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Abstract 

The purpose of this thesis is to explore how emerging market firms enter more 

advanced markets. The aim is to identify the main challenges that the firms 

experience and discover how the companies operate to manage these challenges. In 

order to reach our purpose the thesis has implied a qualitative method as well as a 

multiple-case study and the empirical data of the thesis have conducted semi- 

structured interviews. 

 

The literature review is divided into two main parts, whereas the first part is Entry 

modes which include the following theories: Choice of Entry mode, Barriers to 

internationalization, the Uppsala Internationalization Model and the Network Model. 

The second part is cultural differences and consists of the following theories: Levels 

of culture, Hofstede’s cultural dimensions and Trompenaars cross cultural studies.  

 

In the analysis we have connected our empirical findings with the theories mentioned 

above. The analysis consists of a discussion between the literature review and the 

empirical data in order to research their consistent and to find a common pattern. 

The conclusion reveals that emerging market firms enter more advanced market 

differently depending on factors such as the purpose with the entry and previous 

contacts in the advanced market. The main challenges are connected to the cultural 

aspects, which are managed differently by the companies.   
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1. Introduction 

 
In this chapter we will present a brief description of our research area and reasons 

why the study of emerging market firms moving to more advanced countries is an 

interesting topic. The gap that exists within this area will be discussed in the problem 

discussion which will lead to the research question and the purpose of this paper.  

 

1.1 Background 

Globalization has become a well-known concept during the last two decades and has 

resulted in companies moving their production to emerging countries due to lower 

labor costs and bigger markets etc. (Hennart, 2011). The international business (IB) 

theories that were developed during the late 1950s and 1960s in the United States, 

referred to multinational firms and could to some degree be applied to Europe. The 

main concern for those companies later on during the 1970s, when the IB theories 

were founded, was how to sustain and increase the international presence and not so 

much on how to begin the actual internationalization process (Ramamurti, 2009).  

 

In recent years, a new phenomenon has been created where emerging market firms 

(EMFs) have started to internationalize and move to more advanced markets 

(Hennart, 2011). An advanced market is characterized by an extensive industrial 

base, a significant GDP per capita, modernized infrastructure and an elaborated 

services sector (Hollensen, 2011). EMFs are companies that originate from emerging 

markets and is an expression that has become more common in the business world 

the last decade. Lasserre (2012) claims that it is difficult to define what an emerging 

market really is, although the author suggests four factors that are common for 

emerging markets: high economic growth, increased development of the middle 

class, a high degree of infrastructure investments and the opening of their market to 

international trade and investments. The most known emerging markets are the 

BRICs countries which include Brazil, Russia, India, China and South Africa 

(Lasserre, 2012). The internationalization process of EMFs moving into advanced 

markets has increased the last decade (Hennart, 2011). However this has developed 

challenges, which firms need to take into consideration. Challenges can be defined as 
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difficulties concerning political issues such as rules and regulations, economical, 

adapting products, differences in culture and language or different business systems 

(Lord & Ranft, 2000; Hollensen, 2011). In this paper the focus will be on challenges 

that occur when entering an advanced market and challenges that arise due to 

cultural differences. Other terms such as obstacles, barriers, risks and uncertainties 

have in this paper the same meaning as challenges.  

 

The definition of entry mode according to Sharma and Erramilli (2004:2) is ”a 

structural arrangement that allows a firm to implement its product market strategy in 

a host country either by carrying out only the marketing operations (i.e., via export 

modes), or both production and marketing operations there by itself or in partnership 

with others (contractual modes, joint ventures, wholly owned operations)”.  

 

Hollensen (2011) define culture as the individual’s different values, which according 

to the author is the fundamental point in culture. When talking about culture in the 

international market, a clear distinction across nations can be seen concerning 

cultural differences e.g. language, religion and behavior patterns. Another factor that 

varies across nations and can make the expansion process difficult and affect the 

entry mode is the political situation in a country. The political situation that exists 

both in the company’s home country, where the company is operating, and the host 

country, where the company is planning to enter, can affect the process. Factors such 

as governmental restrictions, political stability, tariffs and the host country’s 

perspective on investment from abroad can all affect a firm’s internationalization 

process (Hollensen, 2011). The economical environment within a country is another 

aspect that can affect a firm’s decision on which market to enter. Some determinant 

factors could be the investments in infrastructure, exchange rates, the level of 

economic development, these factors can be seen as challenges, (Hollensen, 2011) 

and also the degree of freedom of trade (Arregle et. al. 2013). 

 

Local companies in India are familiar with some of the risks mentioned above e.g. 

political issues, economical issues and the way of doing business. Those risks are 

one of the reasons why Indian firms have decided to internationalize and enter 

foreign markets, in order to avoid the risks that exist in the home market (Jones, 

2012). After the deregulations in India in 1991, a clear change in outward foreign 
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direct investment (OFDI) could be seen. Foreign direct investment is referred to ”a 

market entry strategy in which a company invests in a subsidiary or partnership in a 

foreign market (joint venture)” (Hollensen, 2011: xlii), where outward shows the 

FDI investments out of a country. India’s OFDI in 1990, before the deregulation, was 

on a level of 0.0% while in 2006 it had reached a level of 4.8% (Singal & Jain, 

2012). When the Reserve Bank of India collected data about India’s OFDI, the 

results showed that 70% of the companies did invest abroad by establishing a wholly 

owned subsidiary (Mukundhan & Nandakumar, 2013). 

 

Before Sweden’s entry to the European Union (EU), FDI was considered quite 

difficult in the country due to government restrictions and a complex law system. 

This approach did however change during the 1980s when the control of FDI 

loosened which made the country more attractive for direct investment for 

companies from abroad. This in turn and also the entrance to the EU, has resulted in 

an increased inflow of foreign companies into Sweden during the last decade, who is 

now the employees of 25% of the workforce in the business sector. The country is an 

attractive market to do business within due to its low level of corruption, an educated 

labor force, political stability and a technologically advanced economy (Sweden 

Country Report, 2009). Morrison and Conaway (2006) also describe Sweden as a 

lucrative market due to its developed technology, despite the country’s high taxes.  

 

The relationship between Sweden and India was established in 1949 and has 

continued to grow ever since. There is a huge potential to achieve a bilateral 

accomplishment between the two countries concerning health, defense and 

environmental friendly technology. There are regular meetings held between the two 

countries in order to reach joint agreements, some of them signed have been: 

Avoidance of Double Taxation  in 1997, Indo-Swedish Joint Commission of 

Economic, Industrial, Technical and Scientific Cooperation and Social Security 

Agreement in 2012 (indiaembassy.se).  

 

1.2 Problem Discussion 

The competition among international firms has increased the last two decades due to 

the strong growth of globalization, which has also led to emerging market firms 

(EMFs) seeing the opportunities abroad (Heng et.al., 2013). According to Bakic-Miri 

http://indiaembassy.se/
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(2012) it is nowadays hard to avoid interconnection with other cultures due to 

globalization. The cultural differences between India and Sweden are tremendous, 

especially considering aspects such as relations and their way of communicating 

(Kumar & Sethi, 2005).  

 

Kaufman & Rosech (2012) revealed in their previous research of EMF’s 

internationalization process into more advanced countries, that EMFs have a 

reputation of lack of quality, prices and ethical concern. When potential customers in 

more advanced markets found out that the firms originate from emerging markets, 

they refused on meeting them. It became difficult for EMFs to build a relationship 

with potential customers. When EMFs enter foreign markets they have to be able to 

manage the host countries negative associations that might exist (Kaufman & 

Rosech, 2012). A company that is operating abroad  have to take factors such as 

market unfamiliarity, country of origin effects and other challenges that they might 

face into consideration. According to Kaufman & Rosech (2012) EMFs experience 

greater difficulties in doing business with European firms due to lack of trust from 

the host countries. Another aspect that also contributes to the complexity for EMFs 

in doing business in advanced countries is the lack of cultural knowledge. The 

challenges were found in different rules, values and norms which can be illustrated 

with an example of when a company from an emerging market was sending 

expensive bottles of wine to their customers. The customers saw this as a bribe 

instead of a gift and sent them back (Kaufman & Rosech, 2012). 

  

Another problem that has arisen when EMFs attempt to do business in Europe is the 

language barrier. The importance of speaking English appears to be very important 

when EMFs want to win projects in Europe. If a manger cannot speak good English 

and do not manage to make their business more customized it is hard to succeed on 

the European market (Kaufman & Rosech, 2012). Meyer & Thaijongrak (2013) 

claim that EMFs lack of important knowledge when it comes to the host country and 

the internationalization process. Also Figueira-de-Lemos et. al. (2011) claim that the 

most common challenges companies experience when internationalizing is the lack 

of knowledge about the host country. According to Hollensen (2011) a shock effect 

can occur when a company believes that it has all the knowledge required in order to 

internationalize and manage different barriers, however later experiences that there 
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was a gap between the perceived knowledge and the realized knowledge. One barrier 

that is often mentioned is the cultural differences between nations, as it plays a huge 

impact on the way of doing business (Hollensen, 2011).  

  

Researchers that have been studying the internationalization process of companies 

are mostly focusing on multinational enterprises (MNEs) from developed countries, 

where elements such as firm-specific factors and environmental factors are 

emphasized in order to explain the diversification in the international market 

(Gammeltoft et. al. 2012). There is, however, lack of research and theories 

concerning the internationalization process of companies from emerging markets 

describing approaches such as competitive advantage and strategic decisions. A gap 

has evolved in the literature concerning International Business (IB) which is 

important to stress since current theories are not applicable and especially since the 

outward foreign direct investment (OFDI) has increased from countries like India, 

China and Russia (Gammeltoft et. al. 2012). Ramamurti (2009) indicates that a 

reconsideration of existing theories needs to be done, since previous studies of 

multinational companies from India that are expanding to foreign markets is not 

quite suitable. One aspect is that multinational firms from the West are seen as 

mature, while Indian multinational firms is a relatively new concept and they 

internationalize in a different way and are therefore seen as immature. 

  

1.3 Research question 

In order to explore what challenges emerging market firms experience when entering 

more advanced markets and how they manage these challenges we have divided our 

research question into a main question, followed by a sub question stated below.  

 

Main question  

To be able to increase our knowledge of how emerging market firms enter more 

advanced countries and what challenges they experience we have developed the 

following question:  

How do emerging market firms enter more advanced 

countries and what are the main challenges that they 

experience?  
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Sub question  

After we have identified how emerging market firms enter more advanced markets 

and identified the main challenges that they have experiences we aim to answer the 

question of how they manage these challenges. 

 

 

1.4 Purpose 

The purpose of this paper is to explore what challenges emerging market firms 

experience when they enter advanced markets and how they manage these 

challenges. Challenges are divided into challenges that occur when entering an 

advanced country and challenges related to cultural differences. We will study 

different companies from India that are established in Sweden. We believe this is an 

interesting topic since it is a new phenomenon that has evolved in the last couple of 

years and contribute to knowledge, not only concerning Indian companies that want 

to expand, but to firms from emerging markets generally.  

  

1.5 Delimitations 

In order to narrow our research we have decided to only focus on Indian companies 

that represent emerging market firms. When it comes to advanced countries we have 

chosen to focus on Sweden and not any other markets.  

 

1.6 Disposition 

The disposition of the paper can be seen in the model below. Following the (1) 

introduction chapter that has been presented, the next chapter reveals the (2) 

literature review. In the literature review relevant theories are presented in two 

How do they manage these challenges?  
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different sections concerning entry modes and cultural differences, which end with a 

summary and a conceptual framework. In the third chapter (3) methodology, we 

describe which methods we have used, why we have chosen those methods and how 

we have gathered the empirical data. In the empirical framework (4) we present the 

information from our interviews which leads to the analysis presented in the 

following chapter (5). Finally in the last chapter (6) we present our conclusion.  

 

Figure 1: Disposition of paper (Own construction). 
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2. Literature review 

The following chapter will include two sections with a number of theories. In the first 

section we will discuss the internationalization process by starting to explain 

different entry modes and in the second section the role of culture in 

internationalization will be described.   

 

2.1 Entry modes when internationalizing  

It is particular important for an EMF to choose the right entry mode when 

internationalizing (Mukundhan & Nandakumar, 2013) and there are several modes 

that the EMF can choose between (Sandberg, 2012). An entry mode is the 

organizational structure that a company is using when establishing their firm in a 

foreign country (Sandberg, 2012).  According to Sandberg (2012) a company needs 

to be aware of their goals, policies and resource allocation in the target market before 

choosing an entry mode. According to Mukundhan and Nandakumar (2013) there are 

some main objectives that are affecting an EMF’s choice of entry mode. The choice 

of entry mode is dependent on tariff costs, logistics and regulations however these 

and other barriers have decreased during the last two decades. This has proven how 

important the transaction costs are when choosing an entry mode (Mukundhan & 

Nandakumar, 2013).  

