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and very international as goods are being exported and imported in vast amounts around the world. 

Using a web questionnaire and personal interviews, this gave me a better understanding of the present 

corporate culture and to highlight the differences between the countries in question. Once these 
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Summary 
 

In today’s world with the technology advances it makes business more 

accessible and brings with it competition from all over the world. The world does 

not manage and do business using one specific culture and companies need to 

adjust their objectives, communication, body language and attitudes towards the 

new wave of doing business in a culturally sensitive way. The study goes on to 

explain a problem concerning the difference in culture in the airfreight industry 

between South Africa and Sweden with a focus on excess baggage. What was 

surprising to find was that the logistics industry seems to follow a corporate 

culture of its own. A second surprise was to see that in an industry where time is 

everything and decisions need to be made quickly, that South Africans in general 

are still under the influence of the past history and the hierarchical structure of 

companies. They would not take the risk to make a decision and would not be 

given the freedom to make their own decisions. A survey was sent out to 176 

people in the airfreight sector based in the Johannesburg and Stockholm areas. 

With the connections of the supervisor one was brought in contact with two 

people in the airfreight industry in Stockholm area. The main points that were 

noted during the study was the difference hierarchy plays in each country. South 

African companies have high power distance and therefore hierarchy plays a 

major role in the company’s atmosphere. The high power distances also affect 

the uncertainty levels of South African employees in regard to their managers. 

The employees do not like to take risks and make decisions. Another point that 

was evident was that South African logistics companies will always try find a 

solution to any problem or situation whereas a Swedish logistics company will not 

attempt much more than once or twice. Furthermore a conclusion was formed 

regarding the airfreight industry following a corporate culture of its own unlike any 

of the tested companies used for the theories presented. South Africa with its 

huge cultural diversity has an edge over Sweden when it comes to working with 

different cultures and it shows in the organizations. 
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1. Introduction 

This part focuses on providing the reader with a review of what is expected in the 
study and how one has gone about to collect the information. 

 

1.1 Problem Statement 
 

This study aims to research and breakdown the differences between corporate 

cultures in South Africa and Sweden. The general focus is on the airfreight sector 

with a special interest in the excess baggage industry. The study will look at 

theories posed before and see if they apply to what is currently happening in the 

airfreight industry and if the theories made are applicable to any industry or only 

a few. Furthermore the study will try to investigate and understand if it is possible 

for the different cultures to work harmoniously together. It will continue to 

determine the shortfalls and advantages of cultural integration and the 

internationalization for the company and employees.  

 

The focus of the study is to investigate the following: 

 

� The significant differences in cultures between the two countries 

� The advantages and disadvantages of working with different cultures 

� If the airfreight  industry follows one culture 

� The opportunity for an excess baggage specific company in Sweden 
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1.2 Data Collection 
 

The information in this study was extracted from various sources. A number of 

books and texts have been used as well as secondary resources such as 

interviews and a survey that was distributed to airfreight companies in the 

Stockholm and Johannesburg regions.  

 

1.3 Limitations of the study 

 

Due to the amount of companies in each region and not all responding to surveys 

or messages some limitations are possible. From the 176 emails sent out to 

airfreight companies only 67 replied and 5 incomplete. This study focused on 

only the Johannesburg and Stockholm areas in South Africa and Sweden 

respectively. The focus of the study is on the import and export of airfreight from 

and into each of the two cities noted before with a special interest in excess 

baggage. The study will reflect a generalized idea and not a precise 

measurement due to the time limit and the other limitations as mentioned above, 

but will be beneficial for the company Baggage Solutions, as to give an idea of 

what to expect if they would internationalize. 
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 2. Methodology 
 

This section describes the methods used to collect and analyze data. 

