
reason for less personal involvement of the employees who simply follow the orders of the 
managers.  

Managers from countries with small PDI do not get respect simply from the fact that they 
have a higher position. The way they conduct business is less formal and employees are more 
included and involved in decision making specific for the leadership style that does not make 
judgments of people based on appearance or grant privileges deriving from status symbols. 

Denmark’s small PDI28 is determined by “dialogue and reciprocal agreement between 
managers and employees, superiors and subordinates, small income differentials, 
collaboration, interdependence, a tendency to decentralization, initiative and co-operation, 
pluralism and democracy” (Sauciuc 2002). Managerial determinants for a country like 
Denmark, where the middle class is strong and changes occur by revision are seen in 
decentralization, small differences between salaries among employees, low managers, middle 
managers and top managers, less employee supervision, employee involvement in decision 
framing and implementing and managers often socializing with lower level subordinates. The 
relations are mostly informal and employees expect to be consulted, not told what to do 
(Wikia 2010). 

                                                
28 Denmark’s PDI is one of the smallest among the countries surveyed by Hofstede. Only Austria (11) 
and Israel (13) have smaller indexes, while the average is 55 points. 
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3.3 Management links to Uncertainty Avoidance 

By analyzing the procedure in which things are being done and how managers in the two 
countries are trying to achieve the desired goals, we saw that Uncertainty Avoidance 
influences people’s behavior, being intrinsic in the cultural norms. Slovenia, as part of the 
Eastern European post-communist group of countries was strongly affected by the transition 
period, but this cannot be the sole explanation to its strong uncertainty avoidance index (UAI) 
since, for example, Czech Republic, having a similar socialist history, does not show the same 
pattern. It might make more sense to connect it to Slovenia's history of being a “small country 
at the crossroads surrounded by stronger nations” (Kržišnik 2004).  

After gaining independence Slovenia followed the pattern of trying to establish a solid market 
economy, but having strong uncertainty avoidance characteristics this strongly affected its 
achievements. According to the research conducted by the Entrepreneur team in 1998, 
cultural dimensions influencing employee involvement in business relations robustly correlate 
with countries’ success. They connect the establishing of a strong market economy with 
employee involvement in the company which is especially weak for companies coming from 
the Eastern European cluster of states. On the other hand they proved that it is crucial to 
include the employees in the company’s business conduct in order to implement market-
oriented activities and achieve a substantial financial performance of the companies in the 
transition economies.  

Low employee’s involvement shows convincing connections with the cluster’s positioning on 
Hofstede’s UAI and some connections also with the short-term orientation. As presented in 
the theoretical background of the study, uncertainty avoidance represents the extent to which 
a society feels threatened by unclear or unpredicted situations, such as in our case a major 
economic crisis. For countries with a strong UAI like Slovenia (88) it is typical to avoid 
confusing situations so they prefer to search for greater career stability, formal organizational 
rules, and more highly structured forms of communication, not allowing the possibilities of 
misinterpretation in communication, which is often used for rule establishing purposes.  

Table 4 shows the UAI as calculated in 50 countries and 3 regions with the comparison 
between the Nordic and Eastern European clusters. The scores range from 1 up to 120 points. 



The impact of national culture on business efficiency 

 42 

Table 4: Uncertainty Avoidance Index – UAI 
Denmark 23 
Sweden  29 
Norway 50 
Finland 59 
Slovenia 88 
Croatia 80 
Slovakia 51 
Poland 93 

Source: Hofstede 2001. 

If we plant the high uncertainty avoidance determinants into the company’s activity we can 
see that the employees in general feel the inherent uncertainty in life as a constant threat 
causing higher stress and emotionality. Any change can only worsen the situation, so 
employees are not trying to overfulfill the general obligations and responsibilities given to 
them on their first day on the job. As new ways and conditions create stress, they generally do 
not feel the need to produce new ideas or suggest drastic changes.  

Furthermore, it is very likely for an employee coming from a high uncertainty avoiding 
culture to get a job and keep it for the rest of his/her ‘working’ life even if he/she dislikes it, 
which can on the other hand be very frustrating for an employee or manager coming from a 
low uncertainty avoidance state. Companies in a high uncertainty avoidance environment 
prefer a clear structure accepted by the managers and employees, and want rules to be set 
even if they are not obeyed. As teachers in schools, the managers in companies are the ones 
that are supposed to always have an answer. High uncertainty avoidance may therefore lead to 
more bureaucratic and controlling leadership or in accordance to the GLOBE classification, 
the self-protective leadership, being “status- and class-conscious, ritualistic, procedural, 
normative, secretive, evasive, indirect, self-centred, and asocial” (House et al. 1999), whereas 
low uncertainty avoidance may lead to a more autonomous leadership, letting the employees 
be independent and under less control at their work.  

A situation of an economic crisis can cause distress and confusion in the companies from a 
high uncertainty avoidance environment, and they might therefore need more time to recover 
than those from a low uncertainty avoidance environment which work with generally fewer 
rules and adapt easily to uncertain situations. Since the employees are very likely to change 
the working environment if they do not like it, the system is more ‘emotionally free’ and 
therefore also more stable.  

Slovenia, being a transition economy, was fraught with uncertainties (Mrak, Rojec and Silva-
Jauregui 2004), and in the cultures with strong UAI everything that is connected to a change, 
for example an attempt to empower employees, results in an increase in uncertainty and is 
therefore likely to be rejected (Entrepreneur 1998). The problem in the countries with strong 
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UAI is that if managers do not involve employees in the decision making process, the 
employees will not feel the need to be involved and will not show an initiative on their side. 
The Entrepreneur research team (1998) proved that there is a positive correlation between the 
employee involvement and company’s success, so lower employee involvement means lower 
success. However, it is a big challenge for managers to find a way to motivate the employees. 
With respect to the uncertainty avoidance in the Slovenian character Rašković with collegues 
(Rašković et al. n.d.) in the case study by a Slovenian firm included in a Danish company 
presents how the “(un)changing Slovenians perceives safety (family) and work (as) 
fundamental social standards and yardsticks for all aspects of social and economical life”. The 
research team claims that the high emphasis on security shows in low adaptability and 
flexibility when facing a new challenge. Typical for a strong uncertainty avoidance nation, the 
Slovenian is resistant to change and prefers to be “nestled cozily in his ‘valley’, finally on his 
own land and master of his own fate” (ibid.). Therefore lifetime employment represents a 
“gold standard” connected to the “ultimate social security” (ibid.).  

Denmark, on the other hand, ranks among the cultures with the weakest UAI, namely 62.5 % 
lower than world’s average (Workman 2008), meaning that Danish managers and employees 
are willing to try new ways and approaches including a high degree of innovation. What is 
typical for countries with weak UAI where people are open to diversity is that there is low 
stress and positive feeling, and that these countries impose sanction against aggression and 
strong emotions. Manager’s role and position depend on his/her competence and most of the 
time he/she is seen as a coach and not a leader implying on the ‘human oriented’ concept (see 
Chapter 2.2.1) or a good leader. In addition, the managers take more risk, set fewer written 
rules and experience a higher labor turnover (ibid.). The employees are therefore involved in 
the decision making process of the company at all stages. The Danes are also more likely to 
change their job than the Slovenians whose average job seniority is 13.4 years, which is 
almost two times higher than the average job seniority of a Dane who on an average changes 
a job every 8 years (Rašković et al. n.d.). According to Norn (2010) the job turnover among 
people under 40 to 50 is even lower and they usually change jobs in 3 – 5 years or even less 
which makes them used to change and therefore also less scared also of losing a job because 
of a recession. Confirming that the reason lies in uncertainty avoidance and not in liking the 
job is the fact that Slovenia has one of the highest job dissatisfaction rates in Europe (Ibid.). 
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Figure 4: Denmark and Slovenia – Cultural Dimensions 
Source: Hofstede 2012. 

3.4 Cultural context, trust and employee involvement links to business efficiency 

By connecting all the issues and obstacles deriving from the specific cultural aspects of 
Slovenian companies compared to the Danish business reality we can see that motivation is a 
very important factor to achieve better efficiency, although it does not derive simply from 
managers, but the company as such. In any case, if the employees feel more included in the 
companies’ strategies and general operational systems, they more likely yearn for a general 
welfare of the organization and do not simply think of how to get the most out of their 
employer. This fact is connected with giving the employees enough information and 
empowering them to take action autonomously (Entrepreneur 1998). Empowerment is not 
only having freedom to act, but also having a higher degree of responsibility and 
accountability, meaning that the management has to motivate the employees to become 
committed to the organization and its objectives by allowing them to be generally more 
satisfied at work (Ongori 2008). According to Thomas and Velthouse empowerment is a type 
of motivation which emphasizes the “pull of the task rather than the push of management” 
(Entrepreneur 1998).  

We can base ways of involving employees in an active participation by following general 
directions of the context that defines a specific culture. According to Hall (1981) cultures 
determined by high context require established social trust, value personal relations and 
goodwill and take more time for starting business partnerships and negotiations. The same can 
be applied to the working environment where the manager needs to take time to establish a 
good working environment, win trust from the employees and put emphasis on specific rituals 
that can help create the working atmosphere and ambient similar to the employees’ home. On 
the other hand, low-context cultures need no rituals or time consuming introductions in 
getting down to business and they value expertise and performance at work that is based on 
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agreement by specific legal contracts (Kreitner and Kinicki 2007). Hofstede includes this 
aspect in the Job vs. Employee orientation that might result also in the fact that different 
cultures require different ways of motivating the employees. The motivation can therefore be 
connected to the cultural specifics, meaning that in countries where the focus goes to the job 
itself, employees do not need ways of motivation, such as rewards, salary raise and 
promotion, but focus more on general business reviews, company’s success, unanimity and 
general welfare. 

The difference that can easily be seen in the flat (Danish) compared to hierarchical 
(Slovenian) organizational structure is more deeply connected to cultural specifics that might 
appear from the first glance. The flat structure results in employees’ greater freedom and 
opportunity to contribute by making suggestions and taking initiative, to express opinion and 
solve problems in a personal way. The creativity contributes to better inclusion, less stress and 
higher motivation, achieving goals faster and concluding the job earlier. However, the simple 
structural difference derives from a Danish leadership model based on trust, inclusion and 
teamwork that are gained fast and result in a highly productive and creative business 
environment. The lack of clarity that might be stressing for some other cultures is based on 
the fact that Danes value freedom, which results in a high degree of flexibility (Bowman 
2008). In order to achieve better business efficiency through the integration of employees a 
manager has to consider the context of the cultural specifics that can be used to avoid the 
unnecessary time consuming ways that might later prove to have had less efficiency for not 
being conducted appropriately. 
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4 METHODOLOGY AND SURVEY 

4.1 Introduction 

The research aims to employ both quantitative and qualitative methods in order to provide an 
attractively descriptive but also scientifically compelling account of the influences culture has 
on leadership methods and business efficiency. According to Smith and Bond (1993, 58), 
statements about universal aspects of social behavior need to be presented through abstract 
ways, while the understanding of the generalized meanings can only be highlighted through 
specified events or behaviors.  

4.2 Defending the qualitative research paradigm for the empirical research 

Even though a positivist approach would claim that a research, in order to prove or show any 
kind of useful results representative for a larger population and to actually prove some general 
trends in a society, needs to be quantitative, the qualitative research is the one that can give us 
a starting position to identify where to search for data to analyze later. According to Miles and 
Huberman (1994, 298), the qualitative research is not only a paper work for private 
enjoyment, but also a report that gathers information for the others, so that they can use it for 
further, mostly quantitative research. The reporting is however slightly different from the 
quantitative reports and it does not necessary follow the conventional framework typical for a 
quantitative research in the way that while the quantitative research starts with a conceptual 
framework, the qualitative research might end up with one (ibid.). 

Quantitative aspects are presented through a questionnaire measurement of the national 
culture and leadership means and behaviors. Simultaneously with the qualitative analysis, a 
thesis applies a qualitative culture-specific research showing and interpreting local behaviors, 
norms, and practices (House et al. 1999, 14). The latter is analyzed through the content 
analysis of the data derived from interviews and published media. 

4.3 The research design 

4.3.1 Sampling and data collection 

The fist part of the research design presents the methodology behind the secondary and 
primary sampling and methods of data collection, explains the circumstances behind the 
validity of the samples, introduces the two data collection methods used, namely the survey 
questionnaire and the interviews, and concludes with a discussion on the weaknesses that are 
intrinsic to the sampling and data collection methodologies. 
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4.3.2 Secondary data 

The vast number of theme related secondary data relevant for the definitions of national 
culture and business leadership management employed throughout the research was gathered 
through the internet, the library of VIA University College along with its online library 
(Ebrary), COBISS (the Slovenian Cooperative Online System and Services library), the 
libraries of the Faculty of Management in Koper, University of Primorska and the University 
of Ljubljana, all in Slovenia. The aim of the research was to find relevant data on national 
culture in connection to leadership and unite it with a business efficiency model for the 
examined countries and their cultural specifics. Additionaly, I wanted to gather comparable 
sources that could be country-neutral and impartial and apply to both countries equally. 
Furthermore, the scope of the literary sources within the various countries was basically 
similar, as the Danish library contained literary themes similar to the Slovenian and online 
English documents. Nevertheless, the broad scope of sources contributing to the current 
definition of national culture, leadership and business management inevitably help uphold the 
truly European spirit of the research, and avoid getting “drawn into a form of group-think” 
(Gulev 2006, 69) by any particular author’s bias in conclusions.  

The basis for national culture analysis is taken from Hofstede’s (2001; 1997; 1984) power 
distance and uncertainty avoidance along with result – process and job – employee 
orientations combined with interpersonal trust theories, Hall’s context cultural dimensions, 
and new and fresh drivers of the economic culture presented by Gulev (2006). Thus several 
authors contribute to the analyzed parameters’ entirety. 

Morevover, the thesis uses a set of socio-cultural themes from the EVS, identified by Gulev 
(2006), for comparison.  The EVS is grouping representative national longitudinal surveys 
regularly by estimating basic values and beliefs of peoples throughout Europe and was used 
for comparison and also as a basis for the survey conducted among Slovenian and Danish 
managers.  

The criteria for selecting the two focus countries consisted of national factor-endowment 
reasoning that spoke for the specific utilization of Slovenia and Denmark. The two countries 
are both located within the EU, are listed within the EVS database with updated country 
statistics, have a strong international interdependence with other EU countries and are of a 
comparably small size. Nevertheless, they are so distant on the scale of business efficiency 
that the reasons for that had to be researched in depth. 

Slovenia as my home country is an obvious first choice. Furthermore, as a result of its 
socialist plan driven economic history, Slovenia was expected to endorse some substantially 
different business values in relation to Denmark, as a Scandinavian country, in broader terms 
being considered as part of the Western ideology. This factor was expected to contribute 
significantly to the emergence of interesting results in such a comparative study. 
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Denmark compared to Slovenia is one of the most efficient countries on the WCY scale but 
does not differ so much from Slovenia in any other aspect. For a comparative study of this 
nature, it was crucial to analyze countries that, in theory at least, differ from one another in 
broad extremes as this facilitates the emergence of results. Consequently, the Scandinavian 
representative includes a portfolio of culture and business traits distinctively dissimilar to 
those thought to be representative of the Slovenian culture and business. Furthermore, albeit 
the large geographical and cultural divergences between Denmark and Slovenia, there are 
companies that cooperate with or have business partners in the other country and a large 
number of Danish companies are in Slovenia as well as numerous Slovenian companies are in 
Denmark (Gulev 2006, 71).  

4.3.3 Primary data 

The empirical data collection is in a way the only real picture of the current situation analyzed 
by a certain research, but can on the other hand represent a tricky ground when it comes to 
comparing different researches as the differences in the target population usually make each 
data collection a specific and unique case affected by the ideology behind the whole research 
and by the affects of the researcher. This section presents the applied data collection methods, 
explains the selection of the sample units and chosen sample of the researched population, 
and justifies the used methodology for data collection and incorporation. 

Usually the data collection is incorporated in the whole design of the research and is strongly 
connected to the design of the survey. As explained in the previous chapters, the data 
collection method is embedded in the qualitative approach that aims to explain the specific 
features that affect business management in the selected countries. The gathered data 
therefore provides information on the researched population and is used as an answer to the 
hypotheses put forward.  

The researched population, the companies in Slovenia and Denmark, were selected on the 
basis of the convenient sample of people ready to answer the questionnaire, which was tested 
on a pilot sample of 6 people, among which only 2 were Danes. During the sample selection, 
the main concern was to include similar industries in Denmark and in Slovenia in order to get 
comparable data and to prevent that the dependences would correlate in a specific way not 
based on the researched area, but rather due to different circumstances or due to differences in 
the sample of the population in the two countries. For a study that tries to research business 
efficiency and variances in management in two different cultural systems, there is a vast 
number of factors that can deviate the empirical outcome. My goal as a researcher was to 
limit the potential deviants and obtain a uniform sample, but due to time and resources 
limitation, the results gathered from the sample need to be generalized to the whole 
population with certain delimitation, as explained further on.  
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Moving away from the random sampling was the only possibility in the limited period of time 
provided for concluding the research, so I chose the convenient sample of a network of 
managers working in Slovenian companies and contacts from managers working in Danish 
firms. The original idea of analyzing results for managers and employees separately was 
reconsidered after the sample analysis and I decided to focus only on managers, using the 
definition of the manager as being the responsible supervisor of one or more persons and not 
as the top management or director of the company. Furthermore, the information about the 
industry was required only to assure comparable companies in the two countries and the data 
is not analyzed separately according to the different fields. Industry specific classifications 
were covering a large extent of areas mainly as a result of an availability criterion. Those 
included were mainly mechanical and construction engineering, IT, services (including 
pharmaceutical equipment and textile and clothing), electro engineering and research (see 
Figure 5). In order to obtain enough participatory samples the industries were not limited, 
even though results could vary on the basis of industries more or less affected by the 
economic crisis. The effects of this bias are explained in the data analysis part. 

 
Figure 5: Participating industries 

Gender, age and working experience were not relevant for the purposes of the current 
research, or better say, were left aside as part of the delimitations of the analysis. The size of 
the companies was also not limited to a certain number of employees (small to middle-sized 
companies), nor was the number of employees supervised by a manager (mostly from 1 to 10 
employees).  

The companies contacted, within these parameters, were therefore from different areas, 
altogether 20 from Denmark and 30 from Slovenia. Among them 87 managers answered the 
online questionnaire. A preliminary pilot study that was done on 6 people, 2 from Denmark 
and 4 from Slovenia, provided the first comments that were considered for the future data 
collection methods. As expected, the number of responses from Slovenian companies was 
much higher, but the proportion of questionnaires between the two countries nevertheless 
presented a surprise since only 18 filled questionnaires in total came from Danish companies. 
This fact causes distress for the purposes of the research, but with appropriate statistical tests I 
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later analyze which answers can be still considered as statistically relevant when talking about 
generalization. The number of managers from Slovenian companies who answered the 
questionnaire was 69.  

Primary data was collected also from interviews of 2 managers from Slovenia and 2 from 
Denmark after I had conducted one pilot interview with a Slovenian manager working for a 
Danish company. The non-cooperating companies did not provide a reply to the request for 
cooperation. Among the managers who provided answers to the questionnaire, 1 from the 
Danish and 10 from the Slovenian companies were also prepared to cooperate with further 
interviews or other data and were interested in the results of the research. The research was 
conducted in two waves: the first within a two-month data collection through the online 
questionnaire that gathered 57 replies, and the second that lasted another 3 months. The low 
response rate from the first wave was later improved with a second call for cooperation, 
especially among Danish companies, which resulted in 87 questionnaires in total for both 
countries. 

Companies in Denmark were approached via e-mail contacts but the majority of the 
respondents came from my personal network. The response rate when it comes to e-mailing is 
usually very low but the amount of no-reply was still surprising. All the replies came from 
companies I have contacted after asking someone I knew from the company for help. The 
target population for the sample data was managers of Danish and Slovenian companies. 
Among Danish respondents, 2 managers were interviewed and 18 answered the questionnaire, 
while among Slovenian companies, 2 were interviewed and 67 answered the questionnaire 
(Table 5).  

Table 5: Participating industries (questionnaire and interviews) 

Country of 
residence 

Industry of the company 
Mechanical and 
construction 
engineering Services Research 

Electro 
engineering IT Total 

Denmark 12 1 3 2 2 20 
Slovenia 26 18 3 3 21 71 
Total 37 19 3 5 23 92 

Complete anonymity of the respondent was assured, as was the confidentiality of the 
outcomes. 

Weaknesses of the sampling and data collection 

The data collection can represent a great obstacle in the research process, as the researcher 
can never be guaranteed for the full cooperation of the researched population. The managers 
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who were included in the research were selected on the basis of a convenience sample, but 
with the intention to select companies from similar industries. The representation of such 
sample would generally be considered as valid for generalization if the number of the 
received questionnaires would exceed N = 100 in each country. The research has not 
succeeded in gathering at least 80 questionnaires from each country, so the analysis had to 
consider a smaller sample in generalizing from the outcomes.  

Another problem is choosing the right sample that would be representative for the whole 
population. The sample was considered appropriate for the purposes of the research, but the 
results are affected by the small size and more answers might result in different outcomes for 
the general interpretation of leadership in Slovenian or Danish companies. Even a larger 
sample would however imply the possibility that managers are not representative for their 
organization, which is a very questionable assumption. What is more is that it is not certain 
that the respondent understood the topic in the same way the other members of his company 
would. Therefore, as Gulev (2006, 79) suggests, we must keep in mind that, “due to the tough 
nature of the researched topic and due to the potential shortcomings of the respondents’ 
ability to answer holistically, the respondents may unwillingly deliver incorrect data.” Also, it 
is clearly known that in order to appear good, especially in interviews, we might face 
conscious data manipulation although I made sincere efforts to minimize the possibility of 
such cases. By making the survey questionnaire completely anonymous (the company name 
was also not requested) I believe I have prevented possible attempts to use the survey as a 
means to promote managerial changes within the organization hoping that the results would 
reach the headquarters. According to Gulev such use of survey researches are a threat to all 
social science empirical investigations and will always put in danger the validity of the data 
(ibid. 80). 

The surveyed respondents kindly took their time and an effort to answer the questionnaire, 
write e-mails or meet me for the interview, all of which is now part of the empirical research. 
Desolately, the number of managers that cooperated and were engaged in the research was 
small compared to the number of potential respondents that declined to participate. As a result 
of the fairly small sample size a quantitative analysis is allowed to be made only to some 
extent or with considering the effects of the sample in the interpretation of the results. 
Therefore, a further investigation in the researched area might be conducted after the present 
study. A broader sample of data to support the emerging results will increase the accuracy of 
the successive analysis and discussions. However desirable an increased sample database was 
at this point, unfortunately it was not achievable in reality due to lack of time and personal 
financial resources. The potential number of managers expected to participate was much 
higher than the actual number of managers filling the questionnaire. At this point we need to 
acknowledge that the managers who did participate in the survey somehow differ from the 
potential participants who opted not to participate which is not unfavourable for the study but 
needs to be declared as limitation (Gulev 2006, 105). 
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Unfortunately no other method was cost affordable. Due to lack of researching experience it 
was not assumed that the companies would not respond to the e-mails or that they would hold 
no interest in cooperating for purposes of a scientific research, which resulted in the outcomes 
of the study. Personal telephone calls and meetings with more managers might have resulted 
in a bigger response rate, but would also bring higher expenses and time extension.  

Samples and the problem of validity 

So many obstacles in data collection were certainly not expected since each of the filled 
questionnaires is of extremely high value for the research. The online survey was the only 
reasonable choice to optimize logistic and financial resources, but further delimitations have 
to be considered with some additional concerns about the questions that are presented in the 
following chapter. The representatives of the low number of questionnaires can be defended 
by the fact that most of the companies from both countries were small or middle-sized 
companies, so the 87 managers came from more than 30 companies. 

Another dilemma is the non-proportional data gathered from Slovenian and Danish managers. 
The 18 responses from Danish managers compared to the 69 from Slovenian might constitute 
a problem of sample inequality which was considered and acknowledged using the right 
statistical tests that allow small samples to be generalised to some extent. We shall keep in 
mind that it would in any case be idealistic and unwise to expect research data to give enough 
data for a full generalization and the applicability of the research outcomes should in every 
case consider local conditions that can at the end lead to working hypotheses and not 
conclusions (Cronbach 1975, 125; Gulev 2006, 75). 