 

Sandberg (2012) explains that there are different entry modes to choose from. The 

different modes are more or less internationalized and demand diverse amount of 

time, resources, risk and control. The entry modes include export (direct & indirect) 

licensing/franchising, acquisition, joint ventures (JVs) and wholly owned 

subsidiaries (WOS) e.g. greenfield investments and acquisitions (Sandberg, 2012). 

Ahsan & Musteen (2011) have categorized these in different groups depending on 

the demand of time, commitment, resources, high control versus low control. The 

result of this showed that the entry modes with the lowest control and the lowest 

demand of commitment and time were the export, and distribution. The entry modes 

that remained the highest control were joint- ventures and wholly owned 

subsidiaries. 
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When entering a new market companies will face different risks. Mukundhan and 

Nandakumar (2013) argues that these also affect the choice of entry mode. The risks 

that Mukundhan and Nandakumar (2013) are pointing at are political and financial 

risks. The political risks is the host countries governmental regulation, restrictions 

policies etc. The financial risk is in what terms the host-country control over the 

finical objectives. Mukundhan and Nandakumar (2013) suggest that these risks 

together are developing uncertainties that EMFs can overcome by applying mimetic 

Isomorphism. Mimetic Isomorphism is when a company has found another company 

or institution within the same industry that has been successful in some way and the 

other company copy their way of operating (Mukundhan & Nandakumar, 2013). 

According to the authors this is a good way for companies to reduce 

risks/uncertainties when going abroad if they are lacking knowledge about the new 

business environment. EMFs are in that case supposed to find a reference group 

consisting of other firms and institutions that are imitable and look how they 

succeeded to enter the market they want to enter (Mukundhan & Nandakumar, 

2013). Sandberg (2012) found a pattern that EMFs apply when entering a new 

market are group-oriented and search for companies within the same business or 

origin from the same country. EMFs are in that sense internationalized in a collective 

way, as the companies are linked together sharing knowledge, risk and uncertainties. 

This can evolve in shared experience, decreased uncertainties and institutional 

distance (Sandberg, 2012). 

 

2.1.2 Acquisition 

The main reason why a company acquire an another company is due to an easier 

expansion process e.g. the process does not take not take that long and it is more 

cost-effective, since the company does not have to put that much effort to win 

resources (Jakobsen & Lien, 2003). The value of the company that will be acquired 

depends partly on how imitable the products that it produces are and also its brand 

name. According to Ashan and Muteen (2011) an acquisition results in having full 

control, where control include variables such as learning and resource commitment.  

 

2.1.3 Wholly owned subsidiary 

A subsidiary is a part of a greater company often a multinational company 

(Johansson et. al 2006). The authors explain it as a subsidiary is managed by the 
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head quarter on the strategic level while the subsidiaries still take the decisions on a 

local level. The subsidiaries are often spread all over the world. Birkinshaw and 

Hood (1988) define a subsidiary as an entity that is placed in a host-country in order 

to bring value to the multinational company. A subsidiary has distinctive features 

that they have often skilled employees, resources and good knowledge in the area 

that they are operating in. Birkinshaw and Hood (1988) describe that an MNC can 

face challenges when establish a subsidiary. They describe the challenges like 

governmental restrictions. 

 

2.1.4 Branch office  

A branch office is explained as an extension of the already existing firm in a host-

country.  A branch office usually employs a sales person that has experience from 

the new market or originates from that country. A branch office can be used as an 

test to see if the sales increases in that specific country, in that case the firm should 

considering establish a subsidiary (Hollensen, 2011). A branch office is characterized 

by low commitment and is used as one of the first steps when internationalize a firm 

in order to confirm is a company should establish themselves in the host country or 

not (Johansson et. al. 2006).  

 

2.2 The Network model  

 

The fundamental assumption within the Network model is that the different 

approaches that the model consists of, are interlinked with each other. Those are: (1) 

connecting actors, (2) interacting within the network and (3) put the resources and 

activities in exchanged relationships (Tikkanen, 1998). Johansson and Mattsson 

(1995) claim that a network has to involve minimum a triad of actors in order to be 

called a network. The authors further describe that the model has its focus on 

business to business (B2B) relationships and that the actors are companies, although 

it could be other organizations e.g. banks, governments and universities. Another 

assumption is that there is a lack of control over the resources since other companies 

within the network can have a hold of them (Hollensen, 2011).The author claims that 

a company needs to position itself in the network to be able to gain access to these 

resources. 
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When a company is internationalizing themselves in a network through the network 

model there are three important factors that help companies to be successful; 

extension, penetration and integration (Chetty & Blankenbureholm, 2000). With 

extension the authors suggest that an organization should establish relations in new 

national nets. The penetration suggests that a company should get more involved and 

grow their resource committed. Integration, which is the last factor, indicates that a 

firm should integrate their relations so it will become a made net. 

Ford and Håkansson (2011) explain further that the relations within the net are 

interconnected with nodes. The nodes are the foundation for a firm to develop an 

identity. According to Håkansson and Snehota (2006) the network model is complex 

concerning the relationships with both organizations and individuals. This 

complexity can develop distances in culture, technology and social aspects. Ford and 

Håkansson (2011) discuss that these barriers can decrease through the interconnected 

nodes, by gaining knowledge of the extern environment and their business partners. 

This is done by mutual learning, commitment and credibility (Ford & Håkansson 

2011). 

A business relationship is according to Ford et. al. (2011) a vital factor for a business 

to be able to operate.  A relationship can be very rewarding for a company since it 

can exchange knowledge and recourses (Ford et. al. 2011). The author’s claim that a 

company cannot be independent and function properly, they have to have several 

relationships with different actors to create a network. Håkansson and Snehota 

(2006) claim that at the first sight of a relationship between two businesses it can 

seem to be isolated. However the authors argue that the relationship can be regarded 

as a part of a network with nodded interdependent relationships 

Ford and Håkansson (2011) discuss that due to the more fierce competition that has 

evolved because of globalization, customers are demanding faster delivery and 

reduced prices. Ford and Håkansson (2011) claim that a company can save time and 

reduce their production costs by being a part of a network. Äyväri and Möller (1999) 

agree with that statement but add that a network can also be useful when it concerns 

product development. Håkansson and Snehota (2006) stress that being a part of an 

international network give new opportunities to broaden a business market. Äyväri 

and Möller (1999) claim that if the manager in a company has the capabilities to 
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discover other company’s activities and resources he will be capable to create new 

networks. This will result in that the company will be able to enter a foreign market 

easier. Through an international network, the acquisitions and building up new units 

in another country will increase h due to their relations abroad (Håkansson & 

Snehota, 2006). According to Ford and Håkansson (2011) a company’s relationships 

within a network will result in cost reduction and solving problems will be much 

smother if both parts have trust in each other. 

To sum up this session, (Håkansson & Snehota, 2006; Äyväri & Möller, 1999) have 

equal perceptions of what positive features networking bring; 

•         Reduces cost & delivery time 

•         Increases product development 

•         Gain access to other actors within a network 

•         Give opportunities to enter new markets 

 

Ford and Håkansson (2011) compare a business relationship with a relationship that 

can occur between humans. They claim that business relations are time consuming 

and demand knowledge about each other and this require effort from both sides. 

Challenges that can arise between businesses relations can be conflicts in different 

ways of operating. Ford and Håkansson (2011) claim that even though being a part 

of a network can increase the development of products it can also limit innovation 

since a company often uses the resources that exist in the network. The authors also 

claim that the control of a firm is not 100% controllable because there are other 

actors involved. Challenges that can occur within a network; 

•         Conflicts 

•         Limit innovation 

•         Limited control  

 

To manage this kind of different relationships can be very complex and demand 

communication between the involved actors (Ford et. al. 2011). 
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2.3 The Uppsala Internationalization Model 

The Uppsala model was evolved by Johansson and Vahlne during the 1970s; they 

researched companies and their road to internationalization, this is how it became a 

model (Johanson & Vahlne, 1977). Figueira-de-Lemos et. al. (2011) claim that the 

Uppsala model is built upon two elements which are commitment and uncertainty. 

The Uppsala model is a template of how a company can overcome their uncertainties 

despite their lack of knowledge (Forsgren, 2001). The assumption of the Uppsala 

Model is that the knowledge that is considered as an obstacle when doing business 

abroad can be taught by being active in the new environment instead of collecting 

data about the host-country in their home market and analyze this information before 

going to the new market (Forsgren, 2001). By doing this a firm will gain knowledge 

about the market and develop a connection to the market. The founders of the 

theories argue that by obtaining more knowledge about the market it will decrease 

the risks when entering the market through incremental steps (Johanson & Vahlne, 

1977).  

 The small steps suggest that when a firm internationalize they should first start to 

export to the host- country by non-regular exports. After a while with non-regular 

exports they should move to the second stage (Johanson & Vahlne, 1977). This stage 

suggest that the firm should keep exporting but through independent export modes. If 

the exports are successful the can expand to the third stage where they can enter the 

market by establish a foreign sales subsidiary. In the fourth stage if the other stages 

have worked according to the plan they should finally move their operation to the 

foreign country (Johanson & Vahlne, 1977). 

Since the Uppsala model is built upon knowledge as mentioned above, the founder’s 

researched different factors that could prevent or disturb the information channels 

between the host- market and the firm. This resulted in companies that were 

internationalizing to choose countries with low psychic distance by entering a 

country that were similar to the home country. After gaining experience in the 

international market they could move on to countries with greater psychic distance 

(Johanson & Vahlne, 1977). The Uppsala model has been criticized, for instance the 

model ought to be a deterministic stage model but the founders claim that one should 

not be seen as a path for internationalization but instead see the model as four ways 

of establishing the firm abroad (Johanson & Vahlne, 1977). There have also been 
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discussions that companies today can gain knowledge easier about foreign markets 

through universities, business schools etc. Due to this there is a critical view on how 

the Uppsala model suggests that a firm should build up knowledge in a slow and step 

by step process (Hollensen, 2011). 

The Uppsala model has been revised and some changes have been made. In the new 

Uppsala model the psychic distance has become less important and networking has 

become the new key word (Johansson & Vahlne, 2009). By positioning the firm in a 

network a company can internationalize through its relations and in that way move 

abroad. When a firm is going to enter a new market the new Uppsala model suggests 

that they should build a network first and through that get access to the new market. 

Psychic distance is still a feature in the revised model but the focus is on 

relationships and networking, where opportunities give access to knowledge 

(Johansson & Vahlne, 2009). The structure is still as before but the main change that 

has been made is that market commitment is replaced with network positioning 

(Johansson & Vahlne, 2009). 

2.4 Barriers to internationalization 

When looking at barriers towards the internationalization process, those could be 

divided into barriers that hinder the internationalization initiation and barriers 

hindering further internationalization (Hollensen, 2011). Describing the first case, 

factors included could be lack of: knowledge, export commitment, foreign market 

connections, capital to finance expansion and productive capacity. It could also, as 

mentioned before, be determinant for the company to do as much research as 

possible and gain knowledge in order not to experience the shock effect; as the 

company might believe it has all the knowledge and information needed but later on 

realize that it had not (Hollensen, 2011). Johansson et. al. (2006) claim that 

companies who lack of knowledge can develop obstacles when internationalizing. 

The authors also claims that limited awareness recourses and market possibilities in 

the host market can develop challenges that will be hard to manage when they have 

established themselves. 

  

As for the latter case, barriers that hinder further internationalization could be 

divided into three categories (Hollensen, 2011). The first one defined is general 

market risks which are characterized by elements such as differences in language and 
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culture, problems to find the most suitable distributor, logistic complications and 

difficulties in adapting the product to the foreign market. Commercial risks is the 

second approach defined and consist of the following approaches: changes in the 

exchange rate after establishing a contract, complications in shipment when 

exporting due to delays or harm to the goods and failures in receiving a payment 

from the export customers due to e.g. bankruptcy or fraud. The third category is 

political risks which are affected by the government both in the home country and 

host country. Political risks include factors such as restrictions and regulations from 

the foreign government, national export policy of the home country and import 

policy of the host country, problematic trade documentation and high tariffs. In order 

for the company to reduce the risks as much as possible, it should avoid markets that 

are of high-risks and try to not become dependent of one single country (Hollensen, 

2011).  

 

2.5 The role of culture in internationalization  

Culture can be defined through several different factors described by Browaeys and 

Price (2011). Those are: topical, which is referred to e.g. economy or religion; 

historical which could be the traditions that are passed through generations; 

behavioral, which is a shared and learned lifestyle; normative referred to values and 

distinguishing right from wrong; functional problem solving when living together; 

mental which are habits and ideas; structural which is referred to patterns in symbols, 

ideas and behavior and symbolic which could be the societal meanings that people 

share. 

