Culture and Outsourcing - Questionnaire
The following questionnaire is created to collect information about the effect of cultural differences on software outsourcing. The survey is conducted as part of a study I am doing as a student of Örebro University Business School in Sweden. However I have also got 15 years of personal experience working with Software outsourcing in India.  In case you are not the best person to answer, please feel free to pass on this questionnaire to other people in your organisation.

You are answering as an individual, and we will only use the information in aggregated form. Your name or other details will not be mentioned. We will also send you a report of the outcome of this survey. Thanks a lot for your participation
1. Which of the following describes your role best

	Decision maker for ordering of outsourcing services (Customer)
	 FORMCHECKBOX 
 

	In charge of providing outsourcing services (Vendor)
	 FORMCHECKBOX 


	Responsible for cross cultural training
	 FORMCHECKBOX 
 

	Western Bridge Person (Working in India permanently or from time to time to bridge the cultural gap)
	 FORMCHECKBOX 
 

	Indian Bridge Person (Working onsite permanently or from time to time to bridge the cultural gap)
	 FORMCHECKBOX 
 

	Other, please specify                     
	 FORMCHECKBOX 



2. This document assumes that the provider and consumer of outsourcing services are different companies; this is not always the case so which of the following is true for you?

	Customer and Vendor are separate companies
	 FORMCHECKBOX 
 

	Outsourcing is internal within one organisation
	 FORMCHECKBOX 
 


3. What is the size of the organisation are you working with?

	1-50 employees
	 FORMCHECKBOX 
 

	51-500
	 FORMCHECKBOX 
 

	501-5000
	 FORMCHECKBOX 


	5001-
	 FORMCHECKBOX 



4. How many years experience do you have in your current role?
     
5. How many years total relevant experience?
      
6. Please grade the following challenges in software outsourcing based on the importance of the challenge? (1=Most, 5=Least)
	Challenge
	  1       2      3       4      5

	Unclear expectations
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Unclear requirements
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Poor communication skills
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Cultural differences and misunderstandings
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Poor governance
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Poor quality of deliverables
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Overruns
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Late deliveries
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Other challenges, please specify               
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 



7. Grade how challenging you find the following cultural differences? (1=Most, 5=Least), for more detailed descriptions of the differences, turn to last page.

	Cultural Challenge
	1       2      3      4      5

	Individualism—Collectivism
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Power Distance [Participative—Hierarchical Orientation]
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Uncertainty Avoidance [Risk—Structure Orientation]
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Masculinity—Femininity [Task—Relationship Orientation]
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Attitudes toward Time [relative emphasis on the importance of the past, present, or future]
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Tacit Knowledge (assumption based differences) in regards to requirements
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Face Saving Cultural aspects
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Time (delay) related Aspects (late deliveries, and communications about delays)
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Other Cultural challenges, please specify                           
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 



8. Do you give cross-cultural training to your staff?

	Yes
	No

	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
   


If Yes which categories do you train

	Category/

Type of training (please fill in type in the field above each column)

	Description:

     
	Description:

     
	Description:

     
	Description:

     

	Project Managers
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   

	Project/Team Leaders
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   

	Analysts/Architects
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  

	Software Engineers
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  
	 FORMCHECKBOX 
  

	Freshers/Juniors
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



9. On projects, in average, how often do you send status reports to your customers / demand status report from your vendor?                        
10. Grade the effectiveness of the following methods to overcome cultural differences (1=Most, 5=Least)
	Method
	1       2      3      4      5

	Face to face meetings
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Video conferencing
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Teleconferencing
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Emails
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Prototypes
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Wikis
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Cross Cultural training
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Other, please specify                         
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 


	Other, please specify                        
	 FORMCHECKBOX 
     FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 
    FORMCHECKBOX 



11. Please feel free to give us other comments on cultural challenges and solutions that you would recommend;                        
12. Can we contact you again if we need more information?

