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Abstract 

Due to the nature of globalization, new strategies have been designed to break into new 

markets. Joint Venture is a common strategy to enter new markets and by using a Joint 

Venture, companies share risks and establish new contacts with local knowledge. Brazil is a 

market where foreign investors gain more and more interest. Brazil's economy is growing fast 

and made well during the global financial crisis. The middle class in Brazil is constantly 

growing and for the first time, poverty is not a majority in Brazil. 

In an International Joint Venture (IJV), it is usually a foreign company establishing a 

partnership with a local company. Often, IJVs fail because companies have problems 

collaborating, depending on different variables. In this thesis, we chose to analyze the cultural 

barriers in a Brazilian-Swedish IJV on the Brazilian market. The purpose of this thesis is to 

gain an understanding and describe cultural barriers in an IJV partnership, and high-light 

those to increase the chances for successful IJVs between Brazilian and Swedish companies 

in the future. 

This thesis is qualitative, with an abductive approach, in order to gain a deeper and better 

understanding of experienced barriers. We have chosen to see culture from both a national 

and an organizational perspective as earlier research has showed that national culture affects 

the organizational culture within an IJV. Using Hofstede's (1991) four dimensions of national 

culture and Wilson’s (2001) four factors influencing the organizational culture, we have 

conducted four interviews in two Swedish-Brazilian IJV companies located in São Paulo, 

Brazil. The companies we have chosen to interview have been small or medium-sized 

manufacturing. Interviews were conducted face-to-face in a comfortable environment for all 

respondents. In our analysis, we used matrices to make it easier to see what differences and/or 

similarities there are between the case-companies. 

Results of this study, demonstrate that the experiences from the two case studies are well in 

line with each other. The organizational structure in Brazil has been perceived as more 

hierarchical than the Swedish vertical and more open structure. This in turn, has strengthened 

the differences in communication between managers and employees, which been perceived as 

more top-down in Brazil than in Sweden. Our conclusion is that cultural barriers have been 

perceived, in the perception of the leaders’ expected behavior, language barriers, differences 

in planning and management of uncertain situations, Brazil's more family-oriented society and 

close relationship between private life and work in the Brazilian market. 

Several of these barriers have been experienced during the early start-up of an IJV, something 

we believe increases the importance of being well prepared for cultural barriers that may 

arise. The importance of an agreement upon the structure and policies at the company at an 

early stage is crucial, to reduce future possible conflicts. Show mutual respect and 

understanding for one's partners’ culture and experienced cultural barriers, use these to avoid 

any negative effects, and instead create a positive impact for the IJV. 
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Sammanfattning 

På grund av globaliseringen har nya strategier tagits fram för att ta sig in på nya marknader. 

En strategi är att använda sig av ett Joint Venture-samarbete för att ta sig in på en ny marknad 

och genom det minska risker och nya kontakter med lokal kännedom skapas. Ett land som allt 

fler investerare fått upp ögonen för är Brasilien. Brasiliens ekonomi är på snabb framfart och 

klarade sig relativt bra under den globala finanskrisen. Medelklassen i Brasilien växer 

ständigt och för första gången är fattigdomen inte en majoritet i Brasilien.  

Många Internationella Joint Venture (IJV) misslyckas på grund av att företagen inte 

kommer överens, det kan bero på många olika variabler, men i den här uppsatsen har vi valt 

att analysera de kulturella barriärer som uppstår i ett Brasiliansk-Svenskt IJV. Syftet med den 

här uppsatsen är att öka förståelsen och beskriva de kulturella barriärer som upplevts i IJV 

samarbeten för att öka chanserna för lyckade IJV mellan Brasilianska och Svenska företag i 

framtiden.  

Uppsatsen har en kvalitativ abduktiv ansats för att få en djupare och ökad förståelse för vilka 

barriärer som existerar. Vi har valt att se på kultur ur både ett nationellt och ett organisatoriskt 

perspektiv, då tidigare forskning har visat på att nationell kultur har en stor påverkan på den 

organisatoriska kulturen i ett IJV. Med hjälp av Hofstedes (1991) fyra dimensioner om 

nationell kultur och Wilsons (2001) fyra faktorer som påverkar den organisatoriska kulturen 

har vi genomfört fyra intervjuer på två Svensk-Brasilianska IJV-företag lokaliserade i São 

Paolo, Brasilien. Bolagen vi valt att intervjua har varit små- eller medelstora bolag som 

finansieras genom tillverkning. Intervjuerna har skett ansikte-mot-ansikte i en bekväm miljö 

för samtliga respondenter. I analysen har vi använt oss av en matris för att lättare se vilka 

skillnader och/eller likheter som finns mellan case-företagen. 

Resultatet av studien visar att upplevelserna från de två fallstudierna stämmer bra överens 

med varandra med undantag för små skillnader. Organisationsstrukturen i Brasilien har 

upplevts som mer hierarkisk än den Svenska vertikala och mer öppna strukturen, vilket har 

förstärkt skillnaderna i kommunikation mellan chef och anställd som har upplevts som mer 

enkelriktad i Brasilien än i Sverige. Vi har även dragit slutsatsen att det upplevts kulturella 

barriärer, i synen på ledarens förväntade beteende, språkbarriärer, skillnader kring planerande 

och hantering av osäkra situationer, Brasiliens mer familje-orienterade samhälle och den nära 

relationen mellan privatliv och arbete på den Brasilianska marknaden.  

Flera av dessa barriärer har upplevts under ett tidigt skede i uppstarten av ett IJV, vilket vi tror 

ökar vikten av att vara väl förbered på vilka kulturella barriärer som kan komma att uppstå. 

Vikten av att i ett tidigt skede etablera strukturer och policys i företaget, för att minska 

framtida eventuella meningsskiljaktigheter. Visa en ömsesidig respekt och förståelse för 

samarbetspartners kultur och de kulturella barriärer som upplevs, utnyttja dessa för att 

undvika negativa effekter och istället skapa en positiv effekt för IJV sammarbetet.  
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1. Introduction 

The introductory chapter provides a background to globalization, International Joint 

Ventures (IJV), culture and resource dependency theory (RTD). This background is then 

followed up by a problem discussion which leads to the thesis research question and the 

purpose of this thesis. 

1.1. Background 

Economy has always been strongly related to globalization; due to advancements in 

technology, cross-border interactions between countries between countries have certainly 

improved during recent decades (Bin Ahmad, 2011). Nationally-based companies are facing 

new competitors outside their national boundaries, but also new opportunities and new 

exciting markets. Due to increases in international trade, companies are tending to look 

towards international markets (Kirby & Kaiser, 2003). Globalization is good for competition 

and competition provides better prices and quality to customers, with competition forcing 

companies to become more innovative and to be constantly flexible (Kirby & Kaiser, 2003). It 

has been proven that wages, in countries integrating their economies with the rest of the world 

will grow faster, thus opening one’s market to investment can be important in an emerging 

market scenario (Rama, 2002). Globalization, or the third wave of internationalization, as 

some authors describe it, increases the importance of the emerging markets. Firms from more 

mature markets want, and try, to establish themselves in upcoming markets (i.e., emerging 

markets) (Jansson, 2007).  

One of the most interesting emerging markets today is the Brazilian. This country was in good 

health throughout the global financial crisis due to a stable macroeconomic policy, the 

demand for raw materials and government investment programs and other incentives. Brazil 

has also, in its economic growth and strength, taken a more prominent position in global 

issues and international contexts (Embassy of Sweden, 2011). The Brazilian market is 

dependent on foreign companies (Helland, 2009). Foreign direct investment is valuable to the 

Brazilian market in order for it to retain its global competition. This investment is primarily 

used to improve the country’s infrastructure and logistics systems, and this in turn creates jobs 

(Helland, 2009). An efficient infrastructure and logistics are required for production and 

foreign trade, and to promote education, technological innovation, and effective management, 

activities which are important in themselves for attracting foreign direct investment (Helland, 

2009). 
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According to Jansson (2007), learning a foreign market is a stepwise process of knowledge as 

regards how to make business, cultural, political, and economic differences. One issue that 

firms face in their international growth, when trying to establish themselves on a foreign 

market, concerns the entry strategy; how firms gain access to customers in the new market. It 

is also important to know how a firm should initiate its business and market in order to 

establish a strategic position and to maintain that position (Jansson, 2007). According to 

Agarwal and Ramaswami (1992), companies seeking to get into foreign markets must first 

choose their entry mode. Entry modes can be divided into two different groups; equity and 

non-equity modes (Agarwal, Dev & Erramilli, 2002). Essentially, non-equity modes are 

contractual agreements, e.g. as franchising, licensing, while leasing and equity modes 

primarily include Joint Ventures (JVs), direct investments, or subsidiaries also being 

discussed in terms of foreign direct investments (FDIs) (Agarwal et al., 2002). An entry 

strategy should be seen as a comprehensive plan whereby the firm evaluates different 

scenarios and entry modes in order to be able to choose the most effective one for its situation 

(Agarwal & Ramaswami, 1992; Jansson, 2007).  

Due to globalization, the need exists for new strategic ways for companies to circumvent the 

problems accompanying globalization (Teng & Yu, 1992). JVs are used more and more in 

step with it becoming more difficult for companies to self-sustain (Inkpen & Li, 1999). 

According to Barkema, Bell, Shenkar and Vermeulen (1997), the JV has become more 

common in international collaborations. Alliances (i.e., International Joint Ventures) are often 

formed when both firms are vulnerable (if they are both in need of resources) or if they are in 

a strong position and can grow stronger by sharing their resources (Das & Teng, 2000).  

The resource dependence theory or RDT as we refer to it later on, is a well-accepted theory 

which was introduced in 1978 in the book “The external control of organizations: a resource 

dependence perspective” by Pfeffer and Salancik (2003). According to Pfeffer and Salancik 

(2003) important or even critical resources in that organization affect the way actions are 

taken in an organization. Organizational decisions and actions can be explained by the 

particular dependency situation (Nienhüser, 2008). One of the main theses in Pfeffer and 

Salancik´s (2003) book is “that to understand the behavior of an organization you must 

understand the context of that behavior—that is, the ecology of the organization.” (Pfeffer & 

Salancik, 2003, p.1). 
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1.2. Description of the problem 

As we mentioned before International Joint Ventures
1
 (IJVs), have been a common strategy 

for entering a foreign market, not least an emerging market such as the Brazilian (Barkema et 

al. 1997). The JV is an old form of strategic partnership which has been around since the 

1800s; however, during the last two decades, the number of IJV has increased due to new 

industrial technologies and due to economic growth in risky markets (Inkpen & Li, 1999; Luo 

& Yan, 2001). IJVs are according to Inkpen and Li (1999), Meschi (2005) and Pfeffer and 

Salancik (2003) used to share political and economic risk (i.e., country risks) and to reduce 

competition between two or more companies on a market.  

Those entities can, in some cases, be problematic to manage due to the separate identities of 

their parent companies; separate identities and differences in objectives can be the source of 

conflict in IJVs (Luo & Yan, 2001). Cross-border partnerships, in this case IJV, are especially 

critical due to differences in organizational cultures and management philosophies coming 

into play (Luo & Yan, 2001). The instability rate is high with Park and Ungson (1997) 

presenting, in their study, a 50-70% failure rate of IJVs and mergers; mainly U.S. companies. 

IJVs require commitment and resources on the part of parent companies and, with this high 

failure rate, it is important for companies to know how to make their IJVs successful, and 

what makes them unsuccessful (Park and Ungson, 1997).  

A contributing factor as regards why IJVs are unsuccessful is cultural clashes. According to 

Hofstede (1991), it is important to understand how different people act. One of the main 

reasons why parties do not cooperate well is ignoring the differences in their approaches to 

solving tasks. Inkpen and Li (1999), too, focus on the fact that it is critical to understand your 

partner's culture to achieve a successful IJV. According to Selmer (2005), IJV partnerships 

fail due to the inaccurate expectations of their partners, leading to frustration and crisis. This 

is one reason why IJV partnerships are not successful. It is important to indicate cultural 

differences because it is likely that companies enter into a conflict (Selmer, 2005). 

There are a lot of studies of the failure factors of IJVs and how to successfully manage these, 

but it is still complex and complicated to set one up and we were unable to find any studies 

taking Brazilian-Swedish IJV into account. We can see, by reading others’ work and studies, 

that it is very important to understand cross-cultural differences when establishing an IJV. 

                                                 
1
 International Joint Venture (IJV) will be further defined in the theoretical approach 
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According to Barkema and Vermuelen (1997), Lu and Xu (2006), Park & Ungson (1997), 

cultural barriers
2
 are one of the most important drivers of IJV performance.  

The Brazilian market is South America’s biggest and it is growing fast. Even though the 

bureaucracy in this country is extensive, and market risks are many when establishing an 

overseas company there, there are over 200 Swedish companies located in this country (Rune, 

2009). Due to an increase in IJV during the recent years (Luo & Yan, 2001), and the demand 

for international investment on the Brazilian market, we think it is interesting to focus on this 

area since we can see that IJV, due to previous arguments and discussions, seem complex and 

complicated to establish and manage because of cultural differences.  

1.3. Research question 

How can the cultural barriers that Brazilian-Swedish International Joint Ventures in SME 

manufacturing have experienced on the Brazilian market be described? 

1.4. Purpose 

The purpose of this study is to gain an understanding of the cultural barriers facing Brazilian-

Swedish International Joint Venture in SME
3
 manufacturing-companies on the Brazilian 

market. We want to gain a deeper insight into and highlight the cultural barriers that these 

companies have experienced. Describing them in a way that can contribute to an improvement 

in IJV partnerships between Swedish and Brazilian companies is something which will 

hopefully help Brazilian and Swedish to establish successful IJV on the Brazilian market. 