 

2.5.1 Levels of Culture  

According to Browaeys and Price (2011) culture can be divided into different levels 

depending on its development, for instance there can be a specific culture within an 

organization or a whole industry. It could however also be connected to certain 

regions within a nation or across nations (Moran et. al. 2011). When talking about 

nation and culture, it is important to distinguish these two concepts since they are not 

synonymous, as might seem to be the case from the beginning. This could be 

illustrated with the example of the Kurds whom have a specific cultural identity 

although they live in three different countries; Iran, Iraq and Turkey. Browayes and 
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Price (2011) define culture as values, attitudes and meanings hat has been developed 

due to a country’s history and assume that it has an impact on organizations on a 

micro and macro level. The macro level is referred to rules and regulations and 

economic institutions that companies have to take into consideration, whereas the 

micro level concerns the environment within an organization that is affected by the 

behavior of and relationship between employees. 

 

The first level include tangible factors that can be observed e.g. rituals, dress codes, 

eating, contracts etc. Beliefs and values are included in the second level, where the 

beliefs could be explained as how things are done and if it is right or wrong, while 

values can be seen as what is bad or good. The third level is about basic assumptions 

which are rather hard to explain since it is dependent on first two levels and on how 

things are evolved there. An example of cultural differences between continents can 

be seen between the West and Asia, where the Asians emphasize relationships when 

doing business in contrast to the West (Browaeys & Price, 2011). 

2.6 Cultural dimensions 

2.6.1 Hofstede’s cultural dimensions  

Hofstede’s model describe the four dimensions of national culture. It is important for 

the global leaders to understand, not only the business protocols and customs, but 

also how people behave and think and the characteristics of a nation (Moran et. al. 

2011; Hofstede, 1984). Hofstede’s research included twenty different languages and 

72 countries (Hollensen, 2011). The aim of the four dimensions was to identify the 

central problems that a human society experience however a distinction between 

societies resulted in different answers (Hofstede, 1984). The cultural dimensions 

usually explain ”(1) different ways of structuring organizations, (2) different 

motivations of people within organizations and (3) different issues people and 

organizations face within society” (Hofstede, 1984:46). Despite that the research was 

done in the 1980s there has not been a study done since then with such an extensive 

group of respondents (Hollensen, 2011). The cultural dimensions of the model have 

been applied in a broad range of behavioral science disciplines concerning areas such 

as marketing and advertising, brand strategies in the global environment and 

decisions making concerning ethical issues (Blodgett et. al. 2008). However, the 

framework has some weaknesses (Hollensen, 2011) and has been criticized of its 
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reliability and validity (Blodgett et. al. 2008). Hollensen (2011) claims that since the 

research was based on only one industry and one multinational company (IBM) the 

results could be misguiding since the representatives belong to a small group (e.g. 

educated or middle class) in a country. 

 

The four dimensions defined are: 

•    Power distance: express to what extent a society accepts that the power is 

distributed unequally in institutions and organizations (Moran et. al. 2011). It is the 

relationship and values between superiors and subordinates and the hierarchical 

level between the parties, that is the basic assumption in power distance (Hofstede, 

1984). The power distance in a firm is considered to be high when there are few 

people with power that make decisions and the organization is relatively 

centralized. Subordinates are not self-dependent and are used to receive orders on 

what to do (Hofstede, 2010).  

 

•    Uncertainty avoidance: indicates in what matter the society feels threatened by 

uncertain situations (Moran et. al. 2011). Uncertainty is related to anxiety in life 

and could be avoided by for instance following rules in the organization (Hofstede, 

1984). Hofstede (2010) claim that people have since infancy been learned to 

structure their environment to the extent it is possible.  

 

•    Individualism versus collectivism: Individualism indicates that people in a society 

are expected to only take care of themselves and their closest family members. 

Collectivism is referred to ”a tight social framework” where there is a distinction 

between groups whereas in-groups consist of relatives and organizations that are 

expected to be loyal (Moran et. al. 2011: 21). Hofstede (1984) define individualism 

within an organization as the ability to be independent when it comes to factors 

such as being trained and using skills. Hofstede (2005) claims that people from 

different cultures perceive the individualism and collectivism differently. An index 

has been developed in order to measure different countries to see whether they are 

individualistic or more collectivistic. Countries that measure a high index are 

individualistic and described as the individual are the main priority.  
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•    Masculinity versus femininity: This indicates what values are fundamental in a 

society, where masculinity is described to emphasize material things, money and 

self-interest (Moran et. al. 2011). The femininity approach are more relation 

oriented, they consider a good relationship with your manager, living near your 

family, have the freedom to work for whom ever you want and work with people 

that is willing to cooperate (Hofstede, 2010). According to Hofstede (2010) there 

are some differences between masculinity and femininity at the workplace. One 

example is the femininity management which is seen as intuitive and consensus 

managed and the masculinity way of mange is instead decisive and more 

aggressive. There are also different ways of solving problems e.g. though 

femininity conflicts are solved with negotiations and compromises. The 

masculinity find the solution to the problem by letting the strongest part 

win. (Hofstede, 2010).  

 

•    Time perspective: The fifth dimension was added later on to the original cultural 

framework. The time perspective is referred to the members in an organization and 

indicate whether a long term orientation is preferred rather than a short term. It is 

described that most countries in the Asia Pacific reach a high level of long term 

orientation compared to Europe which is more short-term oriented (Moran, 2011).  

 

Table 1: Index of Hofstede’s cultural dimensions (Source: Hofstede, 2005)  
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2.6.2. Trompenaar’s cross cultural studies  

Trompenaars and Hampden (2012) identify three categories that describe the 

differences between cultures. Those are; relationship with people that consist of five 

dimensions, different attitudes considering time and the affect of the environment.  

 

Relationships with people  

• Universalism versus particularism - This first dimension is referred to how we 

evaluate the behavior of people around us. Universalism is an objective view on 

how well rules and regulations are followed in the culture that we are surrounded 

of. If it concerns people that we are close to such as friends and family, the 

evaluation becomes more particular. In the international business the universalist 

aspect is considered as unavoidable, for instance when making a contract both 

parties have a certain liability and if one of the parties break the deal the 

consequences could be costly. However if the parties have developed a 

relationship, it could be seen more from a particularistic perspective (Trompenaars 

& Hampden, 2012).  

 

• Individualism versus communitarianism - This particular aspect is relatively similar 

to the one developed by Geert Hofstede (Velo, 2011). Trompenaars and Hampden 

(2012) define individualism as a feature of a modern society and 

communitarianism as the traditional society. Within the international business 

environment these two aspects are crucial when it comes to factors such as 

motivation and decision making. Trompenaars and Hampden (2012) define the 

individualistic society as driven by money and the motivation is found in money. A 

communitarian society features that the people have a lack of status and their 

decision making takes much longer time than the individualistic society since they 

need to involve everybody (Trompenaars & Hampden, 2012).      

 

• Neutral versus affective - This dimension implies to what extent people show their 

emotions. When feelings are suppressed and controlled they are considered as 

neutral while affective cultures are characterized by gestures, laughter and 

grimacing (Trompenaars & Hampden, 2012).  
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• Specific versus diffuse - Refers to what extent people involve in relationships. This 

is illustrated with the example of when a couple get married, if they do it in order 

to gain better tax advantages the culture would be considered specific. However it 

they do it out of love it is seen as a diffuse culture, it is a holistic perspective 

(Trompenaars &Woolliams, 2003). The authors claim that in some countries, the 

relationship might be determinant in order to have a business.  

 

• Achievement versus ascription - Achieved status is connected to a what a person 

has done; what the person has accomplished. Ascribed status on the other hand is 

related to a person’s way of being such as their education, age and gender 

(Trompenaars & Hampden, 2012).  

 

Attitudes with Regard to Time 

Not only do people have different perception about each other across cultures, they 

also perceive time differently. It is the past, the present and the future that might play 

a different role between cultures. The authors also identify three subcomponents to 

this aspect; sequential/synchronic (a linear working process or several tasks at the 

same time; the meaning of time ”Is the business plan for the next three months, three 

years, or three decades?” (Trompenaars & Hampden, 2012:147); Event time (Is the 

job done when it is supposed to or will it be done later).  

 

Attitudes with Regard to the Environment  

This element focuses on the impact on people from the natural environment, which 

additionally with the dimension described above ”is the center of human existence”  

 

 

 

 

 

 

 

 

                                 (Trompenaars & Hampden, 2012:173).  
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2.7 Business culture in Sweden and India  

The Swedish business culture and people’s behavior could be described to be quite 

different from other parts of the world. The core values that are stressed among the 

Swedes are honesty, tolerance, loyalty, kindness and equality (Lewis, 2006). Lewis 

(2006) describes some important aspects to think about when doing business with 

Swedes. It is for instance important to be punctual if you are meeting someone on a 

business meeting. However to stick to the time frame during the meeting is at least as 

important as being on time, so the meeting does not exceed the expected time 

(Lewis, 2006), especially since Swedes are not very keen about small talk (Morrison 

& Conaway, 2006). It is seen as rude to interrupt someone who is talking and 

therefore you should wait on your turn (Lewis, 2006), which could be seen as a 

downside when doing business with people from other parts of the world who are 

used to many people speaking at the same time (Morrison & Conaway, 2006). 

Swedes believe in making decisions together in a group and therefore it can take time 

for them to make decisions individually (Lewis, 2006). They also see themselves as 

proud people and are learned to analyze a situation from a critical point of view 

(Morrison & Conaway, 2006). They think of themselves as honest and always tell 

the truth and are not very formal as they tend to use the first name (Lewis, 2006). 

 

The Indian business culture has been affected of thousands of years of religious 

history, the cast systems is a result from this which also shows in the business culture 

(Morrison & Conaway, 2006). The business culture is described as hierarchical and 

titles are highly respected and important (Lewis, 2006). A person in India achieve 

status from a university degree, age and profession. Lewis (2006) explain that the 

importance  of the titles are an historical value that the British colony left behind. 

Morrison & Conaway (2006) stress that if one is doing business with an Indian they 

can expect delays. The reason for that would partly be because the government is 

working in their own speed. Morrison and Conaway (2006) suggest that one that is 

doing business in India have to be patient they should also try to be realistic when 

setting up deadlines. An important factor when doing business in India is that the 

relations between the business partners. When negotiate it often come personal and 

hospitality is crucial. 
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Decision making in India involves many parties. Morrison and Conaway (2006) 

claim that Indians are collectivistic in the sense that before making a decision they 

want their family, friends and the society’s approval. According to Lewis (2006) 

Indians are family oriented.  Another thing that one should have in mind is that 

Hindus do not eat beef this could be good to know since business negotiations often 

happens over a meal (Morrison & Conaway, 2006).                   

  

2.8 Conceptual framework  

Our conceptual framework below presents how our literature review is interlinked 

and shows how the theories are relevant for our research. We have divided the 

conceptual framework into two different parts with associated conceptions which 

will be found throughout this paper. These two parts consist of (1) Entry modes and 

(2) Culture. Concerning the entry modes we have included theories that describe the 

internationalization process of a company. The theories included are: the choice of 

entry mode, Network mode, barriers to internationalization and the Uppsala 

internationalization model. Regarding the cultural part we have chosen to look at 

observed culture, values and beliefs and relations within culture. The theories we 

have connected to these concepts are: Levels of culture, Hofstede’s cultural 

dimensions, Trompenaar’s cross cultural studies and business culture in Sweden and 

India. We have connected the both parts to challenges that can occur within these 

areas and affect the internationalization process.   

 

 

 

 

 

 

 

Figure 2: Conceptual framework (Own construction) 
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3. Methodology 

We introduce this chapter with a model, which gives an overview of how the chapter 

is structured. Further we have presented how the information for the empirical 

chapter was gathered. The case companies that we have been in contact with are 

also described.  

Figure 3: Disposition of the methodology chapter (Own construction) 

 

3.1 Research approach 

The foundation of scientific theories is built upon three main concepts, these are: 

inductive, deductive and abductive approaches. These approaches treat the 

connection between the empirical facts with the theoretical framework. The 

inductive approach is close related to the empirical facts and is based on this and 

practical findings, it is based on an empirical problem that one later on find a theory 

to apply (Graziano & Raulin, 2013). The deductive approach is when one assumes a 

problem from a theory that is tested by empirical research (Ghauri & Gronhaug, 

2010). Patel and Davidsson (2011) argues that the advantages with doing using a 

deductive approach the results from the research will be objective since it is based on 

the existing theories and this limit the possibility to ad subjective point of view. The 

abductive approach is explained as quite complex that does not follow a specific path 

but instead look at the empirical and the theory throughout the analysis and by time 

even changes the theoretical framework (Dubois & Gadde, 2002). The abductive 

approach can be comparable as a combination of the deductive and the inductive 

approach however the research question can have its foundation from only one case 

and this will give an idea to a theoretical framework (Patel & Davidsson, 2012). 

Patel & Davidsson (2012) discuss that when an abductive approach is seen as a 

combination of these two it will be easier for the researcher since it will not follow 

one approach strict but instead be able to use some parts from both. Seale et.al. 
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(2007) claims that a research done through an abductive approach can be resulted in 

that a phenomenon will be connected to one or several theoretical concepts and the 

result do not have to have a logical reason. 