At the same time the research deals with cultural aspects of people’s lives and analyzing 
peoples’ values and perceptions of different relations. To fully analyze and understand such 
relations, a simple questionnaire research might not show the real picture of people’s 
behaviour. To complete the research and understand how and why people behave in a certain 
way, the analysis needs to include three aspects, namely people’s opinion, behaviour and 
perception of things. Hence, only listening to what people say or tell does not imply that they 
actually behave in that way or that they consider it to be good doing. Having experienced life 
in Denmark, I got a basic overview of the differences in the system and culture compared to 
the Slovenian system and culture. My six months of constant observation of the Danish life is 
therefore considered a part of the research method, since it helped me relativize the outcomes 
by getting a relatively large review needed for the interpretation of the data gathered by the 
questionnaire and interviews. We shall however consider the cultural bias of the interviewer 
(Lim, Winter and Chan 2006). 

Furthermore, strict statistical representation needs to give space to inductive conclusions with 
assessments of internal validity and repetition of results as part of the contextual methods for 
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obtaining information that concern aspects resulting from human interaction (Hentschel 
1998). Considering what was stated above, the validity of the present work has strong 
theoretical foundation that predicts an empirical research and presumes a coherent and 
inductive connection between the tested variables. 

Lastly, as suggested by various researchers in the same field, I used the triangulation when 
feasible, in order to limit avoidable weaknesses in sampling empirical data. As introduced by 
Denzin in 1970, the triangulation has been a popular method to increase ethnographic data 
reliability within a qualitative research sphere. Kelle and Zinn (Gulev 2006, 76) distinguish 
between three methods of triangulation: triangulation as validation of the results obtained on 
the basis of different methods (validity mode), triangulation as combination of methods in 
order to gain any kind of picture of the relevant phenomenon (the trigonometry model), and 
triangulation as a means towards obtaining a larger, more complete picture of the 
phenomenon under study (the complementary interpretative model). Due to the nature of the 
survey and resource limitation, the first and second forms of triangulation were impossible to 
perform and only the complementary interpretative triangulation was applied throughout the 
survey. The understanding of the interrelations among the researched areas can only be 
explained if the researcher succeeds in getting answers to what he/she is asking, and with 
delicate issues, such as culture, the task is not simple. Therefore it is necessary to phrase and 
address questions and issues on a specific topic from various angles, thereby testing for 
consistency in the respondent’s answers. Hence, the purpose of the interpretative triangulation 
was also to confirm the respondent’s data to provide a more valid foundation on which the 
outcomes will be based. 

The Survey Questionnaire with delimitations 

The BENC Survey Questionnaire29 designed for the purposes of researching how culture 
affects business management and consequently the business efficiency in Denmark and 
Slovenia was formed on the basis of the ECMAN-03 questionnaire (Gulev 2006) in 
combination with the Business Efficiency part (Management practices, Attitudes and Values) 
of the IMD WCY (2009), and EVS. BENC is formed in the way to cover the research area 
and get concrete answers related to the thesis hypotheses. It starts with short questions 
regarding the company and people’s positions in it, followed by questions that relate to 
cultural dimensions and business efficiency in a crisis situation. The explored cultural 
dimensions are Hofstede’s (1984) Power Distance, Uncertainty Avoidance combined with Job 
versus Employee orientation, Process versus Result orientation and Interpersonal trust. The 
questionnaire analyzes national cultures in regard to work-related instalments and their 
influences on Business Efficiency (IMD WCY) in times of crisis. Thus, the aim of the 

                                                
29 See Appendix 3. 
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questionnaire is to gather information on the relation manager – employee in the company, 
people’s attitudes and values considering managerial practices in the society and the effect of 
the crisis on their lives. The questionnaire analyzes only the responses of the managers. As 
explained in the paragraph regarding leadership methods, for the current research a manager 
is considered to be a person overseeing one or more employees or departments. The 
questionnaire does not make distinctions between different layers of management since many 
of the analyzed companies are small or middle-sized firms.  

The questionnaire is composed of three main parts, one analysing the management style, one 
examining the managers’ perceptions of the companies’ business efficiency and one exploring 
personal perceptions about the current situation (crisis). The questionnaire in various points 
emphasizes that answers should be given with consideration to the times of an economic 
crisis, as the aim of the research is to compare how these results differ from those gathered 
before the crisis, using the existing data for Denmark and Slovenia in general from the 
European Value Survey and Eurobarometer. The decision to mention the crisis was taken 
simply to put emphasis on the recession, which is in any case the context of the research. Due 
to lack of time and resources, I could not conduct a larger research by collecting primary data 
also for the time prior to the crisis, which is acknowledged as delimitation. Also, respondents 
were not asked to what extent they were affected by the recession, and there might be 
important inter-industry and inter-company differences, but they were disregarded for both 
countries. For the same purpose I included companies from the same sectors.  

The Business Efficiency part is incorporated in the questions from 13 – 23. The questions are 
chosen from the WCY 2009 under the part analyzing Business Efficiency in regard to 
Management Practices and Attitudes and Values. Existing data was used to compare results to 
the situation prior to the crisis. 

The questionnaire was translated into Slovenian after the pilot study showed that in Slovenia 
not all questions in English were understood. The possibility of not having a completely 
correct translation was considered a minor hitch compared to the risk of not obtaining enough 
information. The same should have probably been done for the Danish population. Not having 
translated the questionnaire into Danish might also be the reason for fewer responses from the 
Danish side. The data of the two questionnaires was analyzed together. It is important to point 
out that there might be questions relevant to one specific culture but to not the other. Some of 
the questions might not be relevant in the Danish context, but may perhaps be relevant in the 
Slovenian context, or the opposite. Unfortunately this is unavoidable in cross-cultural studies. 
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Another delimitation of the questionnaire is in excluding the “I don’t know” answer that in 
the opinion of various researchers30 needs to be included in this type of questionnaire to 
reduce distortion of results from lack of comprehension. In our case the limitation of not 
offering this choice is considered in the data interpretation by taking into account the results 
from the interviews (triangulation). 

The first questions required from respondents to choose between two options. For the 
questions that were measuring agreement with a certain statement, I used the 7-point Likert 
scale that allows a neutral position, not forcing respondents to take position in case of having 
a neutral opinion about any of the subjects. However, this required a more complex analysis 
as the EVS (2000) and Gulev (2006) data analyses consist of a 10-point scale. Hence, we had 
to consider the transformation from one scale to the other, which should definitely be from the 
7-point scale to the 10-scale, since the opposite way would create an empty category (4) 
because there is no possibility of selecting 5.5 on a 10-point scale. Another reason for 
selecting Likert scale is that it is considered the best measure to present the mode or median 
showing the most frequent responses or preferred tendencies of the majority of the sample. 
This makes the survey results easier to interpret, read and understand, as presented in Figures 
in the following chapters. 

Interviews 

The data obtained from the interviews was used as a source of first-hand information from 
people having worked and gained experience working in both countries and is complementary 
to the secondary data and the BENC survey questionnaire. The interviews were not structured 
and were basically led by the development of the conversation. Consequently, the absence of 
a strict and uniform interview technique would make it peripheral to the questionnaire survey, 
but was to some extent also complementary and needed for the questionnaire data analysis. 
Hence, the interviews were used to obtain first-hand information on the perceptions of people 
working in an international environment who could feel the differences of how business is 
conducted in Denmark and Slovenia. 

The interviews consistently started with an introduction and description of the research 
purposes and goals followed by the presentation of some theoretical background of the area of 
research along with the used methods. The interviewed managers agreed on being cited in the 
text and that all the information given in the interviews could be presented in the thesis. The 
questions in the interview were based on the questions of the BENC Survey and 
complemented with questions regarding the comparison of the two business environments as 
experienced by the interviewed managers. The interviews served also as a feedback to the 

                                                
30 Suggested by Maria Theresa Norn, the senior consultant in a small resource and processing 
company, in an e-mail message to the author, May 27, 2010. 
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survey questions and assured that the questions of the survey were posed in an understandable 
way. Furthermore, the interviews provided a deeper understanding of the differences between 
the cultural aspects affecting business in the researched countries. The questions selected for 
the interviews were tackling specific topics, which, in contrast to the simple one-way data 
collection gathered via the BENC questionnaire, allowed direct explanation of possible points 
of view of the interviewed.  

4.4 Analysis and Interpretation  

Researchers in the fields in which data is generally more accessible or is simply easily 
transformed or measured by numbers have usually more difficulties in forming a framework 
and selecting the method for data collection than researchers analyzing abstract issues like 
peoples’ values, perceptions, understandings, attitudes and similar. The latter may seem easy 
to collect, but is very hard to analyze, compare and especially integrate into some general 
conclusions drawn from theoretical grounding.  

4.4.1 Questionnaire data analysis 

A quantitative research with a questionnaire aiming to conduct a quantitative analysis on a 
sample of at least 80 – 100 responses from Slovenian and Danish companies proved to be 
more demanding than the amount of work one person in such a short period of time can do in 
order to collect it.  

The purpose of the quantitative data was to show if the economic crisis had any effect on the 
managerial ways of conducting business in Denmark and Slovenia by comparing the data 
from the EVS and ECMAN3 to the data gathered from the BENC survey questionnaire. For 
interpretation purposes and due to smaller amount of data from Danish companies, the 
questionnaire translated into the Slovenian language (BENC_Slo) and the original English 
questionnaire (BENC_Eng) were analyzed together considering the delimitations expressed in 
the previous chapter. Also, since the sample of Slovenian managers is much higher than the 
one of Danish managers, the data analysis needed tests to be run for Statistical Power as to 
make inferences to the population and if the two different size samples could be compared at 
all. Some simple generalization in this case might be naïve and could even arouse serious 
doubts about the researcher’s understanding and ability to conduct a scientific research.  

Among the 87 responses to the BENC questionnaire, there were 18 replies or 20.7 % from 
Danish companies and 79.3 % from Slovenian managers (see Figure 6 and Table 6). Most of 
the managers came from middle range companies with 18 – 55 employees, and a few from 
bigger companies with more than 100 employees or smaller companies with less than 10 
employees. 
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Table 6: Country of residence  (BENC) 

 

Figure 6: Country of residence (BENC)  

The duration of active data collection through the BENC survey questionnaire lasted 
altogether 5 months. This rather short time resulted in a limited number of replies but assured 
that the period would not affect the perception or the context of the researched area and 
current management aspects. There was no preference regarding participation of any specific 
company within the industry clusters that should guaranty respondent selection impartiality, 
however, the companies were selected based on the convenience sample. The represented 
fields are mechanical, construction and electro engineering, IT, research and services. 

 

Figure 7: Participating industries per country 

The majority of both Slovenian and Danish managers came from the Mechanical and 
Construction engineering industries (26 Slovenian and 11 Danish managers). The represented 
companies that cooperated were from industries and sectors (country division is purely 
informative and presented in Graph 4.3, participating industries in total are presented in 
Figure 7): Mechanical and construction engineering (42.53 %), IT (26.44 %), Services 
(including pharmaceutical/medical equipment and textiles/clothing) (21.84 %), Electro 
engineering (5.74 %) and Research (3.45 %).  

Further survey analysis is presented in Chapter 5. 

Country  Frequency Percent 
Denmark 18 20.7 

Slovenia 69 79.3 

Total 87 100.0 
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BENC Questionnaire structure (questions) and division of parts analyzing Power Distance, 
Uncertainty Avoidance, (Composite) Trust and Business Efficiency. 

Questions related to Power Distance 
1. Would you say knowledge in your company is mostly flowing: one way or two ways? 
2. Which of the following best suits the way in which employees’ performance and progress 

are monitored by the managers: 
– Performance targets; 
– Goal achievement; 
– Personal supervision; 
– Informal communication; 
– Regular meetings with the boss; 
– Reporting system. 

3. Do you feel that more power should be delegated downwards from managers to 
employees? 

4. Work is evaluated by the effort you put in or by achieving performance targets and goals. 
5. To which extent during a crisis inputs come from the management? 
6. The increase of respect for managers is during a crisis considered a good thing. 
7. Freedom to make decisions without consulting managers. 
8. During the crisis an employee follows the managers' orders. 
9. To which extent would you say that the employees are included in important decision 

making about the company’s future in times of an economic crisis? 

Questions related to Uncertainty Avoidance (work environment & motivation) 
1. At the work place what is important is: 

– Job responsibility, Promotion, Feeling achievement, Job interest 
– Salary, Job security, Job status, Pleasant conditions 

2. To survive the crisis the company has to follow established ways. 
3. Dismissing people in times of crisis is understandable. 
4. Managers prioritize the effort over final results during the crisis. 
5. In times of crisis I'm motivated by achievement over security. 
6. To survive the crisis the company has to be flexible and adaptable. 

Questions related to Business Efficiency 
1. Ethical practices are implemented in the company. 
2. Customer satisfaction is important. 
3. Corporate boards supervise the management efficiently. 
4. High flexibility and adaptability of the company in times of crisis. 
5. Good understanding of the need for economic and social reforms. 
6. Value system supports competitiveness. 
7. Corporate values include the values of the employees. 
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8. The credibility of management is high in the times of crisis. 
9. The social responsibility of the companies. 
10. National culture is open for foreign ideas. 

Questions related to Trust: 
– Employees share knowledge among each other. 
– You would sacrifice your own wealth for the welfare of others. 
– In times of crisis you trust the inputs coming from other people. 
– Other people can generally be trusted. 

4.4.2 Interview data analysis 

The thesis complements the data collected via the questionnaire as part of the quantitative 
research with the qualitative analysis of the interviews to provide holistic results. To make the 
context of the sources of information more understandable to the reader, I will first outline 
how the interview data was analyzed. 

The five (4 + 1 pilot) interviews were taped on a dictaphone and the tracks with the recorded 
interviews were transcribed into documents for the interviewed people to check. The 
transcripts were coded into categories which were descriptive, meaning that the aim was to 
reach across multiple data sources and condense them, or interpretative, where the focus was 
on understanding people’s actions and interactions. Any kind of such analysis has to bear in 
mind that it is always affected by the researcher’s perceptions (Miles and Huberman 1994). 
The used methodology of text analysis and coding31 data is combined with the grounded 
theory to provide relevant predictions, explanations and interpretations (Glaser and Strauss 
1967) within the results of the analysis. According to Glaser and Strauss (ibid.) I also used the 
method of Stop and Memo, writing down all the comments and ideas for the analysis during 
the process of writing down the data. 

The analysis started with the longest and most complex interview according to the suggestion 
to “categorize richly and to code liberally” (Richards and Richards 1995, 81). As expected, 
the large number of categories arising from indexing everything at the first stage had to be 
reviewed and reduced to the data that had to be considered in detail in accordance with the 
procedures and objectives of the thesis. The final categories were then used to manually code 
the other interviews in a more focused way, coding only what I deemed relevant to the 
research objectives.  

                                                
31 Coding is the process of marking segments of data with symbols, descriptive words, or category 
names. For the purposes of the current research, I used priori codes or codes developed before the data 
analysis. 
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The analysis of the text headed to the formation of some general categories, uniting parts of 
the information from different sources into common codes that can represent similar 
interpretation.  

Through the interviews with two Slovenian and two Danish managers four categories that 
were the most represented and supported by the interviewed managers were formed. Through 
their words we can track some lines in reference to the cultural dimensions typical for the 
Slovenian and Danish working environments. The first category drawn from the interviews’ 
text was found in the perception of people in connection to the cultural dimension, defined by 
Hofstede (1980) as Power Distance and as explained in the theoretical background of the 
thesis (see Chapter 2.2.2, Table 2). The second can be aligned to work relations including 
trust and uncertainty, the third to the general orientation including process versus results 
orientation while the fourth consists of the understanding of the role of the State in connection 
to job vs. employee orientation. The interviews focus on the Slovenian and Danish business 
environments and are also used to interpret the results from the BENC questionnaire. The 
selected interviewed Slovenian managers have all had experiences working with the Danes, 
and the Danish managers had experience in the Slovenian working environment, so that all 
were able to compare the two environments and were therefore reliable spokespersons also 
for the interpretation of the results gathered by the Survey analysis. The importance of the fact 
that the interviewed managers were acquainted with the other country’s business specifics 
represents a valuable factor for further analysis as one might dare say that the answers would 
be fairly different, if I asked Slovenian managers to talk about the Slovenian environment in 
general or in comparison with the Balkan states, for example. The same could be expected if a 
Danish manager was asked to compare the local business environment to the Norwegian or 
Swedish ones.  
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5 PRESENTATION OF RESULTS 

5.1 Introduction 

The current work provides relevant outcomes resulting in a ‘compositum’ based on methods 
of empirical investigation of quantitative properties and their relationships through 
questionnaires combined with understanding of human behavior and the reasons that govern 
such behavior. The analysis uses the word manager, as it was presented in the BENC 
questionnaire, meaning: “Employer/manager of establishment - supervising at least 1 person 
directly responsible to you.” The sample might to some extent affect the relevance of the 
results and it cannot always be considered as representative for the whole population, 
therefore we expose parts where the differences between the two samples are relevant for 
determining factors affecting the business efficiency in connection with national cultures. 

The Graphs included in the presentation of the data are arbitrarily chosen and selected with 
the purpose to expose the most interesting tendencies and those where with a 95 % probability 
we can reject the zero hypothesis (the equality of the two samples) and say that the two 
samples do not show similar trends. Including all the graphs would make the text too long and 
difficult for the reader to follow. Taking into consideration the exposed dimensions that affect 
the business environments of Danish and Slovenian managers, we have depicted Power 
Distance, Uncertainty Avoidance and The Composite Trust. The research, instead of 
explaining differences between Slovenian and Danish managers with relevant cultural 
dimensions, disposes of previous researches conducted by several authors to depict and 
explain specific managerial behavior used by the managers in the two countries in times of an 
economic crisis. Consequently, the chapter is divided into areas analyzing leadership 
(manager-employee relation, work environment – motivation and trust, managers’ priorities in 
times of crisis) and this is affected by culture that is at the end presented within the 
interpretation of the exposed hypotheses. 

As mentioned at the very beginning of the thesis, analyzing social aspects is not the same as 
analyzing facts in exact science; various methods need to be used in order to understand 
aspects and reasons of people’s behaviour. One aspect is what people say, the other what they 
do and the third what they consider is good doing. Therefore, to get a complete picture on the 
exposed hypotheses, besides asking direct questions, I also analyze the aspects connected to 
each hypothesis.  

5.2 Manager – employee relation 

In the present thesis I connect the manager – employee relation aspect to power distance and 
job vs. employee orientation. The BENC questionnaire researches the relation through various 
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questions, as presented in Chapter 4.4.1, analyzing those questions where the two samples 
show statistically relevant differences.  

Among all the exposed questions, presented in the third chapter, not all have proven relevant 
for the interpretation of differences shown by our sample of Danish and Slovenian managers, 
unlike it was expected. As presented in the introduction, it was on me to determine whether 
the differences are the consequence of the sample disparity, crisis situation or method of 
research (the method does not know how to annul the basic differences so that the managers 
would be analyzed from the same starting position).  

Under manager – employee relation I include knowledge transmission, decision making and 
supervision. Differences in the responses on the freedom to make decisions without 
consulting the managers, respect for managers, following orders, inclusion of employees in 
important decision making and general work supervision have not shown statistical evidence 
for the zero hypothesis to be rejected and to say there are differences between the samples. 
The reason probably lays also in the fact that the questions were posed to managers and not 
employees.  

However, the question regarding knowledge flow and the question on how the increase of 
respect for managers in times of crisis is perceived are areas where the two samples provided 
the information that makes it possible to state that managers in Slovenia and Denmark proved 
to be different according to the relevant tests (ANOVA) as seen in Table 7. 

Table 7: Manager – Employee relation parameters 
Country of 
residence 

Increase of respect for 
managers (crisis)* 

Knowledge flowing both 
ways** 

Work monitored through 
Performance targets** 

Denmark 2.17 1.94 1.17 

Slovenia 4.41 1.71 1.57 

ANOVA(Sig) 0.000 0.039 0.002 
* Measured on a scale from 1 to 7; 1 = Fully disagree, 7 = Fully agree. 
** Yes/No answers, 1 = Yes, 2 = No. 

The graphs are divided into three parts: one showing disagreement with the exposed question 
(dark to light blue), one showing neutral statement (grey) and one showing agreement (light 
to dark pink). Only 5.5 % of the Danish managers agree with the statement that the increase 
of respect for managers is during a crisis considered a good thing. Among the 77.8 % of those 
who disagree with the statement, a half fully disagrees. Slovenian managers on the other hand 
show a different situation with a large percentage of 42.2 % agreeing with the statement and 
only 26.5 % disagreeing. Compared to the 17 % of the neutral responses from the Danish 
sample, 31 % of Slovenian managers neither agrees nor disagrees with the statement. The 
results are presented in Figure 8. 
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Figure 8: Increase of respect for managers  

Beside the respect for managers, the relation among the leadership and the employees can be 
understood in the perception of how knowledge is flowing within the company. In the BENC 
questionnaire I asked managers in Slovenia and Denmark whether knowledge in their 
company is flowing one way: from managers to employees; or two ways: from managers to 
employees and from employees to managers.  

There is a difference in the perception of knowledge flow (Figure 9) in Danish and Slovenian 
companies, which confirms that managers see knowledge more equally flowing in Denmark, 
as almost all of the managers answered that knowledge is flowing both ways from managers 
to employees and from employees to managers (94 %), while in Slovenia, the ratio was lower, 
meaning that more managers believe knowledge is flowing only from managers to employees 
(29 %) rather than both ways (71 %). 

 

Figure 9: Knowledge flow between managers and employees 
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The success of a company depends on the way valuable knowledge is distributed within the 
organization (Gulev 2006, 52). The distribution of knowledge is connected to the efficiency 
of a company in two ways. One is feeling included: the employees feel part of the company 
when they are contributing with their knowledge and not only operational work; the other is 
the actual inclusion: contribution of the employees in all stages in the company’s existence. In 
a company where knowledge comes from managers and employees it means that everyone is 
included and represented at all stages. 

Similar can be said about the perception on whether managers’ decisions can be questioned in 
times of an economic crisis. In BENC questionnaire I allowed open answers to the exposed 
question where the majority of Danish managers (13 out of 18) claimed that their decisions 
should be questioned because managers also make mistakes, but mostly because the crisis 
needs new solutions and employees can bring fresh ideas. On the other hand, the majority (49 
out of 69) of Slovenian managers answered that the crisis was also the consequence of bad 
managerial decisions (young incompetent top managers who are not always right), that 
managers have no good solutions (employees might have better suggestions), that managers 
lost contact with reality and especially that their private interests and bad leadership led to the 
current situation. 

The second part under this chapter presents differences in work supervision. If we compare 
work supervision among our sample, Danish managers tend to use performance targets, 
informal communication and regular meetings with the boss while Slovenian managers 
selected goal achievement, informal communication, meeting with the boss and personal 
supervision as presented in Figure 10.  

 

Figure 10: Monitoring employees work 

However, only the difference in work being monitored through performance targets (as shown 
in Figure 11) turns out to be significant on the basis of relevant statistical tests (ANOVA). 
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According to Gulev (2006, 48), personal relationships, informal communication and meetings 
with the boss are considered informal control mechanisms whereas reporting system, goal 
achievement and performance targets are considered formal control. At the same time, 
reporting systems and work supervision are more common in hierarchical organizational 
structures while monitoring the work through performance targets and informal 
communication are typical for flat organizational structures. Compared to other methods, 
performance targets were selected by every forth manager in Denmark and less than 14 % of 
the managers in Slovenia. 21.66 % of the managers in Slovenia selected goal achievement as 
a method of monitoring the work of the employees, while in Denmark work is mostly 
monitored through performance targets (25.42 %). 

 

Figure 11: Work monitored through performance targets 

The perception of how much the employees are included in important decision making does 
not allow us to reject the zero hypothesis of the equality of the two means (ANOVA > 0.05) 
but the information and analyzed interviews’ data support the tendencies of the questionnaire 
analysis.32 The statements from the interviews33 show that within Slovenian companies the 
distribution of power is still linked to the understanding of management as deciding over 
crucial issues. In the statements of the Slovenian managers we can see that they tend to 
describe the supervision under which their employees are put in order to do their job under 
relative terms. The statement by Manager A: “Only at the beginning there is constant 
supervision, but later constant supervision is not needed anymore”, can be interpreted in 
accordance with Hofstede’s (2009) description of cultures scoring high on the PDI, namely 

                                                
32 The order of the sentence might appear totally wrong as usually the quantitative research aims to 
support the data from the qualitative analysis, but in this case both analyses abstain from abstract 
generalizing and introduce possible qualitative explanations that are yet to be confirmed by more 
quantitative data.  
 33 The interview data analysis can be found in Appendix 4. 
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the teacher-centred education or obedience taught by parents to their children. The 
supervision at the beginning is to make sure that the employees understand the way the 
company works and get the feeling that they will always be supervised, implicating that 
hierarchy should always be respected.  