1.5. Abbreviations 

 Joint Venture (JV) 

 International Joint Venture (IJV) 

 Resource Dependency Theory (RDT) 

 Power Distance Index (PDI) 

 Individualism Index (IDV) 

 Masculinity Index (MAS) 

 Uncertainty Avoidance Index (UAI) 

 Small and medium-sized enterprises (SME)  

                                                 
2
Cultural barriers will be explained further in the theoretical approach 

 
3
 SME definition: “Number of persons expressed in annual work units, <250 and turnover ≤  € 50 million” 

(European commission, 2003) 
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1.6.  Outline 

 
  

Introduction 

• The introductory chapter describes the background to globalization, IJV, 
culture and RDT. The background is then followed up by a problem 
discussion that then leads to the thesis research question and purpose of 
this thesis.   

Method 

• The methodological chapter presents the thesis approach and method of 
data collection. The thesis is a qualitative study with an abductive 
approach and will be carried out through interviews and document 
studies. The chapter also describes the operationalization of the 
investigations and concludes with the thesis validity and reliability. 

Theoretical 
approach 

• The theoretical framework begins with previous research. It then 
describes previous researches about culture and how it has affected the 
IJV. Further we immerse in RDT, IJV, Culture, Hofstede's four dimensions 
and Wilson four factors influencing organizational culture. We then close 
this chapter with a summary and a analysis model. 

Empirical Study 

• This chapter begins with a description of the approach to empirical data 
and is then divided by the two companies that comprise the study. Each 
section presents the company briefly and then presents the results from 
interviews. 

Analysis and 
result 

• The chapter begins with a description of the analytical concepts and 
approaches. Based on the eight categories selected, we will link the 
interviews from the empirical data with previous theories and studies. 
Through this we can get a picture of the cultural barriers that our 
respondents have experienced in a Swedish-Brazilian IJV in SME 
manufacturing on the Brazilian market. 

Conclusion and 
suggest further 

research 

• In this chapter we will reach our purpose of this thesis by discussing our 
way to an conclusion to the question presented in chapter one. 
Furthermore, we present suggestions for further research. 
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2. Methodological approach and method 

The methodology chapter presents the approach and method of data collection of this thesis. 

The thesis is a qualitative study with an abductive approach and it will be conducted using 

case studies. The chapter also describes the operationalization of the investigations and 

concludes with the validity and reliability of the thesis. 

2.1. Anglosaxic writing methodic 

The Anglosaxic way of writing has focus of the problem and is dominated in different 

concrete subject fields for example social sciences as psychology, pedagogy and linguistics 

(Jørgensen & Rienecker, 2002). The opposite of Anglosaxic writing methodic is the 

continental tradition that has a weak or no problem description at all (Jørgensen & Rienecker, 

2002).  We have a clear problem which we followed up during the thesis and by interpret a 

phenomenon using concepts which is according to Jørgensen and Rienecker (2002) common 

in an Anglosaxic writing methodic. 

2.2. Hermeneutic spiral 

According to Alvesson and Sköldberg (1994) components and comprehensive view stands in 

contradiction to each other. You have to understand one problem to understand the other and 

vice versa. You cannot understand the whole picture unless you understand the parts 

constituting it; in the same way that you cannot understand how the parts function together if 

you do not understand the big picture (Alvesson & Sköldberg, 1994). We think cultural 

barriers to a Swedish-Brazilian IJV can only be understood if they are related to the IJV as a 

whole. Similarly, it is impossible to understand how an IJV can operate successfully if we do 

not take culture into account.  One way to solve this problem is to use the hermeneutic spiral; 

using this, you can drill down by switching from a comprehensive view to components in 

order to gain a deeper understanding and greater knowledge of our subject. 
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Figure 2.1 Hermeneutic Spiral, self-modified picture 

2.3. Research purpose 

Although we have looked at both national culture and organizational culture and how these 

intertwines with each other, the main purpose of this study was not to find an explanation for 

why perceived cultural barriers have arisen, but rather explore and describe barriers that the 

respondents’ have experienced. Jacobsen (2002) divides the purpose of the research into two 

main types: descriptive and explanatory. Mattsson and Örtenblad (2008) also mention 

exploratory research in addition to the previously-mentioned types of research. 

 Descriptive: This means that, through research, someone wants to gain further insight 

into how a phenomenon looks and works. It is important to have a clear insight into 

and a picture of the subject you want to explore (Jacobsen, 2002). 

 Explanatory: The goal is to explain why a phenomenon has occurred; why something 

special happened. This might be a case of explaining why so many workers chose to 

quit at an organization, and to try and explain what caused this (Jacobsen, 2002). 

 Exploratory: The investigator explores the topic, e.g. by identifying what has 

previously been written on the subject so that he/she has something to build upon at a 

later stage of the research (Mattsson & Örtenblad, 2008) 

Since our investigation is to gain a deeper understanding of how the cultural barriers 

experienced by Swedish-Brazilian IJV-companies can be described when forming an IJV on 

the Brazilian market, our research and answer will mainly be descriptive. Even if our 

investigation is mainly descriptive, some exploratory researches have occurred since we have 

explored the topic to create a better understanding of the area by looking at previous research 

and theories.  
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2.4. Research approach 

2.4.1. Deductive, inductive or abductive approach 

The deductive approach is based on the researcher creating expectations of reality and then 

going out and collecting empirical data in order to see if those expectations are consistent 

with reality. These expectations are based on previous empirical findings and research 

(Jacobsen, 2002). Unlike the deductive approach the inductive approach goes in the other 

direction. The researcher collects empirical data without any expectations of reality and then 

collates this data and formulates theories based on the findings. The objective is that nothing 

will limit the information that the researcher collects (Jacobsen, 2002). The inductive 

approach has according to Jacobsen (2002) been criticized because no researcher can conduct 

a study completely open-mindedly. Instead of talking about purely inductive or deductive 

approaches, it has now become more common to talk about approaches to data collections 

more or less open, i.e. what limitations the researcher deliberately chooses to set (Jacobsen, 

2002).  

Previous findings and theories have been used as tools for analyzing our empirical data and 

for creating our interview guide. We have limited our study on the basis of our analytical 

model, which we have developed through previous theories. This study is deductive in the 

sense that we have made our limitations, developed the analysis model, and chosen 

representatives under the influence of previous research. The inductive approach has been 

used to develop a framework that is based on the empirical reality. This mixed approach is 

also referred to as the abductive approach, which uses already-known cases, generalizations, 

and theories and adapts them to a specific case, i.e. from facts and theory to a case 

(Johansson, 2003). This approach is open to new facts and previous theories are used as a 

framework for the investigation of the cases selected in this study.  

2.4.2. Qualitative vs. quantitative methods 

According to Jacobsen (2002) the research question determines which method you should 

choose. An explorative research question requires a method that goes deeply into the problem 

and extracts nuanced data (Jacobsen, 2002). In our bachelor’s thesis, we chose to use a 

qualitative method where we conducted interviews with business representatives of Brazilian-

Swedish IJVs. This was because our research question is descriptive and exploratory and we 

needed to go deeply into the problem to answer our question. The qualitative method is 

described by Jacobsen (2002), as sensitive to unexpected conditions and thus opens to 
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contextual aspects. This requires concentrating your research to a few numbers of units. Such 

methods are suitable for the collection of what we call qualitative data (Jacobsen, 2002). The 

opposing method is the collection of quantitative data. These methods are mostly suitable 

when your research question test, i.e. when you want to test if something is true or false and 

you desire that research will go on the width, and explore many units (Jacobsen, 2002). We 

chose to interview a low number of units to in order to succeed with the goal of tackling the 

problem in-depth; further explanation regarding sample selection and interviews will be 

presented in chapter 4, Empirical study. 

2.5. Research strategy 

Since we chose a qualitative research approach, we now have to choose a research strategy, 

i.e. how we collect our data to answer our research question. Jacobsen (2002), mentions two 

primary research strategies; intensive and extensive. Jacobsen (2002) also mentions two 

mixed strategies. He explains these using two different dimensions, units and variables; 

 Intensive: where you go in-depth with few units but with more variables. 

 Extensive: where you desire a broad view with many units but with few variables. 

 Mixed: where you use relatively many units and relatively many variables or many 

units and many variables. 

Since our investigation is qualitative, Jacobsen’s (2002), arguments for using an intensive 

strategy has matched our investigations well. There are two different ways to conduct an 

intensive investigation according to Jacobsen (2002), case studies and small-n-studies. 

Case studies are defined by Jacobsen (2002) as one or a number of cases used for detailed 

studies, either because there are only a few or because only a few cases are available to the 

investigator. Often, the ideal is to go in-depth in one or a number of cases and to present a 

comprehensive analysis that stands up on its own.  

According to Yin (2003), case studies are suitable when the research question is a “how” or a 

“why” question, where the investigator has a low level of control over events. Since we have 

a “how” question and no control over events in the interviewed companies, this has strengthen 

our arguments for using this strategy. Case studies should be used when you, as the 

investigator, want a deeper understanding of a particular event that is limited in time and 

space (Jacobsen, 2002). We want to describe what is specific to a certain location by using 

case studies as a strategy. We felt it was important that we were in the country whose market 



10 

 

the case-companies were established on. Due to our staying in Brazil we were able to closely 

follow the two case-companies, over a period of time. We were in Brazil for 100 days, where 

we had continuous contact with our respondents. 

2.6. Data analysis 

According to Jacobsen (2002) analyzing qualitative data is simply put on three things: 

1. Description 

Data from the interviews were transcribed so that we could go back and forth in the gathered 

data and describe it in the best possible way. Data was described and categorized by Wilson’s 

(2001) four factors so that we could establish a firm link to the theoretical approach. 

2. Systematization and categorization 

Categorizing is a good choice to get a good overview of the collected data. Categorization 

groups the data into different categories to find relations between different data. The purpose 

of categorization is to make complex information easy to understand according to Jacobsen 

(2002). There are two important steps in categorization: first there must be relevant categories 

based on the data collected. Second the data that has been gathered from interviews have to be 

categorized (Jacobsen, 2002). We chose to categorize our data to make it easy to understand 

what barriers the respondents’ have experienced. 

3. Combination 

We created four models of Wilson’s (2001) four factors for both companies. In the model we 

also categorized Hofstede’s (1991) four dimensions to simplify how national culture affected 

the organizational culture. When data were collected, we matched the data with our 

categories. 

 Wilson’s ( 2001) four factors  

Case Company: Hofstede’s (1991) four dimensions: 

 

Company A: PDI:  

 

IDV:  

 

MAS:  
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UAI: 

 
 

Company B: PDI:  

 

IDV 

 

MAS: 

 

UAI: 

 
 

Table 2.1 Systematization of Hofstede’s (1991) four dimensions and Wilson’s (2001) four factors 

2.7. Validity and reliability 

Validity is, according to Jacobsen (2002), the fact that we measure what we are supposed to 

measure and the fact that what we have measured is relevant. Reliability indicates the 

reliability of the instruments used to answer the research question and describes how the 

findings could differ if you repeat the study. 

2.7.1. Validity 

Since we consider our subject to be sensitive vis-á-vis the respondents, we offered anonymity 

in order to obtain the most honest answers too our interview questions. We noticed, before 

offering anonymity, how they held back on their answers. According to Jacobsen (2002), the 

respondents may fear that their answers are associated with them as people, which may 

influence data collection. We wanted to find a way to describe our respondents’ experiences 

of cultural barriers at a Swedish-Brazilian IJV in SME manufacturing on the Brazilian market, 

choosing well-established theories as the foundation for our questionnaire and analysis. We 

believe this has made our study more valid since those theories assured us that we had 

measured what was relevant to our study on the subject of cultural barriers. By looking at 

previous research we found Hofstede’s (1991) four dimensions of national culture and 

Wilson’s (2001) four factors influencing organizational culture which have allowed us to 

describe our respondents’ experiences. We conducted a multiple case study with four 

respondents, something which strengthens the validity of our conclusion. All the interviews 

were recorded, thus enabling double-checks in order to make sure that we did not miss any of 

the answers.  

Since this is a qualitative study where we have only used two cases and interviewed four 

respondents, we will not be able to either generalize our conclusions or transfer the results to 
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a larger population. Finally, the validity of the study could be affected negatively by 

misinterpretation and faulty translation since all the interviews were conducted in English 

with respondents’ who have English as a second language. 

2.7.2. Reliability 

Our respondents were all managers at a Swedish-Brazilian IJV in SME manufacturing, which 

was important for the study’s reliability. They had all worked at their respective companies on 

the Brazilian market for a number of years so they were able to provide us with deep insight 

into the cultural barriers that they had experienced. Both the case companies had been active 

on the Brazilian market as a Swedish-Brazilian IJV for less than ten years, something which 

we believe was good for the level of reliability since we were asking questions about the past 

and about their experiences from their time at the company. To avoid errors and bias, we 

conducted focused interviews that did not contain any leading or subjective questions. 

The fact that both companies were located in Southern Brazil may have affected our findings 

since a distinction can be made between the cultures of Northern and Southern Brazil. The 

perception of different individuals may vary as regards how we process data and interviews, 

which could affect the level of reliability negatively.  
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3. Theoretical approach 

The theoretical framework begins with previous research. It then describes previous research 

into culture and how this has affected the IJV. Further, we become immersed in RDT, IJV, 

Culture, Hofstede’s four dimensions and Wilson’s four factors influencing organizational 

culture. We close this chapter with a summary and a analysis model. 