 

The method used to find the objective of this study which is to find the differences 

in the corporate culture between Sweden and South Africa. Baggage Solutions 

the company was the company used as a stand point of where the writing could 

find a industry to be centered on. It was the company in the background and not 

actually investigated itself. The company was used as they might have the 

intentions in the future to go abroad to Sweden. The thesis can be seen as a  

small part of the larger business plan for them to understand the differences in its 

business and local culture compared to that of Sweden. When entering a new 

market it is vitally important to do a significant amount of research and 

development of the business structure and employees in order to adapt to the 

new market. The study will bring out the important points relating to the cultures 

and will discuss the cultural difficulties that arise when companies do business 

with completely different cultural backgrounds and influences. We will look at the 

theories of Geert Hofstede and Trompenaars and Hampden-Turner and apply 

these to the airfreight industry. These should give us an idea and background of 

what is expected in each of the countries. The past 20 years have seen a lot of 

research in the sector of culture and how it influences work, habits and values, 

communication styles, and business practices. The trend of businesses, 

especially logistics companies is that they are forced to stay up to date and work 

towards a global economy. An internet survey was drawn up and placed on the 

internet so that the study could get some personal views and suggestions from 

people working in the airfreight industry. The results from the survey and 

interviews could be put against the theories of Hofstede and Trompenaars and 

Hampden-Turner.  
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One tries to find out the main differences between the two countries corporate 

cultures. Once that is found you could look deeper and find specific facts that 

apply to the airfreight industry. The survey was based on questions that would 

bring out answers that would be relevant to Hofstede’s five cultural dimensions. 

Thus also being a standardized platform whereby to analyze the differences in 

the corporate cultures. 
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3.1 Preconceptions 

 

Here the author explains his existing views and thoughts of the airfreight industry 

as well as the countries cultures. 

 

Having experience in the South African airfreight industry the author has some 

idea of how the processes take place and how many factors such as government 

regulations, currency, culture and technology affect the airfreight industry. The 

South African airfreight industry is a constantly changing sector with many 

businesses entering and exiting the market. The South African market is mainly 

based on the exporting sector of raw materials and minerals. The systems and 

certain technological factors are lacking and infrastructure is outdated but each 

day the government and companies are improving the situation and developing 

their systems. The internet is a must have in the industry and it is still rather 

expensive in South African and is not always reliable with cables getting stolen or 

broken by passing traffic. The loss of a few hours of work in this industry can 

make a difference on profits and customer satisfaction. 

One does not know too much about the Swedish airfreight industry and its 

processes but believes that the Swedish are very organized and time conscious 

and follow the laws perfectly with no corruption incidents. It seems that there is 

not such a large airfreight sector in Sweden and most of their airfreight is imports 

of technologies, machinery and cars. One believes that they are very 

technologically up to date and following trends and introducing new ones as well. 

It seems as if the companies deal with many types of cargo and not just on 

excess baggage.  
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One has been influenced by the many lectures and readings regarding culture 

and management in an international atmosphere. Books and diagrams written by 

people such as Trompenaars and Hampden–Turner and Hofstede have all 

influenced the thought process. Influences come from working in the South 

African airfreight industry and the Dutch Airfreight industry.  

 

The theories that have been put to the test in this study are from authors such as 

Trompenaars and Hampden-Turner, Geert Hofstede, with background 

information and internationalization of a company by Wild,Wild and Han.  

Hostede is one of the first to come forward about five main dimensions that 

influence and depict cultural levels in a society. He has tested his five dimensions 

around the world in IBM which follows a centralized corporate culture in each 

country. This made it easier to analyze by taking IBM which is a company which 

is standardized all over the world but have different people and backgrounds 

working in the company. He came up with his results in the early eighties and 

later in the nineties updated his information. Many still believe his earlier results 

are outdated and not always useful in today’s corporate cultures around the 

world. His theories will be put forth in this study and the seen if his dimensions 

can be used in the airfreight sector and if further theories could be found within 

this sector. Trompenaars and Hampden-Turner have come up with statistics and 

how cultural differences affect the process of doing business and managing. 

There material has been researched over fifteen years and included over thirty 

companies with departments spanning fifty different countries. What we find is 

that proven formulas and results are not always applicable in each country and 

each type of business atmosphere.  
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One hopes to see the differences between the two cultures based on Hofstede’s 

dimensions and if these can be used to evaluate the working culture in the 

countries.  The idea is to have the cultural part of the larger business plan 

completed if Baggage Solutions would want to internationalize there company in 

Sweden. One hoped to find the significant differences in corporate culture, and 

provide the valuable information on how to grow and maintain the cross cultural 

work processes between the two countries One hopes to find the differences and 

see if they will be too much of a deterrent for the companies to work together or 

can they reap the rewards from working together and sharing each others 

knowledge. 
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3.2 Baggage Solutions the company 
 

Here the company by which the author used as a basis and idea for the study will 
be looked at and put into context with the study. 