On the other hand, the stress experienced by a Danish manager in regard to the clear division 
between the roles in the company and employees’ need to report everything to the managers 
is supported by Denmark’s extremely small PDI. This can be seen in his statement: “It can be 
frustrating to have to explain step by step to somebody just because he needs to know 
everything. You do your job and I will do mine and we would both be much more efficient.” 
According to Hofstede (ibid.) countries with small PDI support equality within the working 
environment and understand hierarchy as inequality of roles, having been established only for 
convenience. The statement of the interviewed Danish manager C: “The managers’ decision 
at the end can destroy all the work done so far. The results are expected and are already 
determined by the one who is requesting it” proves their rare corruption and non-
understanding of illegitimate use of power based on no real criteria. 

At the end, we can see that in accordance with the data from EVS,34 also less Slovenians (21.1 
%) than Danes (37.5 %) think that greater respect for authority is a bad thing. This tendency is 
shown also in the BENC responses and interviews. Besides, the EVS shows that the Danes 
feel much more freedom in making decisions at their jobs than Slovenians. These results are 
not evidently supported by the BENC questionnaire but nevertheless they also show a certain 
trend. The EVS also indicates that Danes follow their boss’ orders in the majority of the times 
(43.9 % of the Danes always follow boss’ orders), even to a larger extent than Slovenians 
(41.6 % of the Slovenians always follow boss’ orders), which was also suggested by the 
results of the questionnaire. The reason for this is explained by the fact that the employees are 
involved in the decision-making process from the beginning and have no real need to question 
something they had been also consulted upon. 

Work supervision is an important aspect of leadership methods in connection to Power 
Distance, as explained in the previous chapters. Considering this, different types of 
supervision result from differences in Power Distance. A nation with smaller PDI will use 
methods as informal communication, performance targets and meetings rather than goal 
achievement, reporting system and hierarchical supervision, which are typical for managers 
from a large PDI environment. Based on our results managers in Denmark generally supervise 
employees through performance targets, while in Slovenia through goal achievement.  

                                                
34 Data from EVS is presented in appendix 5. 
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5.3 Work environment: Motivation and Trust 

What is important at work can determine what motivates the people. Hence, we can 
understand if people in the companies are being stimulated since this has direct effects on 
business efficiency, as presented in the previous chapter. Part of the working environment 
also consists of the interrelations among the people including sharing of information, 
cooperation among employees, help and assistance, or the overall trust. Interpersonal trust can 
be contemplated as an entirely sociological parameter that has very little to do with economics 
and business efficiency. Nevertheless we have to consider how much money and time is spent 
for expensive and efficient systems of supervision and control. If owners would trust the 
workers, there would not be a need for security cameras within the company, there would be a 
minimum requirement for regular reports which would serve simply to keep focus on the 
common goals and set new targets. All the time and money saved would contribute to 
generally higher business efficiency. Trust is therefore very important and directly linked to 
the efficiency of a company. Among the various factors that were considered important at the 
work place, only the importance of promotion and feeling achievement allow us to assume the 
inequality of the means. The same can be stated for feeling achievement over security and the 
two questions regarding trust. The comparison of the means can be seen in Table 8 that also 
includes satisfaction with job security even though there is not enough statistical probability 
to state that the means show different trends. 

Table 8: Work environment – Motivation and Trust 
Country of 
residence Promotion is 

important* 

Feeling achievement 
at work is 
important* 

Achievement over 
security (crisis)** 

Trust inputs 
from 
others** 

People can 
be trusted** 

Denmark 1.94 1.06 5.06 4.29 5.24 

Slovenia 1.49 1.39 3.84 3.47 3.59 

ANOVA(Sig) 0.000 0.006 0.020 0.028 0.000 
* Yes/No answers, 1 = Yes, 2= No. 
** Measured on a scale from 1 to 7; 1 = Fully disagree, 7 = Fully agree. 

According to the results of the research, almost all managers in Denmark value responsibility 
and achievement with only 1 out of 18 managers not selecting job responsibility and feeling 
achievement as important factors at work. For the Danish managers job responsibility, feeling 
achievement at work, job interest and security are much more important than salary, status, 
pleasant conditions and promotion. For the Slovenian managers job responsibility, job interest 
and achievement at work are quite important; pleasant conditions, security and promotion are 
important for half of the managers answering the survey; and salary and status are important 
for less than 1 out of 5 managers.  
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Figure 12: Promotion is important at work 

However, there is statistical evidence proving the differences are relevant only in case of 
Promotion and Feeling achievement as seen in the Figure 12 and 13. A very low percentage 
(5.56 %) of the Danish managers indicated promotion to be important while promotion is 
important to half (50.72 %) of the Slovenian managers. On the other hand, feeling 
achievement at work is important to almost all (94.44 %) of the Danish managers but to less 
than two thirds (60.87 %) of their Slovenian colleagues.  

 

Figure 13: Feeling achievement is important at work 

The explanation can be found in a strong communitarian factor of the Danish culture. As 
understood from the interviews I have done and as experienced by my 6-month observation in 
Denmark, it is very important for Danes not to stand out. It is preferable to be equal to all the 
others in the company. The distribution of income is fairly equal so promotion does not 
necessarily represent many benefits. As explained by Manager D: “In Denmark it is not good 
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to stick out, everybody needs to look the same, act the same, think the same which is 
connected to the democratic and very equal society, but on the other hand you have a very 
homogeneous society where everyone does and thinks the same so there is not much variety 
and conflict.” This is part of the Danish collectivistic character that is confirmed also with 
Hofstede’s Collectivism versus Individualism Index, where Denmark is ranking very high 
(see Figure 4). Hence promotion might be considered to some extent a rather negative thing, 
making the person feel bad in front of the others. On the other hand, feeling achievement is 
very important and is not presented or recognized through promotion but simply through the 
work a person performs, which was also confirmed by the interview data analysis and 
Manager D saying that employees “try to find their own specialties and then they have the 
meeting with the senior partner and partner on where they want to specialize. It is part of your 
process to find your own niche, where you are strong.”  

Another important factor at work influencing motivation as part of the positive work 
environment is, especially in times of an economic crisis, feeling secure at work. Due to the 
crisis the work environment might become more stressful and it can affect business efficiency 
that is already at risk because of the changed outside factors. Feeling satisfaction with job 
security might be crucial in establishing a positive working environment but it has stronger 
influence and importance on cultures with strong UAI. Asking managers if in times of crisis 
they are motivated by achievement over security confirmed our expectations based on UAI. 
More than half of the Danish managers agreed (58.85 %) and less than a fifth (17.64%) 
disagreed on being motivated by achievement over security. On the other side, among the 
Slovenian managers less than a third agreed (29.68 %) and almost a half (42.18 %) disagreed, 
as shown in Figure 14. The large percentage of neutral answers (23.53 % for Danes and 28.12 
% for Slovenians) might be a consequence of the managers not being able to compare the 
situation to the time before the crisis, as explained in Chapter 3 among the delimitations. 

 

Figure 14: Motivation – Achievement over security 
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The second part of this chapter consists of the analysis of interpersonal/institutional or 
composite trust that was researched through the following questions: 
– Within your company, to which extent do you feel that in times of an economic crisis you 

always trust the inputs stemming from other people? 
– Within your company, to which extent do you feel that in times of an economic crisis 

other people can generally always be trusted? 

On the basis of the researches in the field35 we can see that this is a point where Slovenia and 
Denmark differ significantly. And both, the questionnaire and interviews confirm it. The 
answers to the exposed questions demonstrate discrepancies between the samples. The Danish 
managers showed to be more trusting or at least neutral in this regard than Slovenians.  

 

Figure 15: Trust in other people in times of crisis 

As can be seen in Figure 15, a large percentage of the managers both in Slovenia and 
Denmark neither agreed nor disagreed with the statement that in times of crisis they generally 
trust the inputs coming from other people. However, almost half of the Slovenian managers 
disagreed with the statement compared to only 17.5 % of the Danish managers. 35.3 % of the 
managers in Denmark agree with the statement compared to 23.3 % of the managers in 
Slovenia. We can say that the two are not similar with the 95 % certainty (ANOVA). The 
large number of neutral answers might be again the consequence of the fact that people had to 
put trust into a crisis context not being able to state their beliefs for a regular, non-crisis 
situation. 

                                                
35 Rune Gulev (2006) among his drivers of Economic Cultures analyzes trust among the 
Interpersonal/Institutional Trust Driven Economic Culture (IITDEC) indicator where Slovenia scores 
two times lower than Denmark, showing a very low level of Interpersonal/Institutional Trust. 
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Figure 16: Trust in other people 

Significant difference can be seen also with regard to general trust in other people. Danish 
responses show that people generally trust other people as 53 % of the managers agreed with 
the statement that people can generally be trusted and an additional 23.5 % agreed more than 
disagreed. Only 6 % disagreed. On the other hand almost half of the Slovenian managers 
disagreed with the statement that people can generally be trusted and only 31 % agreed, as 
shown in Figure 16. According to the 2009 EVS data,36 in Slovenia 21.7 % of the people 
believe that people can generally be trusted and 78.3 % that people generally cannot be 
trusted whereas in Denmark the situation is almost reverse, with 66.5 % believing that people 
can generally be trusted and 33.5 % that they cannot. Half of the Danes has confidence in the 
parliament, two thirds in the social security system and almost four fifths trust the justice 
system, while only one fourth of the Slovenian population trusts the parliament and less than a 
half trusts the social security or justice system. The idea behind using a trust compositum 
(trust-worthiness, trust in institutions and interpersonal trust) is to have a single indicator to 
correlate with the economic performance indicators (Bavec 2007) and is based on the logic 
that countries ranking high on one level also rank high on the other (see Gulev 2006, 28–31). 
On the basis of my personal observation I would say that Danes trust their system and work in 
accordance with the system at every step of their day-to-day lives.37 

                                                
36 See appendix 5. 
37 Two examples: 1st: A Danish lady at an open-air event approaching a group of foreign youngsters 
who were drinking beverages they brought in bags from the store to inform them that they should not 
do so as the event is free simply because there is a general agreement that people would buy drinks 
from the organizers. 2nd: A Danish woman offering the missing money (cents) for entering the toilet to 
a group of foreign girls who were waiting for one another to use the one toilet they paid for.  
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5.4 Work priorities in times of crisis 

The segment presented as work priorities includes managers’ priorities and expectations in 
times of crisis. On one side we analyze managers’ decisions and on the other their 
expectations regarding the aid coming from the State or the extent to which companies expect 
some resources from the government. According to Bavec (2009b, 28–40), when faced with 
the crisis there are two possible scenarios that a company might follow: the collapse or the 
reorganization of the business activity. The decision can result in extreme cost reduction or 
general reorganization of the work, implementing new programs and trainings of the 
employees. The decisions on that are in the hands of the managers but some expect more and 
some less aid from the State. 

This part consists of the following researching statements, researched through the BENC 
questionnaire: 
– Managers’ orientation and priorities in times of crisis; 
– The state should take more responsibility to assure everyone is provided for versus 

individuals should provide for themselves; 
– People who are unemployed should always take a job versus being able to refuse a job; 
– The state should give more freedom to the companies versus the state should supervise 

the companies more efficiently. 

The parts where the means of the two samples showed differences are presented in Table 9. 

Table 9: Manager priorities in times of crisis* 

Country of 
residence 

Effort over 
final 
results 

State should control 
companies more 
efficiently 

State should 
provide for 
the people 

Individuals 
should provide 
for themselves 

Dismissing 
people is 
understandable 

Cautious 
about 
changes 

Act 
boldly 

Denmark 2.41 2.59 3.65 5.00 5.78 3.59 5.41 

Slovenia 3.38 5.05  4.81 5.89 4.86 4.78 4.69 

ANOVA(Sig) 0.031 0.000 0.019 0.021 0.028 0.008 0.054** 

* Measured on a scale from 1 to 7; 1 = Fully disagree, 7 = Fully agree. 
** Sig > 0.05 so we cannot assume the inequality of the means with 95 % probability. 

I tried to get information with the focus on the managers in order to understand the way they 
tried to adjust to the new situation provoked by the crisis. The Danes show great inclination 
towards the end results. Almost three quarters of the managers disagree with the statement 
that managers prioritize the effort over final results during the crisis and only around one sixth 
agree more than disagree. As we can see in the Figure 17 almost a quarter of Slovenian 
managers (21.5 %) believes that during crisis managers prioritize the effort over the final 
results with half of these agreeing (9.4 %) and 3 % fully agreeing. In total, half of the 
Slovenian managers disagree more than agree with 25 % disagreeing and 12.5 % fully 
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disagreeing. A large percentage (28 %) was neutral. On the other hand almost 2/3 of the 
Danish managers disagree with the statement among which 41 % fully disagree and 17.7 % 
disagree. Only 11.8 % agree more than disagree and 17.7 % are neutral. The relevant test 
(ANOVA) proves that there is enough statistical evidence to confirm the differences between 
the two means as being statistically relevant. 

 

Figure 17: Managers’ priorities in times of crisis – effort versus final result 

I asked the managers to state if they focused more on employees’ priorities and needs or 
stakeholders’ priorities and needs, to understand if employees are part of the priorities of the 
company or only stakeholders are considered. The results of the means were similar: both 
managers agreed that stakeholders’ needs are before employees’ needs.  

The interviewed managers gave me a picture of the managerial means and ways of achieving 
results, promoting company’s goals and motivating their employees. In the interview with the 
Slovenian manager having cooperated with the Danish company (Manager A) one can see 
that “the result for them (Danes) is important, but it is also for the Slovenian companies. The 
main difference I noticed is that from the very beginning, they really want to lead the people 
to the right directions, as they have a lot of meetings […] and everyone has to be focused on 
the specific topic; they have to achieve some results, different results from the previous 
meeting.” This was researched and proved also by Hofstede (Hofstede et al. 1990) in the 
analysis of Danish and Dutch companies that resulted in 6 new dimensions, the first being 
result vs. process orientation (Chapter 2.2.2). Furthermore, we can understand the basic logic 
behind Danish work orientation in the relation between meeting deadlines and focusing on the 
process versus achieving results. From the interview with Manager D it can be understood 
that “there are two parts of deadlines - the internal and the customer deadline; customer 
deadline, we have to meet, otherwise we would be very unprofessional; the internal deadline, 
we can miss … but towards the customer, never”, which means that finishing the work is very 
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important for the Danes. This was confirmed also by my observation and during the study 
programme I attended in Denmark. However, the focus, as explained by Manager D, is: “on 
the whole process because it makes such a big difference in the final quality … the end part is 
important, but not the most important.” My questionnaire might have left various 
interpretations and the final result compared to the effort could have been understood as 
getting the work done versus not completing the tasks. Nonetheless, more focus on final 
results might also result in the crisis situation that requires fast actions not allowing a slow 
working environment, led by the process. On the other hand, Slovenian managers, as 
explained by Manager B, among the measures introduced only because of the recession, 
introduced “more meetings, asking employees more often on their opinion” … “better 
supervision on the projects” … “open opportunities …” Likewise, he states that “the 
evaluation system… it was completely a result of the crisis, which is in a way funny, as more 
money goes out of the company like that, as in the past, there was just one base – pay check, 
and they all earned the same since this base did not change.” 

The second part of this chapter consists of managers’ perception on how much the State 
should assist or be involved in the business segment in general. The State’s involvement was 
researched with the question if the State should control companies more efficiently, where 
there was a notable difference between the answers of Danish and Slovenian managers. As 
presented in Figure 18, the Danish managers do not believe that the State should control 
companies more efficiently. A large 35.29 % fully disagree, 23.53 % disagree and 11.76 % 
disagree more than agree. Only 11.76 % agree with the statement. On the other side, almost 
2/3 of the Slovenian managers agree with the statement (29.69 % fully agree, 17.19 % agree, 
14.06 % agree more than disagree). 

 

Figure 18: The state should control the companies more efficiently 
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The differences between the samples, about how much freedom should the State give to 
companies, were not as noticeable and both managers to some extent agree more than 
disagree with the statement. 

 

Figure 19: The state should control the companies vs. freedom to the companies 

If we check the composite graph for the two questions, we can see that the opinion of the 
Danish managers tends to support the less involving State whereas the Slovenian managers 
would like the State to be more involved, as presented in Figure 19. 

Both Danish and Slovenian managers feel that they have free choice and control over their 
lives in times of crisis, but the zero-hypothesis about the equality of the means cannot be 
declined with low risk (ANOVA). 

The next relation is between the State and the people. We tried to analyze the opinion of the 
managers if they believed the State should take more responsibility in providing for the 
people or the individuals should take more responsibilities in providing for themselves. As 
shown in Figure 20 the results for the Slovenian and Danish managers vary considerably. 
While more than a half (57.91 %) of all Slovenian managers agree with the statement that the 
State should take more responsibility in providing for the people, only 17.64 % of the Danes 
share the same opinion. On the other hand, a large part (41.17 %) of Danes and only a quarter 
(26.57 %) of Slovenians disagree with the statement. The greater part of Danish managers 
was neutral which is acknowledged as delimitation for the results interpretation.  
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Figure 20: The state should take more responsibility to provide for the people 

As seen from the results, we cannot consider the statement “People should take more 
responsibility to provide for themselves” as opposite to “The state should take more 
responsibility to provide for the people” even though there are less neutral answers from both 
Danish and Slovenian managers in this case (Figure 21). Slovenians agree on both, that the 
State should provide for the people and individuals should provide for themselves, which 
shows that the respondents did not see the statements as opposite but rather complementary. 
The Danish sample shows a different picture, many being indifferent or disagreeing with State 
support and agreeing with the individuals taking more responsibility in providing for 
themselves. A problem that might arise with the understanding of the question is the word 
‘more’ that implies to the information and perception of the people about the current situation. 
Not asking about the current situation might be the reason for so many neutral answers 
regarding the State aid and this can prevent us to get a reliable interpretation without further 
questioning or interviews.  

 

Figure 21: The individuals should take more responsibility to provide for themselves 
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The flexibility of the labour market is represented in the social support system and how the 
State deals with unemployment. Nonetheless, it is also connected to the way people 
understand social support and benefits. To comprehend people’s attitude towards 
unemployment during the crisis, we asked if managers in the two countries believed that 
people who are unemployed should always have the right to refuse a job they do not want or 
they should take any job available or else lose their unemployment benefits. The differences 
between the means of Danish and Slovenian managers could not be considered as statistically 
relevant. Managers in both countries believe to some extent that unemployed people should 
not refuse a job they do not like but are neutral to the statement that unemployed people 
should take any job or else lose their unemployment privileges. 

Dismissing people can be a complicated issue in countries that come from a socialist regime 
or at least with a strong social reasoning or comprehension. As we can see in Figure 22 both 
Slovenian and Danish managers share the opinion that it is understandable to dismiss people 
for the company to maintain its competitiveness, however the opinion of the Danes is more 
polarized while Slovenians are to some extent less convincing. 55.56 % of the Danish 
managers strongly agree with the statement that dismissing people in times of crisis is 
understandable, compared to the 16.92 % of Slovenians that share the same opinion. 
Furthermore, 11.11 % agree and 22.22 % agree more than disagree with the statement. The 
largest group of Slovenian managers agrees more than disagrees (29.23 %) and agrees 
(13.85%). A very large percentage of the Slovenian managers is neutral (23.08 %) as opposed 
to no neutral opinion on the Danish side. Among the negative replies on the matter it is 
interesting to see that 11.11 % of the Danish managers fully disagree, as opposed to only 1.54 
% fully disagreeing and 1.54 % disagreeing among the Slovenian managers. 13.85 % of the 
Slovenian managers disagree more than agree. 

 

Figure 22: Dismissing people in times of crisis is understandable 
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Through interviews I formed a bigger picture on a such problematic field as comparing 
employment statistics to the understanding of the company’s survival. The interviewed 
Slovenian managers explained that dismissing people was almost impossible in the past but 
with the new law it is easier and more efficient. They claimed that some people are just not 
good for a certain job and until now all the pressure and consequences of having such an 
employee were put on the employer’s shoulders. However, the recession made small 
companies not think twice in reorganizing their work, striving for more competitive 
employees. Only big Slovenian companies faced the problem of not being able to dismiss 
employees until the collapse of the company.  

As can be seen from the analysis, Danish and Slovenian managers showed a very different 
perception on how much the State should be involved and support companies during the 
recession. In the statements of both interviewed Slovenian managers we hear that they were 
not really relying much on the State while dealing with the crisis, as at least financially the 
State was not assisting small companies. However, they believe that the State should provide 
some support to the companies because Slovenia is a small market and “it is actually 
impossible to expect a high-developed system of investors, so this role has to be done by the 
State.” The State should, according to Manager A, control the companies more efficiently 
(same as expressed by the BENC questionnaire) with stricter laws to prevent huge payment 
delays for which sometimes the State itself is the owing party. One of the problems exposed 
not only by the Slovenian but also by the Danish manager (C) implies corruption that for them 
is not understandable. Problems with corruption are mostly detected in countries ranking high 
on power distance (Hofstede 2009) and connect directly to Business Efficiency as analyzed 
and presented in the following chapter. 

At the very end of this part we present another aspect connected to the Uncertainty Avoidance 
that influenced the way managers were dealing with the recession. We asked the managers 
whether people should be cautious about making major changes in times of crises or should 
they act boldly. The results show that the Danish managers support braver actions and are less 
prudent than Slovenian managers, which is understandable in view of the differences in UAI. 
On the basis of the comparison of the means for the two samples, we can see that almost half 
of the managers in Denmark disagree (47.06 %) with the statement that during the crisis 
people should be careful in making major changes and only about one fourth agrees (29.41 %) 
with the statement. The situation is reverse among Slovenian managers where the majority 
(59.37 %) agrees with the statement and only 18.75 % disagrees. A large percentage is neutral 
in both cases (Figure 23). 
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Figure 23: Cautiousness about making major changes during a crisis 

5.5 Results through the exposed hypotheses 

All five hypotheses are to some extent integrated in the three areas of analysis: Manager – 
Employee relation, Work Environment and Priorities in times of crisis. All three aspects are 
affected by Power Distance and Uncertainty Avoidance but the interrelations of the people at 
workplace are also integrated in the interpersonal trust and results orientation, all of which has 
direct or indirect effects to Business Efficiency. Trust can be considered a social variable and 
component of social capital but can also play the role of an independent social and economic 
variable being a motivator for cooperation that lowers operational costs (Bavec 2007, 215–
216). 

The hypotheses have two dimensions so there are cases where part of the hypothesis is 
supported while the other is rejected. The basis on which we ground the analysis of the 
hypotheses was presented in the previous chapters. Namely, the hypotheses were tested 
through 3 research methods: 
– Questionnaire data analysis - BENC; 
– Interviews; 
– Secondary data. 

At the points where BENC did not provide enough statistical power according to relevant 
tests, I took in consideration the other two methods to confirm or reject a hypothesis. The 
conclusions have to consider the peculiarities of the samples and the gathered data, presented 
as delimitations in Chapter 4. The outcomes of each hypothesis resulted in a specific index 
that is part of the final Business efficiency index - BEI used for comparing the efficiency of 
the two countries during the economic crisis. 
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5.5.1 Hypothesis 1 

Danish managers focus more on employee priorities and needs and less on shareholder and 

owner priorities and needs than Slovenian managers. 

The hypothesis contemplates the focus of the Slovenian and Danish managers in accordance 
with their priorities and needs. I assumed that Danish cultural business environment differs 
from the Slovenian to the extent which confirms the hypothesis that is composed by two 
assumptions: 1. In Slovenia managers focus less on employees’ priorities and needs than 
managers in Denmark, 2. In Denmark managers focus less on stakeholders’ priorities and 
needs than managers in Slovenia.  

Taking in consideration the BENC questionnaire, the hypothesis was tested directly, by 
asking managers in both countries if they focus on employees’ and stakeholders’ priorities 
and needs. The results showed only a slight inclination towards the fact that managers in 
Denmark believe that managers focus on stakeholders’ priorities and needs to a larger extent. 
On the other hand managers in Slovenia believe that they focus less on employees’ priorities 
and needs than managers in Denmark. However, there was not enough statistical power to 
confirm the inequality of the two means, as shown in Table 10. 