  

Before we started our research we had some previous theoretical knowledge about 

that emerging market firms have in the last decades started to internationalize to 

more advanced markets. That is how our interest of the subject developed and 

through that we formulated our research question; How do emerging market firms 

enter more advanced countries and what are the main challenges that they 

experience? with a following sub-question; How do they manage these challenges? 

Through our research question we developed a theoretical framework that we 

believed could help us answering the question. By connecting our interview 

questions to the theoretical framework we could collect our empirical data which 

lead us back to the theories. In our research process we discovered that our 

theoretical framework could be adjusted to the empirical data that have collected and 

thereby we added some theories and excluded other theories. This is the main reason 

we have chosen to use and abductive approach, since it gives us the opportunity to 

revise our literature review.  

 

3.2 Research method 

When collecting data for a research there are two divided methods that lay the 

fundamental point for the analysis, the first is quantitative method and the second is 

qualitative method. Quantitative method is most suitable for a research that is 

focusing on numbers, for instance if the research question will examine statics. A 

quantitative method can look at a group of people and use their results as overall 

results for a bigger comparable group (Patel & Davidsson, 2011). When using a 

qualitative method this assumes to answer deeper questions that includes “how” and 

“why”. Merriam (2002:3) explains a qualitative method as “The key to 

understanding qualitative research lies with the idea that meaning is socially 

constructed by individuals in interaction with their world”. A qualitative method 

requires different types of data in order for the researcher to be able analyze and gain 

a deeper understanding of the problem. The data that can be used in a qualitative 

research is text materials that origin from interviews, books, articles or texts from 

observations that has been made (Patel & Davidsson, 2011). The authors further 
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claim that a qualitative research is time consuming, since the researcher often works 

with a lot of text material e.g. that is gathered from interviews or video records and 

has to be processed and written down.  

  

The focal point in our research is to obtain a deeper understanding about Indian 

companies that have established themselves in Sweden and what challenges they 

have experienced. We have therefore chosen to do a qualitative research and 

gathered the empirical data from interviews with Indian companies that are 

established in Sweden, to receive their perspective on the subject. We transcribed the 

interviews in order to ensure that we did not miss out on any important information. 

Articles and books have been used to acquire a comprehension about the subject.  

 

3.3 Research strategy 

According to Yin (2012) a case study is delimited to either a person, organization or 

a behavioral condition. There are four different types of case study designs; single or 

multiple- case study which can be either holistic or embedded.  An embedded single 

case study is the central point for studies that are limited to analyze one organization 

but more than one analysis object. If the research instead includes more companies it 

would be an embedded multiple- case study. The study will become holistic if there 

only is one single unit of analysis. A multiple case study is often used when the 

researcher wants to know the causes of something and often comprise more than one 

case, which is perceived as more robust than a single-case study (Yin, 2014). 

Variables that are common in a multiple case-study are “How” and “Why”. By 

analyzing many organizations or companies a multiple case-study can answer a 

problem in a general sense or see if the finding differs depending on different aspects 

(Jacobsen, 2002). 

  

We have done a multiple-case study in our research, since we are examining more 

than one case. We have interviewed respondents from three different Indian 

companies which we believe will give us an overall view of how they manage 

challenges when entering an advanced market, which in this case is Sweden.  
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3.4 Selection of case companies  

When the researcher has decided the limitations of the research and which elements 

will be studied, the next step is to select what kind of environments, persons or 

organizations should be observed (Merriam, 2011). Even though the selection 

process is more problematic when doing qualitative interviews it is still important to 

choose the right persons within both aspects, to receive the required information 

(Jacobsen, 2002). The two fundamental types of selection that exist are based on 

probability and non-probability, where the latter case is most likely to be used in 

qualitative research (Merriam, 2011). The first type include participants that have 

been randomly selected (Bryman & Bell, 2005) while the other type indicates that 

there is no calculation done on what element will be included in the selection process 

or that there even is a chance for the elements to be included (Merriam, 2011). 

  

The criteria for our selection of case companies was that the company is an Indian 

firm that had expanded to Sweden and was established in the country. It was 

important that the Indian company had its origin from India and was founded by an 

Indian. The respondents that we chose to interview were working within the 

company. The companies that we have chosen to interview are described briefly 

below and were selected by a non-probability type.  

 

3.4.1 KraftPowercon  

KraftPowercon is a multinational company with presence all over the world. The 

products that the company produces are used to convert electrical power and the 

company operates on a B2B level. Power is available in two kinds of forms AC and 

DC. So either the product converts power from AC to DC, or the other way around. 

The company has manufacturing facilities in India, China and Sweden. From the 

beginning the company consisted of Kraftverket, which was operating here in 

Sweden since 1935, while Powercon was operating in India and was founded in 

1971. However the company became KraftPowercon when the Indian Powercon 

acquired the Kraftverket company in 2010. About 95 % of the company’s 

manufactured goods are exported to other parts of the world such as North America, 

Europe and Southeast Asia. 
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3.4.2 Tech Mahindra 

Tech Mahindra is a part of the Mahindra group, which is a multinational company 

that operates in the IT sector. They provide telecom solutions to a lot of businesses 

such as banking, aerospace and energy. The company was founded in India by the 

currents chairman grandfather in 1986. Mahindra employees around 150 000 

employees and has a turnover of 16 billion USD, while Tech Mahindra which makes 

up a large part, employs around 90 000 employees and has a turnover of 3-4 billion 

USD. Today the company is present at 50-60 countries around the world, however 

the largest part is still in India and makes up for around 75 000 of the 90 000 

employees. 

 

3.4.3 Infosys 

Infosys is a multinational company that provides business consultancy technology, 

engineering and outsourcing services. It was established in Pune, India in 1981. 

Infosys employs around 165 000 people around the world and is currently India’s 

fifth largest publicly traded company. 

 

3.5 Operationalization 

When doing an operationalization, the researcher translates the key variables from 

the literature review into interview or survey questions (Patel & Davidson, 2011).  

The most common approach is to do it as a measurement, which is often done in 

quantitative research and therefore it is more difficult to measure the variables in a 

qualitative research. Therefore the researcher often let the respondent to answer the 

interview questions with their own words in a qualitative research (Patel & 

Davidson, 2011).  

 

Through our main research question and the sub question, we have created a 

conceptual framework. To be able to analyze the theories in our literature review, we 

have done an operationalization with the help of our conceptual framework, in order 

for the interview questions to cover the key variables and the areas that we want to 

examine. The operationalization will show how the questions are connected to the 

theories, which we have chosen to divide into two parts: entry modes and cultural 

differences. 
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Entry modes - Entry modes defined by Sandberg (2012) are referred to the 

company’s goals, policies and resource allocation in the target market. The choice of 

entry mode is dependent on how high the costs will be and each mode requires a 

different amount of time, resources, risk and control (Sandberg, 2012). The theories 

that are connected to this part are: Barriers to internationalization, Entry modes, the 

Network model and the Uppsala Internationalization model.  

 

Cultural differences - Since culture is a wide concept, we have chosen to focus on 

some specific variables in order to narrow it down. The main definitions that 

describe the concept are: observed which is referred to the visible differences 

between cultures such as language, food and dress code (Hollensen, 2011; Browaeys 

& Price, 2011); values and beliefs indicate how people do things and if it is right or 

wrong; and relations which aim to describe to what extent relationships matter across 

cultures when doing business (Browaeys & Price, 2011). The theories that are 

connected to this part are: Levels of culture (national & organizational, Hofstede’s 

cultural dimensions, Trompenaars, culture in Sweden and culture in India.  

 

Table 2: Operationalization (Own construction) 

 

3.6 Data collection 

3.6.1 Secondary and primary data  

The basic assumption of what a primary source is, is that it is gathered by the 

researcher from the original source e.g. by interviews, observations, letters, 

photographs or reports (Quinlan, 2011). Secondary data is data that is collected from 
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existing sources, in other words, a secondary source is based on a primary source. 

The researcher gains information that is analyzed, commented or interpreted on the 

original information (Quinlan, 2011). When gathering primary data, the researcher 

has control and knowledge about the information gathering and is aware about it 

flaws and the credibility. However this is not the case when gathering secondary data 

as the researcher presumably does not have the knowledge of how the data was 

processed, which measurement was used and who registered the data (Jacobsen, 

2002). 

  

3.6.2 Semi structured Interviews 

When performing an interview a meeting with the person would be the best option to 

get the most out of the interview. By a personal meeting the interviewer will be able 

to ask follow- up questions depending on the person answer and be able to get a 

deeper understanding of the answer (Kylén, 2004). Kylén (2004) claims that an 

interview will help the involved parts to manage language, background or 

educational barriers if there are any. The author claims that an interview that is 

performed by phones is not as effective as a personal meeting and the interview will 

not be able to go deep on the answers. 

  

There are two different ways to ask the question when performing an interview; the 

first one is to ask closed questions. Closed questions give answers that are often short 

and consist of yes, no and maybe this will not give a deeper understanding. To use 

opened questioned often give a greater and deeper understanding. The answers to 

opened questions will be longer and the interviewed person can speak free without 

getting interrupted by the interviewer (Bryman & Bell, 2005). When doing a 

qualitative research one can choose between two structures on their interviews. The 

first is unstructured, this can be used when there is a lack of knowledge about the 

subject, and if the research is explorative this structure can be used. By doing an 

unstructured interview the interviewer can learn more and in a future interview they 

can be able to ask more questions (Merriam, 2011). Bryman and Bell (2013) claims 

that unstructured interviews can consist of only one question and then it will develop 

to a more conventional situation rather than an interview. The second is semi-

structured interview which is categorized by an already decided theme on the 
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questions which are more specific, in order for the answer to touch the subject that is 

being researched (Bryman & Bell, 2010). 

  

Since our research is qualitative and we wanted to gain a deeper understanding, the 

most part of our interview questions have therefore been open and we have 

conducted a semi-structured interview. We have been able to visit one of our 

respondents and one of the two remaining interviews have been performed by phone 

since the respondent did not have time to meet us. The third respondent was 

currently in India and therefore we performed an interview by mail. The interviews 

that were performed by phone and mail limited our ability to observe the respondents 

and see reactions that they might have shown during a personal meeting. Although 

the interview that was performed by mail gave the respondent time to think through 

the questions before answering and gave him time to collect data that he might not 

have had 

3.7 Scientific credibility 

3.7.1 Reliability 

Graziano and Raulin (2013) discuss the importance of reliability and argue that if a 

measure is done correctly, the outcome of the measure should be the same despite 

the person doing the measure. Reliability can be categorized in the three following 

ways: Interrater reliability indicates that a measure is done by observations and 

should include minimum two observers that are not dependent of each other. The 

observers should also be unknown about the other one’s ratings. If the results of the 

measure are identical, the reliability is considered to be extraordinary. However the 

authors claim that the results of actual reliability tend to be somewhere between 

identical and zero. Test-Retest Reliability is the second approach described and refers 

to the time-frame of the research. The concepts indicates that it should not matter 

when the research is done, as if the same research is done at a later time the result 

should be the same as the first time. Internal Consistency Reliability is applied when 

the focal point is to gain the results of several participants through observation 

(Graziano & Raulin, 2013). 

 

Merriam (2009) claims that it is harder to prove reliability within a qualitative 

research, since there are certain situations that can affect the analysis. These 
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situations depend on the behavior and experience that the respondents might have. A 

researcher can prevent a low reliability by allying theories to the collected empirical 

data (Merriam, 2009). In order to maintain the reliability in our research we have 

connected our empirical data to the literature review to be able to strength our 

research. We have also attached our interview guide and recorded the interviews that 

we have had.  

3.7.2 Validity 

”Relates to how logical, truthful, robust, sound, reasonable, meaningful and useful 

the research in question is” (Quinlan, 2011:42). Validity could be described with 

those elements, where the focal point for a project to be valid is that it should add 

knowledge (Quinlan, 2011). 

  

Internal validity refers to how the results of a research cope with reality. According 

to Merriam (2002) there are several different realities that are constantly changing, 

within the qualitative research, as people have their own perspective on reality. The 

understanding of reality will constitute of the researcher’s view and how he or she 

perceive the participant’s view of the research of interest. For instance when 

independent people describe the same phenomena the description will vary from 

person to person since they have different perspectives on the way they see a certain 

thing. In the qualitative research, the quantify of a certain variable is not emphasized 

however the important aspect is to present the interpretations of the ones involved 

and be able to define the happenings in a holistic perspective. Since the collection of 

data and analysis is gathered primary through interviews and observations the 

proximity to reality is closer than it would have been if the information would be 

gathered through an instrument that had already studied the phenomena. It is argued 

that internal validity is strong in qualitative research when the reality is seen in this 

context (Merriam, 2002). External validity within a case study is referred to whether 

the results can be generalizable (Yin, 2014).  