 

Baggage Solutions is a specialized company based in Johannesburg South 

Africa. The specialization of the company falls into a broader category known as 

airfreight. The airfreight is a large sector that is split up into certain segments 

which include perishables (plants, vegetables and time constraint materials etc), 

dangerous goods (explosives, aerosols, hazardous chemicals etc) and general 

cargo which ranges far and wide. There are companies that focus only on 

perishables for example and nothing else and some companies that do a bit of 

everything from each segment. It depends on storage space, specialized packing 

and large amounts of capital for equipment, fridges and so on. Baggage 

Solutions has focused itself on excess baggage which would fall under the 

general cargo segment. The difference is that some of the goods sent by 

Baggage Solutions might have abnormal sizes or need specialist packaging to 

prevent damages or theft. So they have connections with packing companies to 

ensure the safety and protection of the goods before flight. In Johannesburg 

there is only one more excess baggage agent that is operating in that area. 

There are many more companies that export and import general cargo and even 

extra baggage so it is important for Baggage Solutions to promote themselves in 

hotels, holiday resorts, airports and other tourist places so that they get first 

choice for sending goods abroad.  
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Even though there is a competitive structure in the general cargo sector in the 

Swedish market we still believe that there is opportunity in market for Baggage 

Solutions if they use the right market strategy. The main competitor in the 

Stockholm district for Baggage Solutions is the company named Travelcargo       

( www.travelcargo.se ) The excess baggage market still offers many possibilities 

for Baggage Solutions to develop. The only possible reason that this project 

might not be a success is the huge financial investment and the lack of these 

possible finances in order to setup the business. 

 

The company currently employs seven members and has one Caucasian 

managing director. The other employees are exporting and importing clerks, 

drivers and an accountant. This is seen as a micro small medium enterprise 

(SME) and with the government promoting and supporting these types of 

businesses, growth should be a certain thing, but with so many businesses 

starting up as a result of the government initiatives it could lead to fierce 

competition and companies not being able to stay afloat. 

 

The future mission of the company is to increase local business generated by 

expanding its office network nationally and internationally and also building on 

international contacts and agency referrals. 
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4. Theoretical Discussion  

 

This section provides the reader with existing theories and information that 

effects and influences the study. These theories are then  put against the findings 

of the empirical part of the study. 

  

Culture affects us nationally as does it affect us regionally and it cannot be 

ignored by the management in many aspects when it deals with employees as 

well as with clients. Geert Hofstede describes the culture of people to be a 

programming of the mind which starts from when we are very young. Our parents 

influence and indoctrinate us into a specific society with its cultural values. 

 

The cultural differences develop in certain ways which are influenced by 

symbols, heroes, rituals and values which the people in the cultural group are 

then influenced by. Hoftsede describes these four values from and outer to an 

inner core as the degree of effectiveness it has. The outer is less influential than 

the inner core values of the culture. Hofstede has put this in a metaphorical 

onion.  

 

 

Source: Hofstede, G. and Hofstede, G.J. (2005) 
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Hofstede believes in five dimensions which he has used in a survey to gather 

information about the different cultures in 50 countries. He started off with four 

dimensions and in the late 80’s added a fifth dimension as he saw that this would 

be a definite influential factor as were the other four dimensions.   

The five dimensions according to Hofstede are as follows: 

 

� Power Distance: focuses on the degree of equality, or inequality, between 

people in the country's society which flows into the corporate scene. A 

High Power Distance ranking indicates that inequalities of power and 

wealth have been allowed to grow within the society. The societies with 

higher power distances are more likely to follow a strict hierarchical 

system that does not allow significant upward mobility of its people. A Low 

Power Distance ranking indicates the society de-emphasizes the 

differences between people's power and wealth. In these societies 

equality and opportunity for everyone is stressed. 