Table 10: Managers’ focus during the crisis 

Country 
Stakeholders’ 
priorities and needs 

Employees' 
priorities and needs 

Denmark (mean) 4.88 3.47 
Slovenia (mean) 4.39 2.95 
ANOVA (Sig) 0.264 0.221 

Since the direct questions did not provide enough statistical power to reject or confirm the 
hypothesis, I analysed it from other directions. Results from the interviews confirm the 
tendencies from the questionnaire showing that Danish managers focus on stakeholders’ 
priorities and needs to a larger extent than managers in Slovenia. On the other hand the 
priorities and needs of the employees are not central for managers in any of the two countries. 

Based on secondary data and better business efficiency of Danish companies during the crisis, 
I wanted to understand how the focus on shareholder’ or employees’ priorities and needs is 
connected to the efficiency of the company. My assumption that focusing on employees’ 
priorities and needs has positive affects on business efficiency while focusing on 
stakeholders’ priorities and needs does not, was proved to be insufficient. I therefore analysed 
this part through the results on trust people have in other people and in the system. The logic 
behind the connection between (composite) trust and the first hypothesis is in the fact that if 
people do not trust each other or the system, they are more likely to try to get as much as they 
can from their current position. The priorities of the managers in Slovenia are neither 
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shareholders’ nor employees’ needs. I base the interpretation of the hypothesis on trust and 
general motivation of the managers in times of an economic crisis. Through the questions 
analysing private motivation of the managers (achievement versus security) and interpersonal 
trust we can see that there are statistically relevant differences between the two samples. Trust 
is an important element affecting people’s behaviour at every point of their lives and therefore 
it also affects their work relations. Not trusting the system means trying to avoid the rules of 
the system in every possible way. As seen from the analysis, managers in Slovenia have less 
trust in other people and they do not believe that people in general can be trusted. If we 
connect trust with the focus on proper security before achievement (Table 11), we can easily 
understand the lower efficiency of the companies in Slovenia. 

Table 11: Trust index components 

Country 

T1 I trust the 
inputs coming 
from other people 

T2 I am motivated 
by achievement 
over security 

T3 Other people 
can generally be 
trusted 

Denmark (mean) 4.29 5.06 5.24 
Slovenia (mean) 3.47 3.84 3.59 
ANOVA (Sig)  0.028 0.020             0.000 

Trust index - TI:38 DK: 6.95, SL: 5.19 

Danish managers have a much higher TI than Slovenian managers. To be able to understand 
and explain the results through the TI, one has to take into consideration the differences 
between the expectations of the two groups of managers. Deriving from the interviews and 
my six-month observation of the Danish work environment, the conclusions can be linked to 
the specifics of the system that in Denmark works as a whole. The organization is a very 
strong body composed of different parts that all work as an intact frame and for the complete 
structure. Therefore, employees’ priorities and needs can in a way be understood as the 
organization’s priorities and needs, the same way as the organization’s priorities and needs 
can be understood as shareholders’ priorities and needs. 

On the basis of the results I reject the hypothesis assuming that Danish managers focus more 
on employees’ priorities and needs while Slovenian managers focus more on stakeholders’ 
priorities and needs. The variables in the TI were tested with Levene statistics for the equality 
of group variances showing enough statistical power to confirm the differences between the 
means. This test was used because it does not depend on the assumption of normality. The 
ANOVA post-hoc F-test showed that with 5 % risk samples display statistically sufficient 
evidence for me to reject the null-hypothesis that supposes the equality of the means. 

                                                
38 TI was calculated as average of the sum of the 3 exposed variables, and transformed from the 7 to 
10 scale. Calculation: ((T1 + T2 + T3)/3)/7*10 à DK = ((4.29 + 5.06 + 5.24)/3)/7*10 = 6.95; SL: 
((3.47 + 3.84 + 3.59)/3)/7 = 5.19. 
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5.5.2 Hypothesis 2 

Danish managers are more likely to include employees, and not only top management, in the 
decision making than managers in Slovenia. 

The second hypothesis relates strongly to Hofstede’s Power Distance aspects and is composed 
by two parts: 1. Danish managers are more likely to include employees in the decision-
making process than Slovenian managers, 2. Slovenian managers are more likely to include 
only top management in the decision-making process than Danish managers. Same as with the 
previous hypothesis, I tried to look at the issue from different angles that connect the 
hypothesis to business efficiency, not only analyzing the direct question.  

Taking into consideration the BENC questionnaire the hypothesis was tested through 
questions analysing the way work is monitored, the understanding and approval of the 
increase of respect for managers and the way knowledge flows in the organization which I 
included in the management index - MI (Table 12). 

Table 12: Management index components 

Country 

M1 Work is 
monitored through 
performance targets 

M2 The increase of 
respect for managers 
is not a good thing 

M3 The 
knowledge 
flows both ways 

Denmark (%) 83  78   94   
Slovenia (%) 43    25   71  
ANOVA (Sig)  0.002 0.000 0.039 

MI:39 DK: 8.5; SL: 4.6 

The differences in MI that were tested with the relevant tests (ANOVA) confirm that in 
Denmark the perception of the manager differs from the one in Slovenia. In Danish 
companies the increase of respect for managers is not considered as a good thing and 
knowledge usually flows both ways, from managers to employees and from employees to 
managers which confirms the inclusion of the employees in the decision making process. 
Besides, monitoring the work through performance targets confirms that employees are 
guided during the work towards achieving the results. The results confirm the general 
characteristics of a flat organisation that is connected with the small PDI. On the other hand, 
large PDI prevents the employees from being more involved in the ‘life’ of the company. 
Another aspect behind the hypothesis is the strong uncertainty avoidance that makes 

                                                
39 MI was calculated as the average of the sum of the 3 exposed variables that show the percentage of 
the managers agreeing with the statement. Calculation: ((M1 + M2 + M3)/3)*10 à DK = ((0.83 + 0.78 
+ 0.94)/3)*10 = 8.5; SL: ((0.43 + 0.25 + 0.71)/3)*10 = 4.6. M1 and M3 offered yes or no answers while 
M2 offered also the neutral position. The analysis however includes only the percentage of the 
managers not considering the increase of the respect for managers as a good thing. 
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employees more ‘obedient’ as they are living under constant fear of a major change in their 
lives. This prevents action from the employees, and in connection to high power distance, 
allows the hierarchicaly higher to decide over everything. 

At this point we have to consider that there is an intrinsic difference between the perceptions 
on how much power each member of the organization should have in Danish and Slovenian 
companies. Hence, the employees with a large extent of rights coming from a small PDI 
country can perceive their rights to be insufficient, while on the other hand the employees 
who have very little rights might understand those as sufficient if coming from a large PDI 
society. This might explain why, in connection with the sample size, not all the questions 
related to the second hypothesis confirmed statisticaly relevant differences between the two 
means.  

All the research methods (BENC, Interviews, EVS data) imply that Danes are more critical 
towards managers having power or making decisions on the simple basis of having the 
authority to do so, while Slovenians, even though disappointed by the decisions taken by the 
managers while fighting the crisis, still believe that managers know how to do things better 
just because they are managers. We see that the large PDI affects Slovenians’ perception and 
actions also during the times of an economic crisis. This results in less people deciding and 
coming out with solutions than in Denmark where every member of the organization – 
company contributes with his/her knowledge and suggestions for solutions to the crisis, as it 
is supported by the data from the interviews and EVS. 

Therefore based on the results from the interviews, in which the managers explained that 
employees in Denmark are included in the decision-making process from the very beginning, 
considering the theoretical background and the calculated MI, I confirm the second 
hypothesis that Danish managers are more likely to include the employees in important 
decision making and not just top management with 5 % risk. 

5.5.3 Hypothesis 3 

In a crisis situation, Danish managers continue to invest in developing the skills of their 
employees through training and courses, while managers in Slovenia cut back on staff 
training. 

The first part of the hypothesis assumed that Danish managers during the crisis invested in 
developing skills of their employees more than Slovenian managers. The second part of the 
hypothesis assumed that Danish managers cut less on staff training than managers in 
Slovenia. The hypothesis was constructed on the idea that flat organizational structures invest 
in developing the skills of their employees even in a crisis situation as a means of exiting the 
crisis by a reconstruction and reorganization of the business activity.  
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On the basis of the results of the questionnaire I would rather say the exact opposite and claim 
that Danish managers focused more on cuts while the Slovenian ones prioritized also job 
training and provided opportunities for the employees. We can align some facts gathered from 
the official sources on the used methods by Slovenian and Danish companies while dealing 
with the recession. As it can be seen in Chapter 3.1.2 Danish companies did not use any new 
means introduced only because of the recession, which brings to logical conclusions that in 
order to survive the crisis they had to cut some expenses and not invest as much as they were 
investing in the past. Additionally, the proactive means including job training were already 
part of companies’ ways of conducting business so they were not newly introduced. Work 
sharing had been introduced a few years before and providing training for employees as a 
scheme of improving their skills became a method of increasing competitiveness of the 
companies. With the recession Danish companies simply started to use work sharing to a 
larger extent and in order to keep their competitiveness started to reduce the costs and 
expenses. The trend was to some extent confirmed by the managers answering the 
questionnaire even though we cannot state with enough statistical power that the mean for 
Slovenian managers is different (see Table 13). These facts are however supported by the 
results of the interviewed Danish managers stating that the managers focused more on cutting 
the expenses, reducing costs and minimizing further investments and did not emphasize job 
training or provide opportunities for employees to broaden their skill set.  

Table 13: Reaction to the crisis 

Country 
Managers prioritize 
on cutting expences 

Managers prioritize 
on trainings 

Denmark (mean) 5.94  3.18   
Slovenia (mean) 5.09    3.88   
ANOVA (Sig)  0.064 0.192 

On the other hand, as explained in Chapter 3.1.4, the recession brought to the Slovenian 
companies having been facing problems before the recession, a new wave of proactive 
approaches, in a way dictated from abroad, in another way clearly needed for the companies 
to survive the crisis. Risk management and crisis prevention was something rather new and 
companies did not have incorporated ways of dealing with the economic crisis so the new 
approaches represented new training programs, work reorganization, reforming programs etc. 
The managers in the interviews confirmed these facts and were to some extent surprised that 
during the recession they actually invested more in training and work reorganization 
implementing new evaluation programs, with a new paying system that allowed the 
employees earn a higher salary for better work outcomes.  

With all the mentioned information we might reject the third hypothesis, keeping in mind the 
core reasons that lay behind it. For the two selected countries, due to their particular specifics, 
the hypothesis was proved to be wrong in both parts.  
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5.5.4 Hypothesis 4 

Managers in Denmark expect to get less assistance from the government than managers in 
Slovenian companies. 

The expectations of the managers in connection to the State’s involvement in Denmark and 
Slovenia were clearly different as seen in Table 14. According to the results, managers in 
Slovenia believe that the State should take more responsibility to provide for the people and 
control the companies more efficiently. They also agree more with the fact that individuals 
should take more responsibility to provide for themselves.  

Table 14: State independency index components 

Country 

S1 The State should 
take more 
responsibility to 
provide for the people 

S2 Individuals should 
take more 
responsibility to 
provide for themselves 

S3 The state 
should control 
companies more 
efficiently 

Denmark (mean) 3.50 5.00 2.50 
Slovenia (mean) 4.85 5.90 5.20 
ANOVA (Sig)  0.019 0.021 0.000             

State independency index - SII:40 DK: 6.19, SL: 4.69. 

This hypothesis tackled the somehow problematic understanding of the States’ role in helping 
the companies deal with the economic crisis that was affecting also the States themselves. I 
had to be careful and very precise at this point since on the one hand, I am talking about the 
competitiveness of the nation as a whole, and on the other I was analyzing the companies and 
their way of tackling the recession. As explained within the delimitation of the thesis, 
throughout the analysis the focus was primarily on the companies and the affiliation with the 
State was linked purely to the expectations managers have about its involvement or 
‘obligations’ towards assisting its economic engine. As seen from the replies of the Slovenian 
managers in the interviews, the State failed to assist smaller companies, which means that the 
State was expected to have played an important role. The Danish manager, claiming that 
people in Slovenia expected the State to do it all, confirmed the same. Managers in Slovenia 
believe in the State’s involvement by supervising companies more efficiently but they also 
agree that individuals should take more responsibilities in providing for themselves. The 
Danes on the other hand expected less support and control and believe that in general the 
State does not need to be more involved in the activities of the companies, so they did not 
expect any assistance during the recession, either. The differences were confirmed by the SII. 

                                                
40 SII was calculated as the average of the sum of the 3 exposed variables, considering 7 – S1 as 
variable 1 and 7 – S3 as variable 3 and transformed from the 7 to 10 scale. Calculation: (((7 – S1) + S2 
+ (7 – S3))/3)/7*10 à DK = (((7 – 3.50) + 5 + (7 – 2.5))/3)/7*10 = 6.19; SL: ((7 – 4.85) + 5.9 + (7 – 
5.2))/3 = 4.69. 
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As presumed, the strong UAI cultures rely on a father figure that can be embodied in the State 
as confirmed by the BENC questions and the calculated SII that is higher for Denmark than 
Slovenia. Furthermore, the interview data analysis shows that in Slovenia there were a lot of 
expectations and disappointments related to State’s assistance during the crisis. As mentioned 
in the theoretical part, the role of the State has been, according to experts in the field, 
changing in the last years. Its new role will have to be re-defined in terms of countries' 
competitiveness but also in terms of people’s connections to a specific culture or nation in a 
trans-boarder society. Being used to rely on the State might not be a good predisposition and 
Slovenian companies will have a hard time in getting used to new environments if they will 
not accept this conscientiously before they lose their competitiveness to better-adapted 
competitors coming from different cultural backgrounds. 

With 5 % risk I decline the assumption of the equality of the means (SII) and confirm the 
hypothesis 4. 

5.5.5 Hypothesis 5 

The priority for Danish managers is that the company survives the crises while Slovenian 
managers focus more on keeping a certain level of employment. 

The first part of the hypothesis assumes that, compared to Slovenian managers, managers in 
Denmark put more focus on the importance of company to survive the crisis. On the other 
hand, they focus less on keeping a certain level of employment than the managers in Slovenia. 
The hypothesis was grounded and connected to Hofstede’s UAI and the assumption of the 
specific character of high-ranking Slovenians as opposed to the low positioned Danes. The 
aim was to analyze if the crisis situation affected the classification of the two nations to any 
extent. 

The hypothesis tackled the flexibility of the business environment and its understanding of 
dismissing the employees if necessary for the company to survive the crisis and was analysed 
also through the attitude towards being cautious about major changes and the priorities of the 
managers in the two countries connected to effort versus results. I calculated the Company 
survival index (CSI) based on questions if dismissing people in times of crises is 
understandable; if people should be cautious about major changes; and if managers prioritize 
the effort over the final result (see Table 15). With the tests (ANOVA) confirming enough 
statistical power to assume that the differences between the two means are relevant I can say 
that dismissing people is more understandable for Danish managers than the managers in the 
Slovenian companies, they are less cautious about major changes and less eager to prioritize 
effort over the final result during the economic crisis. 
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Table 15: Company survival index components 

Country 

C1 Dismissing people is 
understandable for the company 
to maintain its competitiveness 

C2 People should 
be cautious about 
major changes 

C3 Managers 
prioritize the effort 
over the final result 

Denmark (mean) 5.78 3.60 2.41 
Slovenia (mean) 4.86 4.75 3.38 
ANOVA (Sig)  0.028 0.008 0.031             

CSI:41 DK: 7.34, SL: 5.87. 

As seen from the last part of the previous chapter, managers in Slovenia are more cautious 
about making bold decisions, and when it comes to a crisis situation this can have a double 
negative effect – people are scared of losing their current position, which makes them focus 
less on finding better solutions for exiting the crisis. The sample showed a general 
understanding for the need of dismissing people in order to keep the competitiveness of the 
company in both countries, but considering that responses came from managers, the results 
for the Slovenians were not convincing. As stated in Chapter 3.3 the Slovenian uncertainty 
avoidance character resists change, including the change of job. The general opinion is still 
connected to the old socialist right to a job resulting in a legislation that makes it very difficult 
to terminate a work contract, as presented in the previous chapters. The managers in the 
interviews expressed the problem with dismissing employees as being partly solved with the 
new law. Before it was almost impossible to fire an employee and the employer had to carry 
all the consequences of a person not being adequate for a certain position. The problem of 
changing jobs is a hitch connected to the whole system. People would not be so afraid to 
change jobs if they were certain to get a new job fast. However, if people do not believe that 
they will be able to change positions easily, and they come from a culture that prefers 
avoiding when it comes to taking risks, we come to a circle resulting in low flexibility of the 
labour market that can produce a notable percentage on unemployment in times of crisis. This 
is supported by the fact that managers put less focus on the final results and are more 
concerned about the effort. On the other hand, a Dane who is used to change jobs every 3 to 5 
years is more flexible in such situations and understands the need for cost reduction by 
reducing the work force if needed for the company to maintain its competitiveness.  

With 5 % risk we confirm the hypothesis that for Danish managers the priority is that the 
company survives the crisis (confirmed by the higher CSI) while managers in Slovenia focus 
more on the process and therefore people in the system (lower CSI). 

                                                
41 CSI was calculated as the average of the sum of the 3 exposed variables, considering 7 – C3 as 
variable 3 and transformed from the 7 to 10 scale. Calculation: ((C1 + C2 + (7 – C3))/3)/7*10 à DK = 
((5.78 + 5.06 + (7 – 2.41))/3)/7*10 = 7.34; SL: ((4.86 + 3.84 + (7 – 3.38))/3)/7*10 = 5.87. 
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6 ANALYSIS AND DISCUSSIONS 

6.1 Introduction 

When researching the sphere of social science in connection to business and management 
impacts, one can hardly come to an exclusive, unquestionable or assertive conclusion. There 
is generally little consensus on which ground in relation to management and culture one 
should build his/her constructions, considering the fact that the field will always be unsteady. 
Thus, it is important to consider the delimitations (connected with the used methodology and 
content of research) also within the results interpretation to give a clear statement on what the 
elements researched in the study are and what the outcomes it provides are, focusing on the 
area of interest and the basic elements, in this case national culture and business efficiency. 

Keeping that in mind, my field research was aiming to bring the explanation and 
understanding of the study field along with results that I was optimistically promising at the 
very beginning of the journey. The field research was therefore intended to provide 
explanations or answers to the exposed hypotheses that were framed within the same reason 
and purpose of the thesis, namely to depict the impacts on country’s business efficiency in 
times of an economic crisis and to show whether these impacts can be explained through the 
specifics of national cultures. The analysis of the research that framed the study on the 
quantitative and qualitative parts concludes with a united interpretation of the data gathered 
within the two parts to draw general conclusions on some universal aspects of the two groups 
of managers, and with the scope to understand the reasoning behind certain behaviour or 
beliefs, exposed by them. Within this part I analyze the exposed hypotheses in connection 
with and within their impacts on Business Efficiency through managerial means – leadership 
methods in the context of an economic crisis. 

6.2 Cultural influences on Business Efficiency 

This part is dedicated to the core hypothesis that was not exposed separately, but is connected 
to all the others for being part of the scope of the thesis. Hence, the aim was to understand 
how culture affects Business Efficiency, so there was a need to dedicate a fragment of the 
analysis to this specific matter. The BENC survey tackled the subject with 9 questions taken 
from WCY (including the Eurostat surveys) that were compared to the WCY 2009 results and 
correlated to means used by the managers during the crisis. 

As we can see in Table 16 the results for the Slovenian and Danish sample gathered by BENC 
differ from the WCY 2009 data. On the basis of my sample, Slovenia would be much higher 
on the Business Efficiency scale regarding Managerial practices and Values. At the same 
time, Denmark would be lower. As stated in the initial parts of the research the differences 
might be the consequence of the small sample or effects of the crisis, but they may also stem 



The impact of national culture on business efficiency 

 89 

from the fact that we were asking only managers and not employees. Another possible 
explanation is the timing. 2009 was the year when Denmark was in full recession that would 
officially end only by the end of the year. On the other hand, Slovenia just entered the 
recession but its competitiveness was slowly decreasing following the same path since its 
independence in 1991. The interviews and the questionnaire were conducted in the first half 
of 2010, the official post-recession period that was still not experienced positively by the 
managers in Denmark. The calculations for WCY 2010 show a trend that supports Denmark’s 
pessimistic mood expressed in the survey, falling from the 5th (IMD 2009) to the 13th (IMD 
2010) position among the 58 states of the world.42 

Table 16: Business efficiency – Management Practices, Attitudes and Values 
Business Efficiency43 Denmark* Denmark** Slovenia* Slovenia** 
Ethical practices 8,12 (3) 6,19  5,48 (32) 6,66  
Credibility of managers  7,43 (2) 5,80  4,70 (47) 4,89  
Corporate boards  6,54 (3) 6,03  3,85 (57) 5,40  
Customer satisfaction 7,88 (4) 8,49  6,90 (26) 8,04  
National culture 6,90 (24) 5,16  5,00 (54) 6,20  
Flexibility and adaptability 7,52 (6) 6,34  4,65 (53) 6,61  
Need for economic and social reforms  7,10 (2) 6,19  4,23 (48) 6,07  
Value system  6,48 (15) 6,27  4,78 (42) 6,31  
Social responsibility  7,76 (1)) 5,24  5,47 (27) 5,60  
Corporate values 7,91 (3) 6,91  5,64 (35) 5,97  
*Results from WCY 2009, in brackets the rank among 57 states. 
** The values are calculated in the way to be compared to the 10-point scale of the WCY 2009 data. 
(Formula: x:7 = y:10; x = BENC results). 

Looking at the WCY 2009 data, one can see that Denmark was ranking very high among all 
the exposed parameters regarding management practices and attitudes and values, being 
among the first six positions in all except for the national culture being open to foreign ideas 
(rank 24) and the value system supporting competitiveness (rank 15). The second can be 
explained through Denmark’s high rating on Hofstede’s Collectivism dimension (Figure 4). 
The first (being open to foreign ideas) might appear surprising considering Hofstede’s (see 
Hofstede et al. 1990) research done on Danish and Dutch organizational cultures, where 
Denmark is seen as being a system open towards new ideas and outsiders. Yet, based on my 
personal observation Danes appear to be very confident about their ways and would prefer to 
teach other cultures how to be efficient rather than accept foreign ideas. Our sample differs 
least in the following fields: value system, corporate boards and customer satisfaction; it 
differs most in social responsibility, ethical practices and credibility of managers. The 
disappointment of the managers from our sample is therefore directly connected to managers 
and not the system. Slovenia ranks very low (being almost at the bottom) regarding all 

                                                
42 According to IMD (2010) data Slovenia also loses ground falling from the 32nd to the 52nd position. 
43 The issues exposed and researched through BENC are part of the WCY 2009 definitions of Business 
Efficiency analysing management practices and attitudes and values. 
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parameters. My sample shows a more optimistic picture. As we can see, the differences are 
not as big as for the Danes and the reason is definitely connected to the bigger sample. Similar 
to Denmark, in Slovenia social responsibility, credibility of managers and ethical practices are 
the areas where managers were less optimistic than in the other fields, changing the least 
compared to WCY 2009. 

6.3 Connecting the hypotheses to Business Efficiency 

As a fact, Business Efficiency was presented throughout the thesis as the area in which 
Denmark is much more successful than Slovenia. The assumptions are based on countries’ 
standings on the international and global levels (international and national reports) and at the 
end I analyzed some parameters through the BENC questionnaire to see if the crisis affected 
the perception of the managers in this regard or if the managers shared the same opinion about 
the parameters analyzed as Business Efficiency in WCY. If one connects the hypotheses with 
the trends in Business Efficiency linked to management practices, attitudes and values, one 
can see that the data gathered from WCY shows very different results from the data collected 
by BENC. The results are to some extent comparable when talking about the credibility and 
social responsibility of managers in Slovenia, where managers agreed with the rather negative 
results from the WCY. The opinions of the Danish managers differ least regarding the value 
system, customer satisfaction and corporate boards’ supervision of the managers. The results 
show the highest discrepancy in the social responsibility of managers, ethical practices and 
national culture being open for foreign ideas. The latter has already been discussed. However, 
at this point one has to keep in mind that one has more reasons to believe that the 
inconsistencies lay in the fact that only managers were being asked the questions, and in the 
small sample as the differences were more evident among the Danes than the Slovenians. On 
the other hand, the fall to the 13th position among the world countries analyzed in the WCY 
2010 compared to the 5th position of the previous year implies that there was also a fall in 
optimism among the Danes that could have been confirmed by a larger sample and argued to 
be the consequence of the crisis that was, despite being officially over, still affecting the 
Danish business environment. At the same time, the results for the Slovenian side also show a 
big drop to the 52nd position in 2010 compared to the much higher, 32nd position of the 
previous year. Our sample shows a very different picture. 

