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2.
INTRODUCTION

INTRODUCTION
In 2016 Helsinki Region Chamber of Commerce started Chamber of Multicultural
Enterprises (COME) -project as a part of At Work in Finland project, funded by
European Social Fund and Helsinki-Uusimaa Regional Council. In spring 2017 COMEproject organised Successful Multicultural Company campaign in cooperation with
Finland Chamber of Commerce and Ministry of Economic Affairs and Employment.

As part of the campaign, a competition to search for "successful multicultural
companies" was organised. The goal of the competition was to recognise
these companies and highlight positive testimonials and experiences they
have with multiculturalism.
The competition was executed via a survey conducted by the expert partner,
Hofstede Insights. The survey measures companies’ organisational cultures
and multicultural capabilities, and visualises to which extent the organisational
cultures of Finnish organisations enable or hinder the acceptance of
foreigners.
In the following pages we will walk you through the main findings of the
“Successful Multicultural Company” campaign.

3.
INTRODUCTION

THE PROJECT IN NUMBERS

45

In the period February to July 2017, a total of 45 organisations participated
in the COME campaign “Successful Multicultural Company”. Four
organisations were awarded in three different size categories and one
special category: Other Industry, Services (general), Services (IT), Retail
and Trade. The special category was created to reward an organisation
that has done exceptionally well in publicly celebrating the cause of
diversity and active foreign employment initiatives.

ORGANISATIONS

A high average response rate among the 3997 invited respondents
indicated a very high level of commitment and interest in the topic for
employees within the participating organisations.

58%

THE JURY
Chair of the jury was HR Director, Kirsi Mettälä (Skanska Oy). The
other members were: Permanent Secretary, Jari Gustafsson (Ministry
of Economic Affairs and Employment); CEO, Risto E.J. Penttilä (Finland
Chamber of Commerce); CEO, Minna Vanhala-Harmanen (Opteam Oy);
and HR Director, Antero Levänen (HOK-Elanto). Managing Director of
Hofstede Insights, Egbert Schram, was the jury’s expert representative.
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5.
CULTURE

"

SYMBOLS

The programming of the human mind by which one group

HEROES

of people distinguishes itself from another group.

RITUALS

Geert Hofstede

VALUES

Within organisations, we look at the practices that have been installed
to support certain behaviour. These practices are exemplified by the
6 dimensions of Organisational Culture. We measure those dimensions
with the “Multi-Focus model”*.
The different levels of Culture
This report analyses whether or not the organisational working practices
(OC) of the participating organisations support a multicultural mindset,
which we define as the ability of an organisation to accept those who
act, look, and think differently.
*More information via the following link: https://www.hofstede-insights.
com/models/organisational-culture/

3.
THE MULTIFOCUS
MODEL

As previously mentioned, the model we use as the scientific basis for
recognising a “Successful Multicultural Company" is based on the work of
Prof. Geert Hofstede in the area of organisational culture.

THE DIMENSIONS

In the report, six dimensions of the Multi-Focus Model are mentioned.
These six dimensions and their immediate relevance for affecting the
acceptance of those from different cultures are presented in the table
below.

of “Organisational Effectiveness”, Means Oriented - score 0, means that the

DIMENSIONS OF
ORGANISATIONAL
CULTURE

D1: ORGANIZATIONAL

RELEVANCE

TOWARDS GOAL
ORIENTED

LOW

NO IMMEDIATE
RELEVANCE
FOR DIVERSITY
ACCEPTANCE
TOWARDS EASY
GOING
TOWARDS
PROFESSIONAL
TOWARDS OPEN

INTERNALLY DRIVEN VS.
EXTERNALLY DRIVEN

EASY-GOING VS. STRICT
D4: FOCUS
LOCAL VS. PROFESSIONAL
D5: APPROACHABILITY
OPEN VS. CLOSED
D6: MANAGEMENT
PHILOSOPHY
EMPLOYEE ORIENTED VS.
WORK ORIENTED

primary focus of an organisation is focused on “how” work gets done, as
opposed to Goal Oriented - score 100, where the main focus is on “what”
gets done.

