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Negotiation and Management Skills
In Cross-Cultural Perspective:

A Cross-Cultural Profile of Nepal, Britain and
Denmark

Abstract
Negotiation has been a regular phenomenon for Nepali executives from public,

private and non-governmental organization due to increasing international relations and
internationalization of businesses. This has augmented negotiators to be capable of and
sensitive to managing cultural differences to make the best out of the negotiations. Managing
cultural differences requires to understand others’ cultures and to deal it with properly.
Before forging negotiation, it is necessary that Nepali counterpart to have a well- cross-
cultural orientation and cultural profile of concerned country in mind. This profile is based
on the cultural dimensions propounded by the two scholars: Hofstede and Trompenaars.
Britain, Denmark and Nepal represent three distinct cultures of the world- Anglo-American,
Scandinavian and oriental or Asian cultures- respectively. Despite being representing two
different cultures, Britain and Denmark have some similarities characterized as
individualism, low power distance, low uncertainty avoidance and deal-focussing which
are entirely opposite to Nepali culture. However, in terms of Masculinity, Denmark is distinct
from that of Britain with the lowest degree of masculinity in the world. Nepali negotiators
and expatriates for Britain and Denmark need to have insight into cultural competencies
such as cross-cultural communication, managing cultural shocks, cross-cultural negotiation,
linguistics, uncertainty coping ability, cultural empathy, and ability to respond different
cultures with global mindset. In order for making their people equipped with these
competencies, organizations require starting with negotiators and expatriate development

programmes.

Shankar Prasad Adhikari*

*  Joint-Secretary

1. Introduction:
Culture is ‘‘the collective

programming of mind, which distinguishes
the member of one human group to
another…culture in this sense, includes

systems of values.’’ (Hofstede, 1984 cited in
Stephens, 2006, 271) Managing cultural
differences has been the most important issue
in the wake of rapidly growing government
to government and business to business
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international relationships. Against this
backdrop, this write-up attempts to briefly
shed light on the British and Danish cultures
and a comparison of them with that of Nepal
based on Hofstede’s (1984, 1991) and
Trompennars’ (1991) cultural dimensions.
Since Nepal being outside the purview of
their study, the status of cultural indexes of
India has been taken into consideration in this
study. As Nepal and India share the same
culture and religion basically built on
Hinduism, it can be said that apparently there
are much similarities in every respect of
cultural dimensions. This article has basically
three parts;  the first par t deals with
introduction whereas the second and third
part deal with comparative cultural profile of
three countries and recommendations for
managing cultural differences respectively.

1.1 Hofstede’s cultural dimensions:
Hofstede identifies four main dimensions
of culture (Browaeys and Price, 2008)
which are as follows:
1.1.1 Power Distance represents the

social distance between and
among people of different ranks
or positions.

1.1.2 Individualism reflects the extent
to which an individual relies on a
group (a collectivist approach) or
makes decisions, solves problems
and engages in productive
activity individually.

1.1.3 Uncertainty Avoidance is the
extent to which people feel
threatened by ambiguous
situations, and create belief and
institutions to avoid them.

1.1.4 Masculinity pertains to the degree
that societies reinforce, or do not
reinforce the traditional
masculine work role model of
male achievement, control, and
power. A high Masculinity score
indicates that a country stands
with a higher degree of gender
differentiation.

Hofstede’s cultural dimensions and
their status in the three countries are as
follows (Hofstede, 1984, cited in Stephens,
2006, 279): higher score indicates prevalence
of the high degree of particular cultural
dimension.

Cultural  dimensions 
India/ Indian  

sub-continent 
Britain Denmark 

 Power distance 77 35 18 

 Individualism 48 89 74 

Uncertainty  avoidance 40 35 23 

Masculinity 66 66 16 

 

Table 1
Hofstede’s cultural dimensions of the three countries
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1.2 Trompenaar’s cultural dimensions
Trompenaars (1993) has identified the
six dimensions of culture which are as
follows:
1.2.1 Universalism: The Universalise

approach signifies a rule driven
culture and prefers respecting
rational and logical approach in
the belief of respecting the
universal rules. High
universalistic countries include
Canada, USA and UK.

1.2.2 Particularism:  A particularistic
culture is based more on people
relationship (e.g. ‘guanxi’ in
China) and may encourage more
flexibility in the interpretation of
rules. Particularist countries may
include China, Japan, Thailand
and other Asian countries.

1.2.3 Affective vs. Neutral: This
dimension relates to the extent of
emotional behaviour found in a
culture. In affective cultures, such
as in Italy, emotions are revealed
more openly in organisation than
they are in neutral cultures, such
as in Japan and Germany where
such openness would be frowned
upon, and where people might
find emotions difficult to handle.