 

By recording our interviews we have been able to transcribe our empirical data 

which has resulted in not leaving out any important information in order to add 

validity. We have also developed our empirical chapter as much in detail as possible 

and included examples that our respondents have given. This have been done in 

order to analyze this with our literature review to get a depth in our analysis. To add 
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knowledge we aim to send our thesis to our case companies so they can take a part of 

our finding.   
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4. Empirical results  

The empirical framework consists of the primary data gathered from our interviews, 

with people working within Indian companies that are established in Sweden: 

KraftPowercon, Tech Mahindra and Infosys. We will first start to introduce the 

respondents that we have chosen to interview. The primary data will be presented in 

two different parts that have been a common pattern throughout the whole paper. We 

will start by describing how the companies have entered Sweden and then we will 

discuss the culture within the countries. 

 

4.1 KraftPowercon 

Ranjit Jakkli is the Managing Director (MD) of KraftPowercon and owns 75% of the 

company. He has a master in electric engineering from the United States. 

KraftPowercon is established in Gothenburg, Sweden, Shanghai, China and Pune, 

India. Powercon was founded in India in 1971, by Jakkli’s father. KraftPowercon is 

the result of an acquisition that took place in 2008 between Powercon (India) and 

Kraftverket (Sweden). 

 

4.1.1 Entry mode  

Powercon had knowledge about the Swedish company Kraftverket 15 years before 

they actually met for the first time, but by then they were competitors (Jakkli, 2014). 

The beginning of the acquisition started 8 years ago when the Managing Director of 

Kraftverket went to visit a trade fair that took place in India, where Powercon was 

exhibiting their products. Since the both companies were aware of each other, they 

decided to have a lunch meeting to discuss if there was any possibility for them to 

work together. The aim for Kraftverket was to start selling their products in the 

Asian market, while Powercon wanted to grow in the European market. The goal for 

the two companies was to increase their presence internationally and therefore they 

saw the potential that they could gain help from each other.  

 

At the meeting they immediately understood that even though they were competing 

technically in the same business segment, they had a different product line, which 

meant that they did not compete for the same customers. Jakkli (2014) claims that 

when two companies within the same business segment come together, they would 
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normally overlap each other’s products and be forced to stop producing some 

product lines. In the case of Powercon and Kraftverket this was not an issue since 

Jakkli (2014) describes their business as a “perfect match” and defines Kraftverket as 

a highly valuable company with a good reputation. However despite the perfect 

match they continued to be competitors instead of becoming business partners.  

 

The possibility of working together was still an option for Powercon and they kept 

the contact with Kraftverket. The managers of the two companies met several times 

after this. Kraftverket was in India three times and Powercon came to visit them in 

Sweden twice. During these meetings Jakkli (2014) explain that the two companies  

grew closer and they got to know each other better, all this happened in 2006. At the 

end of December Kraftverket made an announcement that they wanted to sell their 

company. The reason was the age of the previous owner that was going to retire. 

 

The owners by that time had hired an investment banker to look at the possibilities of 

selling the firm. Jakkli (2014) clarified that during a meeting in December of 2006 

Powercon started to discuss if they should bid on Kraftverket or not. When they 

decided to make a bid, there was a company from the United States that bid 30 % 

higher than Powercon, so Powercon decided not to bid any further. When the 

American company was about to exchange money with Kraftverket they suddenly 

withdrew their proposal. This resulted in Kraftverket resuming the contact with 

Powercon to see if they were still interested. This was at the end of 2007 and at the 

beginning of 2008. The whole buying process started again but this time with 

Powercon.  

 

Powercon did not have any knowledge about Sweden as a business market and 

therefore they decided to ask one of their business connections in Sweden for help. 

Powercon had previously done business with the Swedish company Emotron that is 

established in Helsingborg, Sweden. Their help was very useful for Powercon 

especially from the Technical Director of the company. Powercon was very satisfied 

with the help and the technical director was very technical capable so they invited 

him to their board. The technical director is now sitting on their board. Jakkli (2014) 

describe that the help was advice of how to operate in Sweden. Jakkli (2014) tell us 

that he was happy to get someone that they trusted and knew on their board. Jakkli 
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claims that they did not look at the way Emotron were operating but more on their 

acquisition process. Powercon felt confident in their way of operating so the things 

that the look companies establishment process. 

The process of entering the Swedish market took Powercon 2.5 years from the first 

time they met until it was done. The acquisition process stood for 7 month of this 

time. When the buying process was ongoing Powercon hired professional firms, one 

law firm (Wistrand) and one accounting firm (Grant Thornton). The accounting firm 

was hired to look at previous year’s balance sheets and reports and make sure that 

everything was ok. The law firm looked if there were any sues on the company and 

contracts that existed within the firm that in the future could destroy the new owner’s 

liability. Jakkli (2014) thought that the firms really helped them and made the 

acquisition easier. Since Powercon did not have a lot of knowledge about Sweden as 

a country and how things work in Sweden they helped them with that too.  

 

Jakkli (2014) highlights how important it is with relationships and claims that the 

acquisition was much easier due to the good and trustful relationship he had with the 

previous owner of Kraftverket and also with the employees that still work within the 

company after the acquisition. According to Jakkli (2014) even the due diligence that 

the accounting firm made was easier to deal with since trust had been build up 

between Kraftverket and Powercon.  

 

“If you know the company well enough, in my opinion it is much easier to trust these 

reports”. (Jakkli, 2014) 

 

Jakkli (2014) does not believe in doing business without knowing the person first. 

According to Jakkli (2014) people within the firm think that they should do business 

without spending too much time on the relationship because they believe that the 

offer will not last forever and businesses have to be done fast. He also suggests that 

an acquisition should be viewed with care and before accomplishes an acquisition 

one have to have a lot of knowledge about the company and the easiest way to gain 

knowledge would be from a good relationship.   

 

KraftPowercon had some issues concerning environmental concerns because the 

ground that the factory is built on. It was some discussion around that but it turned 
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out to not be very important since reports were made and it was proven that the land 

was ok, However this was not their main problem, they had issues during the 

acquisition where they had a situation that the investors that wanted to invest in them 

ran away in the last moment. After that their bankers ran away. 

 

Jakkli (2014) found the Swedish rules and regulations quite transparent and he thinks 

they were quite easy to find and understand compared to what he had imagine. Jakkli 

(2014) explain that it was easy to get a copy of the collected agreement and they 

were easy ti understand and follow. 

 

One concerned the company had before acquiring Kraftverket was the challenge to 

keep the customers that they had been supplying to. They were afraid that the 

customers for example, could feel that “know the company is being ran by some 

Indian company”, Jakkli (2014) claims that you never know how people will react to 

a change so you have to keep that in mind. Powercon was fortunate because they did 

not lose any of the customers, Jakkli (2014) believes that the reason can be because 

they developed a trust with their customers. 

 

KraftPowercon thought that the process to entry Sweden was very easy since the 

laws and regulation are so transparent; they also felt secure since they did not face 

any corruption. Jakkli (2014) explain that they had not expected any corruption 

either since he feels like their industry is corruption free. The regulations in Sweden 

are according to Jakkli (2014) very easy to follow if you compare it to the 

regulations in India  

 

“But rules and regulations in India they are extremely complicated, and here in 

Sweden they are very easy, so that was a big difference and a big relief. So 

something that we thought would take weeks and weeks, it took hours” (Jakkli, 2014) 

 

The labor force in Sweden had the technology knowledge that KraftPowercon 

needed but Jakkli (2014) explains that the labor costs in Sweden are truly expensive 

and this has been a challenge. Kraft Powercon has solved this by outsourcing some 

parts of the production the company in India in order to reduce the costs. 
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4.1.2 Cultural differences  

After the entrance there were many things that were not as expected. For a start 

Jakkli (2014) tells us that he was surprised how the people in Sweden were easy to 

deal with, opened and accepting. He also describes the business atmosphere as 

extremely good. The knowledge of English in Sweden was one thing that was 

surprisingly explored, Jakkli (2014) claims that he visited a small village in the very 

north Sweden where they also spoke English without problem. However there have 

occurred occasions where language barriers have developed problems. This had 

happened when teams in India are cooperating with teams in Sweden, and the 

Swedes have misunderstood what they actually are supposed to do.  

 

When it comes to the visible differences in culture between Sweden and India, such 

as food, Jakkli (2014) explains that even though many Indians does not eat beef or 

meat at all, it has not been any problem in Sweden since there are a lot of other 

options. One thing that is the same in both India and Sweden is the dress code when 

doing business; Jakkli (2014) felt that the dress code in Sweden is quite relaxed and 

not as formal as it is in Germany which he appreciates. 

 

Their experiences in Sweden were not all positive and neither negative but different 

from what Powercon was used to. Jakkli (2014) give us a numbers of examples 

where different values and believes among Indian people and the Swedish people 

have developed problems or even obstacles for their company to work properly. 

Differences in management have been one of these; this became an obstacle at the 

beginning of the acquisition when Jakkli (2014) decided to hire two Managing 

Directors (MD), one in Sweden and the other in India. These two employees had a 

large amount of experience within the Manager area but they had totally different 

values and had different beliefs in how a company should be managed. The Indian 

MD assumed that the Swedish MD was spending too much money on things that he 

did not put a value to like lean production and website development that increased 

the company’s costs dramatically. The Swedish MD thought that the Indian MD had 

a different problem; he did not understand the value of quality. These different views 

led to conflicts between them, this went so that the company got hurt and the board 

had to let them both go. 

 



  Wieczorek & Wigg (2014) 

38 

The way of thinking is different between the Indians and the Swedes. Indian has a 

totally different ambitious and energy level then Swedes. Jakkli (2014) claims that in 

India everybody wants to be something, they study hard and really put an effort to 

reach their dreams. Indians do not mind working on holidays and weekends even 

though the manager do not request them to do it. In Sweden the people are more 

driven by responsibility and not so much by money as in India. Jakkli (2014) also 

describe the relationships within the company as very important partly because he 

spends much time at work. However Jakkli (2014) claim that relationship/friendship 

is not as common in India as it is in Sweden. He describes it as in India there is a 

barrier between the Managing Director (MD) and the other employees and people are 

very keen to be friends with the MD. Jakkli (2014) describe that he has more friends 

at work in Sweden. He feels that it is easier to make friends at work in Sweden. He 

tells us that he even use to spend time with his colleges in Sweden on their free time.  

 

“If you really want to compare to be honest, the ambition is suppressed here in 

Sweden as compared to India” (Jakkli, 2014).  

 

Jakkli (2014) describes another scenario that he has experienced many times during 

his time as a manager. In India if a person is calling to a meeting to make an 

announcement that for example “next year I want to increase the invoices by the 

double”. In India everybody would have said “Yes let’s do it!” If the same scenario 

would have happened in Sweden there would have been questions like “Can we do 

that?” and “how can we do that?”  People in Sweden would not have said “Yes let’s 

do it” unless they knew they could do it and have or at least believed that it was 

doable. Jakkli (2014) describes that in Sweden people are working more structured 

and after a well-developed plan that will eventually lead to achieving the goal. Jakkli 

(2014) do not think that one way is better than the other, it is just a fundamental 

difference when it comes to ways of working and they have both pros and cons. 

Jakkli (2014) also got the perception that people in Sweden are delivering and 

achieving more then they say they can. He compares Swedes with Americans and 

say:  

 



  Wieczorek & Wigg (2014) 

39 

“When a Swede says that he can ski he can usually do in an black slope at full speed 

or something, and while if an American say that he can ski he can probably go down 

the baby slope “ 

 

Jakkli (2014) has faced a number of situations where we had a conflict because of 

difference and attitudes and beliefs. He believes that these conflicts have been 

developed from different views of decision making. Jakkli (2014) believes that 

Swedish work culture is very much team oriented and collective, while the Indians 

are more hierarchical in their decision making. 

 

Jakkli (2014) has done some observations during his time in Sweden and he can 

strengthen his previous assumptions that the Swedish people are very team oriented 

and collective when it considers decision making. Jakkli (2014) highlight the 

importance of team work in Sweden: ”something that I keep reminded of once in a 

while, I have been kind of guilty for not running along with the needs of team 

decisions”. In India decisions are more individually and the Manager should take 

decisions and people will gladly follow it, while in Sweden, people like to get 

involved. This has emerged when Jakkli (2014) has taken a decision without 

discussing it with his colleges. This has developed strong feelings among his 

colleges that do not understand why he did not discuss the decision before making it. 

Jakkli (2014) describes that he sometimes do not want to disturb the others to discuss 

a decision. Jakkli (2014) admits that he has a hard time reacting to the new way of 

taking a decision, but he really tries to implement this phenomenon in his firm.  

 

Titles in Sweden are not very important and strong in Sweden if you compare it with 

India. Since Powercon acquired a Swedish company this is still a fact within the 

company but Jakkli (2014) tells us that the responsible is clearly defined but they do 

not spend hours to decide on different titles. 

 

The organizations in Sweden are more structured and organized and behind the 

things that are being done there is often a plan that is reaching for a goal. In India 

claims that there is a goal but no structure and a developed plan for how to reach this 

goal and people are running around in circles without knowing what the next steps is. 