DIRECTION

HIGH

EFFECTIVENESS

D3: CONTROL

describes the main focus of an organisation. For example, on the dimension

CONTEXT IS ESSENTIAL

MEANS-ORIENTED VS. GOALORIENTED

D2: CUSTOMER ORIENTATION

When we talk about the dimensions, each dimension has two sides. Each side

MIDDLE
HIGH
MIDDLE
MIDDLE

TOWARDS EMPLOYEE
ORIENTED

The scores themselves do not function like a ranking score, they should
always be seen in the context of what is the work reality of an organisation.
For example, if safety is a critical element, an organisation scoring 100
on "Organisational Effectiveness" would be considered dysfunctional as it
points to a tendency to place production above safety.

3.
THE MULTI
FOCUS
MODEL

THE DIFFERENCE BETWEEN OPTIMAL AND ACTUAL
CULTURE
In this report, we will be using two terms that may be unfamiliar to you:
optimal culture and actual culture. This page will explain what they are
and how they differ.

THE OPTIMAL CULTURE
The optimal culture takes into account external factors which regulate
organisational reality, such as the amount of regulations, laws, levels of
competition, etc. Ignoring these would result in wishful thinking rather
than constructive results. In a traditional Organisational Culture Scan,
the optimal scores are defined by the management of the scanned
organisation, guided by a consultant. For this project, the optimal culture
was decided by the jury members, guided by the jury expert representative,
Egbert Schram.

THE ACTUAL CULTURE
Refers to the culture as measured among the employees of an organisation.

8.

WINNERS

THE WINNERS
SMALL COMPANY CATEGORY, UNDER 50 EMPLOYEES

HUONE EVENTS HOTEL

HUONE Events Hotel is a hotel-like event venue for business events and meetings founded in 2012 by Evon and Jussi Söderlund.
HUONE employs 12 people in Finland and 10 in their recently opened Singapore office. In Finland, HUONE has employees from 5
different nationalities.
HUONE has always identified itself as an international company by culture. The entire team enjoys working in a mixed group where they can learn
from each other via their different cultures and different ways of doing things. The mindset of HUONE is to grow into a global company and despite
being small, the entire diverse team shares the same vision of going international.
More information https://www.huone.events/

MEDIUM SIZE COMPANY CATEGORY, 50-250 EMPLOYEES

JS SUOMI OY

JS Suomi is specialised in multimedia brochures that have been specifically customised for clients’ needs. JS Suomi is part of a multinational corporation
that operates in 11 different countries. The Finnish branch was opened in 2009, and currently there are 58 employees in Finland. The first employee
with a foreign origin was hired in 2010 and now around 15% of personnel comes from foreign origin.
More information http://www.jssuomi.fi/uk/

9.

WINNERS

BIG COMPANY CATEGORY, OVER 250 EMPLOYEES

WSP FINLAND OY

WSP is a multidisciplinary consultancy company providing sustainable services in engineering, consulting, surveys
and design. WSP’s core competencies are environmental architecture and structural design. WSP Finland is
part of a global WSP and employs over 500 employees in Finland. At WSP, the multiculturalism stems first and
foremost from the diversity of different fields of engineering: people with different skills and professions work
together in the same projects. The languages and cultural backgrounds of the personnel vary, and English is
heard on a daily basis. Employees and people coming from outside Finland are crucial to WSP, that operates
in a field with a need for diverse workers.
More information http://www.wsp-pb.com/en/WSP-Finland/

HONOURABLE MENTION

BLUEFORS CRYOGENICS OY
BlueFors specialises in state-of-the-art ultra-low temperature cooling systems used especially for scientific
research in the field of quantum technology The company was founded in 2008 by Rob Blaauwgeers and
Pieter Vorselman. At present, BlueFors employs around 80 people, 16% of whom are of foreign origin; there are
people from 10 different nationalities working in the company. From the very beginning it has been clear for
BlueFors that a person’s background does not matter. What matters are the skills and qualifications, and how
well the person fits into the team and organisational culture. This is the best way to get the best brains. Diversity
creates the ability to change, brings new perspectives, and is fun. This company has succeeded in creating an
invincible combination of the best aspects of Finnish higher education and work ethic, and international sales
and innovation know-how. The personnel enjoy working in the inclusive and open atmosphere.
More information http://www.bluefors.com/