1.2.4 Specific vs. Diffuse : In a specific
culture, Trompenaars argues that
managers separate their work
relationships from other
relationships that is manager
subordinate relationship may be
observed at work place but at the
squash club people are called
using first-name terms and treat

others as equals. This contrasts
with the behaviour in a diffuse
culture, where the relationship at
work influences all relationships
outside work. So, a subordinate at
work would be very cautious about
approaching his or her superior
outside work unless the superior
initiates showing non-formality.

1.2.5 Time as sequence vs. time as
synchronisation: Time as
sequences suggests a rational,
linear approach to issues that is
one step at a time which can be
found in Anglo-American
countries: such as in US, UK etc,
whereas time as synchronisation
suggests that time is seen as
circular with possibility of
parallel activities at a time that
can be found such as in China,
Japan, India, Nepal and other
Asian countries.

1.2.6 Inner directed vs. outer directed:
This dimension is concerned with
the way people deal with natural
and human environment. For
example countries like the USA
and Switzerland where there is a
belief that individual should seek
to control the natural and human
environment are belonged to
inner-directed culture. However,
Chinese people attach importance
to nature and environment and
aim at establishing harmony with
nature and human which is central
belief to both Confucianism and
Buddhism are belonged to outer
directed culture.
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2. Cultural Profile of Nepal
2.1 Based on Hofstede’s cultural

dimensions
Being based on Hofstede’s study on

India, with similar socio-cultural background,
Nepal belongs to high power distance country
with caste-based social hierarchies. Nepalese
society has a deep sense of fatalism and as
Richard D. Lewis (1996) notes this removes
any stigma attached to failure. Hence,
organizations are characterized as
centralization of power and taller structures
(Browaeys and Price, 2008). Preference to
work in a group, perceiving themselves as
organizational family members, and diffusely
related work life and private life are the
features of low individualistic (Gately et all.,
1996) Nepalese society.

Moreover, resistance to any kind of
change accompanied with preference to job
security, enjoying work based on rules and
regulation, orientation to risk aversion are the
evidences of having high uncertainty
avoidance (Gately, et all., 1996) of Nepalese
society. In addition, achievement, status and
wealth are norms and values of society that
expects managers to be assertive for huge
investment and robust growth. Gender based
division of labour with a very few women in
high positions are the realities. Nepali society
is going through high level of conflict and
organizational interference on private life
seems quite legitimate.

2.2 Based on Trompenaars' cultural
dimensions
Firstly, Nepali people focus more on

managing relationship and trust rather than
obeying formal rules and procedures willing
to bend them for helping their own people.

Secondly, as a high affective culture,
Nepalese reveals their emotions openly in
organizations (Hofstede, 1984, cited in
Stephens, 2006). People from emotional
cultures ‘‘smile and greet each other with
great deal of enthusiasm’’ (Hodgetts and
Luthans, 2000, 128).

Thirdly, determining one’s status by
what a person is and with no separation of
private and public life are the reasons for
being an ascribing Nepalese society. Nepalese
see time as circular rather than as sequential,
in effect, easily perform different tasks at a
time without sticking to time table. Fourth,
people and organizations being outer-directed
show flexibility and harmony in interacting
with other people and environment (Hodgetts
and Luthans, 2000). Finally, Nepalese
managers are expected to be high moral
oriented, strongly focussed on organizational
compliance and competency.

3. Cultural profile of Great
Britain

3.1 Based on Hofstede’s cultural
dimensions:
The legacy of class consciousness

among the elites is lessening and average
persons in the UK are egalitarian (Harris et.
al. 2004); organizational structures are flat
and power is decentralized (Hodgetts and
Luthans, 2000). Moreover, British managers
are less bureaucratic, more flexible and
ambitious; British managers present
themselves as change and strategic oriented
(Gately et all., 1996). As they work
independently in unstructured situation,
believe in achievement, success and
informality.
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According to Hofstede (1991),
British society attaches importance to
performance rather than relationship, and is
characterised as highly individualistic. They
embrace self-determination through personal
time, liberty and challenge at work place.
Instead of relationship, trust and confidence,
contractual transaction determines work and
activities in the organization.

In addition, British mostly believe in
assertiveness, challenge, achievement and
earning money through huge investment with
robust growth (Hodgetts and Luthans, 2000).
Expectation of high level of performance and
career development creates stress in the work
place. As a high masculine society, few
women are in high-ranking positions.