Even though the Indians often do not have a plan how to achieve a goal they are 
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according to Jakkli (2014) always in time when it comes to important deadlines. He 

describes their working process as:  

 

“And then, one night before the goal is supposed to be achieved they would be like 

nowhere, and then all night they would work really hard and finish it up somehow” 

(Jakkli, 2014). 

 

However Jakkli (2014)  see the Indians way of working positive in the sense that 

whenever a crisis situation evolve the Indian people do not panic since they are used 

to that. Jakkli (2014) has experienced obstacles when teams from India and Sweden 

are working together in terms of lack of understanding among them. This has 

resulted in many misunderstandings and it has consumed a lot of time. This has been 

showed when visits in the other country have become meaningless since the other 

team has not been ready with their tasks that had to be done in other to complete he 

work together. Jakkli (2014) has tried to solve this by explaining how it works in the 

different countries and tell them about what is good and what is bad. Jakkli (2014) 

also believe that when the employee’s se the outcome of what they have done they 

will learn from their experience. According to Jakkli (2014) the work structure (as 

mentioned in the previous session) and the house keeping are better in Sweden. 

Powercon has learned from this and has tried to implement the Swedish system in 

India. Jakkli (2014) claims that he can already estimate that the work structure and 

the housekeeping have been improved by 20%. 

 

When it comes to time perspective there are a massive difference at least when it 

concerns doing business. Jakkli (2014) describes scenario when a Swede has called 

for a meeting and if he has announced that it will take an hour then it will take an 

hour because he has a plan in how to make the meeting in one hour and he would 

start the meeting when it scheduled. That is not something that Indians do. So, one 

o’clock meeting could mean that you start collecting people at 1 o’clock, and 

meeting normally extends beyond the planned time (Jakkli (2014).  

 

To manage particular obstacles that Jakkli (2014) has face he normally try to go to 

the debt of what is the cause of the conflict,  his basic understanding is that, people 

are the same everywhere in the world.  He believes that no one wants to do anyone 
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else any harm; people are usually quite honest and good. He believes that conflict are 

created because of differences in understand what the other people mean.  Jakkli 

(2014) claims that KraftPowercon must treat all of their colleagues all over the world 

as a part of this company. According to Jakkli (2014) Powercon has a project this 

year, called ”one company”, where they are trying to equal almost everything for 

example the monthly report, quality formers, etc. The goal is to make the company 

as one. Jakkli (2014) believes that this project will make the communication easier, 

since everybody will speak of the same kind of reports and then you will understand 

the reports in a similar way. Jakkli (2014) also claims that he has tried to act as a 

mediator to make either side to understand.  A combination of the Indian ambition 

and energy with the structure and discipline Jakkli (2014) describes as;
  

 

“If you can somehow get the better parts of both the cultural pars from the two 

countries together and make each learn from each other that would make a fantastic 

combination, an absolutely winning combination” (Jakkli, 2014) 

 

4.2 Tech Mahindra 

Anders Hörndahl is the director for business development in the company, located in 

Stockholm. He is responsible for the telecom customers in Scandinavia, telecom 

equipment manufactory, those that produce the telecom devices for Nokia, Ericsson 

and Microsoft among others. He started working at the company in January 2013 as 

the first Swede in the English speaking environment.  

 

4.2.1 Entry mode 

In 1986 Tech Mahindra started a joint venture, between Mahindra and the British 

telecom, since the British telecom wanted to have certain development in India. This 

became a relatively large business and led to the process of finding more customers. 

Tech Mahindra have worked a lot to position their customers, mostly telecom 

operators, which has resulted in a global expansion.   

 

Tech Mahindra entered the Swedish market four years ago by establishing a local 

branch office in Stockholm. The main reason why the company decided to establish 

here was due to demand. They had a customer in Latvia and wanted to enter 
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Scandinavia. Therefore they decided to establish in Sweden since the country had a 

good location. They started off with a small office and with one office manager that 

was from India but had lived in Sweden for five years at that time. The fact that 

Scandinavia is well developed when it comes to technology was a plus, although the 

main reason the establishment took place in Stockholm was because it is a hub and 

also due to that the office manager lived here which was practical.  

 

Before the company entered the Swedish market, they had some previous 

experiences in doing business within the country, for instance they had cooperation 

with Saab, the defense industry so thereby they evolved a relationship. In 2009, Tech 

Mahindra bought a company that had several customers in Sweden and overall in 

Scandinavia. Thereby Tech Mahindra also acquired these customers which 

strengthen their relations in these regions. Originally Tech Mahindra only worked 

towards telecom and had never had experience of other industries such as banking or 

manufacturing industries.  

 

When Tech Mahindra did a market research about Sweden to gather information 

about the country, the company was not really concerned about practical issues that 

could occur when entering this market. What was more important for the company 

was the fact of what customers existed in the country and in Scandinavia generally, 

to see if it was worth to establish here. However Hörndahl (2014) describes that there 

are of course risks when entering a foreign country and the biggest risks that the 

company perceived had to do with rules and what kind of liability the company has. 

One aspect concerned labor laws which can be difficult for the company to 

implement and therefore it was easier to start with a local branch. 

 

4.2.2 Cultural differences  

A main cultural difference that Hörndahl (2014) describes is food, which is an 

important aspect to be aware of, since many Indians do not eat beef or are 

vegetarians. It is therefore crucial to have this in mind when Indians are visiting, to 

know what restaurant you should choose, because many do not eat meat at all. 

However if you want to eat beef it is not a problem, as long as they have other 

options.  
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Hörndahl (2014) describes the leadership as a huge cultural difference within the 

company. He experiences that Swedes are generally more consensus concentrated 

while Indians are more concentrated on the hierarchy. They are more controlled by 

numbers and looking at the sales numbers each quarter is very important. He 

compares them to be similar to Americans in their way of being, concerning this 

aspect. Hörndahl (2014) also describes the Indian business to much more regulated 

while the Swedish is more ’fluent’. It is for instance highly important for them to be 

aware of what title you have in the company since it dedicates what you are for the 

company. It is a very strict regulation, while Swedes on the other hand are very 

unclear about what titles really mean.  

 

Another important aspect Hörndahl (2014) has noticed is that Indians handle 

conflicts differently than Swedes. They are straighter to the point and not afraid of 

them while Swedes try to wind up everything and are not really keen to solve it 

directly. Since the structure within the organization is strictly hierarchical, the 

decision making process is also like that. Hörndahl (2014) that works within sales 

therefore takes a lot of decisions since it is not very group oriented. This can be 

illustrated with the example of when looking at the Swedish business; divisions are 

usually made on a low level within the company. A person might then think that 

having a relation with someone on a higher level might result in having a business. 

However that is not the case in Sweden,  

 

”You do not have a business by only talking to the CEO, you have to involve 

everyone within the decision making process, the personnel will never be put 

across; you have to talk to everyone who is responsible. I think that is a big 

difference” (Hörndahl, 2014).  

 

The time perspective also varies a lot between Indians and Swedes, it is not as 

important for them to stick to the time as it is to us, e.g. if there is a deadline on 

Monday morning, you will not receive the documents until ten minutes before it is 

supposed to be in. As if it was a Swede you would probably have it before the 

weekend. However that is according to Hörndahl (2014) nothing to be hung up on, it 

does not matter if you nag about it because you will still not have it until the last 
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minute. That is something that has to be accepted. There is also a difference in 

written and spoken agreements. In Sweden you could agree on something if you have 

spoken about it, however with Indians you have to write everything down and have a 

written agreement in order for it to be applied.  

4.3 Infosys 

Kapil Varshney has the position of client partner, which means that takes care of 

client engagement and business development. He has been working at the company 

for two and a half years. 

 

4.3.1 Entry mode 

When the company decided to enter the Swedish market, it took about three to six 

months before they established a subsidiary. The main reason why the company 

entered the Swedish market was due to demand. They gathered information about the 

country by hiring local consultants and local managers. Since they already had 

customers and business partners located in the country and looked into other 

companies establishment process into Sweden, it made the expansion process 

quicker and smoother (Varshney, 2014).  

 

The main risks that the company perceived before entering the Swedish market was 

differences in culture, language and the way of doing business. However, in order to 

minimize the risks as much as possible they made sure that the local competence and 

skills possessed the requirements. The risks that they experienced, on the other hand, 

was the partnership with local suppliers to setup the office, where the most 

challenging was connected to telecom (Varshney, 2014).  

 

4.3.2 Cultural differences  

When it comes to the observed culture, dress code is perceived to be similar to the 

Swedish while the perception of food varies a lot. Varshney (2014) describes the 

language as a challenge in Sweden, as Swedish is the most preferred language when 

doing business. He also describe the Swedish decision making process as relatively 

complex compared to the Indian. When making a decision in Sweden, it generally 

requires a lot of discussions and a clear definition of the whole process. In contrast to 
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India, where people are more flexible and react to situations more quickly. Of course 

it can vary between individuals, but generally this is how it works (Varhney, 2014).  

 

Varshney (2014) further describes punctuality as very important here in Sweden, and 

something that can sometimes be taken for granted in India. However the business 

culture in Infosys strictly emphasizes punctuality. Another aspect that is important 

within the company is titles, which helps identifying what positions people possess 

and who the leaders are. When making a decision it is preferred to do it collectively 

within teams. Although, if that is not a possibility then the decisions are made on a 

higher level in the hierarchy. Further Varshney (2014) defines relationship as an 

important aspect, which according to him, is similar in India and Sweden.  
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5. Analysis  

In this chapter we have presupposed from our literature review and our empirical 

results. We will discuss and analyze how the theories can be connected to our 

empirical data, to find similarities and differences and ascertain how they are 

related.  

 

5.1 Choice of entry mode  

It is highly important for a company to be aware of its goals, policies and resource 

allocation when entering a foreign market in order to choose the right entry mode 

(Sandberg, 2012; Mukundhan & Nandakumar, 2013). A company can choose to look 

at other companies expansion processes, that are within the same industry and have 

had a successful expansion strategy and copy their way of operating, which is called 

Mimetic Isomorphism (Mukundhan & Nandakumar, 2013). KraftPowercon’s goal 

with the expansion was to increase their international presence. However, if it would 

not have been for the relationship that KraftPowercon had developed with 

Kraftverket, they would have probably not chosen Sweden as the market to expand 

into (Jakkli, 2014). Infosys and Tech Mahindra on the other hand entered due to 

demand, however they had contacts in Sweden and previous experience of doing 

business in the country (Hörndahl, 2014; Varshney, 2014). More specifically why 

Tech Mahindra chose Stockholm in Sweden was because of its location, that 

Stockholm is a hub (Hörndahl, 2014). KraftPowercon and Infosys also looked at 

other companies expansion process before entering, which made the whole process 

easier and quicker. Another important aspect that Varshney (2014) emphasized was 

to make sure that the required resources were available, which in Infosys case was 

local competence and skills.  

 

We can state that the companies’ different goals with the entrance to Sweden have 

contributed to their different ways of establishment. Two of our respondents  have 

chosen  to look at other companies during the entry process which has made the 

entry smother and easier. KraftPowercon performed an acquisition, Tech Mahindra 

established through a branch office and Infosys expanded to Sweden by establishing  

a wholly owned subsidiary. Although we can identify that it is not only the purpose 
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of the internationalization that decides what entry mode to choose but also previous 

relationships and contacts that they had before they entered. 

 

When choosing acquisition as an entry mode, Jakobsen and Lien (2003) stress that it 

is a less complex entry mode due to cost and time efficiency. It will also result in 

having full control (Ashan &Muteen, 2011). The value of the other company will 

depend on factors such as the brand name and the imitability of the products 

(Jakobsen & Lien, 2003). The foundation of Powercon acquiring Kraftverket was 

based on a stable relationship between the two parties. They first started off as 

potential business partners until Kraftverket decided to sell the company. Jakkli 

(2014) describes the acquisition process as relatively easy partly due to the well 

developed relationship they had, which made it easier to trust the other company’s 

reports. Further he describes that even though the companies were operating within 

the same business, they had a different product line and thereby they did not overlap 

each other’s products and explain that there are only a few companies in the world 

operating within this kind of business. By hiring professional firms such as a law 

firm and an accounting firm, it helped them with the acquisition and also with 

increasing the knowledge about the Swedish market.  

 

In this case we can confirm that the acquisition process was a relatively easy entry 

mode, although a main reason was due to the well developed relationship with the 

other company. We can also state that Kraftverket was a high valuable company with 

a well known brand name and since it is one of the few companies operating within  

the industry, it was a valuable company. By acquiring Kraftverket, Powercon gained 

the company’s resources and customers and had a high control in the market.  