 

 

 

� Individualism vs. Collectivism: This would focus on the degree the society 

reinforces individual or collective achievement and interpersonal 

relationships. A high individualism ranking indicates that individuality and 

individual rights are clearly seen and achieved within the society. A Low 

Individualism ranking is typically seen in societies of a more collectivist 

nature which has close ties between individuals. These cultures reinforce 

extended families and work and strive towards the whole group where 

everybody takes responsibility for each other. 
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� Masculinity vs. Femininity: This focuses on the exactly what the words 

describe. Is it still evident that the society follows the traditional masculine 

work role model of male achievement, control, and power? A High 

Masculinity ranking indicates that the country experiences a high degree 

of gender differentiation. In these cultures, males dominate a significant 

portion of the society and power structure, with females being controlled 

by male domination. A Low Masculinity ranking indicates the country has a 

low level of differentiation and discrimination between genders. In these 

cultures, females are treated equally to males in all aspects of the society.  

 

� Uncertainty Avoidance: This focuses on the level of tolerance for 

uncertainty and ambiguity within the society, in other words, unstructured 

situations. A High Uncertainty Avoidance ranking indicates the country has 

a low tolerance for uncertainty and ambiguity. This creates a rule-oriented 

society that institutes laws, rules, regulations, and controls in order to 

reduce the amount of uncertainty. A Low Uncertainty Avoidance ranking 

indicates the country has less concern about ambiguity and uncertainty 

and has more tolerance for a variety of opinions. This is reflected in a 

society that is less rule-oriented, more readily accepts change, and takes 

more and greater risks. 
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� Long-Term Orientation: focuses on the degree the society embraces, or 

does not embrace long-term devotion to traditional, forward thinking 

values. High Long-Term Orientation ranking indicates the country 

prescribes to the values of long-term commitments and respect for 

tradition. This is thought to support a strong work ethic where long-term 

rewards are expected as a result of today's hard work. However, business 

may take longer to develop in this society, particularly for an "outsider". A 

Low Long-Term Orientation ranking indicates the country does not 

reinforce the concept of long-term, traditional orientation. In this culture, 

change can occur more rapidly as long-term traditions and commitments 

do not become impediments to change. 

 

One believes that maybe Hofstede has overlooked the factor of age or what 

decade the persons were born in. One believes that this plays a significant role of 

how the culture is influenced by history and changing times. Such so that even 

though a culture with its strongly rooted values, they would still face the effects 

and influences from the outside world and its ever changing patterns. We find 

that nowadays generally, the youth; especially in South Africa have an open mind  

towards different cultures and being brought up in such a variety of cultures helps 

towards your acceptance of the differences.  
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The median age structure of South Africa 

Median age: total: 24.1 years  
male: 23.3 years  
female: 25 years (2006 est.)  

Source: http://www.cia.gov/cia/publications/factbook/geos/sf.html 

 

 

The median age structure of Sweden 

Median age:  
total: 40.9 years  
male: 39.8 years  
female: 42 years (2006 est.)  

Source: http://www.cia.gov/cia/publications/factbook/geos/sw.html 

 

 

On the other hand you will always keep those who have not changed or not 

willing to adapt to the new ideas of the outside world and won’t be able to work 

well with other cultures. It seems like nowadays the youth and people are more 

available to new cultures and might like a few individuals in a certain culture 

group but look towards the collective group in a stereotypical way. So it seems 

this behaviour to finding one or a few individuals from a cultural group to interact 

and befriend is at least a sign that, a few individuals are breaking away from the 

collective cultural group and opening themselves to new cultures and people. 

The youth are the ones that come in contact more with different societies and 

cultures through trying new things and media and social lifestyles and its 

interaction. The youth are still able to make up there minds about what and how  

cultures affect them and how they look towards that. Therefore you could see 

that younger employees in an organization are more eager to work with 

international people and cultures than maybe an older employee within the 

organization. 
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Source: http://www.geert-

hofstede.com/hofstede_dimensions.php?culture1=81&culture2=86 

 

 

For international managers the most important dimensions to look at are those of 

Individualism and Power Distance. The high Individualism score in Sweden 

means that the leading individuals seek their ultimate self-interest and are able to 

work by themselves and not have constant control by management.  