10.
FINDINGS

MEANS-ORIENTED VS. GOAL-ORIENTED

INTERNAL VS. EXTERNAL

EFFECTIVENESS

CUSTOMER ORIENTATION

THE MORE GOAL ORIENTED AN ORGANISATION IS, THE EASIER IT IS
TO ACCEPT DIFFERENT WAYS OF WORKING TO REACH THE COMMON
GOAL.

THIS DIMENSION IS MOST CLOSELY CONNECTED WITH THE
WAY EMPLOYEES RELATE TO THE CUSTOMERS (INTERNAL AND
EXTERNAL) OF THE ORGANISATION, AS WELL AS TO OTHER
STAKEHOLDERS (SUCH AS SOCIETY, GOVERNMENT, ETC.)

Most Finnish organisations that participated in the project scored
Goal Oriented.

//

The biggest gaps are seen in the "General Services" and the "Retail
Category", as they scored unexpectedly Goal Oriented.

//
//

Mid-sized organisations (51-250) mainly scored Means Oriented.

Small organisations (0-50) are usually rather more Goal Oriented (18
points higher).

//

Dimension
D1 Optimal
Score
Measured
Gap

For mid-sized organisations the biggest challenge is to find a
balance between standardising services and also tailoring them to the
needs of their clients.

//

As this dimension has no direct impact on the acceptance of
foreigners, the most important conclusion is that among the participating
organisations, each has found a relevant business model.

//

Other industry Services
(general)
60
55

Services (IT)
80

Retail and
trade
45

Dimension

64

77

77

68

D2 Optimal
Score
Measured

4

22

-3

23

Gap

Other industry Services
(general)
55
60

Services (IT)
75

Retail and
trade
40

51

56

71

56

-4

-4

-7

-4

11.
FINDINGS

LOCAL VS. PROFESSIONAL

EASY-GOING VS. STRICT

CONTROL

FOCUS

THIS DIMENSION REFERS TO THE INTERNAL STRUCTURES, CONTROL,
AND DISCIPLINE. AN EASY-GOING ORGANISATION ENABLES EMPLOYEES
TO THINK AND ACT DIFFERENTLY AND HELPS IN BECOMING MORE
INNOVATIVE

IN A LOCAL COMPANY, EMPLOYEES IDENTIFY WITH THE BOSS/
UNIT IN WHICH THEY WORK. IN A PROFESSIONAL ORGANISATION,
EMPLOYEES IDENTIFY WITH THEIR PROFESSION.
Most Finnish organisations measured seem to have found a level in
line with their industry average.

The more easy going a culture scores, the easier it is to integrate “others”.

//

"Other industry" and "Retail" scored too Strict Oriented. The focus on
too much control might impair organisations from retaining people that are
different from the norm, including foreigners.

Large Finnish organisations typically score more professional than
the mid-sized category.

//

Finding a balance between enabling innovation and cost control seems
to be a challenge for large Finnish organisations, and this translates into
difficulties with regards to accepting foreigners.

//

Dimension
D3 Optimal
Score
Measured
Gap

//

"Retail & Trade sector" focuses less on learning than other sectors.
Foreigners who generally require more time during on-boarding (e.g.
due to lacking Finnish language) to "settle in", might feel neglected (low
IDV) which can lead to demotivation, leaving or firing.