3.1. Previous research 

Previous researchers have come to the conclusion that cultural differences in IJVs can often 

become a problem (Barkema & Vermuelen, 1997; Meschi, 2005; Meschi & Riccio 2008; Park 

& Ungson, 1997; Selmer, 2005). According to Barkema and Vermuelen (1997) some cultural 

barriers affects the IJV more than others. For example differences in uncertainty avoidance 

and long-term orientation affect IJVs more than the other three of Hofstede’s (1991) four 

cultural dimensions (Hofstede, 1991). Uncertainty avoidance and long-term orientation and 

masculinity affect IJVs negatively while power distance and individualism are not (Hofstede, 

1991). According to Park and Ungson (1997) IJVs formed between companies with major 

cultural differences survive longer than IJVs formed between companies with the same 

cultural background. Park and Ungson (1997, p. 302) explain this behavior in terms of 

companies with large cultural differences “may enter the cooperative relationship with more 

caution, deliberation, and purposefulness than those entering a venture restricted to domestic 

operations.” 

Meschi and Riccio (2008) studied country risk and cultural differences between partners in 

IJVs’ on the Brazilian market. Their findings show that IJVs’ on the Brazilian market are 

particularly vulnerable by long distance nationality and cultural differences in the beginning 

of the cooperation (Meschi & Riccio, 2008). On the basis of these findings Meschi and Riccio 

(2008) argue that the negative effects of long distance differences are not immediate; the 

effects become visible after five years. The first stage of an IJV is referred to by Meschi and 

Riccio (2008) as the “honeymoon effect”, compensating for negative effects that may occur 

during the initial years. This state is temporary and the negative effects are only delayed, i.e. 

the negative effects of cultural distance and differences will not become visible until a few 

years have passed (Meschi & Riccio, 2008). During the second stage, cultural distance works 

at full scale and it is during this time that the negative effects cause cultural conflict and 

ineffective communication between the partners, possibly leading to IJV dissolution (Meschi 

& Riccio, 2008). The third stage is referred to by Meschi and Riccio (2008) as the mature 
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stage; the IJV is now more “mature” and differences in culture and the previous negative 

effects have been worked out. They are now capable of managing the cultural differences in a 

smooth way. 

There are mixed results from different empirical studies regarding the influence and effect of 

cultural distance on IJVs’. On the one hand, the effect of cultural differences and distance has 

led to uncertainty and misunderstandings (Barkema & Vermuelen, 1997; Meschi & Riccio, 

2008; Simonin, 2004), something which in turn can lead to trust problems and degrade IJV 

performance (Luo, 2001). On the other hand, empirical studies have shown that cultural 

distance creates awareness, respect and admiration for each other, something which in turn 

can lead to higher performance levels in IJVs’ (Park & Ungson, 1997). Major cultural 

differences do not have to be obstacles or barriers to communication if the partners appreciate 

and respect each other’s cultures (Gray, Kim & Ren, 2009).  

In their study, Chen et al. (2002) show that there has been too much focus on national culture 

and almost none on the organizational culture. They argue that it is not enough to simply 

examine national culture; it is more complex than that. National culture and organizational 

culture focus on different effects in an IJV. National culture according to Chen et al. (2002), 

measures the efficiency of the company while organizational culture measures the level of 

satisfaction. According to Chen et al. (2002) both variables are important for obtaining a 

successful IJV. 

After studying previous research, we noticed that creating a successful IJV is still complex. 

Previous research shows that there is no obvious answer to the problem even though the 

subject has been researched extensively; researchers disagree about what the real problem is. 

Most previous research that we have read shows that it is important to understand culture 

when establishing a new partnership. 

3.2. Resource dependency theory 

RDT will be used as a tool to measure how the cultural environment and resources within and 

outside an organization affects the internal culture within it. RDT seeks an explanation 

regarding how the external resources of an organization can affect the behavior within that 

organization (Pfeffer & Salancik, 2003). According to Nienhüser (2008, p. 11-12) the 

fundamental assumptions about RDT is “that dependence on “critical” and important 

resources influences the actions of organizations and that organizational decisions and 

actions can be explained depending on the particular dependency situation.” The theory as a 
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perspective will constitute the foundation of our view of “what affects what” i.e. Brazilian and 

Swedish culture, and how different individuals or organizations can affect due to the 

availability of resources in the form of money, information, knowledge etc. (Pfeffer & 

Salancik, 2003). 

Pfeffer and Salancik (2003) describe a diagram of the connection between environment and 

organizational decisions and actions. We have chosen to use Nienhüsers (2008) slightly 

adapted version of the same diagram because we believe that it describes RDT in more detail.  

The main arguments of Pfeffer and Salancik (2003) are that: 1) The environmental context is 

critical to the organization within it. The environment influences the way the organization is 

managed and the distribution of power. 2a) One important part of RDT is the argument that 

those holding the resources control those needing the resources (Nienhüser, 2008). The more 

an organization is dependent on external resources - the higher the level of uncertainty will be 

within the organization leading to more action being taken against this uncertainty 

(Nienhüser, 2008). 2b) Resources are also held within an organization and those with power 

and control will most likely be able to affect the selection of major organizational 

administrators (Pfeffer & Salancik, 2003). According to Nienhüser (2008) one of the main 

states of RDT is: “Those sub-units most able to cope with the organization’s critical problems 

Figure 3.1 RDT,  Pfeffer and Salancik, 2003, p. 229 adapted by Nienhüser, 2008, p. 12 
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acquire power in the organization” (Pfeffer & Salancik, 2003, p.230 cited in Nienhüser, 2008 

p.15). 3) Although it is hard to manage relations both within an organization and between 

organizations, they still try to manage relationships. Policies and structures within the 

organization are directly linked to the decisions affected by the distribution of power and 

control (Pfeffer & Salancik, 2003). 4) Pfeffer and Salancik (2003, p.230) continue to argue 

that: “administrators who control organizational activities affect those activities and resultant 

structures. Executives are a source of control, and it matters who is in control because 

control determines organizational activities. The environment affects organizational activities 

because it affects the distribution of control within the organization.” 5) Nienhüser (2008) 

unlike Pfeffer and Salancik (2003) has added an arrow to the diagram to show the feedback 

effect, this effect is especially visible in resource situations and demands made by powerful 

groups. Actors inside the organization may try to secure their power over resources by 

detaching themselves from the environment, external and internal stakeholders; this can in 

extreme cases lead to determine of the whole organization (Nienhüser, 2008).  

These arguments lead us to the conclusion that the activities within an organization are 

influenced by the environment and thus have to respond to it in order to control uncertainties 

(Collins, Hillman & Withers, 2009). There are multiple strategies for handling environmental 

uncertainties, JV, mergers and acquisitions, boards of directors, political action and executive 

succession which are all strategies to handle dependencies among firms (Collins et al., 2009).  

3.3. International Joint Venture 

In their research, Pfeffer and Salancik’s (2003) have seen that IJVs don not happen randomly; 

they happen in situations where both parties’ actions would affect the others performance. IJV 

are defined as: 

“two or more sponsors (originated from different countries) bring given assets to an 

independent legal entity and are paid for some or all of their contribution from the profits 

earned by that entity.”(Meschi, 2005, p. 142). 

According to Barkema and Vermeulen (1997) entering a foreign country with an IJV brings 

several advantages. The benefits of an IJV are that both parties share the costs and risks, well 

as their knowledge. Foreign companies already existing in a country share their knowledge of 

the market, vendors, and culture, while companies entering a foreign country can provide 

other useful knowledge and investments (Agarwal & Ramaswami, 1992). It is the way in 
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which both parties complement each other that make an IJV effective (Farrell, Remes & 

Schulz, 2004). 

However, according to Inkpen and Li (1999), Lowen and Pope (2008), failure rates among 

IJVs are very high. According to Lowen and Pope (2008), IJVs require major investment, 

time and trust in order to establish a partnership. In line with Barkema and Vermeulen (1997), 

Meschi and Riccio (2008), differences between cultures contribute to IJV failure. Often, 

companies are not prepared for cultural differences when conducting IJV (Inkpen & Li, 

1999). Understanding the cultural differences in an IJV is important when conducting a 

successful IJV, according to Liu and Vince (1999).  

3.4. Culture 

Culture exists all over the world in various forms. It is affected by its environment, e.g. 

family, climate, government, status, nationality and so on (Hofstede, 1991; Kumari & 

Shriberg, 2008).  

Hofstede defines culture as: “the collective programming of the mind which distinguishes the 

members of one group or category of people from another” (Hofstede, 1991, p. 5). This 

definition has been used numerous times by many researchers and in different articles. 

Culture is the unwritten set of rules that a group of individuals have formed and passed on 

from one generation to another. Parents pass on their culture to their children, who in turn 

pass it on to the next generation. That is family culture, but the principle is the same in 

companies, too (Hofstede, 1991). Still, culture changes slightly due to external and internal 

attributes; however, it is complicated to force a major cultural change (Hofstede, 1991; 

Wilson, 2001). Different corporations want to achieve a culture that matches their business, 

e.g. a culture of quality, a culture of customer service. According to Schein (2004), there are 

better and worse cultures as well as stronger and weaker cultures in every organization. These 

attributes affect the effectiveness of the organization. All these things might depend on what 

area a company is established in. People in organizations agree that a culture exists, but when 

they try to explain their own business culture, their explanations vary (Schein, 2004).  

3.5. Cross-cultural differences/barriers 

The term cultural distance is often used when talking about international cultures (Raveh, 

Shenkar & Weber, 1996). When people of different nationalities work together, this can easily 

cause problems because they often perform tasks in different ways, or they fail to understand 
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each other (Raveh et al., 1996). According to Hofstede (1991), the problem is that we are 

being "programmed" with data all the time, something which affects our culture. When 

learning to do a task in a different way, we must remove the old way of doing it, which is 

more difficult than learning from scratch (Hofstede, 1991). 

3.5.1. Hofstede’s model 

Hofstede is a prominent figure in cultural research. Altough his studies are more than 15 years 

old, they are still used today as the cornerstone of many researchers’ work regarding success 

or failure in IJVs (Meschi & Riccio, 2008). Hofstede (1991) created a model by analyzing 50 

countries from a perspective featuring four dimensions: the Power Distance Index (PDI), the 

Individualism Index (IDV), the Masculinity Index (MAS) and the Uncertainty Avoidance 

Index (UAI). These four dimensions differ from country to country. 

3.5.1.1. The Power Distance Index (PDI) 

The Power Distance Index (PDI) measures inequality between the social classes. The fact that 

social classes behave in a certain way towards each other affects culture. The Power Distance 

Index shows whether it is easy or difficult to communicate between people from different 

social classes, but it also shows the relationship gap between them (Hofstede, 1991). 

According to Hofstede (1991) a poor relationship between the different social classes shows 

that there is an inequality. According to Hamilton, Islam and Wills-Herrera (1999), there is 

great social inequality in Brazil vis-á-vis to world standards. Another factor that increases the 

PDI is how the different social classes perceive the relation between different social classes 

and how they want it to be (Hofstede, 1991). Depending on whether the gap between realities 

versus imagination is big or small, the PDI will increase or decrease. According to Hofstede 

(1991), there is a connection with the primitive language and the PDI. Countries from the 

same language group tend to show similar results. There is a connection depending on where 

the country is geographically, how many people live there and how wealthy it is. Countries 

with higher latitudes and good wealth show a low PDI while countries with high population 

show a high PDI (Hofstede, 1991). There are major class differences in society because of the 

large wage gap between the elite and other Brazilians (Korzeniewicz & Macías, 1998). Brazil 

has nearly 195 million inhabitants and a GDP of 8,114 dollars per capita compared to 

Sweden’s just over than 9 million inhabitants and a GDP of 43 903 dollars per capita (United 

Nation associations, 2012).  
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3.5.1.2. The Individualism Index (IDV) 

The Individualism Index describes whether people have a “we” or an “I” perspective, most of 

the world puts a group interest before individual interest. Hofstede (1991) emphasizes that it 

is not about the state’s power over the individual, it is the relationship people have with 

groups. The first group a person becomes familiar with is his/her family. Depending on how 

the family is made up, often influenced by society, this will shape the person’s individuality 

(Hofstede, 1991). Families sharing a home with relatives and their grandparents often have a 

collective way of thinking and are known as extended families in anthropology. In the 

extended family environment, children do not move out before they get married. Extended 

family members depend a lot on each other; if something affects one person, it affects all. 

People from small families tend to be more individualistic. Individualistic people are often 

educated and take care of themselves. They tend to leave home as fast as they are able to 

(Hofstede, 1991). These people have a more individual way of thinking, because they stand 

on their own two feet (Hofstede, 1991). These people put individual interest before group 

interest and are called the nuclear family, core family. Individuals work for their own interests 

and have no problem cooperating with new individualistic people. They are adaptable to new 

situations and focus more on work than on which individuals they cooperate with (Hofstede, 

1991). The collectivist tends to avoid new people and prefers to work with people he/she can 

trust and knows already, often relatives. It takes time to adapt to new people, and trust is 

needed in order to open up to each other (Hofstede, 1991).   

3.5.1.3. The Masculinity Index (MAS) 

According to Hofstede (1991), in a biological perspective, both sexes are equal across the 

world; there is no big difference physically between the way men are from one country to 

another, and the same applies to with women. However, their position in society is different 

depending on where they live. Before, men were supposed to bring food home to the family, 

do the physical work, and protect. Today, it is still the same in some countries, but from an 

economic point of view, men are breadwinners and women stay at home cooking, cleaning 

and taking care of the children (Hofstede, 1991). The MAS is the only index in Hofstede’s 

(1991) four dimensions that divides the two genders from each other. A country is either more 

feminine or more masculine. This does not necessarily have to do with what gender a person 

is; a man can be more feminine and a woman can be more masculine. The male pole is about 

high income, achievement, job status and career advances; men should be tough and women 

should be tender. The feminine pole focuses more on cooperation, good relationships with 
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employers, living in a safe area, and having a secure income. The more countries that share 

the same values between genders, the lower the MAS is (Hofstede, 1991). Sweden is, 

according to Hofstede (1991), a feminine country where both men and women are supposed 

to be tender and caring; Brazil on the other hand, is more masculine; men should be tough and 

women should be more tender and caring. According to Lovell (2000) women earn half of 

what men do in Brazil and the gap between the genders, due to the stronger economy and 

modernization having decreased in recent years, but is still large. 