	Yes
	No

	 FORMCHECKBOX 
   
	 FORMCHECKBOX 
   


Name: 

                      
Email:  

                      
Telephone:
                      
Explanations to some of the concepts

 Individualism—Collectivism
This dimension describes differences in how respondents view the focus of their work—as a fundamentally solitary, individual activity, in which credit or blame, reward or punishment, falls on the individual; or as a collective or team enterprise, in which the group receives credit, blame, reward or punishment.
Example:  In Hofstede's study, the U.S. is the most individualistic country.  Those coming to work in the U.S. from any other country (here for the moment and in future examples discounting individual differences) should therefore feel themselves relatively unsupported upon their arrival.  They may feel a bit as if they were dropped into the U.S. work environment to sink or swim on their own.  
Power Distance [Participative—Hierarchical Orientation]
This dimension differentiates participative and hierarchical workplaces.  In high-power-distant organizations, the flow of decision-making and responsibility is top-down; in low power-distant organizations, the authority may be expressed in coaching rather than ordering, and responsibility may be devolved. For example:  If a high-power distance subordinate is matched with a lower power-distance supervisor who prefers coaching to providing strong direction, the subordinate may feel a sense of bewilderment or resentment at what is perceived as a lack of direction.
Uncertainty Avoidance [Risk—Structure Orientation]
This dimension discriminates between those who prefer a highly structured work environment to those who prefer not to be encumbered by rules, regulations, and red tape.
For example:  A work environment in which every person has his or her own distinct work, and is provided with clear guidelines, and for which there are predictable long-term rewards and benefits, is preferred by those with a high need for certainty.  Government and university offices are typically so structured.  In other cultures and workplaces (the software industry in the U.S., for example), rules and regulations are perceived as barriers to creative development or to entrepreneurial advances.  This end of the scale is inhabited by those with a preference for risk.
Masculinity—Femininity [Task—Relationship Orientation]
This scale, originally conceived by Hofstede to differentiate between country cultures that emphasized "masculine" traits of task and achievement and "feminine" traits of relationship and concern for quality of life, is now focused (in the Culture in the Workplace Questionnaire™) on the traits themselves, since it is at best a matter of controversy as to whether those specific traits and genders are linked in all cultures. For example:  In some cultures and workplaces people must form relationships before they can work together effectively; often in these workplaces the quality of life issues (family leave, child-care centres, and aesthetic factors in the workplace) are also of importance.  On the opposite side of the spectrum deals are often done by complete strangers with nothing but a formal agreement to affirm the arrangement.  In such places, task accomplishment can be accomplished without much attention to forming relationships.
Attitude towards time

In some cultures people are focused on the exciting future, while in other people are more focused on the present and the glorious past.
Timeliness
Being on time for meeting, delivering on time, when not able to deliver on time, giving indications early. When not able to be on time for meeting, calling and informing early. etc. 

Tacit Knowledge

Mainly intangible knowledge that is typically intuitive and difficult to record. Often it is knowledge which people carry in their minds and is, therefore, difficult to access. Often, people are not aware of the knowledge they possess or how it can be valuable to others. Tacit knowledge is considered more valuable because it provides context for people, places, ideas, and experiences. It is subconsciously understood and applied. It is typically shared through face to face contacts or by jointly experiencing the situation. It is also part of a person’s individual experience; hence it is not easily communicated to others. Examples of tacit knowledge are insights, hunches, and intuitions. Tacit experience is sometimes passed from one person to another by close association for a prolonged period of time, such as from a mentor to the person s/he is mentoring.  Tacit knowledge can also be embedded within the culture of an organisation. It is also known as implicit knowledge.
Face saving cultural aspects

While some (western) culture’s can be very straight in how to communicate facts, like delays, lack of knowledge, non ability to do or deliver etc., in some (Asian) culture’s people would generally hesitate to admit the same. If you ask Asians how to get to a certain place, you may be given directions, even though the person you asked did not have a clue. Also someone in a shop may ask you to come back tomorrow, though s/he may not know when and if the goods would be in. From the Western view this behaviour may seem like a lie, while from Asian side the Western straightness may be perceived as bluntness. Since people from the same culture would know that certain face saving approaches may be a polite way of saying no, it would not be perceived negatively within the culture itself, and vice versa as Westerners would often not perceive a ‘no’ as blunt but as honest and straight. The problem only occurs when people from such different cultures works together.
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