South Africa is a rare case, where it is seen as a third world country which means 

it should fall under a group society, although it has a rather high individual  

ranking. The people in these countries are able to bring considerable loyalty to 

their job providing they feel that their employer returns their loyalty in the form of 

protection. 
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The decisive dimensions for the organization regarding culture are Power 

distance and Uncertainty Avoidance. Organizations and managers are able to 

distribute power, and with this power they are able to serve to avoid uncertainty 

and to make things predictable for employees. 

 

The motivational factors can be linked to the Individualism-Collectivism 

dimension. In the more individualist countries, the highest motivation comes from 

the individuals’ need to fulfill their obligations towards themselves. In the more 

Collectivist societies, however, people will try primarily to fulfill their obligations 

towards their in-group. 

 

Management is culturally dependent because managing and organizing do not 

consist of making or moving tangible objects, but of manipulating symbols which 

have meaning to the people who are managed or organized. Due to the meaning 

which we associate with symbols is very sensitive, the management and 

organization are penetrated with culture from the beginning till the end. What we 

should be able to understand and grasp is that the culture we grow up in affects 

us differently and this lets us think in different ways to other people and their 

cultural background. This poses as a challenge for the transfer of management 

practices and theories. 

Culture plays an important role of interest in the company’s establishment efforts 

when they are treated in relation to resources and learning. Differences in 

cultural dimensions not only cause people to behave differently but they also 

influence people to prefer a certain type of relationship and work in networks. 

Different people use different resources to strengthen their position and achieve 

their cultural, social or economic issues. We can distinguish between formal (like 

a business contract) and informal relations (like personal contacts), direct (dyadic 

relationships) and indirect (i.e. using relations other people have).  
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These relationships do not exclude each other but can be present in the same 

network simultaneously. By developing informal and indirect relationships, one 

can build trust between fellow employees  

 

 

 

 

Source: Schneider & Barsoux (2003) 

 

From a cultural viewpoint, Schneider & Barsoux (2003) emphasize “learning 

across cultures when people from different countries interact and work on a joint 

platform”.  
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The Papadopoulos, Tilki and Taylor (2003) Model for Developing Cultural 

Competence 

 

 

 

  Source: Papadopoulos, Tilki and Taylor (2003)   

 

The model consists of four stages as seen above.  

The first stage in the model is that of cultural awareness which begins with an 

examination of our personal value base and beliefs. The nature of construction of 

cultural identity and its influence on people's beliefs and practices are viewed 

as necessary steps towards a learning platform.  

The second stage is that of cultural knowledge which can be gained in a number 

of ways.  Coming in contact with people from different ethnic groups can 

enhance knowledge around their health beliefs and behaviors as well as raise 

understanding around the problems they face.  
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An important element in achieving cultural sensitivity which is the third stage in 

the model, is how professionals view people in their care. Dalrymple and Burke 

(1995) have stated that “unless clients are considered as true a partner, culturally 

sensitive care is not being achieved; to do otherwise only means that 

professionals are using their power in an oppressive way”. For partnerships to 

evolve and maintain themselves they form on the base of trust, acceptance and 

respect as well as facilitation and negotiation.  

The achievement of the fourth stage, cultural competence, requires the synthesis 

and application of previously gained awareness, knowledge and sensitivity. 

Further focus is given to practical skills such as assessment of need, clinical 

diagnosis and other caring skills. One of the most important components of this 

stage of development is the ability to recognize and challenge racism and other 

forms of discrimination and oppressive practices. This model combines both the 

multi-culturalist and the anti- racist perspectives and facilitates the development 

of a broader understanding around inequalities, human and citizenship rights, 

whilst promoting the development of skills  needed to bring about change at the 

client level.  
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4.1 The Airfreight Structure Model  

 

This section describes how the management control is setup and furthermore 

elaborates on the fact that the airfreight sector follows a structure of its own. 