3.5.1.4. Uncertainty avoidance Index (UAI) 

According to Hofstede (1991) this index deals with how uncertain people are regarding the 

future and uncertain situations. Depending on how uncertain the future is, people tend to get 

stressed and anxious about their work situation. In countries where the UAI is low, people are 

less stressed and, due to less anxiety, they are not unfamiliar with grater risk-taking. People 

who feel safe in their working environment take more responsibility and are not afraid to try 

new things. People with a higher UAI tend to gesticulate a lot and show their feelings while 

people with a low UAI do not. Behaviors related to a high UAI include being busy, 

emotional, aggressive and active. At the opposite pole people are quieter, and tend to be lazy 

and controlled (Hofstede, 1991). Hofstede (1991) argues that anxiety is often shared by 

groups or even societies. According to Hofstede (1991), humans have thus developed 

different inventions to prevent uncertain situations and even. Rules and laws, too,-are made to 

minimize anxiety, something which differs from society to society. In some countries, 

religion plays a key role in reducing anxiety. Even if we share the same information today, 

due to globalization we still use different technologies, rules, and religions to solve our 

problems (Hofstede, 1991). 

3.6. Organizational culture 

According Lane and Sirmon (2004), it is important to take both national and organizational 

culture into consideration when researching cultural differences in an IJV because of the 

argument that the organizational culture of an IJV is embedded in the national culture and the 

social environment within which they operate (Lane & Sirmon, 2004). 

“At the deeper and less visible level, culture refers to values that are shared by the people in 

a group and that tend to persist over time even group membership changes. At the more 

visible level, culture represents the behavior patterns or style of an organization that new 
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employees are automatically encouraged to follow by their fellow employees. Each level of 

culture has a tendency to influence the other” (Heskett & Kotter, 1992, p. 4) 

3.6.1. Brazilian Culture 

Companies in Brazil tend to have long days, from early morning until late at night with a long 

lunch (Cultural advice, 2004a; O´Keefe & O´Keefe, 2004). They prefer to have small chats 

during the day because there is no clear line as regards when work and personal discussions 

merge into one another. Since Brazilian employees mix their private lives with their work, 

they tend to be very emotional and use their body language. To show, emphasize, or clarify 

something, they usually use their hands, often with a light touch on someone’s shoulder or 

hand (Cultural advice, 2004a). Work days are longer as Brazilian employees do not see a job 

purely as a job but also as a social interaction outside the family. It is important to talk to each 

other to gain trust; they would like to know the person before letting him/her in to their 

personal lives (Cultural advice, 2004a). Trust and first impression are more important than 

what a person’s profession is. It is more important to know “who you are” than “what you do” 

(Cultural advice, 2004a; O´Keefe & O´Keefe, 2004; Turner & Kleiner, 2001). According to 

Turner and Kleiner (2001), Brazilians are not so careful about time, a meeting held at a 

particular time does not mean it starts on the minute; sometimes meetings can be canceled 

before they begins. 

3.6.2. Swedish Culture 

Swedes are sometimes linked to collectivism, they tend to do things together (Frazee, 1997). 

Swedish corporations work with empowerment, moving the power from the top of the 

organization to the bottom (Frazee, 1997). Executives often devolve a lot of the 

responsibilities to the employees, striving for a flat organization with quick decisions. Due to 

the flat organization, information flows easily and employees can propose suggestions 

regarding new ideas to their managers without any problems. Executives’ sets goals that the 

employees have to achieve and then support them in achieving those goals (Cultural advice, 

2004b; Frazee, 1997). Managers prefer to ask their employees to do specific tasks instead of 

ordering them, in order to maintain a pleasant climate. According to Cultural advice (2004b) 

being a team player is the key to success in Swedish business environments. Swedes likes 

new proposals that are rational and no details are unimportant, preferable from a person with 

lengthy experience and good knowledge of the subject (Cultural advice, 2004b). When 

closing a new deal, Swedes want to be sure before they accept, which is why it often ends up 

with several meetings being held before all the facts are known. It is not appreciated when 
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people come late to a meeting, and neither is change the time or place of a meeting without 

giving plenty of notice (Cultural advice, 2004b).  

3.6.3. Wilson’s model 

To gain a deeper understanding of the organizational culture in the two cases we have chosen 

to use Wilson’s (2001) four factors influencing organizational culture. To understand a 

company’s culture, it is important to understand the factors underpinning and influencing that 

culture (Wilson, 2001).  

3.6.3.1. The business environment 

Depending on what business the company operates, this will affect its environment. Different 

businesses have different environments (Wilson, 2001). The general climate that the company 

operates within will have an impact on the organizational culture (Lane & Sirmon, 2004; 

Pfeffer & Salancik, 2003; Wilson, 2001).  

“Society at large will influence opinions about work, money, status and different types of jobs. 

The writings of sociology and anthropology highlight the differences in cultural attitudes 

between geographical regions as well as differences between different levels of social strata. 

These differences will affect commitment, respect for managers, attitudes towards service and 

the customer.” (Wilson, 2001, p. 359) 

Depending on what the company does, status and salaries will form the business environment 

(Wilson, 2001; Claver, Gascó & Llopis, 2002). Companies that operate in constantly 

changing markets are more flexible than companies running in slow changing ones. With 

different businesses and markets come different behaviors and attitudes to managers, co-

workers and customers (Wilson, 2001; Claver et al., 2002). 

3.6.3.2. Leadership 

Leadership is an important element of organizational culture (Ardichvili, Jondle & Mitchell, 

2008), but according to Heskett and Kotter (1992) and Schein (1993, referenced in Wilson, 

2001), the company’s culture is affected to a certain extent by leadership. New firms are more 

influenced by the leadership when culture has not settled down. When a new company is 

created, it is the leader’s task to minimize uncertainty for the workforce by showing how to 

complete various tasks in a way that he/she thinks it should be done. Leadership is crucial 

when it comes to determining what is accepted and what is not; how to behave and attitudes 

are up to the leader to determine (Schein, 1991, referenced in Wilson, 2001). On the other 
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hand, according to Bryman (1992, referenced in Waldner, 2006), when a new leader enters a 

culture that has already been established, he or she will probably not have a big impact. How 

strongly rooted the culture is and how charismatic the leader is will have a different impact on 

the culture (Conger & Kanungo, 1998). It is important that the leader understands his/her 

company’s culture and know how to manage it (Schein, 2004).   

3.6.3.3. Management practices and the formal socialization process 

A company affects its employees’ values, beliefs and behavior in different ways. Depending 

on which methods managers use, outcomes may be positive or negative (Wilson, 2001). 

According to Wilson (2001) management is about the different tasks the company has to do 

e.g. budgeting, planning, organizing etc. One of the most important tasks is recruiting people 

into the company. It is important that new recruits be able to adapt and/or promote the 

existing culture. To maintain the existing culture, companies look for people with the same 

belief and values (Harrison & Carrol, 1991, referenced in Wilson, 2001). Recruitments are not 

always successful due to hidden personality traits or information during the recruitment drive 

and, in order to maintain a good culture, companies have social activities that motivate and 

strengthen relationships between their employees. Other ways to maintain a positive culture 

include involving the employees and letting them have more responsibility; reward systems 

also enhance positivism. How the company’s organization is formed will affect the culture, 

also being due to hierarchies and the reporting process (Wilson, 2001). 

3.6.3.4. The informal socialization process 

The group dynamics of a company affects its culture in different ways, due to being more 

open or closed depending on the company (Schutz, 1989). According to Wilson (2001), it is 

important to understand how an individual adapts to a group in different contexts. According 

to Schutz (1989), a group has to go through three phases in order to open up to each other, 

something which repeats itself every time someone arrives or leaves. Schutz (1989) has 

created a model for understanding group development. It is called the FIRO model and it has 

three phases: 

 The first phase is belonging to a group; everyone wants to be accepted by the group 

members and also to decide if they want to belong to the group on the basis of how 

much the person wants to adapt and feels he/she fits in (Schutz, 1989).     

 The second phase is when everyone feels they belong to the group; role seeking 

begins, depending on personality and other attributes, people fight for their position 
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within the group. This phase often contains conflicts and power delegations. When 

this stabilizes the group advance to the third phase (Schutz, 1989).     

 During the third phase, people move towards the same goal and are open to each other 

and listen to what others say. The group is in harmony unless it regresses to the second 

phase if someone is not satisfied with the situation (Schutz, 1989).     

According to Schein (1991, referenced in Wilson, 2001) it is important to understand these 

phases regardless of whether it is a newly formed group or an old one. “This reinforces 

patterns of acceptable and unacceptable behaviour, and it can also become a means of 

spreading a counter-culture or of revealing inconsistencies or absurdities in the main 

culture.” (Wilson, 2001, p. 362) 

3.7. Analysis model 

Under this heading, we will briefly summarize the theoretical approach and present an 

analysis model that we have adapted from Pfeffer and Salancik’s (2003) resource dependency 

theory together with Hofstede’s (1991)  four dimensions of culture and Wilson’s (2001) four 

factors influencing organizational culture. 

Previous findings in the area of cultural barriers and influences upon the success and failure 

of IJVs are mixed. While some researchers argue that long distance and differences in culture 

between the two parent companies will affect the IJV negatively, others argue that the cultural 

differences emerging are a reason for success. We see divided results in previous research. 

RDT has been used as perspective on how external resources and environment can affect 

behavior within an organization and how the distribution of power within the organization 

affects the organizational culture. RDT explains the whole organization and how all its parts 

affect each other (Pfeffer & Salancik’s, 2003). The model below shows how the environment, 

in this case the Brazilian market and national Brazilian and Swedish culture affect 

organizational culture.  

Wilson’s (2001) four factors influencing organizational culture has been used since we want 

to describe and to gain a deeper insight into the respondents’ perceived cultural barriers 

within a Swedish-Brazilian IJV in SME manufacturing. Lane and Sirmon (2004) mention the 

importance of taking both organizational and national culture into consideration when 

studying cultural differences within companies. Pfeffer and Salancik (2003) also argue that 

national culture and social environment affect organizational culture. Since Wilson’s (2001) 
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four factors mainly take what influences organizational cultural into account, we have also 

chosen to look at national cultural differences. Hofstede’s (1991) four dimensions are 

repeatedly used in studies involving national cultures. In this study Hofstede’s (1991) four 

dimensions have been used as a supplement to Wilson’s (2001) theory. Even though Hofstede 

(1991) have used a qualitative methodology in his work, the qualitative approach of this study 

aimed to investigate the respondents’ perceptions of differences in Brazilian and Swedish 

national cultures in order to gain insight how those and the Brazilian market contributed to the 

perceived cultural barriers in the case-companies. In an interview with Hofstede made by 

Carraher (2003) he explained that a qualitative method is necessary if you want to go into the 

depth with specific cases. Hofstede further explained how he prefers individuals who do 

studies with a lot of qualitative studies based on his framework (Carraher, 2003). 

 

Figure 1.2 Analysis model, self-modified figure 
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4. Empirical study 

This chapter begins with a description of the approach to the empirical data and is then 

divided into the two cases that comprise the study. Each section briefly presents the company 

and then the results of the interviews. Each case is divided into Wilson’s (2001) four factors 

influencing organizational culture were we have used Hofstede’s (1991) four dimensions as 

a supplement to gain insight into national cultural differences in each category. 

4.1. Data collection 

Jacobsen (2002) describes four different strategies for collecting qualitative data when 

choosing to use case studies: 

 Interviews 

 Group interviews 

 Observations 

 Document studies 

According to Yin (2003) the most important data source in case-studies are interviews. Since 

we were in Brazil during 100 days, we were able to continuously monitor the case companies 

with follow-up questions and confirmation of our empirical result. We chose not to make use 

of observations, as this was not relevant since both of our case companies no longer was 

members of a IJV. There were no previously documented data of the two case-companies that 

could be of use in our empirical results. Because of this, our collected data is first-hand data 

in the form of face-to-face interviews. Our strategy consists of open, semi-structured 

interviews in English with the aim of obtaining experiences regarding Swedish and Brazilian 

business representatives’ cultural barriers in Brazilian-Swedish IJVs.  

4.1.1. Case-study interviews 

The individual open interview is the most common method of data collection when 

conducting a qualitative study (Jacobsen, 2002). According to Jacobsen (2002) individual 

open interviews are most suitable when few units are used in the study and when we as 

researchers are interested in how the respondents describe a certain phenomenon. When we 

chose this method, we then had to choose how to conduct interviews. Face-to-face interviews 

are explained as the best method when the subject is sensitive and they are preferable to 

phone and email interviews (Jacobsen, 2002). The subject “cultural barriers” can be 

considered sensitive and we therefor chose to do the interviews face-to-face. We decided to 
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do semi-structured interviews during which we followed an interview guide but left space for 

open answers; this is because, as Jacobsen (2002) states, a fully-open interview is very 

complex and almost impossible to analyze. According to Jacobsen (2002), it may be difficult 

to collect all the information during the interview and one way to solve that problem is using 

voice recording. Voice recording is a way to easily organize the information after the 

interview. You can focus fully and maintain eye contact with the interviewee. We chose to 

record all interviews in order to be sure not to miss any information. This allowed us to fully 

focus on the interviewees. 