But how does one generally connect Business Efficiency to the results of leadership and 
culture? Lower employee involvement in the core business of the company, which was 
implicated by the questionnaire results and interviews with the managers, indicates also lower 
rating on the WCY (2009) determinants supporting Business Efficiency. Looking at the 
motivational factors, as researched and presented by various researchers in the field,44 non-

                                                
44 See Gulev 2006, 62. 
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managerial freedom is directly connected with the rise in motivational levels. Among factors 
that motivate employees at work, one can exclude job security, salary, status, supervision and 
interpersonal relations that are very important and indispensable at work but do not motivate 
employees dynamically. On the other hand, feeling achievement, recognition, challenges and 
growth potential are perceived as basic needs that can motivate and give feeling of 
satisfaction to the employees and increase well-being producing productivity and improved 
corporate performance through higher job satisfaction (Gulev 2006, 62). This research proves 
that both Danish and Slovenian managers in fact believe motivational factors to be very 
important but there are differences in the perception of promotion that is considered a 
motivational factor and feeling achievement itself, which is usually perceived through 
promotion. The specific issue was explained through the particular character of the Danish 
collective culture that at some points exceeds even Slovenians.  

Within the explanation why I rejected the first hypothesis one can see that the structure in 
Denmark involves all the members of the organization, resulting in the company working as a 
unit. As understood from the interviews, the job environment is part of a person’s personal 
development and not considered as work for somebody else. Connecting this part to the 
second hypothesis, we see that in the Danish business environment decisions are taken in a 
democratic way, seeking consensus at every step to make sure everyone is included. This was 
confirmed by the negative perception of the increased respect for managers. The flat 
organizational structure consists in easier informal communication with the managers who are 
in most of the cases only making sure everyone ends up in the same place. As we saw from 
previous researches in the field, granting employee influence supports the construction of a 
business participation model that motivates employees through increased fervour and 
predisposition to take responsibility. Following the same logic, one comprehends how weak 
UAI and small PDI cultures find it easier to adapt to a crisis situation by being prepared to the 
risks (hypothesis 3), by not expecting any assistance from anyone but themselves (hypothesis 
4) and by having a more flexible labour market; all resulting in better business efficiency of 
the companies that during the crisis focus on surviving (hypothesis 5) and do not deal with 
aspects that instead of benefiting the final result prevent finding the best solutions by 
including all the members of the organization (hypothesis 2) which would at the end benefit 
everyone (hypothesis 1). 

Uniting the TI, MI, SII and CSI I form the Business efficiency index – BEI. One can see that 
Denmark has a much higher value than Slovenia. 

BEI = (TI + MI + SII + CSI)/4 → DK: 7.245, SL: 5.088. 
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6.4 Guidelines for Efficiency 

Until this point I have explained the reasons behind different actions and predispositions for 
the organisational environment in Denmark and Slovenia, but keeping the promise of bringing 
new solutions or valuable suggestions to improve the business performance in Slovenia, I 
need to tackle the core point of the national character that was introduced and analyzed 
through the current research. 

“Reese (2005) and Berman (2002) both emphasize trust as a leading motivational builder and 
retention tool, optimal for increasing company loyalty and undermining job insecurity.” (Gulev 2006, 
62–63). 

Considering the explanation on how various presented factors affect employees’ performance 
the thesis suggests guidelines in acknowledging cultural differences to use them as 
competitive advantage in business management. The following guidelines do not derive 
simply from reading and questioning but also from the observation and experimental research 
that was being conducted in Denmark for 5 months, so the derivate can be considered as a 
qualitative addition, supported by the theory that is leading the analysis from the beginning to 
the end of this research. As presented in the study, culture affects business, and the 
predisposition for a country’s success lays in its ability to adapt and change with the 
circumstances, making it survive the crisis easier than the others.  

Considering the basic differences arising from the behaviour of people deriving from two 
apparently so similar but culturally so different cultures I depicted some general guidelines 
for the Slovenian managers to consider in order to achieve better efficiency on national and 
international levels. At this point it is extremely important to stress out that every guideline 
should be incorporated to the country’s system within a certain context and not simply 
translated inconsiderately to what can be lost within this translation. Guidelines are simply 
ways to follow in order to come from the point A to the point X which in every country have 
a different label. This model was presented in Chapter 1.7. If one wants to transmit the Danish 
business model (system D) to Slovenia, one needs first to transform it into system S. Not in 
any case shall we implement the system D as it is, since we risk losing the basis of its success. 
As explained through the study, cultural determinants cannot be disregarded and they do not 
change overnight. However, if acknowledged and shaped in a way which considers the above 
exposed rule, they might be used as the comparative advantage. 

Empowerment and integration of the employees through motivation and delegation of 
responsibilities rather than delegation of work  

A person from a strong UAI and large PDI countries is prepared to obey orders, giving the 
manager who aims to achieve his/her integration the unique opportunity of the inherent power 
that was given to him/her as a manager to transmit it to everybody in the company. In 
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Denmark the employees are considered equal to managers due to small PDI and are therefore 
actively included and consulted at every step. This could be to some extent time consuming, 
but at the end establishes a solid ground on which further stages can be built. Such 
organization is more efficient because of the increased loyalty and respect because of which 
strict supervision is not needed. The problem in Slovenia is that decisions are most of the time 
made by one manager that has no time or ideas to produce as much as a team of thinking 
individuals would. Integrating employees would mean getting new ideas and new solutions 
that are crucial in times of an economic crisis. The integration and motivation of the 
employees in Slovenia should be based on common goals and values that could make the 
work environment similar to the home environment. The job has to become a place where the 
employee develops on a professional level and the manager needs to support the direction the 
employee goes to if the employee does what he/she is good at. Slovenians usually work for 
somebody else who gives them salary but the work is usually connected with stress and only 
after work they can enjoy themselves. If the two parts could be connected to one, we would 
get a satisfied, motivated employee that would contribute to the efficiency of the company as 
explained through the thesis. It is important that the managers take time to invest in people, as 
by doing so they will provide the best added value for the company. Danish people have 
acculturated the responsibility towards their work through history; Slovenians have to start 
doing it consciously. 

Dealing with uncertain situations – facing the fears 

Strong UAI indicates that a Slovenian prefers to seek for a lifetime job, fearing and avoiding 
drastic changes in his/her life. The way to overcome this fact would be by trying to integrate 
changing positions within companies or even among companies that operate in the same field 
within national programs to promote competitiveness. This way the employees would be 
prepared to move on a regular basis.  On the national level this establishes a more flexible 
working environment and labour force. Fearing uncertain situations could represent an 
advantage if it implies more focus on the better preparation from the beginning, including risk 
management and possible threats that could prevent the goal accomplishment. However, our 
two examples show that it is easier for a weak UAI country to predict possible complications. 
Denmark was more successful in fighting the recession because its companies were more 
adaptable, flexible and especially because all the programs that were aimed to prevent dodgy 
situations were already part of the system. A strong UAI country should be more eager in 
integrating risk management as means of risk prevention. Furthermore, risk simulations could 
alleviate the stress of an unexpected event, by predicting possible outcomes, but not focusing 
on them.  

Setting milestones and keeping deadlines 
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Integrating time limits to all the dimensions of work focusing on the importance of keeping 
the deadlines even if the result does not accomplish the expected outcome is a way of 
finalizing the tasks, which is one of the first demands and expectations from customers in the 
business sphere. This could be very stressful for people that are not able to work under time 
pressure and prefer not to show any results unless they are perfect (strong UAI). Following 
the Danish example, the way of accomplishing the final result and the learning process you 
follow on the way are usually more important than the end result itself, so it is important to 
conclude the tasks even if we know that we could do things better by spending more time. 
However, concluding a project means that we can repeat it at any time using the same frame 
but more data. Keeping goals and milestones is extremely important in the business sector and 
the companies have to follow the trends of the faster path. In a strong UAI country like 
Slovenia, at the beginning managers along with the employees should establish short-term 
goals with time limits (milestones) and keep them no matter what the outcome will be.  

Establishing friendly relations but focusing on results and the job 

It is important to clearly distinguish the job from leisure time and while it is desirable to 
establish good, even friendly connections with co-workers, it is important that people 
distinguish the content of a specific project from the people working on it. Putting emphasis 
on the people might result in losing focus being distracted by characteristics that people do 
not like in eachother instead of putting the whole attention to the problem solution matter. 
Each employee should primarly focus and do what he/she is good at and develop in that field. 
The job someone does is not who he/she is. It is crucial to keep some distance between tasks 
and people performing them. This way it is possible to find a replacement if somebody quits 
in the middle of the project for any kind of objective reason. Focus on the structure and not 
people being part of it can offer advantages that are connected to the well-functioning system 
that survives its parts. In this way we also achieve higher flexibility and adaptability of the 
structure that is less vulnerable to uncertain events from the inside or events streaming from 
the outside, such as an economic crisis. 
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7 CONCLUSIONS 

7.1 Summary and conclusions 

People unite in groups, organizations and states for the simple reason that, while running 
alone might mean running faster, running in a group means getting further.45 That is why we 
live in organized systems at every step of our lives. There are some general weak points to 
every organization, and analyzing the most complex organizations – states, we have found 
ways of making comparisons in order to see which one is doing better. The used parameters 
for comparing competitiveness among the countries are very well demonstrated and explained 
by the researchers and experts of IMD who every year present a new report on countries’ 
competitiveness. The fact is that nowadays we can no longer compare only strict economic 
indicators to evaluate if a state is more or less successful.  

I analyzed in depth the part connected to the organizational culture as a system of employees 
and managers constituting companies as the engine of the economic system in the State. 
However, if one goes back to the system or organization itself, one finds him-/herself in front 
of different kinds of organizations, from partnerships, groups, and units to the more complex 
political and economic schemes. Furthermore, even the same types of organizations differ on 
the basis of their constituents. The single components unite in these kinds of organizations 
due to common goals deriving from common values or in broader terms the culture. Each 
culture therefore forms a system according to its specifics and habits and establishes norms 
and rules for the system to continue functioning through years. With the process of 
globalization, which has had a very strong impact on our lives in the last decades, people 
migrate from their cultural organizations (states) towards the ones that have shown to be more 
efficient on the international level. However, due to different origins and habits, it is not 
always easy for the person to integrate in a diverse cultural system, or on the other hand, for 
the system to integrate a foreign component. Neither the first nor the second is showing 
standard features compared to the other. From the research we can see that Danes have built 
up the system that is efficient and very successful but it is functioning because Danes work 
and live in it. When a foreigner comes to Denmark, he/she is usually shocked by the way 
Danish people support their system and to many it is completely illogical to pay for 
something when nothing would happen to you if you did not. Nevertheless, it is the main 
reason why the system works, namely because the parts that compose it support it at every 
step. When foreign people come to a such homogeneous system, they cause distress and 
confusion. To prevent this from happening and to avoid facing problems, such as for example 
Ireland and the United Kingdom are facing with immigrants abusing the social security in 

                                                
45 The motto was presented at the International conference for academics and other users of IKT 
SIRIKT 2010, organized every year in Kranjska Gora, Slovenia. 



The impact of national culture on business efficiency 

 96 

obsessive terms, even when there is no need, the states try to close their borders (like 
Denmark recently). If not, they would soon face the necessity for restructuring and adapting 
to a different culture. 

All of the above was mentioned simply to stress how important culture is and how each 
culture is responsible for forming its own system to be supported by the members. National 
States might not be the organization of the future, but people will never stop organizing in 
systems for the simple reason explained at the beginning of this section. 

If I return to Slovenian companies, it can be seen that they are less efficient due to some 
inherent specifics among which are also the lack of task achievement and the problematic 
payment system that is too many times obstructed because of a relatively high rate of 
corruption. This is hard to avoid and even harder to ‘extinguish’ as it is part of the two 
exposed cultural realities (PDI and UAI) and some additional dimensions that were left out of 
the current analysis for limit purposes. Besides, it is affected by Slovenians’ low composite 
trust specifics, not trusting each other or the system itself. People therefore try to fool the 
system in any possible way believing that the system is beneficial only to its ‘owners’. The 
reasons for such cultural specifics might be found in historical events (life under Yugoslavia 
and the collapse of the system after the charismatic leader died) and were not researched due 
to content and time limits.  

What one can see from the current work is that at the end the business structure with its work 
related relationships and specifics is very much connected to the character (for some 
stereotype) of a Dane, compared to a Slovenian with cultural specifics explained through the 
thesis. The Dane is very self-sufficient, adaptable, consensus-seeking, easy-going, and 
informal, believing that he/she knows better than others and working the whole life to feel 
achievement but not stepping out of the society. On the other hand the Slovenian is a hard-
working, authority- respecting and professional employee who spends the whole life with the 
idea that he/she is working for somebody else whom he/she usually despises. In order to 
overcome the negative aspect of this statement, it is important to understand and accept the 
exposed problematics and try to establish micro levels with a work environment where 
Slovenian employees feel that they are working for their own development. What Slovenians 
have in common with Danes is the strong communitarian character that can help in building a 
more efficient society as a whole, by working as a team and by establishing a system of trust: 
trust among individuals, trust among co-workers and trust in the system.  

7.2 Reflections and value of the study 

The process of researching this specific topic and writing the current master’s thesis 
represented a unique opportunity to expand my knowledge and understanding of an area that 
was always fascinating for me from personal and academic perspectives. The differences 
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between cultures have become an object of my interest since I started to travel as a child. I 
soon understood that there is more than a specific personality behind the actions and 
behaviour of every individual. The present work gave me the possibility to explore a part of 
the world I was, prior to this academic exertion, fairly unfamiliar with. Having the possibility 
to involve in it from the first perspective was therefore, beside it being a task and challenge, 
also gratifying.  From the very beginning of the research I was aware of the fact that 
illustrating something like countries’ culture would present some difficulties. In one way 
because the term is so broadly known that all people have some ideas on what it does or 
should represent and in the other because it is easier to lose focus on one core definition. 
Consequently, it is hard to come out with some new, fresh concepts and results in the area that 
is generally affecting people at every step of their lives. It would be naïve and pretentious of 
me to promise to approach the topic in an entirely different and new way. All the facts are 
basically known. Nevertheless they are not always acknowledged to the extent to take 
advantage of their specifics.  

Another concern was the possibility that as a student-researcher I might not be qualified to 
provide managerial contributions to the business sphere. On the one hand, the fact of only 
having secondary information of the Slovenian and Danish business environments and being 
only recently introduced to the companies and business areas in which Slovenia and Denmark 
operate, prevented me to fully understand the complexities of the corporate environment in 
the two countries’ economic engines. On the other hand, I had the opportunity to interview 
managers that have worked in both cultural environments and have gathered many working 
experiences in the private business area having the possibility to focus intensely on the 
intricacies that define both economies and businesses. Uniting this with my personal 
observation and earlier schooling information allowed me to tackle the issue from a fresh 
perspective in making relevant conclusions about business management in the two countries. 
The learning process that I have undertaken through the research itself brought me and the 
work to the point where I can argue that my personal shortcomings do not prevent it from 
providing qualitative results both for the academic and business spheres. Nonetheless, coming 
to the final part after years of study, I have become more conscious of the complexity of the 
business environment in which Slovenian companies operate, realising how hard it is to 
introduce a long-lasting, stable and well-functioning system to a state with completely 
different cultural roots. 

National culture was in this case connected to the two countries’ specifics in general so I had 
to be very careful in depicting the parts of the particularities that have the major influence on 
companies and their ways of reaction to the crisis. The topic of research brings additional 
confusion for not offering a clear definition even among the scholars and researchers in the 
field. Therefore I needed to limit it from adding definitions and focus on the exposed one, 
keeping in mind at every step the delimitations and loses that this might have as a 
consequence. I believe that the used cultural dimensions on which I based the comparison of 
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the two countries present their differences to a wide extent and show how those affected 
managers’ reactions to the crisis. Selecting more dimensions would bring additional muddle 
and I might come out with unclear suggestions based on too broad cultural aspects of both 
states. Thus, I used a combination of two preselected dimensions but I also let the research 
suggest other determinants with major influence on managers’ behaviour in times of an 
economic crisis. I undertook a way of researching which was to some extent daring, letting 
the information gathered on the way lead the direction of the research. This was presented to 
me as the Danish way, the approach that distinguishes the Danes even from the culturally 
close Swedish. In this way I selected the cultural dimensions that were most explicitly 
implying direct influence on business management in the two countries, delimiting other 
possible distractions of the less influential dimensions to keep the research in readable frames 
and to cope with the time limit prerequisites. The safe choices were Hofstede’s Power 
Distance and Uncertainty Avoidance that at the end showed to be a good ground to 
understand certain behaviour, but for the purposes of the current research needed to be 
complemented with his later-added dimensions (job/employee, process/results) and the 
(composite) trust. The latter is especially important for the understanding of the shortcomings 
in Slovenian organizations, as indicated by the analyzed interviews and the BENC 
questionnaire, but also as a key point of the Danish system, being the basis of a well- 
functioning structure of business conduct. 

The value of the work consists in offering guidelines and suggestions in restructuring the 
business in Slovenia that has, since the independence in 1991, been following the same track, 
basing it on the country’s cultural specifics. The thesis provides clear facts showing how 
culture affects business efficiency and how companies, being aware of its effects, can use it as 
a competitive advantage in improving their proficiency. The thesis clearly exposes the 
importance to acknowledge that the specifics of one culture are composed of features that 
cannot be copied to another country directly. On the other hand they can be considered as 
advices in order to achieve better success on a national platform that with today’s interrelated 
international global working environment might later result in general success on the 
international scene. The suggested guidelines should therefore be considered as engines for 
the successful economic performance, originating from the Danish cultural context, and can 
be applied to Slovenia or even Eastern European cluster of states, only if we respect the 
specifics and differences of the systems. The present thesis focuses on the hidden powers of 
cultural specifics that can be the reasons for comparative advantages of the states. 
Understanding cultural specifics and their power can benefit both the states that already have 
possession of the advantage and those that understand their strength. During a global crisis 
this can reflect in their ability to survive and gain competitivess on the international level.  
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7.3 Recommendation for further research 

The presented model offers the basis for further research on different levels. It can be used 
simply as a structure and methodological frame to conduct a research in the socio-economic 
field but it can also present the basis for future investigation of the same countries or cluster 
of countries, beside analysing the same dimensions in different countries or one country in 
particular. While conducting the research I detected several areas that would serve business to 
a great extent if analyzed further. 

Within the present research I compared cultural specifics of two countries to explain their 
reactions to the economic crisis and understand the cause of different competitiveness. 
However, the selected companies might not be fully representative for the whole population, 
which resulted in a qualitative study that would gain further validity if analyzed on a larger 
sample. One of the directions for supplementary research is therefore analyzing the same 
dimensions with a larger number of companies in the two states, with a diversification in 
terms of industry and size. In the same way we could continue with the separate analyses of 
various levels of management and employees.  

A continuation should go in the direction of further generalization. A wider picture and 
contribution could be presented throughout the clusters within Europe. A cluster analysis 
based on regional variances would allow us to understand the common values based on 
cultural specifics among the regions that could help explain the logic behind the way 
culturally different organizations deal with a situation of crisis. Further on we could develop a 
global cultural-economic perspective within the Europen perspective. There are many 
researches tackling the effects and specifics of culture on management style. However, there 
are not so many studies presenting concrete guidelines for improving business efficieny. In 
this case we would need to include more countries to represent a wider portrayal of countries’ 
efficiency. 

The current thesis has taken into consideration business efficiency as a basis to compare the 
countries – States, leaving aside other macro and micro economic parameters. The specific 
observation of State as the main actor on the competitiveness scale was in a way 
differentiated from the State and its specifics reduced to its companies and management 
practices. The same went for cultural dimensions, as realities with no certain explanation on 
where the specifics are deriving from. A further analysis searching for explanations on the 
diversities through a full historical study could contribute to a better understanding of the 
shortcomings and provide us with better solutions on how to integrate the more efficient 
system, not simply acknowledging it but recognizing it and its specifics. 
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Slovenian Summary 

Razširjeni povzetek v slovenskem jeziku 

1 Izhodišče in opredelitev problema 

Recesija, ki je zajela svetovno gospodarstvo poleti 2007, je prisilila podjetja v različnih 
državah sveta, da so, v želji preživeti eno večjih svetovnih ekonomskih kriz novega tisočletja, 
spodbudila in okrepila krizni management. Čeprav je Evropska unija (EU) v zadnjih letih 
stremela k oblikovanju vse bolj homogenega ekonomskega prostora, so se podjetja v različnih 
državah spopadala s krizo na zelo raznolike načine in bila zato tudi bolj ali manj uspešna. 
Magistrska naloga, ki temelji na primerjavi danskih in slovenskih podjetij pri spopadanju s 
svetovno recesijo, želi pokazati, da lahko razloge za večjo ali manjšo uspešnost pri 
preživljanju krize poiščemo v različnem načinu vodenja. Načini vodenja pa so neposredno 
povezani tudi s kulturnim okoljem držav, v katerem delujejo menedžerji in zaposleni.  

Danska se po velikosti in naravnih danostih ne razlikuje bistveno od Slovenije. Lahko bi celo 
dejali, da ima slednja prednosti zaradi boljše geostrateške lege in razgibane pokrajine. Ne 
glede na to je po podatkih o konkurenčnosti držav na globalni ravni – World Competitiveness 
Yearbook (WCY) Danska leta 2009 zasedala 5. mesto med 57 državami sveta in po poslovni 
učinkovitosti zaostajala le za Hong Kongom. Slovenija je bila istega leta na 32. mestu po 
konkurenčnosti in 39. mestu po poslovni učinkovitosti. Slovenska podjetja označujejo 
neučinkoviti nadzorni sveti, za tuje ideje zaprta kultura, nizka fleksibilnost in prilagodljivost 
ljudi ter neprivlačno poslovno okolje za tuje vlagatelje, kar jo uvršča med 7 najslabših izmed 
57 držav. BDP na prebivalca je bil leta 2008 na Danskem 35.677 dolarjev, kar je državo 
uvrščalo na 12. mesto, medtem ko je Slovenija s 27.941 dolarji na prebivalca zasedala 25. 
mesto. Posledice recesije, ki se je na Danskem sicer uradno končala konec 2009, so pripeljale 
do nekoliko slabše slike v obeh državah. Leta 2010 je Danska po konkurenčnosti med 58 
državami padla na skupno 13. mesto, Slovenija pa celo na 52. mesto.  

Verjetno ne obstaja obrazec, prek katerega bi lahko uspešno povezali in pojasnili relevantne 
primere s tega področja. Ne glede na to pa lahko z obravnavanjem posamičnih vidikov 
kulture, ki so v okviru nacionalne kulture neposredno povezani s poslovno učinkovitostjo, 
podamo nekaj ključnih ugotovitev.  

Na področju poslovne učinkovitosti, ki daje vpogled v dosežke držav na letni ravni in 
upravljanja v podjetjih, je danes na razpolago obsežna literatura. Enako velja za literature o 
vplivih kulturnih dejavnikov na vodenje. Le-ta zelo koristi pri pridobivanju temeljnega znanja 
o razlikah med državami na mednarodni ravni, šibka pa je na področju povezovanja teh dveh 
področij v razumevanju razlik med državami in v nudenju smernic za izboljšanje 
konkurenčnosti na nacionalni ravni.  
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2 Namen in cilji  

V magistrski nalogi sem raziskala vplive razlik v nacionalni kulturi na način vodenja in 
posredno na poslovno učinkovitost Slovenije in Danske. Na osnovi teh ugotovitev sem prišla 
do nekaterih smernic kot odgovor na vprašanje o tem, zakaj so danska podjetja bolj uspešna 
pri prestajanju recesije. Hkrati sem ugotovila, na katerih področjih lahko Slovenija posnema 
uspešne poslovne prakse in na ta način pripomore k boljšemu poslovanju podjetij na narodni 
in mednarodni ravni. 

Nameni magistrske naloge so: 
− analizirati model medsebojnega vpliva dejavnikov nacionalne kulture Slovenije in 

Danske z izpostavitvijo najvplivnejših dimenzij kulture, 
− ugotoviti povezanost med nacionalno kulturo in poslovno učinkovitostjo podjetij v dveh 

opazovanih državah v času gospodarske krize kot odrazom vodenja in  
− ugotoviti načine, s katerimi lahko Slovenija razlike v nacionalni kulturi izkoristi za 

doseganje boljše poslovne učinkovitosti. 