 

Due to the airfreight industry being a global and internationalized operation most 

of the companies follow a similar structure and corporate culture but the 

employee and management culture is different compared to countries. In 

Sweden you will find that the power distances are not that high that the 

communication is relatively un-constricted by the hierarchical levels of the 

company. The employee is given the opportunity to take part in more functions  

and is able to initiate his own work or present ideas and suggestions. This model 

is more applicable to how the airfreight companies work. 
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High Power Distance Department Structure Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: International Business, John J. Wild, Kenneth L. Wild, Jerry C.Y. Han pg 

186 
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Low Power Distance Department Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: International Business, John J. Wild, Kenneth L. Wild, Jerry C.Y. Han pg 

185 

 

There is a difference in the companies from the two countries even though they 

both follow the similar airfreight work pattern. The work methods and routine is 

similar except that the Swedish companies might have more reliable and efficient 

technology and means to communicate with clients and customs for clearance of 

goods. The other difference is that the hierarchy between employees still play a 

role in South Africa even though the employees work and communicate between 

other departments they are still very aware of the superiors and their decisions. 

Communication outside the hierarchy is constrained, essential messages are 

carried down by management and bypassing is sanctioned. 
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 The Swedish put less emphasis of who is in charge and they would treat each 

other at the same level. This allows there to be much more communication 

between employees and management as previously said.  

 

Both the systems offer advantages and disadvantages when applied to the 

airfreight industry. In the South African company you would find order and 

discipline and the staff are more certain of the status of messages and 

communication. This would also effect to how their responsibilities are towards 

other members of the organization. The disadvantages are that the employees 

would have difficulties with lateral communication and the creativity could be 

restricted. 

The Swedish company finds it advantages in that the communication is done with 

speed and ease and promotes creativity. On the other hand we find that the 

members have difficulty in distinguishing between the less of more official 

messages and their exact responsibilities are not clear. 

The following cultural behaviors relate to the theories of Hofstede. South Africa is 

a more masculine society which shows why the employees would find the 

opportunity to compete for promotion, but as soon as the men have competition 

from females they tend to become unmotivated. The South African employee’s 

value job security and females would not try for promotion if they think it will 

cause conflict with male colleagues. There is a narrow power distance or high 

power distance in the country and the South Africans value managers that 

maintain consultative relationships with employees. 

 Sweden, being a more feminine cultural society, values the more convenient 

working hours. Sweden has a lower power distance which is shown in the 

corporation and this leads to managers that usually show loyalty to employees 

and provide clear instructions. The Swedes are not that worried when it comes to 

needs to avoid uncertainty and this is evident as to how employees enjoy job 

variety. 
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4.2 Airfreight management 
 

This chapter describes how management in the airfreight sector takes place and 

how the internationalization of a manager could take place. It provides the 

differences in management style and the preparation for managers going abroad. 

 

4.2.1 Management abroad in the airfreight sector 

 

The company has now decided to internationalize itself and broaden its horizons 

hoping for new markets and connections. The introduction of an exotic company 

could pose problems or be seen as new opportunities for the country and its 

population. Introducing and molding the company into the new market and 

country is a sensitive operation that needs a lot of beforehand research. One of 

the important factors that need to be considered is whether to make the manager 

abroad a local or an expatriate from the headquarters. 

 

According to Welch (1994) there are certain policies that distinguish what staffing 

procedure should be implemented. 

 

Ethnocentric = employing key posts with headquarters country managers 

Polycentric = staffing key posts with local managers 

Regiocentric = staffing key posts throughout the region using regional staff 

Geocentric = the most qualified employees around the globe are developed to 

take up key positions around the world, including headquarters.  
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We know that patterns for local or expatriate staff vary from county to country 

and also depend on the type of business sector. In the organization would carry 

its culture through on its decision on whether to expatriate staff or hire locally. 

South Africa experiences a higher uncertainty avoidance index which could lead 

to managers being exported abroad to run organizations for a few months at 

least to introduce the corporate culture and ideas into the subsidiary abroad. The 

manager would be a trusted option that could provide feedback and shares the  

language and values of the headquarters which would provide minimum risk for 

the parent company. Meanwhile the Swedish companies do not have such high  

uncertainty avoidance and would be more likely to hire a local manager to run the 

subsidiary operations. 

 

The airfreight industry would be a bit different in terms of that the employees 

should already be very used to working across borders and coming into contact 

with different cultural clients. This allows them to have an advantage if they 

would go abroad to work for a subsidiary organization. This does not rule out the 

fact that some people are more adaptive and reactive towards change and 

cultural differences. 