3.2 Based on Trompenaars’ cultural
dimensions:
British are deal-focussed irrespective

of situation and presents themselves as rule-
driven and stick to what they suppose to do
that show a Universalist face of British
society (Hosdgetts and Luthans, 2000). They
separate work from other relationships and
provides subordinates with opportunities to
mix up with their  bosses and to be
extroverted. Besides, in offices individuals
have a large public space where any people
can enter and share.

Although English society is a little
bit hierarchical, they mostly believe in
achievement rather than who and what a
person is. For instance, people attach more
importance to a high achiever employee
rather than a CEO of the company. In terms
of t ime dimension,  they take time as
sequence, a rational and linear approach to

issues (Hofstede, 1991). They prefer
sequencing of time and tend to perform one
task at a time. They manage time in a planned
way and believe in short- term orientation in
terms of relationship to people. British people
are inner directed which means that they are
the masters of their own fate (Hodgetts and
Luthans, 2000). They feel uncomfortable as
the situation gets out of control and show their
dominating attitude towards the surrounding
environment.

3.3 Comparison between Nepal and
Britain
British negotiators may seem more

‘‘deal focussed, individualistic, formal, direct,
reserved, and monochromic counterpart’’
(Gasteland,  1999, 233) for Nepalese
negotiators. The negotiating team leader can
make spot decision because they are
authorised to decide individually and assume
high degree of responsibility. So, Nepalese
counterparts have to be prepared for rational,
professional arguments and a ‘let’s get down
to business’ attitude is required in negotiation
process.

As British society a little bit believes
in referral, recommendation and testimonials,
though not compulsory, it will be better to
seek such referral and recommendations
before making appointment (Gasteland,
1999). However, maintaining punctuality is
the utmost requirement for Nepalese
counterpart. British society has less power
distance and formality in social interactions
than that of Nepalese. Due to the increasing
usage of electronic mail, younger people are
becoming less formal; the use of given name
at first instance is common in non-formalizing
the interaction process.
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It will be for Nepalese counterpart
not to mention of individual titles, skills,
experience and achievement in the course of
negotiation to make them impressed. ‘‘Using
understatement, large space bubble, low-
contact body language and restrained gestures
in their preference, keeping a ‘stiff upper lip’
which make British reserved’’ (Gasteland,
1999, 234). Upper class British favour vague
oblique language while others speak more
directly, and they seldom interrupt their
counterparts while bargaining.

In this context, becoming less
extroverts and coming directly to the point
of discussion will be better for Nepalese.
Using MR. Mrs. Miss or Ms. until your
counterpart suggests switching to given
names will be better. Likewise, saying ‘Sir’
and ‘Madam’ as a sign of respect does not
work in Britain; it rather irritates people.
England is not a gift giving culture. A better
idea is to invite your counterparts to dinner.
Not too many handshakes except light ones
are acceptable in meeting. Some women
choose to not to offer their hand. Keeping an
arm’s length distance with a 90 degree angle
to each other and eye contact while talking,
is common. Touch behaviours like ‘‘back-
slapping, elbow- grabbing and arm- around
the shoulder pointing your index fingers,
instead indicate direction with nod of your
head are taken as slightly vulgar ’’.
(Gasteland, 1999, 235)

Furthermore, if invited in English
home, bring chocolates, liquor, champagne
or followers; avoid white lilies (only for
funeral) and red roses (unless you wish to
signal a romantic interest). Be sure, to send
along a hand written ‘thank- you note’ the
next day. During having pub lunches avoid

talking business unless your British
counterpart clearly initiates such a discussion
(Gately et all., 1996).

Patrons take turn ordering drinks.
When ordering drinks at the bar, catch the
publican’s eye and say: ‘another pint please!’
rather than shouting or silently holding up
your glass for a refill (Gasteland, 1999, 236).
In fact, ‘please’ and ‘thanks’ are very
important words throughout Britain.

Nepalese counterpart better will be
keeping in mind that British people are turned
off by exaggerated claims and prefer straight-
forward and factual presentation (Gasteland,
1999). Some humour is acceptable but be
aware of too much that really makes the mess
of presentation. In negotiation, they may put
a safety margin in their opening position so
as to leave scope for large concessions.
Nepalese have to take in to consideration of
these realities.

Likewise, it is better doing
homework at  the best with sufficient
information in hand. As they believe in factual
information and logic, Nepali side has to be
accompanied with technical advisors and
expert knowledge to convince the counterpart
and to be respectful to their knowledge and
information would count in the negotiation.
For Nepalese, decision making in England
may seem quite faster. People expect to be
written of the fine points of legal aspects and
tend to relay on terms of contract in settling
disputes (Gasteland, 1999, 237). Invoking
non-contract issue is treated suspiciously.