 

When a firm enters a foreign market by a wholly owned subsidiary, they will 

experience obstacles concerning governmental restrictions (Birkenshaw & Hood, 

1988). Varshney (2014) describes Infosys entry process as smooth. Infosys hired 

local consultants and local manager to gather information about the market and did 

not meet any obstacles concerning governmental restrictions. We can therefore, in 

this case, disagree that firms meet obstacles concerning governmental restriction 

when establishing a WOS in a foreign market.  
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Hollensen (2011) claims that established branch offices often employ a sales person 

that has previous experience in the host-country. The author also suggests that a 

company set up a branch office in order to see if their sales increases and if that is the 

case, the company will eventually set up a subsidiary. Hörndahl (2014) explains that 

Tech Mahindra entered the Swedish market through a branch office and at a later 

stage they acquired a Swedish company. Their first employee at the branch office 

were an Indian that had many years of experience in the Swedish market. We can 

confirm this theory, since this is what Tech Mahindra did by starting out with a low 

commitment in Sweden and then, when sales increased, they chose to acquire a 

Swedish company.  

Johanson and Vahlne (1977) suggest that the Uppsala Internationalization Model can 

function as a pattern for companies when internationalizing. The authors claim that 

companies can reduce their uncertainties by collecting information about the new 

country by being active in the new environment. Johanson and Vahlne (1977) stress 

that gathering information about the new market before entering is not as effective  

as being involved in the market and learn by doing. The authors argue that a 

company should start to export to the country and expand further as times goes by, 

when the company has gained more information. However the focus changed when  

the model was revised. In the revised model networking  is an important feature and 

by placing the firm in a network they will receive opportunities and gain information 

through their relations (Johanson & Vahlne, 1977).  

 

Jakkli (2014) met the company that they were about to acquire continuously over the 

past eight years. Even though Jakkli (2014) claims that they had poor information 

about Sweden as a country before they entered, he emphasize that they had relations 

with Sweden with Kraftverket and a previous business partner (Emotron), that helped  

them with knowledge concerning the acquisition. Despite their relations they hired 

professionals that helped them with general information about Sweden and 

information about rules and regulations. Hörndahl (2014) explains that Tech 

Mahindra had previous experience in doing business in Sweden before they entered. 

Their Managing Director had lived in Sweden for five years back then, so he had 

information and knowledge about the country, which was very practical for the 

company. Tech Mahindra started out by establishing a branch office and in a later 
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stage they acquired a company in Sweden. Varshney (2014) also had previous 

customers in Sweden but they collected information through local consultants and 

hired local managers whom had experience about the market. 

 

Our consideration is that companies are using a combination of the old Uppsala 

Model and the revised model. When looking at Tech Mahindra we can confirm that 

they have established themselves in Sweden through the old Uppsala Model since 

they started by establishing a branch office. This did not demand as much 

commitment as it should have done if they would have acquired a company in the 

beginning of their entry. We can identify that Tech Mahindra took small steps into 

the country and by time they learned more about the country to be able to acquire a 

company which demands more commitment. We can also confirm that they took 

help from their network which in this case was their Managing Director that had 

knowledge and experience about Sweden. When it comes to KraftPowercon we can 

state that they used the revised Uppsala model, since they used their network to gain 

knowledge about the Swedish market. Although we consider that all of their relations 

in Sweden were not able to contribute with the knowledge that they needed so they 

had to hire professionals that could to confirm their previous knowledge or add more 

to it.  

5.2 Business relations  

The basic elements that build up a network are: actors, resources and activities, 

where there should be minimum three actors in order to be called a network and they 

should all be interrelated with each other (Tikkanen,1998; Johanson & Mattsson, 

1995). The focus is on business-to-business relationships, where most part of the 

actors are companies, however other organizations are also included. The network 

model suggests that a company’s internationalization process can be more successful 

if they increase their resource commitment and try to increase their relations and 

integrate these with others within the network (Chetty & Blankenbureholm, 2000). 

Ford & Håkansson (2011) claim that a network is complex and challenges can 

evolve in the form of cultural distances, technology and social aspects. The authors 

explain that knowledge about the extern environment and their business partners 

should be collected by mutual learning, commitment and credibility. (Håkansson and 

Snehota, 2006) claim that trust is an important factor within a relationship, which 
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helps the actors solve problems and reduce costs. By being a part of a network a 

company will obtain opportunities to establish themselves in the market (Håkansson 

and Snehota, 2006). Challenges that can occur within a network are conflicts and 

reduced control over a company’s resources (Ford & Håkansson, 2011).  

Jakkli (2014) had, as mentioned above, two contacts in Sweden before the 

acquisition, including Kraftverket. The relation gave them the opportunity to acquire 

the company. Even though they were operating within the same industry their 

products did not overlap each other’s and therefore they could keep producing the 

same products as before the acquisition. They could also use each other’s recourses, 

for instance cheaper labor in India and the technology knowledge in Sweden, which 

helped them reduce their costs. Powercon’s goal with the relation with Kraftverket 

was to increase their presence in the international market. Jakkli (2014) further 

explain that the trust between Kraftverket and Powercon made things easier during 

the acquisition. Their good relationship were the foundation of their good knowledge 

about each other. Although despite the good relationship, they had different ways of 

operating which resulted in conflicts between the company in India and the company 

in Sweden which was time consuming. Another concern that Powercon had was that 

they also acquired Kraftverket’s customers and were worried if they will be able to 

keep them. Since they are an Indian company they were afraid that the customers 

would withdraw when they realized this due to rumors that Indian companies might 

have. 

  

Hörndahl (2014) explain that they had previous relations both in Sweden and in 

Great Britain which helped them to expand into Sweden. They wanted to increase 

their customers in Sweden which they did. As mentioned in previous section this 

resulted in buying a Swedish company which gave them access to an even larger 

network of customers. This helped them to strengthen their position on the market 

(Hörndahl, 2014). Varshney (2014) emphasize that their previous relations in 

Sweden made their establishment process much smoother and faster. He further 

describes that they faced challenges when they wanted to increase their relations in 

the Swedish market, where the main challenge occurred with their partnership with 

Telecom. 
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As mentioned above Jakkli (2014), Varshney (2014) and Hörndahl (2014) explained 

that they had at least two relations in Sweden before entering. This confirms that all 

of our case companies were a part of a network. We can confirm that the entry 

process of Powercon and Tech Mahindra were done more easily thanks to their 

relationships. In the case of the acquisition between Kraftverket and Powercon we 

consider that their relation made their resource commitment stronger when they 

could help each other. We can confirm that trust is an important factor within a 

network and state that relations reduce costs and give opportunities to 

internationalization. We also stress that the more knowledge a firm has about their 

relationship the greater trust can be developed and the resource commitment can 

increase.  

 

5.3 The role of culture in internationalization  

The first dimension developed by Geert Hofstede describes in what degree people in 

an organization accept the inequality between employees and their bosses, where a 

high degree of power distance is characterized by a few decision makers and a 

hierarchy between subordinates and superiors (Hofstede, 2010; Moran et. al. 2011). 

According to Hörndahl (2014) Swedes are consensus oriented and have more of a 

smooth working process, compared to Indians that emphasize the hierarchy within 

the organization. For instance titles are very important between Indians within the 

company, while Swedes do not really put much effort to that (Hörndahl 2014; Jakkli, 

2014). Varshney (2014) also claim that titles are more important between Indians 

since it helps to identify the leaders within the company. According to Jakkli (2014) 

Swedes rather work in teams and make decisions together, which has sometimes 

created misunderstandings and confusions when Jakkli has made a decision without 

confirming it with his colleagues. In Sweden you have to involve all personnel when 

making a decision and will not have a business by only talking to the CEO 

(Hörndahl, 2014).  

 

We can thereby identify that the power distance between Sweden and India varies. In 

Sweden the power distance is perceived to be relatively low, where the Manager 

include its co-workers in decision making and titles are not important. In contrast to 

India, there is a clear hierarchy level where everyone have their positions in the 

company and some people are therefore seen as more or less important and therefore 
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the power distance is higher in India. This is confirmed with the table done by 

Hofstede (2005) where the power distance in India is more than twice as high as in 

Sweden. 

 

This can be compared to what Trompenaars and Hampden (2012) explain in one of 

their dimensions about relationships with people, universalism versus particularism. 

The universalistic approach indicates to what extent people in your environment 

follow rules and regulations, where a strong presence of what is done right or wrong 

can be seen. Particularism have more of a specific point of view with exceptions to 

people that are closely related to a person.  

 

As Jakkli (2014) describes situations that have occurred due to lack of 

understanding, he mentions that Indians not always have a clear line between what is 

done rightly or wrongly, as it is in Sweden. For instance if something is supposed to 

be done and prepared Swedes follow this, while Indians do not. However they have a 

much more regulated business (Hörndahl, 2014). This can also be illustrated with the 

example of Varshney (2014) defining the decision making process in Sweden as 

complex where everything has to be defined clearly. Jakkli (2014) further describes 

that when it comes to relations, he has more friends in Sweden at work than in India 

and that it can be a consequence of Indians being used to a hierarchical system where 

everyone has a strict position, while in Sweden it is more equal. 

 

Considering the aspects described above, we can identify that the organizational 

culture in Sweden is more particularistic than universalistic concerning the structure 

within in the organization, where Swedes follow rules and do what they are supposed 

to do. In India the structure is described as much more regulated than in Sweden 

however we do not consider them as more universalistic since even though they are 

described as more regulated they not have a clear perspective of what is done right or 

wrong and do not seem to follow the rules.  

 

According to Hofstede (2005) people from different cultures are different concerning 

individualism and collectivism. A society that is individualistic is focusing on their 

closest family and themselves and within organizations they are expected to work on 

their own (Hofstede, 2005). However societies that are concerned to be collectivistic 
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are expected to take care of relatives and be loyal to organizations (Moran et. al. 

2011). Trompenaars and Hampden (2012) define another concept, individual versus 

communitarian, which is similar to Hofstede’s individualistic versus collectivistic. 

The authors describe the communitarian society as less time effective when it comes 

to making decisions. They also assume that a communitarian society lack status. To 

create a way to be able to measure whether a country is concerned to be 

individualistic or collectivistic Hofstede developed an index that he used to measure 

is different dimensions. According to Hofstede (2010) a country with a high index on 

the individualistic scale are an individualistic society. India have on this scale 48 and 

Sweden have 71 which assume that Sweden is more individualistic.  

Jakkli (2014) perceive the Swedish people in general as very team oriented within an 

organization and are driven by responsibility. Jakkli (2014) describes the Swedish 

way of working as hard for him to adapt to though he considers the Indian people as 

more individual in their way of working. Hörndahl (2014) confirms that he also 

considers the Swedish people as very team oriented and more consensus oriented 

compared to Indians. Hörndahl (2014) also claims that in Sweden everybody has to 

be involved when something is about to change. Varshney (2014) further describes 

that the Swedish way of working is quite complex since it demands a lot of 

discussions and involvement of many people before e.g. a decision can be made.   

Through our respondents opinions we can confirm that individuals with different 

cultural backgrounds can differ concerning the collectivistic and the individualistic 

way of act. In this case we consider the Indian people to be more individualistic since 

all of our respondents confirm that Indians are more individual within organizations, 

in their way of working. We consider the Swedish people to be more collective since 

they are loyal to their organization and prefer working in teams. However this do not 

match the index that Hofstede (2010) has allocated the both countries where Sweden 

is supposed to be the individualistic country and India the collectivistic. Nevertheless 

the respondents have answered in an organizational sense and thereby we consider 

that this may not be the case for the society as a whole, but instead within 

organizations. We also see that Varshney (2014) confirm that Sweden is a 

communitarian society if we take the decisions making process into consideration.  
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Whether a society is feminine or masculine depends on how people handle or value 

different things. Hofstede (2010) describes the feministic perspective as relation 

oriented and values such as living close to the family is high. At the workplace this 

takes shape in the management and the conflict resolution. A feministic perspective 

within management is handled with consensus and intuition, while conflict resolution 

is deals with negotiations and compromises (Hofstede, 2010). The author describes 

the masculinity management as more aggressive and deceive where the conflict 

resolution results in the strongest person winning.  

 

Jakkli (2014) describes the management in Sweden as different from the 

management in India e.g. when it comes to the decision making process. In India 

Jakkli is used to make decisions by himself and to give orders to the others of what 

they are should do. However in Sweden his way of managing is not accepted by his 

colleges, since they want to be a part of everything. This has developed conflicts 

within the organization. Jakkli (2014) claims that when conflicts occur he tries to act 

as a mediator and find the cause of the conflict. Hörndahl (2014) stresses that there is 

a difference between conflict resolution in Sweden and India; he claims that the 

Indians are more straightforward and not afraid of conflicts. However Hörndahl 

(2014) describes the Swedes as more careful concerning conflict resolution and they 

are not as keen to solve conflicts. He considers that the management’s way of 

operating is equal to conflict resolution in India.Varshney (2014) claims that people 

in India are more flexible and can react to things faster than Swedes, which is a 

general assumption that he stresses can differ between individuals.  