 

In the same instance a manager working in South Africa would be doing more or 

less the same type of work based on the fact that airfreight is very similar all 

around the world. It might then actually be more beneficial to hire a local 

manager with local knowledge and communication abilities to reach new clients 

and run the organization. For a small company like Baggage Solutions it would 

probably be to expensive to expatriate a manager regarding the costs of living 

and paying rent. It would probably be wiser to send out the manager for a month 

or even a few weeks just to be able to inspect and control what the subsidiary is 

doing.  
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The manager from the parent company can then help setup the company and 

help out where it is necessary to align the parent company with the subsidiary. 

He or she is able to train the local manager and set goals for them in order to 

obtain a smooth running operation. The manager could bring in new 

developments which he could help to internationalize the local manager and 

there employees. What we see is that close control might not always be 

necessary and that the local management could be more efficient and cost a lot 

less. 

 

The crucial questions the parent company could ask would be: 

 

� Where would headquarters need the most control? 

� Where would headquarters need the least control? 

� To what extent could expatriate or headquarters staff give towards the 

needed control in the subsidiary? 

 

According to the book “International Business, John J. Wild, Kenneth L. Wild, 

Jerry C.Y. Han” there are possible advantages to be gained when expatriating 

staff 

 

� Parent company has greater control 

� Parent companies corporate culture is easier to introduce into the 

subsidiary 

� The expatriate staff will gain overseas experience 

� Headquarters is able to protect proprietary technology and operating and 

maintain standards 

� The communication between the subsidiary and the headquarters is 

stronger. 

� The headquarters can control the subsidiary in crucial times 
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The Disadvantages according to the book “International Business, John J. Wild, 

Kenneth L. Wild, Jerry C.Y. Han” 

 

� The local staff get fewer chances to grow in the subsidiary 

� The expatriate does not understand the political situation 

� The expatriate takes to long to develop local connections 

� The expatriate has less sensitivity to the local market 

� The expatriate might not speak the local language 

� Expatriation costs can be expensive 

� The expatriate does not have sufficient training 

� Differences in numeration between the expatriate and local staff could 

cause ill-feelings 

 

And on the other hand we have the option for the parent company to choose to 

hire local managers to run the subsidiary.  

 

The advantages according to the book “International Business, John J. Wild, 

Kenneth L. Wild, Jerry C.Y. Han” 

 

� The receives multinational status when it recruits local managers 

� The subsidiary has opportunities to control independently 

� A local manager has the chance to develop 

� A local manager can handle political situations far better than an 

expatriate 

� The local manager has greater experience and knowledge with the local 

market 

� Acculturation training does not need to be provided 

� The local manager may be less expensive to hire 

� Ill feelings between local and expatriate employees can be avoided 
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The possible disadvantages according to the book “International Business, John 

J. Wild, Kenneth L. Wild, Jerry C.Y. Han” 

 

 

� The headquarters control is weakened 

� The subsidiary is likely to develop its own corporate culture and not keep it 

in line with the headquarters 

� The headquarters staff do not get the chance to work abroad 

� Headquarters cannot control local management and technical skills 

� Communication between the headquarters and subsidiary could be harder 

to maintain 

� The headquarters cannot control operations at critical times 

� Headquarters is less sensitized to subsidiary needs 

 

As was said before it the airfreight industry does pose the same similar 

operations all around the world but it is the governments and laws that affect the 

way operations are done. This is especially the case between first world and third 

world countries like South Africa. In a rapidly growing developing country like 

South Africa you might see that expatriate staffing will cause ill feeling and 

frustrates local staff who are ambitious and do not believe the expatriate is any 

better qualified to run the subsidiary as they are. Furthermore you could do an 

exchange of employees, one from each country that is sent abroad to learn from 

and train themselves as well as others in the organization. If you go about 

training local management to much they might learn to over-identify themselves 

with the organization. This will risk the local manager losing his or her touch with 

the local values which would lead to them losing their local power base. The style 

of leadership appropriate in South Africa Each case will be different and Baggage 

Solutions will have to layout their needs of control and available finances and 

concerns when looking at what staff to employ in the subsidiary. 
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4.2.2 International Management 
 