Nepalese have to be quick decision
makers through efficiently preparing
judicious mix of agendas. Besides, try to
incorporate as much things as possible in the
agreement paper before handing over to the
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counter part. Nepalese need to ensure that the
opportunities are there for Nepalese side in
the broader scope of agreement. Most
importantly, meeting deadline and getting
things done on time heavily count for the
future negotiation (Hodgetts and Luthans,
2000). Furthermore, be aware of the core
competence or continuity that the other party
intends to carry with it into the future.

4. Cultural profile of Denmark
Decentralized power, flat

organizational structures going with
competent employees at the bottom level
require low ratio of supervisory staffs that
characterized as low power distance in
Danish organizations. Low uncertainty
avoidance may not go hand in hand with high
masculinity (Hodgetts and Luthans, 2000,
121). Independency, flexibility and change
orientation accompanied with strong believe
in achievement, success and ambition that
make Danish manager more strategic
oriented. Being less bureaucratic and more
inclined towards interpersonal relationship,
they seldom believe in formality and large
organizations. Besides, having been
emotionally neutral and less anxious about
future, they, as a risk-taker, can make
decisions individually. Being ambitious
people, level of turnover is quite high.

Danish society is highly
individualistic which attaches importance to
job security, tolerate self-determination
through personal time, liberty and challenge
at work place (Gately et all., 1996). Since
competency and market based selection
criteria are practised, people in organization
exhibit self-motivation towards performance
(Hodgetts and Luthans, 2000). Taking

employment contractually and segregating
personal and work life, people seldom are
guided by relationship, trust and confidence
in organizations.

Guiding by the mantra of ‘caring for
others and quality of life,’ Danish   (Hodgetts
and Luthans, 2000, 118) society is
characterised by the lowest masculinity in the
world. So, people tend to place more
emphasis on teamwork, sociability, job
securities and making group decision. Work
places tend to be less stressful and managers
prefer allowing autonomy and responsibility.
Managers are compassionate and attach
importance to provide with quality of life,
cooperation and friendly environment. They
prefer collective decision making with good
working environment that lead to less
industrial conflict and job stress. They
delegate power and allow autonomy to the
subordinates.

Focussing more on social adaptation,
they opt for micro enterprises and
environment friendly technologies. There are
large numbers of women in higher position,
there is no need to become that much assertive
as English tend to be, and there is low
industrial conflict in Denmark. Unlike
Nepalese who often use vague and indirect
langue, Danish, most often than not, say what
they mean and mean what they say. As a
highly egalitarian society, Danish are more
informal in addressing each other and
dressing up than those people of hierarchical
culture.

4.1 Comparison between Nepal and
Denmark:
Danish business dealing and

negotiating style is more deal-focussed than
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those of British. They tend to be moderately
informal, relatively monochromic and quite
reserved. They strongly abide by the letter
and spirit of the written agreement and refer
the agreement in subsequent disagreement if
any. Danes believe in punctuality and rigidity
in time table and deadlines. Restraining in
paraverbal and nonverbal communication,
most of them can speak English; some of them
can speak German too (Gasteland, 1999). To
deal with deal-focussed Danish, Nepalese
have to enter directly in to the agendas. In
this context, Nepalese counterpart requires
to follow the tips as mentioned in the chapter
3 with regard to British counterpart.

Danes are unassuming and modest
with self-efface often mumble their names
when introducing themselves and understate
their achievement and make self-deprecating
remarks. So, showing self promotion and self
confidence are not desirable for them
(Schramm-Nielsen, 2001). At the meeting,
they directly get down to business after a short
talk. Thus, Nepalese need not to spend more
time in building rapport. Equally important
is not to using artificial deadlines as pressure
in negotiating since it is taken as irritating
practice by Danes. They upset by the hard
sell tactics of international negotiation. Well-
presented and straight line approach with no
inflated claims is acceptable.

Enriched by the ‘Nordic egalitarian
code of conduct’ called ‘jantelov’ or ‘Law of
Jante’ Danish society inculcates the value that
no one is superior to others (Gasteland, 1999,
242). Nepalese from less egalitarian society
in dealing with people of classless
organizational culture and structure have to
be cautious. Danish perceive time as linear
and not likely to perform one task or attending

many people at a time. However, Nepalese
can handle different jobs simultaneously at a
time.

5. Major areas of differences
between Nepal and duo
countries
Differences in management styles

and behaviours are obvious since western and
eastern cultures are shaped by differing ideals
if we analyse the very deep rooted genesis of
civilizations. The decision making style of
Britain and Denmark are based more on
participation than that of Nepal due to the
low degree of power  distance in their
societies.