 

Hofstede (2010) has scored Sweden as five on the masculinity index which suggests 

that Sweden is considered a feministic country, while India scored 56. Our case 

companies partly confirm this. We consider that India can be seen as a masculine 

country, however the individuals can differ depending on experience. Our respondent 

Jakkli is dealing with conflict resolution in a way that we consider is more feministic 

than masculine, since he tries to find the cause and mediate to find a solution. This 

can be a result of years of experience in a feministic country. We can therefore state 

that masculinity is general for Indians but it can depend on experience. This is 

something that we can assume by the stories from our respondents. However 

Hörndahl (2014) state that Indians have a hierarchical decision making process and 
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are not afraid to face conflicts. We consider his perception of Indians as more solid 

since their company has not been established in Sweden for a long time and therefore 

they might not have adapted their management to the Swedish. Hörndahl is the only 

Swede working within the company that might also be a reason that the Indians are 

more comfortable to act as they do in India.   

If a company strictly follows rules and regulations, the uncertainty avoidance within 

the company is assumed to be high (Hofstede, 1984). According to Hörndahl (2014) 

Indians’ way of doing business is very regulated and they are focused on numbers 

e.g. quarterly reports. Jakkli (2014) describes the Swedes as very organized while 

Varshney (2014) claims that Indians are more unstructured. Therefore, he further 

describes, that Indians are more flexible and can handle a crisis more easily, while 

Swedes according to Varshney (2014) can have a relatively complex process when 

for instance making a decision where everything has to be defined clearly. We can 

therefore state that Swedes have a high uncertainty avoidance while Indians are 

described to have it, although they do not follow it.  

 

The fourth dimension, specific versus diffuse, described by Trompenaars and 

Hampden (2012) is referred to what role relationships play when doing business, in 

some countries they can be crucial whereas in other countries they may not be that 

important. Jakkli (2014) claims that one of the most important factors why they 

entered Sweden was due to the well developed relationship the company had with 

Kraftverket, which made the whole process much easier. However also Varshney 

(2014) and Hörndahl (2014) state that the relationships they had with different 

customers and business partners were also of great importance. We can thereby 

confirm of what all of the respondents have said, that relationships are important 

when making business and have a positive effect when internationalizing. It is not 

only about having a contract with someone, but also to develop the relationship even 

further.  

 

Browaeys and Price (2011) describe that culture is divided into different layers or 

levels. The authors suggest that the levels can be either in a specific region, nation or 

in an organization. These levels are assumed to be more or less easy to notice; the 

first one is observed culture (rituals, dress codes and eating) which is the easiest level 

to notice. The second level are believes and values (how things are done). The third 

level is basic assumption and should describe how the first two levels are involved 
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(Browaeys and Price, 2011). According to the authors these levels can affect the 

environment within a company. Our respondents have had rather different opinion 

about the observed culture. Hörndahl (2014) state the food as a challenge though 

some Indians do not eat beef and mention this as a challenge when his colleges came 

to visit in Sweden. However our Indian respondents Jakkli (2014) and Varshney 

(2014) claim that the Swedish food varies from the Indian although there is a huge 

offer when it comes to food and food can be found from different parts of the world, 

including India. All of our respondents perceive the dress code as similar. 

Considering the observed culture we cannot confirm that this has affected the 

organizations in a drastic way. However we can indicate that there is a possibility 

that insecurity can be developed when a person from Sweden believes that a person 

from another culture has a problem with something but that is not the case. In the 

long run this might create gaps between the involved persons.  

 

Jakkli (2014) emphasize several factors that he has noticed concerning values and 

beliefs between Swedes and Indians and their way of doing things. He defines 

Swedes as more structured when they do something e.g. at first they set up a plan on 

how to reach their main goal and then they work accordingly to this plan. Indians on 

the other hand, do not hesitate to start to work without any plan of how to reach the 

goal, although they will reach it somehow (Jakkli, 2014). Hörndahl (2014) has 

noticed that Indians assume that when they are doing business they should talk to 

someone on a high level to get the contract, in contrast to Swedes that want everyone 

who is involved in the business to approve a contract. Varshney (2014) perceived the 

Swedish way of working as different though he believes that the Indians are more 

flexible, meanwhile the Swedish employees reacts slower to situation that might 

appear. With the information from our respondents, we can confirm the assumption 

that Browaeys and Price (2011) made that the different levels of culture affect 

organizations. We consider that different ways of operating can develop challenges. 

Challenges in that sense that two different way of thinking can either grow problems 

or it will solve problem depending on understanding and communication. We also 

state that lack of knowledge about how business is dealt with in another country will 

evolve in misunderstandings and even lost contracts. We consider this as challenges 

that a company has to manage to be able to operate in another country. 
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When doing business in Sweden, it is important to stick to the time and be punctual 

(Lewis, 2006), while in India it is not as important and delays are common (Morrison 

& Conaway, 2006). Varshney (2014), Jakkli (2014) and Hörndahl (2014) all stress 

that punctuality is very important in Sweden. Hörndahl (2014) and Jakkli (2014) 

claim that this vary a lot in contrast to Indians that always do things in the last 

minute. They further describe that no matter when the deadline is, they will not have 

the work done until the last day and a meeting will most likely cross the scheduled 

time. We can thereby confirm that the time perspective differ between the Swedish 

and Indian culture and is much more important in Sweden than in India.  

 

Language can be a barrier that hinders the company’s internationalization process 

(Hollensen, 2011). According to Hörndahl (2014) language has not been a problem 

since Indians have very good English skills and Jakkli (2014) claim the same thing 

about Swedes. However Varshney (2014) describes the language as a challenge since 

Swedish is the most preferred language when doing business. We can state that even 

though two out of three respondents did not experience the language as a challenge it 

is an existing barrier that can occur when doing business.  
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6. Conclusion 

In the following chapter we will present our conclusion that aims to answer our main 

research question followed by the sub-question. We will also give our 

recommendations to companies from emerging markets that wish to enter advanced 

markets. Further we intend to give suggestions for future research and 

recommendations.  

 

6.1 Answer to research question  

Globalization has led to a new phenomenon, the last two decades where emerging 

market firms (EMFs) has entered more advanced countries. This in turn has resulted 

in previous research not being applicable since the theories that are developed within 

international business has focused on firms from advanced markets entering 

emerging markets. We have based our research question on the fact that there is a 

lack of research within this area and therefore aim to contribute with knowledge to 

cover the gap that exists by answering the question; How do emerging market firms 

enter more advanced markets and what are the main challenges that they 

experience? followed by the sub question; How do they manage these challenges?  

 

According to the theory it is important to have a clear goal when entering an 

advanced market. Our empirical results show that all of the three companies had a 

clear goal and a clear reason why they wanted to enter the Swedish market and that 

looking at other companies’ establishment process facilitated the company’s process. 

We can conclude that all of our case companies have chosen to enter the Swedish 

market in three different ways even though they are from the same country. We can 

thereby state that emerging market firms that enter more advanced markets are not 

affected by their origin but instead there are other variables that have an impact on 

their choice of entry mode. One of the main variables that have played a huge role 

when deciding entry mode is previous and current relationships that the companies 

have had within the country.  

 

Challenges that can occur when entering a foreign market according to the theory are 

political issues such as instability, rules and restrictions and financial issues such as 

the host country’s control of financial objectives. Through our empirical results it 
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appeared that none of our respondents experienced the potential challenges that are 

assumed by the theory above. We can thereby conclude that these challenges that are 

developed for foreign markets are not suitable for emerging market firms that enter 

more advanced markets. However one of our case companies experienced a 

challenge to keep the customers that the company that they acquired already had. We 

can derby conclude that there are different challenges depending on the entry mode. 

Our case companies perceived other challenges, although we have discovered one 

challenge concerning the economical aspect, as the advanced market has higher costs 

concerning for instance the labor force.   

 

The theory also states that other challenges that can occur concern cultural 

differences such as observed culture, relations, values and beliefs. We can see from 

our empirical data that different features within these areas have contributed to their 

main challenges. Through our respondents we have been able to confirm that specific 

challenges that have occurred due to differences in culture are: language barriers, 

lack of knowledge about the other culture, ways of operating, decision making, time 

perspective and problem solving. We can thereby conclude that all the companies 

have experienced challenges concerning cultural differences, especially the ones 

mentioned above. We can identify that differences exist between emerging market 

firms that enter more advanced markets and vice versa. We can also state that the 

major challenges can be found in the cultural aspects and not so much in political 

and economic factors.  

 

6.2 Answer to sub question  

Our sub question concerns how emerging market firms manage the challenges that 

they experience. The challenge that they experienced concerning expensive labor 

costs have been managed by outsourcing a part of their manufacturing to their home 

country. When it comes to the challenges that occurred due to cultural differences, 

one main aspect was lack of knowledge that was managed differently by our case 

companies. However we could identify a common pattern in how they managed 

different challenges. KraftPowercon had a strategic solution that involved mutual 

learning about the differences. They also used the Managing Director as a mediator 

when conflicts appeared due to different ways of operating between Indians and 

Swedes. The time perspective was hard to manage although Tech Mahindra handled 
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this challenge by being aware of it and realized that there are differences and you just 

have to adapt to it by accepting it. KraftPowercon managed the time issue by 

showing his employees the negative effects of not keeping the time due to certain 

deadlines and by that hope that they would learn to the next time. The challenges that 

occurred concerning language barriers were often misunderstandings that were 

solved by increased communication in order to gain a greater understanding and be 

more detailed about what the concern was about. Differences in decision making 

were managed by, as mentioned before, being aware of it and trying to adapt to it. 

We can conclude that the challenges that our case companies experienced concerning 

cultural differences were managed by following some or several of the following 

steps: (1) being aware of the challenge, (2) try to communicate,  (3) accept it and (4) 

adjust to it. As mentioned in the previous section one of our case companies 

experienced a challenge to keep the customers that the company that they acquired 

already had. They did this by developing a good and trustful relationship. 

 

6.3 Suggestions for further research  

There is a lack of research concerning emerging market firms (EMFs) that enter 

more advanced markets. Today several international business theories exist that have 

been developed for the purpose of helping firms to internationalize. We believe that 

the new phenomenon of EMFs moving into more advanced markets will grow even 

further. Therefore researchers should try to increase the knowledge and develop a 

pattern that EMFs could take advantage from to be able to make a successful 

establishment in an advanced market. 

 

We could state that cultural differences represents a major part of the main 

challenges the EMFs experience. Therefore we suggest that future researcher should 

focus on this area and try to find a functional solution for this. We also suggest that 

research should be done on other countries that might soon become a developed 

country that is prepared to enter the international market.    
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6.4 Practical recommendations  

Based on our findings we would like to give recommendations to emerging market 

firms (EMFs) that aim to establish themselves in an advanced market. As we can see, 

relationships are highly important when entering an advanced market. Therefore we 

suggest that EMFs should try to establish themselves within an international network 

in order to gain knowledge from and help from other actors within that network. We 

have also found that cultural differences have resulted in challenges. Thereby we 

advise companies to gather information about the other countries culture and involve 

not only the managers, but all the employees in order to decrease misunderstandings 

and conflicts that can occur.   
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Appendices 

Appendix 1 Interview guide  

Name: 

Position:  

Years on current position:  

Total number of years in the company:  

 

 

Can you tell us a little about the company?  

 

What are your job assignments? 

 

What language skills do you posses?  

 

1. Entry process into Sweden  

 

a) Why did the company decide to enter the Swedish market? (e.g. location advantage, 

demand, competitive advantage)   

 

b) How did you enter the market? What process did you use? (e.g. export, joint 

venture, foreign direct investment)  

- After the decision to enter the Swedish market was taken, how long did it take before 

the company was established?  

 

c) How did the company gather information about the Swedish market before the 

establishment? (concerning factors such as policy, laws, customers, society) 

 

d) Did the company have any previous experience/contacts in Sweden before the entry? 

(customers, business partners, suppliers). If yes, how did it affect the company’s entry 

process.  

 

e) Did the company look at other companies’ establishment process before deciding on 

how to enter?  

 

f) Which were the first countries that the company expanded into, and why those 

countries? How did it affect the entry to Sweden?  

 

g) Which risks did the company perceive before entering the Swedish market? Did it 

somehow change the company’s internationalization process?  

 

h) Which barriers did you experience during the entry process and how did you manage 

these barriers?  

 

- political (e.g. rules, regulations, corruption) 

- economical (e.g. tax, tariff, exchange rate) 

- technological (e.g. competence, development) 

 

 

2. Culture and cultural differences  



  

2 

 

Have you experienced any differences concerning:  

 

a) observed culture (e.g. language, dress code, food)  

If yes, please give examples. How has this affected the business environment within the 

company?  

 

b) norms and values (attitudes, beliefs)  

- How do you manage these when a problem occur?  

- What are the main differences between the Swedish culture and the Indian that you 

have experienced?  

 

c) doing business?  

- time perspective (punctuality, stick to the time during a meeting, deadlines)  

- how important are titles within the company? (positions, hierarchy)  

- how important is it to work in teams/individually? Have you experienced any 

differences between Swedes and Indians? If yes, please explain.  

- Where in the company are decisions made? (individually/collectively/hierarchical)  

 

d) How do you value personal relationships within the company?  

- Have you experienced any difference between Indian and Swedes?  

 

e) How do you perceive that Sweden deal with equality issues? (gender, age)  