V magistrski nalogi sem podrobneje analizirala načine vodenja skozi spopadanje menedžerjev 
z recesijo, pri čemer sem upoštevala posebnosti slovenske in danske nacionalne kulture. Cilj 
je bil analizirati izkušnje, ki ponazarjajo pozitivna in negativna ravnanja menedžerjev na 
področju upravljanja v času gospodarske krize. Izpostavila sem pomembnejše kulturne 
dejavnike in ugotavljala njihove vplive na poslovanje in poslovno učinkovitost, ki bi me 
pripeljali do nacionalno in podjetniško specifičnih izsledkov o načinih vodenja za izboljšanje 
učinkovitosti slovenskih menedžerjev.  

Cilji magistrske naloge so naslednji:  
− ugotoviti dimenzije (nosilce), ki so relevantne(i) za nacionalno kulturo Slovenije in 

Danske ter izpostaviti najvplivnejše dejavnike, 
− analizirati model poslovne učinkovitosti opazovanih držav po posameznih nosilcih 

nacionalne kulture, 
− ugotoviti vidike, ki so relevantni za boljšo poslovno učinkovitost v dveh državah, in 
− razumeti vplive raznolikih nacionalnih kultur na vodenje oziroma odnose znotraj podjetij 

v obeh državah in ugotoviti primerne načine (model), s katerimi lahko slovenska podjetja 
tovrstna razmerja izboljšajo. 

3 Poslovna učinkovitost kot odraz vodenja in nacionalne kulture 

Učinkovitost podjetij se dandanes vse bolj meri z uspešnostjo vodenja. Menedžer, ki po 
definiciji zajema strnjen opis delovnih dolžnosti, je po drugi strani predvsem človek, ki je bil 
privzgojen in socializiran v nek sistem vrednot, značilnih za okolje, v katerem deluje. 
Načinov vodenja v posameznih državah se prav zaradi tega ne da izključiti iz njihovega 
okolja, ki ga opredeljujemo kot nacionalno kulturo.  
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Ena večjih raziskav vpliva kulture na področju vodenja se opravlja znotraj mednarodne 
skupine raziskovalcev pod imenom GLOBE. Skupina GLOBE je prišla do zaključka, da lahko 
kulturne razlike močno vplivajo na to, kako ljudje sprejemajo vodje ter njihov status, vpliv in 
privilegije, ki iz tega statusa izhajajo. GLOBE ugotavlja, da so Vzhodnoevropejci veliko bolj 
podvrženi čaščenju lastnega vodje, medtem ko so Skandinavci veliko bolj skeptični do 
konceptov vodenja in podpirajo načelo, da so vsi ljudje enaki in zaslužijo enake pravice in 
možnosti. Za potrebe analize sem načine vodenja združila na podlagi specifik, ki so vezane na 
nacionalno kulturo skupin držav in temeljijo na odnosu med posameznikom in skupino glede 
ključnih vprašanj, ki zadevajo poslovanje podjetja, kot je prikazano v tabeli 1. 

Tabela 1: Smernice vodenja 
Vodenje Posameznik Skupina 
Kdo sprejema pomembne odločitve? Posamezen menedžer Skupine ali timi 

Kdo razvija strateški načrt?  Top management Vsak vključeni 
Kdo pozna strategijo?  Top management Vsi v podjetju 
Je potrebno, da se vsaka odločitev sprejme s privolitvijo vseh 
pred njeno izvršitvijo? 

Ne Da 

Se odločitve sprejemajo po konsultaciji z vsakim vpletenim? Ne Da 
Imajo menedžerji distance do zaposlenih? Da Ne 
Se menedžerji trudijo za sodelovanje in znajo prisluhniti? Ne Da 
Kdo določa tvoje cilje in naloge? Moj menedžer Menedžer in jaz 
Ko so dosežki objavljeni javno, koga se izpostavi? Posameznika Tim ali področno 

pisarno 
Je tekmovanje med posamezniki problem za timsko delo? Da Ne 
V primeru problema na delovnem mestu, do koga najprej 
stopiš? 

Menedžerja Sodelavca 

Kakšen je namen sestankov, na katere hodiš najbolj 
pogosto? 

Poročanje in navodila Reševanje 
problemov 

Je večina sestankov vodena s strain predsedujočega ali 
poteka v obliki okrogle mize? 

Vodi ga predsedujoči Okrogla miza 

Če želiš, da se nekaj naredi, greš k … ? Posamični osebi Skličem sestanek 
So sestanki učinkovit način za to, da se nekaj postori? Ne Da 

Vir: Langer 2007. 

Način in smernice vodenja izvirajo iz determinant kulture, ki sem jih preučila na podlagi del 
avtorjev, kot so Hall 1981, Hofstede 2005, 2001, 1997, 1984 in Gulev 2006, ki obravnavajo 
pojem in razlike v nacionalnih kulturah.  

Profili kultur, kot jih opredeljuje eden prvih večjih raziskovalcev tega področja, Geert 
Hofstede, nakazujejo mednarodne razlike v vodenju. Danci in Slovenci se bistveno razlikujejo 
predvsem v dimenzijah (kulturnih usmerjenostih), ki jih Hofstede opredeljuje kot odnos do 
moči (Power Distance), ki govori o sprejemanju in podrejanju avtoriteti, in izogibanje 
negotovostim (Uncertainty Avoidance), ki govori o tem, da se nekateri ljudje, organizacije in 
kulture bolje prilagajajo na nove in neznane razmere. Poleg tega pa so danska in slovenska 
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podjetja izpostavljena tudi vplivom, ki jih ima na poslovanje usmerjenost na proces v 
nasprotju z usmerjenostjo na končni rezultat ter usmerjenost na samo delo v nasprotju z 
usmerjenostjo na zaposlenega. V kombinaciji z zaupanjem, ki temelji na medosebnem, 
institucionalnem in splošnem zaupanju in kaže na obseg, do katerega zaposleni uveljavljajo 
lastne interese v primerjavi z uveljavljanjem skupnih interesov, in obseg, do katerega so 
zaposleni dovzetni za inpute sodelavcev, institucij ali sistemov, vidimo, da so razlike med 
Danci in Slovenci očitne. 

Po dosedanjih raziskavah vidimo, da je Danska država z nizkim indeksom odnosa do 
avtoritete (Power distance Index – PDI), nizkim indeksom izogibanja neotovostim 
(Uncertainty Avoidance Index – UAI) vendar veliko bolj na medosebnem in 
medinstitucionalnem zaupanju temelječa kultura. Prek izpostavljenih hipotez sem želela 
preveriti, če lahko zgoraj omenjeno potrdimo tudi v času gospodarske krize na vzorcu 
menedžerjev. 

V nadaljevanju so prikazane povezave v obliki hipotez med raznolikostmi v nacionalni kulturi 
in vodenju podjetij, ki se odraža v poslovni učinkovitosti. Te hipoteze postavljajo temelje za 
empirično raziskovanje, ko je govora o odzivih in ukrepih, ki so jih sprejela podjetja v 
izpostavljenih državah, izhajajoč iz kulturnega ozadja, kar vpliva na obnašanje in 
pričakovanja njenih akterjev. 

Obravnava tematike prek hipotez 

Hipoteza 1: Danski menedžerji so usmerjeni predvsem na zahteve in potrebe zaposlenih in 
manj na zahteve in potrebe lastnikov in delničarjev kot menedžerji v Sloveniji. 

Prvo hipotezo sem izpeljala iz predpostavke o visoki stopnji spoštovanja moči in avtoritete ter 
izogibanja negotovostim Slovencev v primerjavi z Danci. Predpostavke sem vmestila v 
hierarhično strukturo (v nasprotju s ploščato organizacijsko strukturo) in predvidevala razlike 
v načinu vodenja, ki bi pri slovenskih menedžerjih pomenile osredotočanje na potrebe 
hierarhično višje pozicioniranih lastnikov in delničarjev, medtem ko pri danskih 
osredotočenje na vse zaposlene. 

Hipoteza 2: Danski menedžerji so bolj pripravljeni vključiti zaposlene v proces odločanja ter 
ne le top menedžment kot menedžerji v Sloveniji. 

Pri drugi hpotezi se vključenost zaposlenih močno navezuje na odnos do moči, ki v 
hierarhični strukturi predpostavlja, da je odločanje pristojnost vodstva in se ne dotika vseh 
zaposlenih. Po drugi strani nehierarhične strukture vključujejo zaposlene na vsaki stopnji 
odločanja, ki poteka v obliki konsenza in ne odločitve tistega z avtoriteto. Predpostavila sem 
torej, da se v slovenskih podjetjih odloča na podlagi avtoritete, v danskih pa so menedžerji 
pripravljeni vključiti zaposlene v proces odločanja od samega začetka. 
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Hipoteza 3: V kriznih razmerah danski menedžerji nadaljujejo z investicijami za razvoj znanja 
in sposobnosti zaposlenih prek praks in izobraževanj, medtem ko menedžerji v Sloveniji nižajo 
stroške na področju praks in izobraževanja zaposlenih. 

Tretjo hipotezo sem izpeljala iz predpostavke, da se uspešna podjetja prilagajajo na krizo na 
raznolike načine, ki ne temeljijo le na zmanjševanju stroškov. Glede na veliko boljšo 
konkurenčnost danskih podjetij je bilo smiselno predpostaviti, da so se slednja v krizni 
situaciji obnašala proaktivno. Na drugi strani je nizka konkurenčnost slovenskih podjetij 
posledica slabega upravljanja, zato sem predpostavila, da se tudi v času krize podjetja niso 
znala odzvati proaktivno in so vsi programi temeljili predvsem na zniževanju stroškov. To pa 
izhaja iz visoke stopnje izogibanja negotovostim, ki prinese samo še dodatni stres ob vsaki 
neobičajni situaciji. 

Hipoteza 4: Menedžerji na Danskem pričakujejo manj podpore s strani države (vlade) kot 
menedžerji v slovenskih podjetjih. 

Tudi četrto hipotezo sem izpeljala iz visokega indeksa izogibanja neznanim okoliščinam, ki 
naj bi posledično vodila v odvisnost od višje sile oziroma neke avtoritete pri slovenskih 
podjetjih in nasprotno neodvisnost danskih podjetij. 

Hipoteza 5: Prioriteta danskih menedžerjev med gospodarsko krizo je preživetje podjetja, 
medtem ko so slovenski menedžerji bolj usmerjeni na ohranjanje določene stopnje 
zaposlenosti. 

Predpostavka o dejstvu, da se v slovenskih podjetjih pogosto do neke mere samomorilsko 
odloča za ohranjanje določene stopnje zaposlenih, kar lahko vodi v propad podjetja, namesto, 
da bi se odpustilo odvečno delovno silo za preživetje podjetja, izhaja iz izogibanja 
negotovostim, komunitarnega karakterja in odnosa do moči. Predvidela sem, da so Danci 
sicer tudi izredno komunitarni, a prav zaradi tega razumejo, da je pomembno, da podjetja, kot 
vodilo družb, preživijo krizo in so zato pripravljeni sprejeti primerne ukrepe, tudi za ceno 
odpuščanja. 

4 Razumevanje odziva na recesijo prek dimenzij kulture 

Recesija ni prizanesla niti najbolj stabilnim gospodarstvom, a kriza je imela različne posledice 
v izpostavljenih državah. Po podatkih, ki jih zbira CIA (2010a), je recesija danski BDP 
znižala za 0,9 odstotka leta 2008 in 4,3 odstotka leta 2009, problem pa se je pojavil tudi pri 
brezposelnosti, ki je pred krizo dosegla najnižjo raven v zadnjih 30 letih. Februarja 2010 je 
brezposelnost po podatkih Eurostata narasla s 4,7 odstotka leta 2009 na 7,6 odstotka. 
Slovenija, ki je v recesijo vstopila dve leti kasneje, pa je utrpela še hujše posledice. Po 
podatkih Urada za makroekonomske analize in razvoj (UMAR) je recesija razpolovila 
pozitivno razliko med neto profitom in izgubami. BDP je v Sloveniji padel za 4,1 odstotka do 
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konca 2008 in dodatnih 6,4 odstotka do zadnje četrtine 2009, ko se je po sicer krajšem 
izboljšanju recesija spet poglobila. Registrirana brezposelnost se je po podatkih Eurostata od 
februarja 2009 povišala s 5 odstotkov na 6,5 odstotka februarja 2010. Odpuščeni so bili 
najprej pogodbeni delavci ter delavci za določen čas, saj so bili deležni manjše zaščite 
sindikatov. 

Na osnovi izsledkov EVS smo med danskimi in slovenskimi menedžerji prepoznali večje 
razlike, izhajajoče iz kulturnih dimenzij, predvsem kar zadeva odnos do moči – avtoritete, 
izogibanju negotovostim ter zaupanju, ki se povezuje z usmerjenostjo na zaposlene/delo ter 
rezultate/proces, kar je vplivalo na odziv podjetij na gospodarsko krizo: 

Vpliv odnosa do moči – avtoritete na poslovno učinkovitost 

Odnos do moči oziroma avtoritete je dimenzija kulture, ki je pri analizi vodenja nismo mogli 
izpustiti. Vodenje države je, tako kot vodenje podjetja, zelo pogojeno z načinom, ki ga vodeni 
od svojega vodje pričakuje, oziroma od samega okolja, iz katerega se vodja izbira in oblikuje. 
Na podlagi raziskave med petdesetimi državami in tremi regijami (tabela 2) se Slovenija 
uvršča med države z visokim indeksom kar zadeva odnos do moči – avtoritete. V Sloveniji je 
odnos med menedžerjem in zaposlenim formalen, zahteva bolj oddaljeno komunikacijo s 
spoštovanjem hierarhije, odločanja pogosto potekajo za zaprtimi vrati, spoštovati je potrebno 
vrsto formalnih pravil in zakonov ipd. Na drugi strani so Danci na isti lestvici postavljeni zelo 
nizko tudi glede na ostale države v regiji. V danskih podjetjih so menedžerji predvsem 
koordinatorji dela in svetovalci oziroma je njihov status podoben statusu vsakega 
zaposlenega, le z drugačnimi delovnimi zadolžitvami. Enakopraven odnos na delovnem mestu 
se kaže v neformalnem oblačenju, medsebojnem naslavljanju po imenu, politiki delovanja ob 
odprtih vratih, ne-hierarhični organiziranosti, sproščenem ozračju, manj strogih pravilih ipd.  

Kot so dokazali že mnogi raziskovalci na tem področju, vključenost zaposlenih v sistem 
odločanja vpliva na njihovo pripadnost podjetju in posledično na uspešnost poslovanja 
(Entrepreneur 1998). Zaradi velike nagnjenosti k podrejanju avtoriteti so slovenski delavci v 
sistem odločanja redko vključeni. Razlog za to ne leži le v nepripravljenosti menedžerjev na 
vključevanje zaposlenih. Lahko ga najdemo tudi v razumevanju vodje kot tistega, ki naj bi bil 
edini pristojen za vodenje in sprejemanje odločitev, kar posledično skrči funkcijo iskanja 
rešitev le na menedžerje.  
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Tabela 2: Indeks odnosa do moči – avtoritete (PDI) 
Država PDI 

Danska 18 
Švedska  31 
Norveška 31 
Finska 33 

Slovenija 71 

Hrvaška 73 
Slovaška 104 
Poljska 68 

Vir: Hofstede 2001. 

Vpliv odnosa do negotovosti na poslovno učinkovitost 

Razlike med Danci in Slovenci so očitne tudi kar zadeva izogibanje negotovostim, kot je 
raziskal Hofstede v svojih raziskavah in kot je prikazano v tabeli 3. Ta razlika se na primer 
kaže že pri tem, da slovenski delavec v svoji delovni dobi manj pogosto menja službo. Po 
raziskavi, ki jo je leta 2007 naredila Evropska fundacija za izboljšanje življenjskih in delovnih 
razmer, slovenski delavec v povprečju delo zamenja na 11,8 let, kar je nad povprečjem držav 
EU (9,7), medtem ko ga danski v povprečju na 7,9 let. Sklepamo torej lahko, da je vsaka 
nepoznana in nepričakovana situacija za slovenskega delavca stresna in deluje prej negativno 
kot spodbudno na njegovo delovno uspešnost. Kot pravi Hofstede, se ljudje izogibajo 
neznanim okoliščinam s postavljanjem jasnih pravil, kodeksov, zakonov, so čustveni in jih 
motivira notranja živčna energija. Ta lahko v krizni situaciji povzroči zmedo, ki bi jo nekdo, 
ki ni tako podvržen čustvenim reakcijam, lažje prestajal. 

Tabela 3: Indeks izogibanja negotovostim (UAI) 

 

 
 

 

 

 
 

Vir: Hofstede 2001. 

Vpliv zaupanja, vključevanja in motiviranosti zaposlenih na poslovno učinkovitost 

Po podatkih EVS so Slovenci veliko manj zaupljivi tako drug do drugega kot do sistema. Na 
drugi strani pa Danci kažejo visoko stopnjo medsebojnega zaupanja in splošno zaupanje v 

Država UAI 
Danska 23 
Švedska  29 
Norveška 50 
Finska 59 
Slovenija 88 
Hrvaška 80 
Slovaška 51 
Poljska 93 
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sistem, v katerem delujejo. Zaupanje pripomore k boljšemu delovanju sistema na dva načina. 
Na eni strani se potroši manj sredstev za drage nadzorne sisteme, saj so zaposleni manj 
nadzorovani. Poleg tega taki sistemi nemalokrat tudi sami spodbudijo deviantnost. Na drugi 
strani pa je večje zaupanje povezano z vključenostjo in občutkom pripadnosti družbi, v kateri 
zaposleni delujejo. Posledično imajo zaposleni občutek, da ne delajo samo za druge, temveč 
tudi zase. Vse to pripomore k večji motiviranosti, saj namesto pritiska s strani managementa 
zaposlene pritegne samo delo. Te lastnosti določajo okolje in razmere na delovnem mestu 
prek konteksta, na podlagi katerega Hall (1981) utemeljuje, da nekatere družbe lažje 
vzpostavljajo zaupanje, kar se na delovnem mestu povezuje s hitrejšim prehodom k bistvu in 
bolj konkretnimi sestanki, medtem ko je v drugih kulturah veliko časa namenjeno 
vzpostavitvi stika med menedžerji in zaposlenimi in prehod k poslovnim zadevam sledi šele 
po vzpostavitvi dobrih medosebnih odnosov. Odnos na delovnem mestu in njegova struktura 
ni le posledica formalnih določil, temveč v veliki meri izvira prav iz kulturnih determinant 
posamezne družbe. Omenjene značilnosti utemeljujejo ploščato organizacijsko strukturo, 
značilno za danska podjetja, v primerjavi s hierarhično strukturo slovenskih družb. Danska 
podjetja so torej zaradi svoje strukture bolj učinkovita, saj menedžerji vključujejo zaposlene 
na vseh korakih, manj časa se izgubi za nepotrebne, ne poslovno usmerjene zadeve, in 
zaposlene na vsakem koraku vleče delo in pritisk vodstva. 

5 Metodologija  

Magistrska naloga je sestavljena iz teoretičnega in empiričnega dela, ki se prepletata skozi vsa 
poglavja naloge. V njih so predstavljena področja, pomembna za poslovno učinkovitost 
podjetij, ki so neposredno povezana s kulturnimi značilnostmi danskega in slovenskega 
poslovnega okolja. Na ta področja morajo biti slovenska podjetja pozorna pri povezovanju 
poslovne prakse s svojo nacionalno kulturo, s čimer bi pospešila svojo konkurenčnost v 
mednarodnem okolju. 

Za poglobljeno kvalitativno razumevanje delovnih odnosov sem oblikovala anketni 
vprašalnik, ki sem ga objavila na spletu ter prek elektronske pošte razposlala med danske in 
slovenske menedžerje. Poleg tega sem opravila intervjuje s štirimi slovenskimi (2) in 
danskimi (2) menedžerji, ki so imeli možnost delovanja v obeh kulturnih okoljih. Ankete in 
intervjuji so zajeli odnose na delovnem mestu, načine vodenja ter spopadanje podjetij z 
recesijo. V analizi sem izpostavila le dele, kjer je povprečje odgovorov vzorca danskih in 
slovenskih menedžerjev kazalo statistično značilne razlike. 

Poglavja naloge si sledijo na način, da je empirični del objet v teorijo v smislu, da iz nje 
izhaja in se prek nje tudi utemeljuje. Tako dobimo tri celote, sestavljene iz naslednjih delov: 

Predstavitev ključnih pojmov in opis nacionalne kulture na vzorcu Slovenije in Danske; 
identifikacija ključnih vidikov upravljanja in vodenja v povezavi z nacionalno kulturo; 
postavitev hipotez, ki napovedujejo zvezo med vidiki nacionalne kulture ter njihovimi 



Appendix 1 

 

zavestnimi in podzavestnimi vplivi na vidike vodenja podjetij med spopadanjem z 
gospodarsko krizo. 

Empirično preverjanje teoretičnih ugotovitev o vplivih nacionalne kulture na poslovno 
učinkovitost prek razlik v vodenju; analiza ugotovitev, ki se nanašajo na povezovanje 
poslovne učinkovitosti z nacionalno kulturo. 

Predstavitev uspešnega poslovnega modela, ki izhaja iz poznavanja lastne kulture s 
smernicami za razvoj slovenskih podjetih in osnutek za nadaljnje raziskovanje. 

Naloga temelji tako na sekundarnih kot tudi na primarnih statističnih podatkih. Sekundarne 
statistične podatke sem zbrala pretežno iz Poročila o evropskih vrednotah (EVS). Primarni 
statistični podatki, pridobljeni z anketami in intervjuji menedžerjev, pa predstavljajo temelj 
projekta. Intervjuji so nadgradnja anket in služijo kvalitativnemu razumevanju področij, kjer 
bi nas zaprti anketni odgovori lahko vodili v napačno smer. Ti so pomembno dopolnilo anket, 
ki so sestavljene predvsem iz zaprtih vprašanj, in sicer tam, kjer je cilj anket zbrati podatke, ki 
se dotikajo občutljivih socioloških tem in odzivov; takšni podatki zahtevajo nadaljnje 
preverjanje in umestitev v pravi kontekst s pomočjo intervjuvancev. Primarni podatki, 
pridobljeni z anketami, so imeli tako kvantitativen kot kvalitativen značaj.  

Ankete in intervjuji so izvedeni v danskih in slovenskih podjetjih s področja gradbeništva, 
elektroinžiniringa, računalništva, storitev in raziskovanja. Industrije so navedene le za 
primerljivost predstavništva med dvema državama, vendar za namene te raziskave različna 
področja niso bila analizirana ločeno. Med 87 menedžerji obeh držav je bilo 69 slovenskih in 
le 18 danskih, kar izhaja tudi iz dejstva, da je bila anketa prevedena v slovenski, ne pa tudi 
danski jezik, ter večje mreže poznanstev v domači državi. Odgovori so bili vendarle do neke 
mere reprezentativni oziroma nakazujejo na razlike med slovenskim in danskim vzorcem. 

6 Analiza in empirični rezultati: vpliv kulture na poslovno učinkovitost 

V interpretaciji rezultatov ankete in intervjujev sem oblikovala tri sklope na podlagi sklopov 
vprašanj, kjer sem s pomočjo relevantnih statističnih testov dobila drugačne rezultate za 
slovenski in danski vzorec menedžerjev. Na podlagi teh sem zanalizo združila v naslednje tri 
sklope: odnos med menedžerjem in zaposlenimi na delovnem mestu, delovno okolje kot 
kompozit motivacije in zaupanja ter prioritete v času gospodarske krize.  

Odnos med menedžerjem in zaposlenimi lahko ugotavljamo prek različnih vidikov, kjer so 
izpostavljeni tisti, ki se dotikajo načinov vključevanja in nadzora, kot je prikazano v tabeli 4. 
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Tabela 4: Menedžer – zaposleni 
Država Povečanje spoštovanja do 

vodstva (gospodarska kriza)** 
Pretok 
znanja* 

Delo, nadzorovano prek izvedbenih 
ciljev (mejnikov)* 

Danska 2.17 1.94 1.17 

Slovenija 4.41 1.71 1.57 

ANOVA (Sig) .000 .039 .002 
* Odgovori Da/Ne, 1 = Da, 2 = Ne. 
** Merjeno na lestvici od 1 do 7; 1 = Se popolnoma ne strinjam, 7 = Se popolnoma strinjam. 