Nepalese in duo countries may have
to face with the reserved and individualistic
behaviour of the people. Position, age, social
hierarchy are the determinants for recognition
to Nepalese may wonder when working in
Britain and Denmark. Unlike in Nepal, the
interaction of managers with junior staffs
openly is taken as normal behaviour in duo
countries. Likewise, Nepalese can express
their emotions in work place will have to
remain without expressing it would be a
difficult situation for Nepalese in duo
countries. For instance, Nepalese manager
may likely in expressing emotions other just
amazed with this situation and the agenda of
business would be left undone.

Conflicting scenarios may appear for
Nepalese in duo countries in terms of
organizational structures, span of control,
working procedures, styles of interpersonal
relationships, degree of authority delegation.
Other differing areas for them would be of
the value judgement of time since Nepalese
are accustomed to flexible time frame. In
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contrast to Nepalese, British and Danish
managers are more time focussed and take it
as a linear basis doing specific task in time.
High masculinity in Denmark will really
astonish Nepalese negotiators and Nepalese
expatriates.

6. Contribution of cultural
intelligence
Cultural intelligence is the personal

capabilities, underlying characteristics and
behaviour that drive superior performance at
work across national boundaries. There are
three components of cultural dimensions-
cognitive, physical and emotional. (Earley
and Mosakowski, 2004)

At present, expatriates are
encountering strange personal chemistry and
cultural conflict; cultural tempos and taboos
are becoming more uncontrolled, in effect,
mergers and alliances are on test (Kilburn,
1999). Past studies on strategic alliances
reveal that not too many of them
accomplished outcomes as were envisaged
earlier (Elmuti and Kathawala, 2001). In the
context of negotiation, the focus needs to be
on managing cross-cultural differences so that
the areas of risk and reasoning for probable
failures could be identified before starting
with negotiations. As studies show that sixty
percent of corporate strategic venture failures
are attributed to ineffectiveness of managing
cultural differences with those of the host
countries, the cross-cultural management has
to be taken as an important content of
management training and education
(Kalmbach, and Roussel, 1999).

Against this backdrop and as
analysed differences, Nepali negotiators in

the process of negotiation and the expatriates
going to Britain and Denmark have to bear
in mind that cultural competencies such as
cross-cultural communication skills, skills
managing cultural shocks, cross-cultural
negotiating skills, linguistic ability, ability to
cope with uncertainty, cultural empathy,
ability to respond different cultures, global
mindset, cognitive competency are highly
desirable. Making people equipped with these
competencies, organizations require starting
with negotiators and expatriates development
programmes.

7. The ways of improving
Cultural Intelligence (CQ)
Earley and Mosakowski (2004) have

suggested five steps of developing CQ as
follows:

Firstly, assessing one’s cultural
strengths and weaknesses through self
assessment instrument, simulated business
encounter model and 360- degree feed back
modality. Secondly,  selecting training
programme focussed on ones’ areas of
weakness such as developing analogical and
inductive reasoning. Thirdly, people with low
motivational CQ, might be given series of
simple exercise such as finding the place for
buying news paper,  greeting people,
transacting with shopkeepers to demanding
activities like appraising performance.
Fourth, organizing personal resources for
supporting the programme one has chosen.
Availability of time and resources are
assessed properly.

Fifth, the person is taken to the
cultural setting to coordinate his/her personal
plans with others to whom s/he has to deal
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with. If one understands perfectly he would
explain others about the patterns. Finally,
individuals would reassess the effectiveness
of the training after collecting feedback from
different evaluators. If need be one may have
to undergo further training in specific areas.
To be specific, having been the vast cultural
differences of Nepal with those of Britain and
Denmark, Nepalese expatriates and
negotiators need a week long cultural
orientation programme. Another can be
cultural intelligence experiential learning
exercise designed to enhance awareness of
self and of others with emphasis on cultural
similarities and differences.

8. Conclusion:
Failures in managing cultural

differences have been attributed to most of
the failures of negotiations and strategic
business alliances. Deep rooted cultural
values have its manifestations and effects in
business that have to be appropriately
responded. Managing people and
organizations in entirely different cultural set
up requires a great deal of cultural
intelligence of the managers. Britain and
Denmark are characterized as highly
individualistic societies with low level of
uncertainty avoidance, low level of power
distance and peculiarity of Denmark in terms
of distinctly low level of masculinity. Hence,
Nepalese negotiators and expatriates need to
have gone through a cultural orientation
programme before starting their jobs.
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