//

Dimension

Other industry Services
(general)
80
45

Services (IT)
20

Retail and
trade
75

57

47

36

47

D4 Optimal
Score
Measured

-23

-2

-16

-28

Gap

Other industry Services
(general)
65
70

Services (IT)
80

Retail and
trade
45

67

76

74

59

-2

6

-6

-14

12.
FINDINGS

OPEN VS. CLOSE

EMPLOYEE VS. WORK ORIENTED

APPROACHABILITY

MANAGEMENT PHILOSOPHY

IN AN OPEN CULTURE, NEWCOMERS ARE IMMEDIATELY
INTEGRATED. THERE IS A SHARED BELIEF THAT
ALMOST ANYONE FITS IN THE ORGANISATION. IN A
CLOSED CULTURE, SECRECY PREVAILS, AS A RESULT,
INFORMATION TRAVELS SLOWLY

IN A VERY EMPLOYEE-ORIENTED CULTURE PEOPLE FEEL
THAT PERSONAL PROBLEMS ARE TAKEN INTO ACCOUNT
BY MANAGEMENT. IN A VERY WORK-ORIENTED CULTURE
THERE IS INTENSE PRESSURE TO PERFORM THE TASK.
For this dimension we see a wider variety in what was
set as an optimal culture score and what we measured.

//

Finnish organisations who participated scored very
open which enables the easy and fast integration of
foreigners.
//

The participating organisations scored very Employee
Oriented.
//

Small Finnish organisations are more open than larger
Finnish organisations..
//

Dimension
D5 Optimal
Score
Measured
Gap

Smaller Finnish organisations are more Employee
Oriented than the larger ones.
//

Other industry Services
(general)
40
30

Services (IT)
15

Retail and
trade
25

Dimension

21

10

7

1

D6 Optimal
Score
Measured

19

20

8

24

Gap

Other industry Services
(general)
50
40

Services (IT)
30

Retail and
trade
45

35

26

28

21

15

14

2

24

13.
ADDITIONAL
QUESTIONS

ADDITIONAL QUESTIONS
In this chapter we zoom in on each of the 8 additional questions, including any interesting
findings with regards to differences in responses impacted by industry sector or
organisational size.

DO YOU SPEAK FINNISH?
What is interesting is that language does not seem to be a barrier in organisations
where culture is inclusive.

//
//

In larger organisations, however, language issues do seem to be more prevalent.

//

As expected, the IT services industry is where another language is most widely spoken.

DO YOU HAVE A COLLEAGUE WHO MENTORS FOREIGN WORKERS
IN SPEAKING FINNISH / SWEDISH?
Within the participating organisations 40% have reported a volunteer mentor function.
This might explain why the participating organisations are in general more functional than
we generally observe.

//

I speak broken Finnish/Swedish
I speak another language
I speak fluent Finnish/Swedish

In case people speak broken or no Finnish/Swedish, the working language is presumed to be English.

14.
ADDITIONAL
QUESTIONS

DO YOU FEEL THAT YOUR ORGANISATION SUPPORTS YOUR
CAREER DEVELOPMENT?
Among all the participating organisations, 59% indicated that their organisations
support their career development.

//

In larger organisations, the data seems to indicate that based on the employee
perspective larger organisations do not support active career development.

//

DO YOU FEEL YOUR ORGANISATION IS ACTIVELY LEARNING FROM
YOU?
When asked if their organisation is actively learning from them, the majority of
the participants in the survey responded "yes". There are, however, large differences in
responses between the smaller organisations (75%), and larger organisations, where as
little as 33% felt that their organisation was learning from them.

//

15.
ADDITIONAL

DO YOU FEEL THAT THE TOPIC OF LEARNING FROM CULTURAL
DIFFERENCES IS IMPORTANT FOR THE TOP MANAGEMENT OF YOUR
ORGANISATION?
While the answer is “yes” for most categories and sizes that participated, in the "Retail"
category over half of the respondents answered "no", which is a surprising finding given
the percentage of foreigners employed in retail.

//

DO YOU FEEL YOUR EMPLOYER IS ATTRACTIVE TO FOREIGNERS IN
FINLAND?
The vast majority (88%) of the participating organisations´ respondents indicate that
their employer is an attractive employer for foreigners in Finland.

//

Being an attractive employer can drastically reduce recruitment risks and costs. It is
worthwhile for organisations to invest in becoming known within the circle of foreigners
Finland has.