Vidimo lahko, da se danski menedžerji manj strinjajo z dejstvom, da je povečano spoštovanje 
do vodstva v času gospodarske krize dobra stvar, da se znanje v danskih podjetjih pretaka 
tako od menedžerjev k zaposlenim kot obratno ter da je delo nadzorovano predvsem na 
podlagi izvedbenih ciljev oziroma mejnikov. 

Delovno okolje sem analizirala prek motiviranosti in zaupanja, kot je prikazano v tabeli 5, 
kjer je razvidno, da je napredovanje veliko bolj pomembno za menedžerje v Sloveniji kot na 
Danskem, kjer bolj cenijo občutek dosežkov. 

Tabela 5: Delovno okolje – motivacija in zaupanje 
Država 

Napredovanje je 
pomembno* 

Občutek dosežka 
je pomemben* 

Dosežek je bolj 
pomemben od 
varnosti (gosp. 
kriza)** 

Zaupanje v 
prispevke 
drugih** 

Ljudem se 
lahko 
zaupa** 

Danska 1.94 1.06 5.06 4.29 5.24 

Slovenija 1.49 1.39 3.84 3.47 3.59 

ANOVA(Sig) .000 .006 .020 .028 .000 
* Odgovori Da/Ne, 1 = Da, 2 = Ne. 
** Merjeno na lestvici od 1 do 7; 1 = Se popolnoma ne strinjam, 7 = Se popolnoma strinjam.  

Razlike med povprečnimi vrednostmi vzorca danskih in slovenskih menedžerjev so statistično 
značilne pri pomenu, ki ga menedžerji pripisujejo varnosti in napredovanju ter zaupanju 
drugim. Kot vidimo, so danski menedžerji veliko bolj zaupljivi in pripisujejo večji pomen 
dosežkom na delovnem mestu, kot napredovanju. Dosežki so za slednje tudi bolj pomembni 
od varnosti v času gospodarske krize. Po drugi strani so slovenski menedžerji veliko manj 
zaupljivi glede ljudi na sploh kot pretoka informacij. 

Zadnji sklop je zajel prioritete menedžerjev v času gospodarske krize. Kot je prikazano v 
tabeli 6, so bile na tem mestu razlike statistično značilne pri razumevanju in pričakovanju 
vključenosti države in njeni pomoči podjetjem v času krize. Za danske menedžerje je 
vpletenost države manj zaželena in je tudi niso pričakovali. Usmerjeni so bolj na končne cilje 
in se ne strinjajo, da je potrebno previdno postopati pred večjimi spremembami. Poleg tega je 
odpuščanje zaradi krize bolj razumljivo zanje kot za slovenske menedžerje. 
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Tabela 6: Prioritete menedžerjev med gospodarsko krizo* 
Država Trud pred 

končnim 
ciljem 

Država naj nadzoruje 
podjetja bolj 
učinkovito 

Država naj poskrbi 
za posameznike 

Odpuščanje v času 
krize je razumljivo 

Previdno pri večjih 
spremembah 

Danska 2.41 2.59 3.65 5.78 3.59 

Slovenija 3.38 5.05  4.81 4.86 4.78 

ANOVA(Sig) .031 .000 .019 .028 .008 

* Merjeno na lestvici od 1 do 7; 1 = Se popolnoma ne strinjam, 7 = Se popolnoma strinjam 

V intervjujih so menedžerji slovenskih podjetij, ki sodelujejo z danskimi, povedali, da 
slovenski zaposleni malokdaj samoiniciativno dajejo pobude za spremembe, in raje od dela, ki 
sicer podpira kreativno mišljenje, a je zanje novo, opravljajo delo, ki jim je poznano in 
rutinsko. Vsi danski menedžerji so dejali, da so vajeni proaktivnih spodbud s strani zaposlenih 
na vsakem koraku. Zaposleni tudi pričakujejo popolno vključenost v sistem odločanja, ki se 
prav zaradi tega pogosto zavleče. Zaradi drugačne stopnje kritičnosti so v anketnih 
vprašalnikih danski zaposleni izrazili nezadovoljivo vključenost, vendar so intervjuji 
pokazali, da so zaposleni na Danskem veliko bolj vključeni v sistem odločanja. Poleg tega so 
menedžerji dejali, da so slovenski delavci ne glede na spodbude manj dovzetni za nove 
pobude in ideje, se težje podajo v tvegane in nepričakovane situacije ali iščejo alternativne 
poti, čeprav bi to lahko pripeljalo do veliko boljših rezultatov in posledično večjega uspeha.  

7 Rezultati in zaključki 

Rezultati naloge kažejo, da so tako danski kot slovenski menedžerji mnenja, da so v času 
gospodarske krize bolj usmerjeni na potrebe lastnikov in delničarjev kot na potrebe 
zaposlenih. Vendar rezultati tudi pokažejo, da organizacijska struktura, ki na Danskem 
vključuje vse dele podjetja s pretokom znanja med menedžerji in zaposlenimi, kaže na 
dejstvo, da nizka stopnja spoštovanja avtoritete pomeni večjo kritičnost in pričakovanja glede 
tega, koliko moči naj bi zaposleni imeli. Poleg tega visoka stopnja zaupanja tako med ljudmi 
kot v sistem kaže na to, da se potrebe zaposlenih in potrebe lastnikov prepletajo znotraj 
enotne strukture. 

Rezultati kažejo, da je stopnja kritičnosti glede moči menedžerjev, ki izvira iz delovnega 
mesta, višja med danskimi kot slovenskimi menedžerji. Nehierarhična organizacijska kultura 
predvideva vključenost in prispevek zaposlenih na vseh korakih in nadzor se vrši bolj prek 
sistema – z doseganjem izvedbenih ciljev kot s strani menedžerjev.  

Rezultati kažejo, da se sistemi, ki jih zaznamuje nizko izogibanje negotovostim (Danska), 
bolje odzivajo na krizne situacije, saj so v osnovi bolj prilagodljivi in vnaprej predvidevajo 
možne zaplete. Vidimo, da se je Danska odzvala na recesijo z zniževanjem stroškov, ker so 
bili krizni programi že del sistema, Slovenija pa je morala v popolno prestrukturiranje 
dejavnosti podjetij. 
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Rezultati kažejo, da menedžerji na Danskem pričakujejo manjšo vlogo in vključenost države 
v sistem delovanja podjetij kot menedžerji v Sloveniji. Pričakovanje vključevanja države 
izhaja iz socialistične tradicije, a prav tako iz visokega spoštovanja avtoritete in izogibanja 
negotovostim.  

Rezultati tudi kažejo, da je za menedžerje v Sloveniji odpuščanje delavcev manj sprejemljivo, 
tudi če je to edini način za preživetje podjetja, kot za menedžerje na Danskem. To izhaja iz 
večje fleksibilnosti delovne sile danskega organizacijskega okolja, ki izhaja iz nizke stopnje 
izogibanja negotovostim. 

Rezultati potrjujejo obstoj znatnih razlik v kulturi obeh izpostavljenih poslovnih okolij, zlasti 
po odnosu do moči – avtoritete, izogibanju negotovostim in zaupanju (splošnem, 
medosebnem in institucionalnem). Te raznolikosti imajo neposreden vpliv pri odzivu podjetij 
na gospodarsko krizo. Vsaka posamična raznolikost v kulturi prispeva k osnovi, na kateri 
temelji pet hipotez o odgovoru danskih in slovenskih podjetij na gospodarsko krizo. 
Raziskava teh hipotez vključuje preverjanje empirično pridobljenih kvalitativnih podatkov 
prek statističnih metod preverjanja povprečnih vrednosti vzorcev z Levenovim testom 
vzorcev in z uporabo ANOVA F-testa za kasnejše sklepanje o ne-enakosti vzorcev. 

Rezultati pokažejo na korelacijo med odnosom do avtoritete in podjetniško naravnanostjo k 
vključevanju zaposlenih v sisteme odločanja v času gospodarske krize. Bolj ko se nagibamo k 
avtoritativnemu načinu vodenja in hierarhični strukturi, bolj verjetno je, da bo organizacija v 
času krize iskala rešitev le znotraj ozkega kroga vodilnih, posledično pa zmanjšala možnosti 
za alternative, ki jih doprinese vključevanje vseh delov organizacije. Odločitve se v danskih 
podjetjih sprejemajo z vključevanjem vseh členov podjetja in postopek se ne zaključi, dokler 
ni dosežen konsenz. Tak način je dolgotrajnejši, vendar se z boljšo usklajenostjo na začetku 
izognemo kasnejšim problemom. Ker se manj izogibajo negotovostim, so Danci bolj 
prilagodljivi in odzivni ter bolj tolerantni do drugačnega mnenja. Sprejemajo različne poglede 
in interpretacije, njihova ravnanja pa so manj emotivno vodena, kar se je videlo tudi v odzivu 
podjetij na krizo. Vzrokov za to, da so bila danska podjetja pri soočanju s krizo bolj uspešna, 
ne moremo razlagati samo s kulturnimi značilnostmi, prek rezultatov raziskave pa vidimo, da 
imajo te vpliv na način vodenja podjetij znotraj posameznih držav in posledično njihovo 
uspešnost. Zaradi posebnosti in občutljivosti kulture je sicer nemogoče preslikati en uspešen 
sistem v drugega in tako spodbuditi konkurenčnost slovenskih podjetij. Rešitev je v tem, da se 
podjetja v Sloveniji zavedajo svoje kulture, uspešne primere danskih podjetij pa vzamejo kot 
smernice, ki jim lahko sledijo po lastni poti razvoja, izkoriščajoč prednosti lastne kulture. To 
je ključno predvsem v obdobju prenove in prestrukturacije podjetij, ki jo je v Sloveniji 
spodbudila nekajletna kriza. Naloga nudi primer, kako lahko izkoristijo zakonitosti sociološke 
raziskave za izboljšanje poslovne učinkovitosti podjetij, in nudi model za nove študije. 
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Employment rate by gender - % (Source: Eurostat) 

Short Description: The employment rate is calculated by dividing the number of persons 
aged 15 to 64 in employment by the total population of the same age group. The indicator is 
based on the EU Labour Force Survey. The survey covers the entire population living in 
private households and excludes those in collective households such as boarding houses, halls 
of residence and hospitals. Employed population consists of those persons who during the 
reference week did any work for pay or profit for at least one hour, or were not working but 
had jobs from which they were temporarily absent. 

Harmonised unemployment rate by gender - total - % (SA) 

Short Description: The unemployment rate represents unemployed persons as a percentage 
of the labour force based on International Labour Office (ILO) definition. The labour force is 
the total number of people employed and unemployed. Unemployed persons comprise 
persons aged 15 to 74 who: - are without work during the reference week; - are available to 
start work within the next two weeks; - and have been actively seeking work in the past four 
weeks or had already found a job to start within the next three months. Data are presented in 
seasonally adjusted form. 
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Survey questionnaire 

Business Efficiency & National Culture Survey 

  

For the countries: Denmark and Slovenia 

  

QUESTIONNAIRE 

 (2010) 

  

 

Instructions: Please answer all the questions within the questionnaire marked with *. Should you encounter a question where you feel that 
none of the answers truly reflects your response, please choose the answer you feel comes closest to being your preferred answer 
considering your working environment. 
 
The survey is used for proactive learning purposes only and is not an employee performance measurement tool. 
All answers will be kept confidential. 
  

 

Contact person: 
 
Aprila Cotič 
Student Researcher 
VIA University College, Denmark and FM University of Primorska, Slovenia 
Horsens/Koper 
 
Tlf. +4552672159 
Email: aprillchy@gmail.com 

 

Select your country: 

Denmark   

Slovenia   

 

2) What is your position in  the cmpany? (Pleas  select) 

Employer/manager of Establishement - supervising at least 1 person  directly responsible to you (skip question 12)   

Employee (skip question 3)   

3) How many people do you supervise? (Write a number) 
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4) How many employees does your company have? (Write a number) 

     

  

5) What industry do you work in? 

Metallurgy   

Chemicals   

Food processing   

Pharmaceutical and medical equipment   

Wood and furniture   

Textiles and clothing   

IT    

Construction   

Electro engineering   

Other (Please Specify): 

   

  

6) Would you say that knowledge in your company is mostly flowing: 

One way; from managers to the employees   

Two way; from the managers to employees and from employees to the managers   

  

7) Do you feel that more power should be delegated downwards from managers to employees during an economic crisis: 

Yes   

No   

  

8) Do you feel that managers’ decisions can be questioned during an economic crisis? (Explain shortly) 
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Yes, because   

No, because   

  

9) Which of the following best suits the way in which employees’ performance and progress are monitored by the managers (select as 
many as you feel appropriate): 

Through personal supervision   

Through informal communication   

Through performance targets (milestones measured by specific indicators)   

Through regular meetings with the boss   

Through goal achievement (final results)    

Through reporting systems    

  

10) Which of the following two statements is truer for your situation: 

My work is evaluated by the amount of energy and enthusiasm I exert and by the level of sincerity I approach my work 
with 

  

My work is evaluated by predetermined performance targets and goals that I have to periodically hit or exceed   

  

11) Select FOUR (4) of the statements below that you agree most with in times of an economic crisis: 

Job responsibility is very important    

Job promotion prospects are very important    

Feeling achievement at work is very important    

Job interest is very important    

High salary is very important    

Job security is very important    

Job status is very important    

Little pressure and pleasant working conditions are very important    

 



Appendix 3 

 

12) Within your company, to which extent do you feel that during an economic crisis (express your opinion on the scale below): 

  1 Strongly 
disagree  

2   3   
4 Neither agree 

nor disagree  
5   6   

7 Strongly 
agree 

The inputs you draw from come mainly from the 
management and never from the employees 

              

In general, an increase in respect for authority figures is 
a good thing 

              

You have very little freedom to make your own 
decisions without consulting the managers 

              

You always follow managers' orders, expressing no 
critical judgement 

              
 

 

  

13) In your company ethical practices (express your opinion on the scale below): 

  1 are not implemented  2   3   4   5   6   7 are implemented 
 

 

  

14) In your company customer satisfaction (express your opinion on the scale below): 

  1 is not emphasized  2   3   4   5   6   7 is emphasized 
 

 

  

15) In your company corporate boards (express your opinion on the scale below): 

  
1 do not supervise 
the management 

efficiently  
2   3   4   5   6   

7 supervise the 
management efficiently 

 

 

  

16) The flexibility and adaptability in your company is (express your opinion on the scale below): 

  
1 low when faced to the 

challenges provoked by the 
crisis  

2   3   4   5   6   
7 high when faced by the 
challenges provoked by 

the crisis 
 

 

  

17) The need for an economic and social reform is in your company (express your opinion on the scale below): 

  1 not generally well-
understood  

2   3   4   5   6   
7 generally well-

understood 
 

 

  

18) The value system in your company (express your opinion on the scale below): 
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  1 does not support 
competitiveness  

2   3   4   5   6   
7 supports 

competitiveness 
 

 

  

19) Corporate values in your company (express your opinion on the scale below): 

  1 do not take into account 
the values of employees  

2   3   4   5   6   
7 take into account the 
values of employees 

 

 

  

20) In your opinion dismissing people is (express your opinion on the scale below): 

  
1 not understandable even if it is 
the only way for the company to 

retain its competitiveness  
2   3   4   5   6   

7 understandable if it is the 
only way for the company to 

retain its competitiveness 
 

 

  

21) Managers’ credibility in society in times of an economic crisis is (express your opinion on the scale below): 

  1 low  2   3   4   5   6   7 high 
 

 

  

22) Social responsibility of managers in times of an economic crisis is (express your opinion on the scale below): 

  1 low  2   3   4   5   6   7 high 
 

 

  

23) National culture is (express your opinion on the scale below): 

  1 closed for foreign ideas  2   3   4   5   6   7 open for foreign ideas 
 

 

 

24) To which extent would you say that the employees are included in important decision making about the company’s future in times of 
an economic crisis (express your opinion on the scale below): 

  1 never included  2   3   4   5   6   7 always included 
 

 

  

25) When you have learnt something that could be of use to others, how likely are you to bother documenting it so that others can use it 
(use the scale below to give an answer): 

  1 not at all  2   3   4   5   6   7 very likely 
 

 

  

26) During an economic crisis managers in your company prioritize (use the scale below to give an answer): 
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  1 the end result like achieving 
performance targets  

2   3   4   5   6   
7 the method in which to achieve a 

result rather than the result itself 
 

 

  

27) Managers in your company during an economic crisis (to what extent do you agree with the statements on the scale below): 

  1 Strongly disagree  2   3   
4 Neither agree nor 

disagree  
5   6   7 Strongly agree 

Emphasize cutting the expenses, 
reducing costs and minimising further 
investments 

              

Emphasize job training and provide 
many opportunities for employees to 
broaden their skill set 

              

Focus on stakeholders’ priorities and 
needs 

              

Focus on employees’ priorities and 
needs  

              

Monitor employees’ performance 
through close personal supervision 

              

Always set formal targets and quotas, 
which employees must or should meet 

              
 

 

  

28) Please express your views on below issues considering the period of an economic crisis. How would you place your views on the 
scale below: 

  1 Strongly disagree  2   3   
4 Neither agree nor 

disagree  
5   6   7 Strongly agree 

The state should take more 
responsibility to ensure that everyone 
is provided for 

              

Individuals should take more 
responsibility for providing for 
themselves 

              

People who are unemployed should 
always have the right to refuse a job 
they donít want 

              

People who are unemployed should 
take any job available or lose their 
unemployment benefits 

              

The state should control companies 
more effectively 
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The state should give more freedom 
to companies 

              

People should be cautious about 
making major changes 

              

People should act boldly 
(courageously) 

              
 

  

29) Please express your opinion on how much free choice and control you feel that you have over your life considering the times of an 
economic crisis. Use the scale below to give an answer: 

  
1 I have no real effect 
on what happens to 

me  
2   3   4   5   6   

7 I have a great deal of effect 
on what happens to me 

 

 

  

30) How satisfied or dissatisfied are you with your job security considering the times of an economic crisis? Use the scale below to give 
an answer: 

  1 dissatisfied  2   3   4   5   6   7 satisfied 
 

 

  

31) To which extent would you be prepared to sacrifice part of your own wealth for the good of your community in times of an economic 
crisis? Express your opinion on the scale below: 

  

1 I would sacrifice 
only very little of my 
own wealth for the 

good of my 
community  

2   3   4   5   6   
7 I would sacrifice a lot of 

my own wealth for the good 
of my community 

 

 

  

32) Within your company, if you had to describe what you are motivated by the most in times of an economic crisis, to what extent would 
you say that (use the scale below to give an answer): 

  

1 I am motivated by 
status, job security, 
salary and working 

conditions  

2   3   4   5   6   
7 I am motivated by 

achievement, responsibility, 
advancement and recognition 

 

 

  

33) Within your company, to which extent do you feel that in times of an economic crisis (express your opinion on the scale below): 

  1 Strongly disagree  2   3   
4 Neither agree 

nor disagree  
5   6   7 Strongly agree 

You always trust the inputs stemming 
from other people 

              

Other people can generally always be 
trusted 
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In order to survive the crisis the 
companies should follow the 
established ways without making 
major changes 

              

Flexibility and adaptability are the 
most important when trying to survive 
a crisis 
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INTERVIEW DATA ANALISIS 

Interviews: 

Manager A: Irena Čeh. Interview May 24, 2010. Ljubljana. 

Manager B: Borut Čeh. Interview May 24, 2010. Ljubljana. 

Manager C: Erik Nielsen. Interview March 23, 2010. Skanderborg. 

Manager D: Maria Theresa Norn. Interview June 17, 2010. Copenhagen.  

 

Category 1 Power distance - Different perception and acceptance of human inequality 
Interviewed 
person 

Supervision Decisions Initiative 

A Ax1: “Only at … not needed 
anymore.” 
Ax2: “One is … the 
beginning.” 
Ax3: “Then mostly … our 
customers.” 

Ay1:“It means … the 
organization.” 
Ay2:“We have weekly … 
decide together.”  
Ay3:“There are … some 
ideas.” 
Ay4:“On annual meetings, 
… needs are” 

Az1:“In order … the 
management.” 
Az2:“If they … general 
situation.” 
Az3:“It could … knows better.” 

B Bx1: “How we … the 
employees.” 
Bx2: “Yes, plus … the 
customer.” 
Bx3: “There are …  people 
are.” 

By1: “Yes, especially … 
handle this?” 
By2: “Managers, only 
managers.” 
By3: “But sometimes …  act 
on their own, no.” 

Bz1: “Not every one …  with 
them.” 
Bz2: “But the problem … a 
way.” 

C Cx1: “It can … more 
efficient.” 

Cy1: “There is … to work.” 
Cy2: “The managers … it.” 
Cy3: “When it … project.”  

Cz1: “We had … r be 
considered.” 

D Dx1: “I have … capacity.” 
Dx2: “In Denmark … job 
done.” 
Dx3: “So my … goal.” 
Dx4: “Most of … working 
on it.” 

Dy1: “So there … process.” 
Dy2: “Everybody … sub-
components.” 
Dy3: “My job … work.” 

Dz1: “They very … sense.” 
Dz2: “They come … as well.” 
Dz3: “Most … projects.” 

Full citations from interviews – Category 1 

Supervision 

Ax1: “Only at the beginning there is constant supervision, but later constant supervision is not 
needed anymore.” 

Ax2: “One is the mentor to a new guy that comes to the company and helps him at the 
beginning.” 

Ax3: “Then mostly by reports after every contact with a customer and planning on weekly 
basis and it is a kind of report where we need to get information on our customers. 
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Bx1: “How we work on the organizational segment is that we have weekly meetings between 
all the three fields and we discuss everything there with the director of our commercial staff, 
then we have monthly meeting where also me and my mother join, and then we have quarter 
meetings and half-year interviews with the employees.” 

Bx2: “Yes, plus they have to, for the previous week, lets say every Monday they have to give 
a plan of visits and the plan of action for the next week, weekly reports and a specified report 
for visiting the customer.” 

Bx3: “There are individuals who take responsibilities, who are productive, who have more 
ideas, who come with new solutions, but because of these individuals and because you want 
to have them in your company, you need to have a supervision, to insure that people who 
really have proactive thinking in the company, have proactive working methods in the 
company will be still proactive. Otherwise they drift down, to the, let’s say, gray area where 
the 70% of the people are.” 

Cx1: “It can be frustrating to have to explain step by step to somebody just because he needs 
to know everything. You do your job and I will do mine and we would both be much more 
efficient.” 

Dx1: “I have mostly a professional supervisor capacity.” 

Dx2: “In Denmark we have two types of managers – 1. the administrator managers who in our 
case are the partner and the head of the department. They are responsible for negotiating 
salaries and working conditions. 2. I am the professional manager that means I am responsible 
for the professional development of the person I am supervising or helping them to 
accomplish their tasks in a good way, making sure they are meeting the deadlines, day to day, 
that they are getting their job done.” 

Dx3: “So my job is basically to limit those ideas to keep the deadlines and making sure the 
quality is on the right level and making sure that every body is working towards the same 
goal.” 

Dx4: “Most of my work is just to make sure that we end up in the same place but the overall 
parts that depends on the ideas of each individual working on it.” 

Decisions 

Ay1:“It means that they can decide upon everything except about the money, salary, which is 
predefined, working time and some milestones that are important for the organization.” 

Ay2:“We have weekly meeting at which they bring up the topics that they would like to 
discuss and if they find it difficult to decide, then we decide together.”  
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Ay3:“There are of course also individual wishes but anyway they brought up the ideas and 
some were really good. Not all of them, but we did consider some ideas.” 

Ay4:“On annual meetings, we check if the employees understand the priorities and goals of 
the company the same as we do. It should be the same goal, the same strategy. Of course with 
new people is rather difficult, so at the beginning we need to devote to this people a little bit 
more so that they can get the idea of what these priorities and needs are” 

By1: “Yes, especially in the big projects when there is a requirement for example two levels 
of people have to go to the meeting, because there is a bigger project, either more 
complicated, sales conditions, where we have to grant on special sales conditions, special 
credit conditions and so on and also now that we are implementing new programs all the time 
and they are not so familiar with the new programs, they come to the management and ask 
how should we handle this?” 

By2: “Managers, only managers.” 

By3: “But sometimes when there is some more strategic decision, they say, this is my 
suggestion, or the most the company gives suggestions and then they come to you whether 
this will be like this and this. Some of them don’t offer even suggestions, they say, I don’t 
know, this is up to you. Some offer suggestions, some offer suggestions with analysis why 
this is good or bad. But that they would decide on their own or act on their own, no.” 

Cy1: “There is a clear structure who is the boss and who has to work.” 