4.2. Sample selection 

4.2.1. Company criteria  

It was important for us that the companies we interviewed were Joint-Ventures between 

multinational Brazilian and Swedish companies. Due to the lack of active Brazilian-Swedish 

IJVs’ on the Brazilian market, we chose to interview dissolved IJVs’ if less than two years 

had elapsed since that form of ownership. The IJV companies had to be SMEs, i.e. less than 

250 employees due to the limitations in this study. It was also important that the IJV was no 

older than 15 years, due to our research question being about how employees of the 

companies had experienced cultural barriers, whether the collaboration had gone on for too 

long, the cultural differences are not that big and the experiences gained initially may have 

been forgotten.  

Both cases matched our profile and we chose them for that reason, together with their location 

in Brazil. We chose to use two case companies from the city of São Paolo which is the biggest 

city in Brazil where almost all Swedish companies are located and has the same kind of 

background on the Brazilian market. This selection was made because we wanted the 

respondents’ backgrounds from working in an IJV to be similar so that we could easily 

analyze and compare the two case studies. Since the case-companies had gone through the 

whole process from starting up to dissolving an IJV, the respondents had good insight into 

what cultural barriers may be encountered during collaboration like this. 

4.2.2. Interviewees’ criteria  

In order to answer our research question, we needed to interview people who had in-depth 

knowledge of working in Brazilian-Swedish IJVs’ on the Brazilian market. We chose to 

interview managers at the IJV companies forming part of this study. We have interviewed 

both Swedish and Brazilian managers at each company in order to get their description of the 
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cultural barriers they had experienced. We chose to interview managers because we think they 

have good insight into how the whole IJV is working and which cultural barriers may arise 

during an IJV. They are in good contact with their parent companies, something which gave 

us good insight into how the IJV was being influenced by Swedish and Brazilian culture. All 

respondents’ have been top managers, like operational manager, sales manager and/or 

financial manager at each respective company. In order to have the time to interview, analyze 

and get to grips with all respondents, we chose to interview only two managers at each 

respective case company. To maintain an open interview with the respondents, it is possible to 

let them remain anonymous (Jacobsen, 2002). We proposed to our respondents to be 

anonymous which they appreciated.   

4.3. Case 1: Company A 

Company A is part of a Swedish global printing group which is established in ten countries 

around the world and had a total turnover of SEK 1,8 billion in 2011. It specializes in printing 

books, manuals and production information, information and marketing materials, etc. for 

other companies. In 2007, an IJV was established with a Brazilian company located in São 

Paulo, Brazil. The Swedish parent company chose Brazil because the company was already 

established on all continents except South America, feeling that Brazil with its large 

population and land area had the greatest potential. It chose an IJV as its strategy for 

establishing itself because it had little knowledge of rules and competitors and wanted to 

create a partnership with an existing company. In 2011, Company A had a turnover of BRL 7 

million which is about SEK 26 million and 27 employees. 

Respondents:  

Interview subject A: Swedish, Operation manager 

Interview subject B: Brazilian, Financial manager 

4.3.1. The business environment 

Things differ a lot between people in Brazil; the gap between rich and poor is bigger than in 

Sweden and there may be a lack of communication between people in different positions at a 

company. Brazil is a very big country and things differ a lot between where in Brazil you 

look, e.g. north of Brazil is poorer than the south. Here in São Paolo there is a big difference 

between living in the “favela” and in the richer neighborhoods, explained “Subject A”. 

“Subject A” himself has not experienced so much outside of the work environment and did 
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not want to comment on how communication between the different social classes is. 

However, his conception of the relationship between the rich and the poor is that they often 

avoid each other. Brazil is according to “Subject B” very hierarchical and it is often visible 

who has the power. Communication between people from different social classes can, in some 

cases, be a problem. This behavior reflects the behavior within companies not least between 

employee and employer. This hierarchic and top-down view of society is often the same with 

in a company and Brazilian employees are used to this. 

There are a lot of family businesses in Brazil which mostly hire relatives and family members. 

Employees often ask “Subject A” if Company A can hire one of his/her relatives. Due to low 

wages children live with their families until they get married or even longer. “Subject A” 

believes that, if one family member loses his/her job, this will affect the whole family. He 

believes that is the reason why Brazilians tend to have family-oriented thinking. Brazilians 

want to belong to a group and are very fond of their families; it is not unusual for Brazilians 

to work with family members. A lot of Brazilian companies are family companies and it is 

often hard to change these companies, and even harder to fire employees. “Subject B’s 

experience of working with a Swedish company is that it does not have that same relationship 

with work and the family; one’s private life and working life are not as integrated as a typical 

Brazilian company. Swedes are more individualistic than Brazilians; for a Brazilian, it is very 

important to look after your family and it is not uncommon that you work together explained 

“Subject B”. Brazilians tend to live at home until they meet someone, and it is not uncommon 

for you to take care of and live with your parents when they get old. 

Brazilians are more used to unexpected situations due to the country’s previous economic 

instability, “Subject B” explained. “Subject B” believes this has made the Brazilians more 

flexible and stress-resistant than Swedes. She is of the opinion that Brazilians have more 

experience of unexpected situations that are unplanned and that decisions made in such 

situations often have to be made fast. Her experience of Swedes is that they become stressed 

and slow down in uncertain situations like these. 

Men are expected to demonstrate power and be tough, while women are expected to be 

gentler, according to “Subject B”. “Subject A” thinks both Brazilians and Swedes are decisive 

and assertive, and are thus masculine. The expectations on how women and men are stronger 

in Brazil than in Sweden according to Subject A. Brazil is a macho-society where the men are 
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supposed to be very masculine and tough while the women are expected to be gentler 

explained “Subject B”.  

“Subject A” mentioned the hierarchical system in Brazil. All decisions were taken from the 

top; centralized decision-making, as “Subject A” explains it. It is the opposite of 

empowerment; employees never take their own decisions and thus never have to think for 

themselves. What characterizes the printing industry is that it is usually family owned, 

whereby the majority of employees are relatives and friends. Swedish Printing companies are 

also almost always family owned, but they do not put as much emphasis on hiring relatives as 

in Brazil. “Subject B” described the Brazilian parent company as a family-oriented company 

for which the group’s well-being often came first. Company A did not change this but it did 

introduce a policy whereby not relatives of existing employees will be hired. The business 

environment did, in some part, affect Company A but “Subject B” believes that the culture of 

Company A was affected more by the Swedish parent company. She explained how the 

Swedish parent company said they wanted the organizational structure to be flatter and that 

they had a plan for Company A in Brazil to become one. The Brazilian company had no 

problems following this since the Swedish parent company was the one making the major 

investment. 

4.3.2. Leadership 

“Subject A” mentions that there is a big difference between how communication works 

between employees and employer in Sweden and Brazil. According to “Subject A”, Brazilian 

employees had a hard time showing their opinions to their employer at Company A. 

Because Company A is a Swedish group, “Subject A’s goal has always been to maintain 

Swedish culture. Thus, he wanted the organization to be flat and not top-down. He wanted the 

employees to take their own decisions and on their own initiative. It was a struggle at first 

because the employees are not used taking responsibilities and thus they were slightly afraid 

initially. He had some problems at the start with the employees not talking directly to him. 

But now, with what he calls a more Swedish culture in use at the company, employees have 

no problem talking to him about solutions or problems. This process takes time and they 

advanced in small steps every day. Due to language barriers, “Subject A’s job is more 

difficult as regards having a good dialog with his employees. “Subject B” has to accompany 

him during longer discussions with employees, entailing that they talk through “Subject B” to 
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“Subject A”, which never is good. It is hard for him to gauge the atmosphere when he does 

not understand the language. 

Brazilian leaders are more concerned about power and showing themselves to be strong 

leaders. The Brazilian leadership style is undergoing a process of change and “Subject B” 

thinks it is moving towards what she calls a more “professional” leadership style like the 

Swedish one. “Subject B” describes the Swedish leadership culture as a more open 

communication and more honest “what we think”. For example “Subject B” told us about 

how she often had to change, especially in the beginning the way the Swedish manager 

expressed himself to his employees. Her opinion is that you cannot tell a Brazilian employee 

that he or she did a bad job because he or she will take that very personally. Even though the 

Brazilian leader is more “bossy” there is still a lack of communication top-down due to the 

fear of insulting one an-other. 

Leaders, whether they are Swedish or Brazilian, are both masculine, are both decisive and 

confident. Nonetheless, Swedes strive more for consensus, but decisive and confident are 

more dominant than consensus. Brazilians rather fight a conflict than negotiate while Swedes 

would rather compromise and negotiate, with two satisfied parties. Swedes tend to sit down 

and deal with uncertain situations as fast as the problem is noticed. He also thinks that 

Brazilians are more likely than Swedes to make drastic arrangements to solve a problem; 

Swedes can be afraid or have a limit as regards how far they can go. “Subject A” did not see 

this as a problem but as something good that they can learn from each other. “Subject B” 

describes how the company, a few years ago, had some financial problems and how the 

Swedish managers were not as flexible and as quick to make decisions as the Brazilians. 

Swedish people are structured and analytical which she explains in terms of being good; 

however, this also makes them slower and less flexible when it comes to making hard 

decisions. 

4.3.3. Management practices and the formal socialization process 

Company A used a recruitment agency to hire new people to maintain the existing culture. It 

was careful explained to the recruitment agency and their employees that they would not be 

hiring relatives as employees since it did not feel that this would be the best thing for 

company A. Before a person starts working at Company A, he or she is already aware of the 

culture there. The agency also chose people who were most likely to adapt to Company A. It 

did not want the company to be completely Swedish, but the employees had to know that 
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Company A was part of a Swedish group and they had to be aware of how it worked. “Subject 

A” tried to maintain good spirits and make the employees feel like they belonged. Thus, he 

would usually take a detour through the workshop before heading to his office every morning.  

“Subject A” worked hard to introduce empowerment and a more decentralized form of 

governance into Company A. He believes he succeeded in that; today’s subsidiary uses this 

kind of governance. It took a while for the employees to become familiar to the new 

governance process, because they were used to follow orders and were not used to taking their 

own initiatives and decisions. According to “Subject B” the governance of company 

processes differs in Brazil and Sweden. Brazilian business culture is not as focused as 

Swedish business culture on delivering ahead of deadlines. Swedish governance is more 

planned and you follow the plan you have drawn up. Brazilian culture is easier going and as 

long as the work gets done, people are satisfied. This was something Company A saw as a 

problem initially and it had to tell its employees that delivering on time is important to the 

company. “Subject B” describes how the change to working in a more structured way than 

Brazilians are used worked out well; it is now a part of their organizational culture. “If there 

are any new employees we tell them directly how important it is to follow the plan for each 

delivery” said “Subject B”. 

Since Brazil has a hierarchical culture containing many layers, the employees on the shop-

floor were initially never in contact with the management. The Swedish organization was 

described as more open as regards communication and more vertical when it comes to power 

by “s Subject B”. This resulted in some misunderstandings initially and the Swedish managers 

often thought that the Brazilians were bad at taking initiatives; in actual fact, they were 

waiting for orders. “Subject B” would like to see the gap between the different social classes 

becoming smaller in Brazil and she believes that a more open style of communication at the 

company would be a good thing. 

4.3.4. The informal socialization process 

Since Company A has a Swedish nature, “Subject A” believed that it was sometimes hard for 

newcomers to find their personal place at work; however, because the employees constantly 

communicated with each other and tried to gain a communion, it was never a problem in long 

the term. “Subject A” has not registered competition over positions or salaries at the 

company. He believes that they promote a good frame of mind instead of individual gain; a 

new employee comes into the group quite fast. During lunch breaks “Subject A” does not see 
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any problem in the employees socializing with one another. You have to socialize with people 

to gain their trust, which is very important when collaborating with other companies or 

employees. To avoid employees isolating themselves with relatives and friends at work, 

Company A has introduced a policy of not hiring employees’ relatives. “Subject A” never had 

any problems at the company because he was Swedish, he explained that is was more likely 

that he had an advantages. Brazilians think very highly of Europeans/Swedes and the only 

problem was the lack of knowledge of Portuguese and the Brazilians’ lack of knowledge of 

English.  

“Subject B” mentioned how Brazilians can sometimes have a hard time coming into a new 

group of people. Since Brazilians tend to mix their private life with work, they are often like a 

little family at work and it can be hard as an outsider, to find one’s position within the group. 

On the question of whether this had caused any problems “Subject B” answered that she was 

able, especially initially to notice some frustration among Swedish managers who wanted to 

separate private life from work.  At Company A, they tried to get everyone to feel a part of 

the group, but there were never any team-building exercises during “Subject B’s” time at the 

company. Many of the employees had been working together a long time and had already 

formed a complete group wherein people felt safe. 

When we asked “Subject A” how well Brazilians handled stress, he said he thought they 

could handle it well. Brazilian employees do not often complain, but it has been the case that 

when things have been stressful at home, this has affected their work. “Subject A” thinks this 

is probably because they have a hard time switching off their private life when they go to 

work. Whether there is group or individual thinking at Company A is hard to say; all tasks are 

generally individual as each employee handles his/her own printing presses. He explains how 

Swedes tends to be more individualistic and that they have less interest in who they work with 

than Brazilians do. 

4.3.5.  Hofstede’s (1991) four dimensions 

The business environment: 

  

PDI: Both respondents in company A experienced Brazil as a more hierarchical 

society than in Sweden. The social gap between people in different social positions 

is larger in Brazil then in Sweden. 

 

IDV: The respondents perceived Brazil as family-oriented, where the collectivism is 

strong. People tend to live at home till a high age. 
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MAS: Gender behavior is more masculine in Brazil, difference between men and 

women in Brazil are much more distinct than in Sweden. 

 

UAI:  “Subject B” experienced Brazilians as more stress-resistant and flexible in 

uncertain situations than Swedes. 

 

Leadership: 

 

PDI:  Both respondents experienced a more top-down communication among 

Brazilian leaders. The leader-style in Brazil was experienced as hierarchical. 

 

IDV: Swedish leaders have been experienced as more open-minded and closer to 

the workers than Brazilian leaders. 