//

16.
ADDITIONAL
QUESTIONS

DO YOU FEEL THAT LANGUAGE CREATES DIFFERENT GROUPS ON
THE SHOP FLOOR?
We often hear that in order for people to integrate they must speak the main language
of the country in which they live; in this case, Finnish or Swedish. Yet, our results indicate
the opposite.

//

Within companies that we found to have an open mindset, organisational culture
enables the easy intake of foreigners despite language differences; these differences do
not create “language ghettos”.

//

The biggest risk for these “language ghettos” is within larger organisations, especially
in the “other industry” segment, as illustrated by the graph.

//

17.
ADDITIONAL

DO YOU ACTIVELY INTERACT WITH OTHER NATIONALITIES
OUTSIDE WORK?
Overall 60% of the respondents interact with other nationalities outside of
work. These interactions take place in pubs or social places such as coffee
houses. Language courses are not among the most popular places to meet other
nationalities.

//

In larger companies and in the "other industry" segment there seems to be
fewer people that actively mingle with other nationalities outside of work as shown

//

in the graph.

18.
IN A
NUTSHELL

The participating organisations in the Successful Multicultural
Company campaign show the path to successfully integrating
foreigners by being:

//

clear on the goals

//

fairly easy going
professional
quite open
very employee oriented

88% of employees working in diverse organisations
would recommend their own organisations as a good
employer.
The Most Successful Multicultural Employers have a strong
culture described as Goal Oriented, Easy Going, Professional,
Open and Employee Oriented. In such organisations a
"language mix" is experienced as a positive feature of the
workplace, and management is seen as wanting to learn from
employees and other cultures (75%).
Smaller companies (<50) are more likely (75%) to learn
from foreigner workforce and support career development
when compared to larger organisations (32%).

//

Retail seems to be the sector that stands out as having the
biggest challenges.

//

19.
RECOMMENDATIONS

2
Based on the results of this study, we recommend the following:

1
P R OV I D E C U LT U R A L
T R A I N I N G T O BOTH S I D E S

T E A C H

L A N G U A G E
R E L E VA N T

Organisations working domestically should ensure that the
language training happens on the job, as opposed to prior to a
job. Organisations working internationally should require Finnish
language only for relevant positions.

As shown in this report, language is a “non-issue” in companies
that have an organisational culture supportive of accepting others.
The most critical action is to help employees/management to
understand that we do things differently. Having more diversity
in the workplace enables organisations to adapt quickly.

W H E N

3
M E A S U R E

M I N D S E T S

Being inclusive enables organisations to help employees and
organisation to learn from one another.
Being inclusive makes it easier for organisations to accept those
that are different, and makes it clear to all that the key element
in their organisation is to work together towards a common goal
and to help each other to reach that goal.

20.
ANNEX

EFFECTIVENESS
Dimension

Services (IT)

D1

Other industry Services
(general)
60
55

Measured

64

Gap

4

SOCIAL FOCUS
Dimension

80

Retail and
trade
45

Services (IT)

D3

Other industry Services
(general)
65
70

80

Retail and
trade
45

77

77

68

Measured

67

76

74

59

22

-3

23

Gap

-2

6

-6

-14

CUSTOMER ORIENTATION
Dimension

Services (IT)

D2

Other industry Services
(general)
55
60

Measured

51

Gap

-4

APPROCHABILITY
Dimension

75

Retail and
trade
40

Services (IT)

D5

Other industry Services
(general)
40
30

15

Retail and
trade
25

56

71

56

Measured

21

10

7

1

-4

-7

-4

Gap

19

20

8

24

MANAGEMENT PHILOSOPHY

LEVEL OF CONTROL
Dimension

Services (IT)

D3

Other industry Services
(general)
80
45

Dimension

20

Retail and
trade
75

Measured

57

Gap

-23

47

36

-2

-16

Optimal Culture on each dimension was set by the jury.

Services (IT)

D6

Other industry Services
(general)
50
40

30

Retail and
trade
45

47

Measured

35

26

28

21

-28

Gap

15

14

2

24

21.
CONTACT

arabiankatu 12, 00650 Helsinki | info@hofstede-insights.com