Cy2: “The managers decision at the end can destroy all the work done so far. The results are 
expected and are already determined by the one who is requesting it.” 

Cy3: “When it came to people at higher level my experience was that of “We know better and 
we don´t really see why you are here” and that of obstruction in executing the project.”  

Dy1: “So there is a lot of team work at the start of the project. The process would be: We have 
an idea, proposal or we have to submit a tender for and then I seat down with one or two 
people and we start to make the team work – what are our suggestions on how to solve this. If 
we decide to go on with the project, then I unite everyone from the team, then it’s a very 
collaborative process.” 

Dy2: “Everybody comes, says how should we do this, what are the challenges, who should do 
what and mostly a democratic process and after that we split the tasks into different sub-
components.” 

Dy3: “My job is to supervise that everything is done, I also take part of it at the beginning, at a 
certain stage and at the end, looking at a certain quality or that all the certain points are 
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included and at the end everyone is being part of it, bringing the project together and 
commenting on and developing and finishing it, so a transition between a collaborative team 
work and merging it with individual work.” 

Initiative 

Az1:“In order to achieve the goals, we are all involved in it … usually behind the start and the 
finalization of the project there is always the management.” 

Az2:“If they had complains they could add ideas but normally there were no complains about 
it because they know the general situation.” 

Az3:“It could be very fruitful if they added something but they didn’t, they just accepted the 
management knows better.” 

Bz1: “Not every one, but, how can I put it, we work like this: if there is a tricky situations they 
give us suggestions – A, B, C … and then they consult the management and the management 
decides upon the best decision together with them.” 

Bz2: “But the problem with the others is that for example you give them a task A to B, they 
make B only and come to you and say, I made B, so what now. This is in my opinion most of 
all the problem in responsibility and maybe partly also lack of self initiative and motivation in 
a way.” 

Cz1: “We had initiative but if they didn’t suit the boss, they would never be considered.” 

Dz1: “They very much have new ideas; it depends on the person, as well. Some people ask: 
what should I do here, but it is mostly the less confident, newly educated people, but even 
they have many ideas on their own. They come and say, I see a problem here, but I suggest 
we do this and this and for me it is very important that when they see a problem they also 
have an idea on the solution as well. So it is very interactive in that sense.” 

Dz2: “They come and say, I see a problem here, but I suggest we do this and this and for me it 
is very important that when they see a problem they also have an idea on the solution as 
well.” 

Dz3: “Most of the development comes from the individuals that are working on the projects.” 
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Category 2 Work relations 

Interviewed 
person 

Sharing information Cooperation - Trust Work relations - uncertainty 

A2 A2x1: “The only … the 
results.”  
A2x2: “In Slovenia, … 
people.” 

A2y1: “Usually we … the 
people.” 
A2y2: “Some people … 
business.” 
A2y3: “If there … others.” 
A2y4: “People cooperate … 
competition.” 

A2z1: “You never … Slovenian 
market”.  
A2z2: “And in Slovenia … 
important.” 
A2z3: “The team-work … work.” 
A2z4: “On the business … my 
concerns.” 

B2 B2x1: “That means … 
Slovenia.” 

B2y1: “Still a lot … to do. B2z1: “We work … it’s done.” 
B2z2: “How do … so on.” 

C2 C2x1: “The problem … 
information.” 
C2x2: “The so-called 
… himself.” 

C2y1: “People tend … the 
project.” 
C2y2: “I was … helpful” 

C2z1: : “I was coordinating … 
anything.” 
 

D2 D2x1: “Not so … 
consultant.” 
D2x2: “Also we … 
could be.” 

D2y1: “The informal … the 
process.” 

D2z1: “During … but positive.” 
D2z2: “Job turnover … market.” 
D2z3: “I can … responsibilities.” 

Full citations from interviews – Category 2 

Sharing information 

A2x1: “The only handicap I can see is that sometimes don’t have time to finish everything and 
many of them don’t want to share with others so that somebody else would finalize the job, 
because they would then need to share the results.”  

A2x2: “In Slovenia, we need a lot of visits, that you get acquainted with the people and we 
think that this lobbying is very important here, that you have to have many other activities in 
order to get the knowledge of the important people.” 

B2x1: “That means that in a few years you would say, why I am doing this, maybe working 
even after hours sometimes, he also cares, so he stops caring, because maybe he was not 
given the appropriate recognition and the others are not doing it. This is the problem with the 
culture in Slovenia.” 

C2x1: “The problem was with the information coming from the top or the one that at the end 
has the power to stop the project. I had absolutely no problems with my Slovenian team-mates 
sharing information.” 

C2x2: “The so-called boss thought that by having more information than us, he would have 
more power, so he kept it for himself.” 

D2x1: “Not so much because we have so many projects and so many good projects. The 
market we’re in is just expending and we are also becoming stronger in the market, so nobody 
feels left out. Besides, 25% of our projects are based on our own ideas, so you get an idea and 



Appendix 4 

 

submit it to the customer and they might say go. The two partners that started the company 
have this requirement that everyone should generate ideas. So it is not just about the senior 
consultant or consultant.” 

D2x2: “Also we are very consensus seeking, we have a lot of meetings and we spend a lot of 
time in agreeing on things. I think there are too many meetings and they are too inefficient, I 
would like fewer meetings and more efficient. But it is a big part of the Danish culture that 
you need to feel involved in the decision making process, so there is this process of sharing 
information and talk and talk and talk, but it is not always as efficient as it could be.” 

Cooperation 

A2y1: “Usually we are not so bad, I would say, but we think it is so much easier to do the 
business if you know the people.” 

A2y2: “Some people even involve in the Golf clubs or whatever sports and events the can 
join, so that they get acquainted and meet people who are important for their business.” 

A2y3: “If there is somebody who has – in the past we had someone that was very selfish and 
hiding the data – in such cases it is very difficult to work in a team, if you don’t want to share 
the arguments with others.” 

A2y4: “People cooperate in general, but with the new style of incentives and evaluation we 
feel that people are also competing among them and that is positive competition.” 

B2y1: “Still a lot of people take the team as complicated as they don’t like to engage in teams, 
because this means talking to others that sometimes can be the most difficult or toughest thing 
to do. 

C2y1: “People tend to work hard and I had some very positive experience with the Slovenian 
team mates working on the project.” 

C2y2: “I was very pleased with my Slovene sub-contractor whom I found to be very diligent 
and professional. When it came to the public servants at lower level the experience was that 
of people being very helpful.” 

D2y1: “The informal part is as it is a small company, we talk all the time, having coffee 
talking how are we doing, are we on schedule, if there is a problem they come immediately, 
so the day-to-day conversation is the important part to find out, do we need to change the plan 
or are we on schedule it is really the informal part that helps us drive the project forward, the 
rest is mostly for framing and “infrastructioning” the process.”  
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Work relations 

A2z1: “You never lose time on these general social part which is necessary or some times 
even an important part of the discussion in Slovenian market”.  

A2z2: “And in Slovenia it is mainly the friendship, the social part is still very important.” 

A2z3: “The team-work depends on the character of the persons but we are open to the team 
work.” 

A2z4: “On the business level I think that they share the information openly and on daily basis, 
they are not really friends, going out together after work, but this is not of my concerns.” 

B2z1: “We work in teams, present the projects on seminars and fairs. As being a small 
company we have to involve many people in organizing the seminars, fairs – from setting up 
the stunt in the fair, to distribute brochures – we usually have meetings before that to 
distribute the tasks, and usually one of the employees usually whose segment the fair is about, 
its covered by this employee and we give the authority to this employee to cover everything 
and there is something unclear he comes to the management and then he distributes the tasks 
to the other people who are also at the meeting and if they agree, this is usually how its done.” 

B2z2: “How do we find out, some people, when you give them a task, maybe not give them a 
task but just agree upon action or a project, things are mainly done, they just consult you in 
some fine things which the management actually needs to be consulted to – some financial 
and strategic things and so on.” 

C2z1: “I was coordinating my team and my Slovenian partners had no problems following my 
directions, sometimes even waited for me to just tell them they can and should things 
independently of me saying anything.” 

D2z1: “During the project you might realize, oh I am good at working here and here, I am 
good with customers, I am good at …and then they try to find their own specialties and then 
they have the meeting with the senior partner and partner on where they want to specialize. It 
is part of your process to find your own niche, where you are strong. So the only difference in 
how strong you are is in the importance of the projects you bring in. A little competition, but 
positive.” 

D2z2: “Job turnover is high in Denmark, you usually stay 3 – 5 years in a job or even less. 
Older Danes stayed longer, even 10 to 15 years, but people under 40 or 50 they are change 
quite consistently. I hardly know anyone that would stay at the same job for more than 6 
years, so in that sense we are used to changing jobs and we are not quite so scared as you feel 
that it is a temporary set back and this period of the crisis but then there will be more jobs and 
I will find something else. So they are more flexible, like the education. You can start 
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studying this and then you change, some people even change 3 times they education. So I 
think we are less scared than people in countries where there is a less flexible labor market.” 

D2z3: “I can compare us with British, French and Asian and my experience is that Danes are 
very non hierarchical, I can go to the boss any day and say, why did you do that. Of course if 
there is a big decision, first character to step in would be the boss and if something goes 
wrong, the same but if everything goes smoothly you do not feel the hierarchical differences, 
just different tasks and responsibilities.” 

Category 3 Orientation - the choice of focus for people's efforts 
Interviewed 
person 

Work organization Responsibility Process vs Results 

A3 A3x1: “Usually … the 
business.” 

A3y1: “The people … their 
job.” 
A3y2: “There is … work.” 

A3z1: “This is … do it by 
himself, it’s ok with me.” 
A3z2: “They take … in 
Slovenia.” 
A3z3: “As I see it, meeting.” 

B3 B3x1: “The problem …the 
employees.” 
B3x2: “Before we …  do 
now.” 
B3x3: “Then the … like 
that.” 

B3y1: “We …  
responsibility.” 
B3y2: “Maybe not … 
responsibility for it.” 
B3y3: “I would …  they do.” 

B3z1: “I think …  be lost.” 
B3z2: “And my …  core 
business.” 
B3z3: “Results, … the crisis.” 

C3 C3x1: “I spent … why that.” 
C3x2: “People … 
requested.” 
 

C3y1: “It was … ego 
power.” 
C3y2: “At the end … is 
done.” 

C3z1: “It didn’t … be done.” 

D3 D3x1: “It is … time.” 
D3x2: “They … on their 
own.” 
D3x3: “In Denmark … 
spirit.” 

D3y1: “There are … never.” 
D3y2: “Yes, … problem.” 
D3y3: “Most … projects.” 

D3z1: “We focus … most 
important.” 
D3z2: “The formal … 
schedule.” 

 

Full citations from interviews – Category 3 

Work organization 

A3x1: “Usually we are not so bad, I would say, but we think it is so much easier to do the 
business if you know the people but in Scandinavia, and in Denmark mostly, it is not 
necessary because the facts and the arguments play the most important role in doing the 
business.” 

B3x1: “The problem is that in the last few years the company has expanded and she is the only 
owner, so the problem that I realized is that we did not spend enough time, lets say, dealing 
with the employees.” 

B3x2: “Before we didn’t have so much meetings, we were not so close to the employees 
actually. Later we agreed on these weekly meetings, monthly meetings. Asking them more, 
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before the crisis, let say there was enough business so probably the company didn’t see the 
added value in organizing so much as a team, so we didn’t interact so often with the 
employees as we do now.” 

B3x3: “Then the evaluation system, it was completely a result of the crisis, which is in a way 
funny, as more money goes out of the company like that.” 

C3x1: “I spent so much time to prepare for the project, while they could start working on it 
without any preparation. At the end, all this time was lost for me as I had to spend twice as 
much time explaining why this and why that.” 

C3x2: “People were generally slow in providing the information I requested.” 

D3x1: “It is quite distributive and it depends on the project. In many cases, the project go on 
for 6-8 months and we do not know what data, surveys, interviews, workshops so based on 
the data we decide what we will do next, so the process is quite interdependent and based on 
the data we decide what will the people do working in teams. There is definitely some 
importance on framing it well, the right structure, the right timing, but there is also very much 
a question on adapting it during the project. The most of the time spent is the meeting time.” 

D3x2: “They very much have new ideas; it depends on the person, as well. Some people ask: 
what should I do here, but it is mostly the less confident, newly educated people, but even 
they have many ideas on their own.” 

D3x3: “In Denmark it is not good to stick out, everybody needs to look the same, act the 
same, think the same which is connected to the democratic and very equal society, but on the 
other hand you have a very homogeneous society where everyone does and thinks the same so 
there is not much variety and conflict. But overall our main strength is that we are ready to 
adapt and we are very informal which means that we do not take things too seriously which 
means if something doesn’t work, we will try something else and good at exploring content - 
we will take things as they come and make things work so I think that is a sort of accessible, 
entrepreneur spirit which is very important as part of the Danish business spirit.” 

Responsibility 

A3y1: “The people don’t accept that seriousness of the result at the end but sometimes they 
feel that somebody else will do their job.” 

A3y2: “There is no responsibility they take nor for themselves, not towards work.” 

B3y1: “We do sometimes, in a way that some people are more or take greater responsibility, 
while the others refuse to take responsibility.” 
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B3y2: “Maybe not on the open basis, taking a statement, but they say they will do something 
but when the action is needed, they don’t take the responsibility for it.” 

B3y3: “I would say that in Slovenia, the employees sometimes don’t appreciate or know the 
value of the employment, the job they have and a lot of the employees still work from 8 – 16, 
with this I mean that they don’t take responsibility for what they do.” 

C3y1: “It was very annoying to find out that more than finishing the project, what was 
important was for some “manager” to be exposing his ego power.” 

C3y2: “At the end, nobody takes responsibility, so nobody cares if the work is done.” 

D3y1: “There are two parts of deadlines, the internal and the customer deadline. Customer 
deadline, we have to meet. Otherwise we would be very unprofessional. The internal 
deadline, we can miss if something comes in the way, we can pass it for some days, but 
towards the customer, never.” 

D3y2: “Yes, we need someone like me, to keep the main deadline, being the coordinator. But 
the people feel responsible as it is connected to the overall work. The employees feel that if 
they miss the deadline this time, it will be a problem for them later or it will be a problem for 
their colleagues. So there is a lost of responsibility in this and I really have to do something if 
there is a problem.” 

D3y3: “Most of the development comes from the individuals that are working on the 
projects.” 

Process vs Results 

A3z1: “This is a kind of small thing, but the most important thing is that at the end of the day 
the work is done, so if someone thinks that he can do it by himself, it’s ok with me.” 

A3z2: “They take this stuff very seriously and they really go for the result or improvement 
from the previous stage to the next stage – what is not always the case in Slovenia.” 

A3z3: “As I see it, the result for them is important, but it is also for the Slovenian companies. 
The main difference I noticed is that from the very beginning, they really want to lead the 
people to the right directions, as they have a lot of meetings, regarding the projects. So when 
the project is defined they already define the timing when to meet and why these meetings are 
settled at that timing and everyone has to be focused on the specific topic, they have to 
achieve some results, different results from the previous meeting.” 

B3z1: “I think that whenever they feel there is a problem, or that there must be a tougher 
situation to sell something, they come, because they are aware that being in a system where 
they have to show, they plan their work weekly, monthly, yearly, this means that if they have 
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an opportunity to sell something and this won’t be sold, this actually affects the results in the 
end, being in sales and also in the other fields, this will be lost.” 

B3z2: “And my response was no, because of the evaluation system, it’s a monthly evaluation 
system, so every month we seat with them, we talk to them and every month we – it is a quite 
complex system, complex matrix of 3 pages, where we evaluate first thing, let’s say, 50% of 
the end mark is realization, because in our business it is very important how much you sell, 
because this is the core business.” 

B3z3: “Results, unfortunately results. I am aware the process is important too, but at the 
moment we are still restructuring the company due to the crisis.” 

C3z1: “It didn’t really matter how we were doing something, the important thing was that at 
the end you have done what the one in charge pictured as result of the project, even if the 
process showed that this is not the best result or even that something just cannot be done.” 

D3z1: “We focus on the whole process, because it makes such a big difference in the final 
quality. If we would focus on just to get the survey done, we might achieve it, but we might 
not have included the important questions or we might have missed an important point, so 
understanding the out of the survey, the end part is important, but not the most important.” 

D3z2: “The formal part is meeting deadlines. Every day they work on the project, they type in 
how many hours they worked, doing desk research, doing interviews, participating on the 
meetings so all the activities they have done that way I can see all the work that was done and 
are we meeting the time schedule." 

Category 4 The State’s aid 

Interviewed 
person 

Financial inputs Other support Reliance 

A4 A4x1: “If the … Davčna 
Uprava.” 

A4y1: “The financial … 
and worse.” 
 

A4z1: “This could … industries then.” 
A4z2: “What would …in Slo).” 
A4z3: “We would … for that.” 

B4 B4x1: “But this …  
Europe” 

B4y1: “Support …  the 
market.” 

B4z1: “We have …  this case.” 
B4z2: “This problem …  the company.” 
B4z3: “So, the … follow.” 

C4 C4x1: “After 5 … 
paying.”  
C4x2: “The state … 
matters.” 

C4y1: “We …  to be 
done.” 
 

 C4z1: “It is …  fine.” 
C4z2: “It is … consequences.” 

D4 D4x1: “Here in … laid 
off.” 
D4x2: “We work … 
shocked.” 

D4y1: “We are … extra.” 
D4y2: “The big … 
understanding.” 

D4z1: “No, we … any.” 
D4z2: “But people … hard.” 
D4z3: “But it mostly … times” 
D4z4: “On the … self-sufficient.” 
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Full citations from interviews – Category 4 
Financial inputs 

A4x1: “If the results are not as expected, we cannot ask the state for support or we cannot use 
any money from the state as if there is no money on the account, the bank would say, you 
cannot pay the salaries, which would not happen with Ljubljanska banka, or the taxes office – 
Davčna Uprava.” 

B4x1: “But this money is just extinguishing the current fire, its not planting main trees, if I 
might say, the problem is, in my opinion, more money should go into strategic development, 
money wise in helping companies to develop their own ideas and own products for the added 
value for Slovenia and Europe” 

C4x1: “After 5 years, the project is still not finished and the money that was about to be spent 
based on my calculations at that time, in these years exceeded the supposed amount for 6 
times already. But of course it is ok for them, as the state is paying.”  

C4x2: “The state would just keep supporting some projects financially, because it doesn’t 
really matter what is going on with the project if you have good connections. That is the only 
thing that matters.” 

D4x1: “Here in Denmark we have, what they say the broken Denmark as everything is 
concentrated here in Copenhagen, and in the other areas are doing very poorly, few 
companies, there is not a lot of people so I don’t think in these areas it is this understanding 
when people are getting fired or laid off” 

D4x2: “We work with the government all the time and we see how confused they are because 
it is affecting them. It did not happen in a long time and they are shocked.” 

Other support 

A4y1: “The financial support was not given to the small companies by the state, but the small 
companies had to fight to get the chance to receive any support with some activities which are 
new projects or some things that is interesting for the broader society, could be for another 
industry or a combination as I told you before, but the state can help a lot in a way to regulate 
the nonpayment conditions or the problems with our payment discipline which is in our 
country worse and worse.” 

B4y1: “Support more, especially to enhance the companies in the R&D department, to 
enhance the development of their own products, to enhance the development in innovations 
and they should help the companies to apply the applicative research on the market.” 
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C4y1: “We were basically alone all the way, but managed to do just fine also without any 
other support, because I knew what and how things were to be done.” 

D4y1: “We are lucky for being in a public sector. But there are less projects, so what we did 
was, go abroad, Sweden, Norway. The second was pro strategy. We stick to our prices, but 
added some extra value, added more value – adding something extra.” 

D4y2: “The big tobacco company here in Denmark needed to close, but they really treated the 
employees well, so there is an understanding.” 

Reliance 

A4z1: “This could be the task of the country of the state – to regulate or to put the law that 
everyone that gets the goods has to pay which was not the case and even the state is the 
biggest owner to the companies – if we take hospitals or also other segments, like the 
constructing companies, they have more than 6 months delay, 9 months delay and this is also 
a chain in economy that brings negative impacts on other industries then.” 

A4z2: “What would be the support – organizing, or help in how to use the financial means of 
the European money, how to simplify the documentation that is needed for this money, not to 
evaluate their work too much, taking a big percentage like the 10% of the total value for those 
that are at the ministries (weak points of the state point in Slo).” 

A4z3: “We would employ more if the state would give some financial support for that.” 

B4z1: “We have a big lack of this in Slovenia and I think that being a small market of just 2 
million people, it is actually impossible to expect a high-developed system of investors, so 
this role has to be made by the state in this case.” 

B4z2: “This problem is also connected to the economy in Slovenia, we don’t have that many 
jobs that everybody could work where they would like to work, it is connected also to the 
education system, how people are introduced to work. There is no big projects, where we 
would research how to get people that come to the companies more motivated, more prepared 
to take responsibilities in the company.” 

B4z3: “So, the first step should be done by the companies and the second step which is 
structural, organizational – society step – should also follow.” 

C4z1: “It is amazing how companies expect the State to solve their problems. Well, for some, 
this strategy works just fine.” 

C4z2: “It is easy not to care about concluding things in time, if you will not be the one to pay 
for the consequences.” 
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D4z1: “No, we didn’t get any help and we didn’t expect any.” 

D4z2: “But people at the end just feel hopeless and powerless as what can you do. People are 
listening to crisis, crisis, crisis all the time so, but it has really hit a lot of industries hard.” 

D4z3: “But it mostly coming from up, like the government and companies know something 
we don’t so lets just accept it and hope for better times.” 

D4z4: “On the negative side, I think we are a little bit too proud of ourselves, meaning we feel 
we know better. It is good as it makes you confident, but at the same time it is the feeling we 
know everything and everybody else is wrong. So that could be negative sometimes, that we 
feel we are so self-sufficient. But it is quite self-sufficient.” 
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EVS source data 

Power distance indicators 

More respect for authority (v196)  

    

 good indifferent bad 

    

Slovenia 43,3 35,6 21,1 

Denmark 38,2 24,3 37,5 

 

Freedom of decision making at job (v89)       

           

 None         A lot 

 1 2 3 4 5 6 7 8 9 10 

           

Slovenia 7,4 2 6,1 7 14,2 10,8 14,9 16,7 7,9 12,9 

Denmark 1,4 3,1 1,9 2,2 8,6 3,1 9 26,6 21,2 22,8 

 

Follow bosses orders (v97)  

 Always depends Must be convinced first 

Slovenia 41,6 30,9 27,5 

Denmark 43,9 19 37,1 
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Responsibility, results vs process 

 

 

 

 

Is responsibility an important part of the 
job (v83) 

     

  YES NO 

    

Slovenia  72,8 27,2 

Denmark  47,5 52,5 

Is a high salary an important part of the 
job (v71) 

    

  YES NO 

    

Slovenia  87,2 12,8 

Denmark  53,9 46,1 
Is job security an important part of the 
job (v74) 

    

  YES NO 

    

Slovenia  88,4 11,6 

Denmark  50,2 49,8 

Is the job being interesting an important 
part of the job (v84) 

    

  YES NO 

    

Slovenia  91,6 8,4 

Denmark  65 35 
Is promotion an important part of the 
job (v75) 

    

  YES NO 

    

Slovenia  73,6 26,4 

Denmark  17,2 82,8 

Is status an important part of the job 
(v76) 

    

  YES NO 

    

Slovenia  75 25 

Denmark  10,9 89,1 
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Interpersonal trust 

 

Can people be trusted (v66)  

    

  YES NO 

    

Slovenia  21,7 78,3 

Denmark  66,5 33,5 

 

confidence in systems - parliament 
(v206)  

Is little pressure an important part of the 
job (v73) 

    

  YES NO 

    

Slovenia  71,3 28,7 

Denmark  13,9 86,1 

Is achievement an important part of the 
job (v82) 

    

  YES NO 

    

Slovenia  90,3 9,7 

Denmark  55,2 44,8 
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 V. much much little v. little 

     

Slovenia 5,1 20,2 52,9 21,8 

Denmark 5,2 43,4 44,7 6,7 

 

confidence in systems - social security system 
(v208) 

     

     

 V. much much little v. little 

     

Slovenia 11,5 35,2 45,5 7,8 

Denmark 8,9 58,2 30,2 2,8 

 

confidence in systems - justice system (v212) 

     

     

 V. much much little v. little 

     

Slovenia 10,5 33,2 42,2 14,1 

Denmark 16,2 62,2 19,2 2,3 

 