 

MAS: The respondents mentioned that both Swedish and Brazilian leader-styles are 

decisive and confident.  

 

UAI:  “Subject A” has experienced Brazilians being more drastic in their decisions 

than Swedes. “Subject B” experienced Swedes as less flexible than Brazilians in 

uncertain situations. 

 

Management practices and the informal socialization process: 

 

PDI: Brazilians have a hierarchical environment with top-down communication 

while Swedes prefer a flat organization with empowerment. 

 

IDV: Had problems with groupings at Company A and therefore used a recruitment 

agency instead of recommendations from employees. 

 

MAS: Nothing was mentioned. 

 

UAI: Swedish steering is more planned than the Brazilian. More important for 

Swedes to make it before deadline than Brazilians. 

 

The informal socialization process: 

 

PDI: Brazilians bring their private life to work which Swedes do not. 

 

IDV: Nothing was mentioned. 

 

MAS: Brazilians are masculine and Swedes more feminine in conflict resolution. 

Swedes are more negotiable and Brazilians rather fight out problems. 

 

UAI: Trust is more crucial in Brazil than in Sweden. Focus on how the person 

behaves rather than what the person presents. 

 



35 

 

 

4.4. Case 2: Company B 

Company B is part of a Swedish group that leads the world in the manufacture and resale of 

security equipment. The Brazilian IJV company had 60 employees. In 2005, the Swedish 

parent company started an IJV with an already-established Brazilian company in São Paolo, 

Brazil. Brazil felt like a natural choice as regards getting a good start in South America; 

geographically, it is central and its economy was on the rise. In November 2011, the Swedish 

parent company invested in the rest of the shares and Company B became a subsidiary of the 

Swedish group. 

Respondents: 

Interview Subject C: Swedish, Operation manager. 

Interview Subject D: Brazilian, Sales manager. 

4.4.1. The business environment 

“Subject C” mentioned how, before going to manage the Brazilian-Swedish IJV, he had read 

about a more hierarchical society and bigger gaps between lower and upper social classes. 

When he came to Brazil, he initially noticed the hierarchical society that he had read about 

when he started working. The social gaps in Brazil are very big between the upper and lower 

classes. “Subject D” argues that the wealth is not equally distributed; the elite have the bulk of 

Brazil’s resources and money. “Subject D” did not think he had any problems communicating 

with people from other social classes but thought there might be problems due to the gaps in 

society. What “Subject D” had noticed about Sweden was that social gap did not seem to be 

as big as in Brazil.  

Brazilians are very fond of their families and they have a strong feeling of togetherness. From 

“Subject C’s” years in Brazil, he had noticed that they stayed at home and lived together with 

their parents for a long time; it is not unusual to move out after starting your own family. 

Swedish people tend to move out of the family home much earlier than Brazilians do and they 

have another attitude towards “caring for themselves”. “Subject C” believes this is because of 

the low salaries in Brazil; you will simply not be able to afford to take care of yourself on the 

minimum wage in Brazil. “Brazilians like to work with people they know and I’ve noticed that 

there are a lot of family owned companies here” said “Subject C”. Children and relatives stay 

together for a long time before moving out in Brazil. “Subject D” comes from a middle class 



36 

 

family, moving out at age 27. He explained that he lived at home with his father who made 

good money so he did not have to pay his way and could focus completely on his studies 

which, according to him is not normal. He argues that the most normal thing is that people 

attend night classes and have full time jobs during the day. What “Subject D” has experienced 

is that one’s family is more involved in one’s personal life in Brazil than in Sweden. 

Swedes and Brazilians are different when we evaluate group versus individualism. “Subject 

D” thinks the Swedes are more masculine, that they have a more individual way of thinking, 

and that the Brazilians gravitate more towards the feminine pole due to their group-oriented 

thinking. When it comes to viewing gender, the opposite is true; Brazilians are much more 

masculine; men should be assertive, ambitious and tough and women more tender and focus 

on relationship. “Subject D” thinks Swedes focus more on relationships and caring which 

shows that Swedes, according to “Subject D”, are more feminine. The style of Brazilian 

managers is very masculine according to “Subject D”, which means that they are assertive 

and decisive. Swedes are somewhere in between; they can be assertive but can still strive for 

consensus. 

“Subject C” has experienced Brazilians as calm and moderate in situations that can be 

stressful. Brazilians do not tend to plan as much as Swedes do, and sometimes postpone 

problems that they do not find urgent. “Subject D” thinks Brazilians are more resilient to 

stress than Swedes are. Brazilians do not plan as much as Swedes do. Swedes, according to 

“Subject D”, often plan and schedule every detail to avoid uncertain situations, something 

which Brazilians do not normally do. Brazilians do not usually plan as much as Swedes do 

which, according to “Subject D”, can be one of the reasons why they are more prepared for 

uncertain situations, something which Swedes are not when their plan does not work out the 

way it should. “Subject D” argues that it has been impossible make any further plans due to 

the previously unstable economy. When solving problems, Swedes tend to analyze how the 

problem has occurred and then they solve it. Brazilians do not focus on why, rather on how 

they can solve it. 

When “Subject C” first worked at Company B, he experienced the company as hierarchical, 

with the decisions were all being taken top-down. Since Brazilian culture can be hierarchical 

“Subject C” believes that this affected how the company culture looked. A manufacturing 

company tends to be hierarchical, even in Sweden, but he still experienced the hierarchy as 

being very strong in Brazil. The business environment, with the exception of the strong 
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hierarchy and the mix between private life and work, did not, according to “Subject C”, affect 

the IJV’s organizational culture. The Swedish parent company aims to implement its overall 

company strategy, which has worked out well in Brazil. “Subject D” describes the business 

environment as top-down and hierarchical, like many other companies in Brazil. 

Characteristic of manufacturing companies in Brazil, according to “Subject D” is that it is 

crucial to always be alert. Since material prices are constantly changing, a lot of negotiating is 

required to maintain low prices. In the security industry it is important to use high technology 

and to keep costs down, because tenders are often big. People who work in the manufacturing 

industry have low salaries. Like many other companies in Brazil, the Brazilian parent 

company was family-owned, according to “Subject D”. 

Views regarding how men and women should behave in Brazil are strong; women are 

expected to be motherly and tender in their behavior and to focus on relationships, while men 

are supposed to be tough and assertive explained “Subject D”. This is not always notable in a 

company, but mostly manager positions are held by men. “Subject C” explained how he 

noticed a difference compared with Sweden in the way communication worked between men 

and women, the tone was often harder and gender roles were stronger, the gap between the 

sexes was greater than in Sweden. 

4.4.2. Leadership 

Leadership styles differ between typically Brazilian and typically Swedish leaders. “Subject 

C” experienced the Brazilian leaders as strong and good decision makers. On the other hand, 

Brazilian leaders sometimes had problems communicating down-to-top, and “Subject C” 

experienced Brazilian leaders as having problems taking criticism, especially from employees 

below them. As a typical Swedish leader “Subject C” saw himself as more open in his 

communication than his Brazilian colleagues. Swedes like to work more closely with the 

employees, using an open dialog, even if it is the manager who takes the important decisions. 

Initially he had a hard time getting the employees to open up and to understand that he wanted 

to communicate openly with them; the new leadership culture took a while for the employees 

to understand The Brazilian leaders were more used to giving direct orders and were mostly 

on the shop-floor to observe and control production. 

In Brazil a leader is often characterized as being strong and assertive and, according to 

“Subject D” leadership is very much dominated by men. The leader has a major impact on the 

culture, depending on how he or she behaves. Usually, the manager is very clear regarding 
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what is acceptable or not at the company, and this is adhered to by all the employees. What 

“Subject D” experienced with Swedish managers is that they are more likely to negotiate with 

employees, which Brazilian managers are not. Swedish managers prefer good relationships 

with their employees, something which is not a priority for a Brazilian manager. 

Dealing with uncertain and stressful situations, together with Brazilians, “Subject C” has not 

encountered any major problems. Although Swedes and Brazilians tend to react to these 

situations differently, “Subject C” explained how they reached an agreement. On the other 

hand Brazilians can be very flexible and were very tolerant and respectful towards the 

Swedes’ methods of planning and analyzing before and during uncertain situations. “Subject 

C” has experienced Swedish people in general as being more stressed in situations they have 

not been able to foresee, Brazilians seem to be more used to those kinds of situations. 

4.4.3. Management practices and the formal socialization process 

“Subject C” explained how recruitment at Company B was dealt with by the Brazilian 

managers since they had better knowledge of the recruitment process in Brazil; he never saw 

that as a problem. It was not uncommon for relatives and friends to be hired, said “Subject 

D”. 

Governance in Brazil is often hierarchical and decisions are taken top-down; the same applied 

to the Brazilian parent company. This centralized governance initially collided with the 

Swedish parent company’s strategy for its IJVs’ and subsidiaries. The Swedes wanted more 

decentralized governance, which the Brazilian managers were not used to. Communication 

between managers and employee, especially on the shop-floor, was very top-down and 

“Subject C” did not experience it to be open communication. The managers governed top-

down with direct orders, which he does not find unusual in Brazil. “Subject C” explained how 

he did not want to govern in the same way, but more vertically, and how some of the 

Brazilian managers disagreed with him. This difference in the governing process was 

problematic and it took a long time to change this process; this is not something that can be 

changed over-night. A strong hierarchical system is, according to “Subject D”, the most 

common environment in Brazil; however, there have been some changes since the IJV was 

established at Company B. “Subject D” mentioned that the Swedes pushed for more 

empowerment, something which was not appreciated at first. “Subject D” argues that the 

manager loses its power if the employees start taking their own decisions, something which 

was difficult to assimilate. It also took time for the employees to take on more responsibility 
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because they were not familiar with making their own decisions. A change like this takes a 

long time to establish and according to “Subject D”, will not always be successful as it was in 

this case.  

Planning and budgeting took more space in the Swedish parent company’s governance than in 

the Brazilian company’s. The Swedish group had standards and policies as regards how it 

wanted the IJV Company to budget. This took a while to change, but the Brazilians were very 

open to the new system. Swedes and Brazilians perform tasks in different ways, but he would 

not say that this had been negative, more like positive. He thinks both parts have learned a lot 

how to be more effective and he think both parties have to be open-minded if it is to work. 

“Subject D” explained how they have always been using budgeting and planning, but that 

previous inflation had made it hard to foreseen potentially uncertain situations and that the 

budget had changed frequently. 

The company was very hierarchical and people on the shop-floor did not talk much with the 

people at the top and, if they did, it was mostly orders from the top down. The Swedes 

communicate more openly with people in different positions; the social gap between people is 

not as big in Sweden as it is in Brazil. He also experienced Swedish managers preferring 

direct contact with the employees. “Subject D” said he would keep a distance from the 

employees and communicate indirectly with them through their shop-floor manager. 

 “Subject C” explained that you have to understand the way communication works between 

people in different positions in both society and the workplace need to be understood to adapt 

a more open communication. 

4.4.4. The informal socialization process 

Since the Brazilian company already was active on its home market when the Swedish parent 

company formed an IJV with it, people working at company B already knew each other. They 

did not need to conduct any kind of teambuilding exercise, except for presentations of the 

Swedish company and what the newly formed Venture would bring to the company. As a 

Swedish manager, it did not take “Subject C” long to become respected since people from 

Europe/Sweden are highly thought of. “Subject C” found the Brazilians to be open on the 

private level, and this was not a problem for him. The biggest obstacle was the language 

barrier since many of the Brazilians lacked skills in English. Any new employees for the IJV 

had things explained carefully to them as regards how the company was expected to work, 

and as regards this Swedish/Brazilian collaboration. 
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According to “Subject D” there was no team building at Company B, but the employees 

mixed their private lives with work and thus became very close to each other. “Subject D” 

would say it is very important for Brazilians to trust each other and, when they gain trust, they 

share their private lives, which are a kind of confirmation of trust. At Company B, it was 

common for employees to go to the local pub after work and have a drink. Company B mostly 

recruits people recommended by employees often relatives or friends, and this helps 

newcomers to adapt more easily. The group is important in the workplace and Brazilians tend 

to mix their private lives with their work. “Subject C” did not see this as a problem; however 

he explained that it might be good for managers to be aware of the employees’ close 

relationships between work and their private lives. Swedes are more like negotiators and 

prefer to compromise while Brazilians would rather fight a conflict to the end, which shows 

that Brazilian are more masculine and Swedes more feminine. 

4.4.5. Hofstede’s (1991) four dimensions 

The business environment: 

 

PDI: Both the respondents in company B experienced Brazil as more hierarchical 

society than in Sweden. The social gap between people in different social positions 

is larger in Brazil than in Sweden. 

 

IDV: The respondents perceived Brazil as family-oriented, where the collectivism 

is strong. People tend to live at home till a high age. 

 

MAS: Gender behavior is more masculine in Brazil, difference between men and 

women in Brazil are much more distinct than in Sweden. 

 

UAI: Brazil has been experienced as more stress-resistance and more flexible than 

Swedes due to the previous unstable economy. 

 

 

Leadership: 

 

PDI: Both respondents experienced a more top-down communication among 

Brazilian leaders. The leader-style in Brazil was experienced as hierarchical. 

Employees were not used to the more open communication. 

 

IDV: Swedish leaders have been experienced as more open-minded and closer to 

the workers than Brazilian leaders. 

 

MAS: The respondents mentioned that both Swedish and Brazilian leader-style are 

decisive and confident and Swedes are more negotiable in conflicts. 

 

UAI: According to “Subject C”, Swedes plan further to avoid uncertain situation, 

which Brazilians do not, but are still very flexible.  
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Management practices and the informal socialization process: 

 

PDI: According to both respondents, Brazilians have a hierarchical environment 

with top-down communication, while Swedes prefer a flat organization with 

empowerment. 

 

IDV: Company B wanted to maintain the existing Brazilian culture and therefore 

preferred hire people, which have been recommended by employees. 

 

MAS: Nothing was mentioned here 

 

UAI: Swedish governance is more planned than the Brazilian. More important for 

Swedes to make it before deadline than Brazilians according to “Subject D” 

 

The informal socialization process: 

 

PDI: “Subject C” mentioned that Brazilians bring their private life to work which 

Swedes do not. 

 

IDV: Nothing was mentioned here 

 

MAS: According to “Subject C”, Brazilians are masculine and Swedes more 

feminine in conflict resolution. Swedes are more negotiable and Brazilians rather 

fight out problems. 

 

UAI: Trust is more crucial in Brazil than in Sweden. Focus on how the person 

behaves rather than what the person presents according to “Subject D” 
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5. Analysis 

The chapter begins with a description of the analytical concepts and approaches. Based on 

the eight categories selected, we will link the interviews from the empirical data with previous 

theories and studies. Through this we can get a picture of the cultural barriers that the 

respondents’ have experienced in a Swedish-Brazilian International Joint Venture in SME 

manufacturing on the Brazilian market. 

In order to make it easy for the reader to follow the analysis we have chosen to structure it 

using the same four categories that were used under the heading Empirical Study in order to 

obtain a good structure and overview: The Business Environment, Leadership, Management 

practices and The Formal Socialization Process and The Informal Process. In comparing 

the two case studies with the theoretical framework, these categories, which have frequently 

been used during the report, have provided a better understanding of the cultural barriers in a 

Swedish-Brazilian IJV in SME manufacturing on the Brazilian market. Under each category 

presented in the analysis there is a cross-case analysis based on the empirical result wherein 

we have compared the two cases in each of Wilson’s (2001) four factors influencing 

organizational culture. Hofstede’s (1991) dimensions have been used as a supplement to 

Wilson’s (2001) theory to gain insight into national cultural differences and barriers. 

 The Power Distance Index (PDI) 

 The Individualism Index (IDV) 

 The Masculinity Index (MAS) 

 The Uncertainty Avoidance Index (UAI) 

5.1. The business environment 

The environment at the company is reflected in the business it conducts, according to Wilson 

(2001). Different environments yield different attitudes between employees and management 

(Wilson, 2001; Claver, Gascó & Llopis, 2002). All the respondents have experienced a 

hierarchical system in the Brazilian business environment. According to Lane and Sirmon 

(2004), Pfeffer and Salancik (2003) and Wilson (2001) national culture and social 

environment affects organizational culture, their actions, and the distribution of power within 

a company. Brazil is a hierarchical society where communication between different social 

classes can sometimes be problematic, something experienced by more or less every 

interviewed subject. Countries with a high PDI are characterized by a high population and 

low GDP (Hofstede, 1991). Brazil is a country with over 195 million inhabitants (United 
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nation associations, 2012) and the gap between rich and poor has been experienced by 

“Subject A” as big. According to “Subject D”, the money in Brazil is divided so that the elite 

hold the majority of the country’s resources. There is great social inequality in Brazil 

compared to world standards (Hamilton, Islam & Wills-Herrera, 2009). Hence, Brazil has a 

high PDI, which has affected both case studies primarily as regards differences in 

communication between people in different positions at companies. 

Communication between different social classes or people in different positions which many 

of  respondents chose to call it were experienced in both cases as being more open in Sweden 

than in Brazil. Both “Subject A” and “Subject C” had experienced IJV employees often 

having problems opening up and criticizing management. According to Berkema and 

Vermuelen (1997), the PDI didn’t affect their cases negatively. Hence, Berkema and 

Vermuelen’s (1997) statement is not in line with our case companies, where 

misunderstandings and differences were experienced as regards how the gap  was perceived 

between people in different positions, especially initially. 

Brazil is a family-oriented society where families and groups are valued very highly, 

according to both cases. In both case studies, the Swedish respondents have experienced a 

Brazilian tendency to live with one’s parents longer than is customary in Sweden. Those 

experiences are well in line with the Brazilian respondents’ descriptions of this phenomenon 

since they both described how Brazilians tend to live with their parents until high age. 

According to Hofstede (1991) family-oriented cultures, where children live with their parents 

leads to a more collective way of thinking whereby affection for each other is strong; if 

something happens to one member of the group, this will probably affect all the others. 

Sweden is sometimes referred to as having a group-oriented culture where being a good team 

member is important (Cultural advice, 2004, Frazee, 1997). Swedes tends according “Subject 

C” to leave home more quickly and are less family-oriented than Brazilians, which according 

to Hofstede (1991) should make Swedes more individualistic than Brazilians. According to 

“Subject A” it is not as important to Swedes as it is to Brazilians whom you work with. 

According to Hofstede (1991), people with an “I” perspective are more adaptable to new 

situations and more familiar with the act of integrating with new associates than people with a 

“we” perspective.  

The Uncertainty avoidance index focuses on how people from a certain countries behave in 

uncertain and stressful situations. Depending on how uncertain the future is, people tend to be 
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stressed and anxious regarding their work situation (Hofstede, 1991). According to “Subject 

A” Swedes have a habit of sitting down and discussing different solutions to problematic 

situations, “Subject B” agrees with this but is of the opinion that Swedes can sometimes be 

overly analytical, which creates a longer decision-making process. Both cases showed 

experiences of the fact that Brazilians are more used to uncertain situations due to Brazil’s 

previously unstable economy and inflation.  

“Subject B” and “Subject D” both experienced Brazilians as more flexible and experienced in 

quick decision-makings, arguing that their previously uncertain economic environment would 

be the reason for this. According to “Subject B”, Swedes tended to be more stressed in 

situations which they were unable to plan for; on the other hand, she is of the opinion that 

Swedes were more prepared for uncertain situations that they were able, to varying degrees, to 

forsee. According to Cultural advice (2004b) Swedes prefer to analyze data before going into 

uncertain situations, resulting in their feeling uncomfortable with making quick decisions. In 

both cases, Swedes have been experienced as more planning and analytical while Brazilians 

were more impulsive and flexible in uncertain situations. Hofstede (1991) mentions how a 

low UAI indicates that people are less stressed and that they are not unfamiliar with taking 

risks. Behavioral states related to a high UAI are busy, emotional, aggressive and active. At 

the opposite pole people are quieter and tend to be lazy and controlled. Both “Subject A” and 

“Subject C” have experienced Brazilians as calm and moderate in situations that can be 

stressful. This is not in line coincide with Hofstede’s (1991) claim that people in cultures that 

are marked by instability and an uncertain future would be more stressed. 

All the respondents in both case studies have described Brazil as a masculine society where t 

expectations regarding how men and women should behave are strong. According to Hofstede 

(1991) men and women hold a different position in society depending on where they are 

located. “Subject B” and “Subject D” both described how women are expected to be tender 

and motherly while men are expected to be tough. Hofstede (1991) has seen, in his studies a 

difference in the MAS index between Sweden and Brazil whereby Brazil is described as a 

more masculine society with a stronger gender role than Sweden. Lovell (2000) mentions how 

this gap has decreased in recent years but that, in 2000, it was still great and that differences 

in salaries and behavior were large. 
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5.1.1. Cross-case analysis 

 

Table 5.1 shows the differences and similarities between the respondents' experiences of Company A and Company B 

regarding Wilson's (2001) factor “The business environment” with ties to Hofstede's (1991) four dimensions. 

5.2. Leadership 

According to Ardichvili et al. (2008) leadership is an important element of organizational 

culture. In firms that do not yet have a strong culture the leader has more scope to shape the 

organizational culture (Heskett & Kotter, 1992; Schein, 1993). Although the leader has the 

scope to shape the “new” organizational culture in a new venture it is important to understand 

the cultural differences between the two parent companies in an IJV (Liu & Vince, 1999). 

“Subject A’s” goal was to maintain the “Swedish culture” since Company A is part of a 

Swedish group. “Subject A” wanted the workforce to take their own decisions and initiatives 

but described how was initially a struggle since the Brazilian workforce was not used to this. 

Both “Subject A” and “Subject C” experienced Brazilian leaders as being more hierarchical in 
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their approach. They tended to lead more top-down using direct orders. The same view of the 

Brazilian leader could be noticed in the interviews with both the Brazilian respondents, 

“Subject B” and “Subject D”. According to Wilson (2001), it is complicated to force a major 

cultural change within an organization. “Subject A” described how they had to take it slowly 

and change things in small steps day-by-day. The leader has a crucial role to play in decisions 

regarding what behaviors are acceptable or not (Schein, 1991, referenced in Wilson, 2001). 

Bryman (1992, referenced in Waldner, 2006), on the other hand, with regards to the 

difficulties of bringing about change within an already-established organizational culture. A 

new IJV company is a new independent entity (Meschi, 2005), however in both case studies 

the group was already a complete group. 

One major obstacle described by both the respondents at Company A was the language 

barrier; i.e. the way Swedish and Brazilian managers express themselves. “Subject B” 

described the Swedish leadership as more open regarding communication and straighter 

regarding criticism. In earlier studies, cultural differences have led to uncertainty and 

misunderstandings (Barkema & Vermuelen, 1997; Meschi & Riccio, 2008; Simonin, 2004), 

which in turn can lead to problems of trust (Luo, 2001). For example, “Subject B” described 

how she often had to change the way “Subject A” expressed himself to the Brazilians. Even 

though Brazilian leader are described as hierarchical and strong, they tend to have a softer 

approach to their employees than Swedish leaders, explained “Subject B”. 

Various solutions and rules aimed at preventing uncertain situations differs from society to 

society (Hofstede, 1991). All the respondents have experienced Brazilians as being less likely 

to plan and analyze than Swedes; on the other hand, Brazilian leaders have been experienced 

as more stress-resistant than Swedish leaders in uncertain situations. “Subject B” described 

how Swedish leaders were not as flexible and as fast to make decisions as Brazilian leaders. 

The differences in how Brazilian and Swedish leaders deal with uncertain situations have not 

been described as a problem by either “Subject A” or “Subject C”, but as a good opportunity 

to learn from each other and utilize each other’s skills. According to earlier studies, cultural 

differences don not have to be an obstacle or a barrier if partners appreciating and respecting 

the others culture (Gray, Kim & Ren, 2009), something which in turn can lead to improved 

performance in IJVs (Park & Ungson, 2007). 
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5.2.1. Cross-case analysis 

 

Table 5.2 shows the differences and similarities between the respondents' experiences of Company A and Company B 

of Wilson's (2001) factor “leadership” with ties to Hofstede's  (1991) four dimensions. 

5.3. Management practices and the formal socialization process 

A business will have an impact on their staff’s attitudes and behaviors and depending on how 

the company operates, there will be either a negative or a positive outcome (Wilson, 2001). 

The company’s organizational structure, e.g. hierarchies and reporting systems will affect its 

culture. The nature of business structure, whether it is hierarchical or flat, will affect the 

culture; giving the employees more responsibility often leads to a positive attitude (Wilson, 

2001). “Subject B” experienced the Swedish parent company’s governance as differing from 

the way things were in the former Brazilian company. When people of different nationalities 

work together, this can easily cause problems because they often perform tasks in different 

ways, or they fail to understand each other (Raveh et al. 1996). Both “Subject A” and 

“Subject B” experienced barriers especially initially when the employees did not understand 
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the more decentralized form of governance. “Subject C” explained how he experienced the 

company’s governance at Company B as hierarchical, whereby communication was almost 

always top-down. This form of governance is the most common in Brazil according to 

“Subject D”. Cultural advice (2004) and Frazee (1997) describe Swedish organizational 

culture as flat, whereby information flows easily and employees can suggest new ideas to 

their management without problems. “Subject C” described how he wanted to introduce a 

more decentralized culture at Company B, but that he met some resistance from Brazilian 

managers. “Subject D” explained how he thought that the manager loses some of his power, 

and that they are not used to that in Brazil. At both case companies, the Swedish respondents 

were able to see how the employees were not used to this kind of governance.  

“Subject C” described how he had experienced Brazilians as putting less time into planning 

and budgeting than Swedes which, according to “Subject D” could be due to the previous 

economic instability in Brazil. One barrier that “Subject A” experienced was the differences 

in how Swedes and Brazilians looked at planning; the Brazilians had a more “easy going” 

culture whereby, for example deadlines were not as important as they were to the Swedes. 

The Swedish managers wanted to change this, explaining to their workforce how important it 

is to, for example, deliver on time. The big difference between Case 1 and Case 2 is, choice of 

method for recruiting new employees. The recruitment process is, according to Harrison and 

Carrol (1991, referenced in Wilson, 2001), one of the most important tasks undertaken by a 

company. To maintain the existing culture (in our cases the Swedish group and the Brazilian 

parent company), a company should look for people with same belief and values (Harrison & 

Carrol, 1991, referenced in Wilson, 2001). In Case 1, “Subject A” explained how a 

recruitment agency was used to maintain the culture, and to avoid employing relatives of 

employees since it was found that this caused problems. Company B was more open to hiring 

relatives since this was common in Brazil; “Subject C” explained that he did not want to 

interfere too much in the recruitment process since he thought that the Brazilian managers had 

more knowledge in that field on the Brazilian market. 
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5.3.1. Cross-case analysis 

 

Table 5.3 shows the differences and similarities between the respondents' experiences of Company A and Company B 

of Wilson's (2001) factor “Management practices and the formal socialization process” with ties to Hofstede's (1991) 

four dimensions. 

5.4. The informal socialization process 

Most likely to affect, according to Schutz (1989), whether a group at a company is open or 

closed is the organizational culture of the company. In both cases the respondents described 

the groups as open and mature. Both “Subject A” and “Subject C” explained how larger parts 

of the groups had already been formed and how they had never experienced any problems 

with the group dynamic.  In neither case were any teambuilding exercises conducted except 

for presentations of the Swedish company and its values. “Subject C” explained how he had 

encountered no problems in being respected as a part of the group, but that the language 

barrier had been a major obstacle initially due to the lack of English language skills among 

the Brazilians. The same language problems had been experienced by “Subject A” at 

Company A; however, just like “Subject C”, “Subject A” had encountered no problems 

getting into the group.  “Subject D” explained that trust is important in Brazil and that 

socializing, both privately and at work, is common. “Subject B” on the other hand, explained 



50 

 

how new employees could sometimes have a hard time finding their place within the group; 

“Subject A” thought that the Swedish nature of Company A could have had been the cause of 

this behavior. 

A major difference in the organizational culture of both cases between the Swedes’ and the 

Brazilians’ way of socializing at work, was the Brazilians way mixing their private lives with 

work. Due to Brazilians mix their personal life into their work, the line between work and 

private life is very thin (Cultural advice, 2004a). “Subject B” noticed at the beginning of the 

IJV, that some of the Swedish managers were unfamiliar with this behavior, resulting in some 

frustration among them. “Subject A” explained attempts to solve this by introducing a policy 

of not hiring relatives. According to Wilson (2001), changing the informal socialization 

process can be a way to spread a counter culture. By looking at how this process works today 

you can see inconsistencies or absurdities in the main culture (Wilson, 2001). According to 

previous research by Barkema and Vermuelen (1997), the individualism index does not have 

any noticeably negative effects on IJV performance. “Subject A” and “Subject C” did not see 

any problems in the differences between the Swedes’ and Brazilians’ approaches to the group 

or individualism (Hofstede, 1991). On the other hand, they both experienced how Brazilians, 

just like “Subject A” described it, tend to mix their private lives with work, “Subject C” 

explained that it could be good for a manager to be aware of this behavior.  
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5.4.1. Cross-case analysis 

 

Table 1.4 shows the differences and similarities between the respondents' experiences of Company A and Company B 

of Wilson's (2001) factor “The informal socialization process” with ties to Hofstede's (1991) four dimensions. 
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6. Conclusion and recommendations 

In this last chapter we will present our conclusions to answer the research question presented 

in chapter one. We end this thesis by high-lighting experienced cultural barriers from the 

cases, the authors’ reflection and suggestions for further research. 

The purpose of this study is to gain an understanding of the cultural barriers facing Brazilian-

Swedish International Joint Venture manufacturing-companies on the Brazilian market. We 

want to gain a deeper insight into and highlight the cultural barriers that these companies have 

experienced. Describing them in a way that can contribute to an improvement in IJV 

partnerships between Swedish and Brazilian companies is something which will hopefully 

help Brazilian and Swedish to establish successful IJV on the Brazilian market. 

In this chapter we will reach this purpose by answering our research question: How can the 

cultural barriers that Brazilian-Swedish International Joint Ventures in SME manufacturing 

have experienced on the Brazilian market be described? 

6.1. Result of the study  

6.1.1. The business environment 

Results from the study show that Swedish and Brazilian business environment differencing 

from each other, which most likely will enhance cultural barriers within the IJV. Respondents 

have experienced Brazilian society as hierarchical, while they have described Swedish 

business environment as more vertical. According to Wilson (2001), national culture and 

social environment have a great impact on the business environment. We have noticed from 

our findings that the social gap between people was experienced larger in Brazil than in 

Sweden, which affected the communication and relationship between employer and 

employees in both Case 1 and Case 2. Due to a hierarchical environment, communication 

within the company was experienced as more closed then Swedish managers were used to. 

The Brazilian society was also experienced as masculine and the perception on female versus 

male behavior is stronger than in Sweden. 

Brazil, according to all respondents, is a family-oriented society and it is more important for 

Brazilians to know the people they work with, then it is for Swedes. According to all 

respondents the collectivism is high in Brazil, while they experienced Swedes as more 

individualistic. 
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Brazilians have been experienced as more stress-resistance than Swedes who are explained as 

more planning and analytical. Due to a history of financial uncertainty and inflation, both the 

Brazilian respondents explained, how this have forced them to be flexible and calm in 

situations where they have experienced Swedes as more stressed and slow in their decision-

makings. 

In both cases they explained, how Swedish business culture have influenced the companies’ 

organizational culture, since the Swedish parent company had more power and could 

implement their policies and structures. This could be explained by Pfeffer and Salancik’s 

(2003) resource dependency theory and how the one with the resources can control those who 

need them. In both cases the Swedish parent companies have had the larger financial 

resources. 

6.1.2. Leadership 

Brazilian managers were experienced by the respondents’, as more hierarchical and it was 

important that leaders showed that they were strong and decisive. In both cases the Swedish 

leader-style was experienced as more open and vertical in their communication with 

employees. Even though, Brazil has been experienced as a family-oriented country with high 

collectivism, the Swedish leaders were experienced as more caring for relations than the 

Brazilian. This sometimes complicated the communication between managers and employees. 

Employees in Brazil are often not accustomed with taking responsibilities and decisions 

which caused misunderstandings for both the Swedish leaders and the Brazilian employees. 

Cultural differences, according to earlier research, can cause mistrust and a negative effect on 

the IJV. In both case-companies, this has not been the situation; even though they have had 

misunderstandings and different perceptions of leadership.  

The Swedish respondents explained they had major problems with language barriers since 

English is rare among Brazilians; they often had to use an interpreter, which made it hard to 

connect and to gauge the office atmosphere as one of the respondents’ put it. 

6.1.3. Management practices and the formal socialization process 

According to Raveh et al. (1996), people perform tasks differently and according to Wilson 

(2001), depending how the company operates turns into a negative or a positive outcome. 

Because of the fact that the Swedish parent companies pushed for decentralized governance, 

which Brazilians were not familiar with, employees were in the beginning confused and some 

Brazilian managers opposed to this kind of governance. One of the Brazilian respondents 
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explained that he experienced that he reduced his power as a manager which can be sensitive 

in Brazil. 

The respondents explained how they had experienced a difference in how they were used to 

plan. Swedes were experienced as more structured, while Brazilians had a more “easy going” 

culture. In one case, they explained how this led to different attitudes regarding deliveries, 

when it was not as important to the Brazilians as to Swedes to deliver before deadline. 

It is not uncommon, according the respondents that relatives work together at a company in 

Brazil, which they described in one case as a problem, since they thought this caused 

groupings at the company. To solve this problem, they implemented a policy that stated; not 

hire relatives to employees. On the other hand, the Swedish representative in Company B did 

not see this as a problem and therefore chose to not to change the way the Brazilians were 

handling recruitments. 

6.1.4. The informal socialization process 

According to both our cases, groups in Brazil were open and Swedish managers had no 

problem adapting into the Brazilian informal social culture. In Brazil mixing personal life 

with work is common, which is not the way Swedes are used to. Brazilians prefer to socialize 

more during work and have longer work days.  Swedes prefer to separate work from private 

life, and therefore work effective and then go home. This was not described to have caused 

any problems, however it was mentioned that it is good to be aware of this behavior when 

working as a manager at a company in Brazil.  

6.2. Conclusions 

 The business environment was influenced by the country’s strong social hierarchies 

and the great social gap, which created barriers to the Swedish vertical governance. 

 Differences how Brazilians and Swedes perceive leadership, which in turn can lead to 

misunderstandings and in time mistrust. 

 Communication-barriers between managers and employees, Swedes were 

experienced as open with communication and Brazilians preferred a top-down 

communication. 

 Major language-barriers, since the English language are generally poor in Brazil. 
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 Brazilians have been experienced as more centralized in their governance than 

Swedes, which created a barrier in how Swedes versus Brazilians wanted to control 

the companies. 

 Brazilians have been experienced as less structured and planning than Swedes which 

caused disagreements. 

 Barriers in how Swedes and Brazilians deal with uncertain situations. Swedes were 

experienced to be slow in decision-makings. 

 Swedish managers were not used to the family-oriented society and mixture of work 

and private life. 

6.3. The authors reflections 

The results of this study show that cultural barriers have been experienced in Swedish-

Brazilian IJVs in SME manufacturing on the Brazilian market. Some of the barriers were 

experienced by the respondents causing negative more effects on the IJV than others. In 

previous research, they came to the conclusion that cultural differences and barriers, if they 

are accepted and respected can provide a positive affect to IJV performance. In line with 

previous research, the authors of this thesis believe that the experienced cultural differences 

and barriers can be used as an advantage in an IJV between a Swedish and Brazilian 

company. Respect and understanding for each other’s culture in an IJV can be crucial for the 

IJV success. Not only to understand the individual organizational culture of their 

collaborative partners, but also the national culture in which, the parent companies are active.  

Cultural barriers may be hard to completely avoid but the authors believe that some measures 

may reduce those negative effects that can occur. In both cases majority of financial resources 

was held by the Swedish parent company, by being clear with how they wanted it and early 

presenting policy’s the authors believe that may have reduced what could have become 

contradictions which in turn could lead to an IJV failure.  

The barriers presented in the previous heading (6.2. Conclusions) are specified to the two 

cases that have been used in this thesis and can therefore not be generalized to a larger group. 

The authors believe that the experiences from the respondents can be useful for new investors 

on the Brazilian market and for Brazilian companies establishing IJVs with Swedish 

companies.  
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6.4. Recommendations for Brazilian-Swedish International Joint 

Ventures on the Brazilian market 

 Companies entering IJVs on the Brazilian market should be aware of those barriers 

that may occur (see bulleted list under the heading "6.2. Conclusion").  By 

understanding and awareness about the counter-parties culture, companies can be 

better prepared for cultural barriers. 

 

 Most of the barriers the respondents experienced were described as they occurred 

initially of the IJV collaboration. It is important to establish rules and policies initially, 

thus avoiding future disputes that may cause a negative effect on the IJV. 

 

 Show respect and understanding for each other’s culture and use the cultural 

differences to the IJV’s advantage. Brazilians have been experienced as flexible and 

quick in uncertain situations, while Swedes have been experienced as more planned 

and analyzing, which can be useful. 

6.5. Suggestions for further research 

Among all the parts of this thesis subject, there are some that have not received enough or any 

space at all in this investigation and therefore the authors have suggestions for future research. 

It would be interesting to see if the same study will show different results if the investigation 

is conducted in the northern parts of Brazil or in other Latin American countries. Since the 

Swedish group in both our cases held the majority of financial resources, it would also be 

interesting to investigate cases where the resources are more equally distributed between the 

Brazilian and Swedish parent companies.  

It would also be in the interest of the authors to find out what responsibilities companies show 

towards subcontractors. Can Swedish-Brazilian IJVs achieve better results by taking 

responsibility for production outside of their immediate production? Can companies improve 

IJV performance through responsibilities for working conditions, union representation of 

employees and the environment throughout their whole production process on the Brazilian 

market? 
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Appendix 1 

Interview Guide 
 

Company: 

Year of establishment? 

Number of employees? 

Main products? 

Annual sales? 

Main competitors? 

 

Respondent: 

Name? 

Years in the company? 

Position? 

Previous positions held in the company? 

 

1. Why did you choose to enter into a Joint Venture? 

2. Why did you choose Brazil? 

 Were there other countries that were interesting? 

 Why did you not choose them? 

 

3. What did you expect from Brazilian/Swedish culture, did you have any cultural 

knowledge before collaborating? 

RBT: 

1. Have any parent company affected the IJV more than the other? 

 Why do you think that? 

 How has the access to resources affected the cultural influence of the IJV? 

 

Wilson: 

 

1.  Did the business environment have any impact on the corporate culture of your IJV? 

• What barriers arose and how can they be described? 

•  Did you in any way try to oppose the problems that arose? 

 

2. How did you experience Brazilian/Swedish leaders?  

• How did Swedish and Brazilian leadership styles differ from each other? 

• How can the barriers that arose be described? 

 

3.  What is your experience of the Swedish and Brazilian control processes? 

• Where there any problems regarding how the IJV was to be controlled? 

• What decision were to be taken and who was to report to whom? 

• How did you experience differences in the way you were budgeting, planning etc.? 



 

 

• How would you describe this problem? 

 

4. How did you work to contain your organizational culture? 

 

5. Do you feel that Brazilian/Swedish management culture is more hierarchical or 

vertical? 

 

6. Were  any actions carried out to ensure that the employees gained a sense of group 

acceptance? 

• E.g. Team Building or the like? 

Hofstede: 

 

1.  How is communication between people with power and people with less or no 

power? 

 Are there any differences/similarities between the communication of the Swedes, and 

the Brazilians between people from different social classes? 

 

 How would you like communication between people to be? How do you think 

Brazilian/Swedish people would like their communication to be? 

 

 Do you see this as a problem within the Joint Venture? How would you describe these 

problems? 

 

2.  Do employees prefer working in groups or individually? 

 How would you describe the differences/similarities between Swedish and Brazilians 

attitudes towards working in groups/individually? 

 

 How have you experienced Brazilian/Swedish people as regards family values? How 

is the living situation in Brazil/Sweden? 

 

 Have  these differences created any problems within the Joint Venture? In what way? 

 

3.  How do you react in unpredictable situations, or if the future is unknown? 

 How would you describe the way which Brazilian and Swedish people deal with these 

situations? 

 

 How would you describe the differences/similarities between how the Swedes and 

Brazilians plan for the future? 

 

 Were you having any problems with these differences? In what way? 

 

 How did you experience Brazilians/Swedes emotional? E.g. Lazy, calm, aggressive 

etc. 



 

 

4. How would you describe the Swedish and Brazilian cultural view of behavior? 

 Do you see any differences between the Swedish and Brazilian view of 

gender? 

 Did you see this as a problem within the Joint Venture? In what way?  