Not every manager is prepared and the right type of person to handle 

international management tasks and needs to have an open mind to the different 

cultural atmospheres. International management is defined as the process of 

practicing management techniques within and international environment. This 

entails that the manager would practice his standard management roles but 

within a cross-cultural situations. According to Mintzberg (1975) the manager 

would perform a range of roles associated with leading and acting as a 

figurehead, disseminating information, negotiating, allocating resources and 

handling disturbances. Baggage Solution’s manager should be performing these 

roles to the best of his ability already but now has the added influence of cultural 

difference. He would be accustomed to how a manager would act and respond to 

his employees and clients. In this case when the company is looking to 

internationalize the manager would have to adjust his/her personal psychology 

and functional responsibilities to import it in the Swedish corporate culture. This 

is not always an easy task and the manager himself will have his personal 

background to contend with during all his actions and an incompetent manager 

could result in loss of profit and business growth as the position he fills will affect 

these two pillars indirectly. 
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4.2.3 Cross-cultural management skills 
 

Being a manager already requires certain skills to perform the role as manager. 

Baggage Solutions will ensure that a manager is placed in the Swedish 

subsidiary either being local or expatriate. The goals the manager would require 

are as follows: 

 

� Understanding of culture and how its influences behavior in the 

corporation 

� Educate oneself about your own and other specific cultures 

� Recognizing the differences between the two cultures 

� Recognizing which and how cultural factors are influencing the business 

� Implementing the cultural structures within the business 

� Recognizing how far the cultural structures can be implemented within the 

business without offending the other cultures 

 

Baggage Solutions being situated in South Africa and having experienced the 

many cultures that one encounters in the day to day life of a South African will 

help the manager to understand and adapt his or her skills to a certain situation. 

The manager would need to communicate with members of the different cultures 

everyday and be able to manage this in structures. The structural management 

looks at working according to the different cultural structures within the corporate 

structure and applying certain accommodations to the cultures in order to be able 

to respect and work with the person and his or her background. There will come 

a time when a dispute arises between the different cultures where the manager 

will have to step in and take action to resolve this. On the other hand employees 

might need to be motivated and receive rewards for work well done. This might 

not seem as easy with an insufficient cultural background training to pass over 

the message in a positive or rewarding manner.  
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Communication is the number one skill which must be mastered by a manager 

and forms a vital part of negotiation between the two cultures. What all this boils 

down to is that a manager must not expect to impose his or her own culture on 

other employees, this will most likely result in arguments and create a bad 

atmosphere to work in. 

 

4.2.4 Cultural Factors 
 

The many cultures that are present around the world all have there certain 

characteristics. The two main groups that are evident are the “collectivist” and the 

“individualistic” culture groups. The collectivist is more a group orientated society 

that would work and take care of the whole group. The individualistic society 

would tend to work to caring and promoting themselves. 

 

According to Cox, Lobel, et al. (1991) for diverse groups to work towards goals 

and achieving them they would need to accept and be open to alternate points of 

view. The group should work together to build group decisions and respect each 

others experiences and try to share their own so that each person can get some 

idea of the other persons background and likes and dislikes. Another point to 

success in groups is that of not being afraid to overcome inefficiencies and be 

tolerant of uncertainty between different cultural members in the work area. 
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4.3 The Logistics’ Culture 
 

This section provides a view that the logistics industry could follow a culture of its 

own. Various sources have been adapted and put together again to interpret 

findings and provide reasons to why it has a culture of its own. 

 

Adopted from various sources it could be said that the logistic sector has a 

culture of its own and that your own culture might be overrun by the tasks and 

responsibilities of the logistical company. In today’s logistical enterprises, you 

see that the enterprises are becoming more and more global and faced with the 

high demand of quickness, reliability and efficiency when it comes to the 

logistical processes. The logistics systems are a crucial factor for surviving global 

competition for many international companies. This in turn forces pressure on 

logistical companies to be ahead of the game and be thinking towards the future 

and internationalized ideas and work processes to be in place. As we know now, 

the international manager comes in contact with many different cultures. 

Logistics is based on a flow-orientated management concept. Logistics 

management is defined by its main goals being cost, quality and flexibility. 

Furthermore the management subsystems of planning, control, organization, 

personnel and the four dimensions concerning logistics structures of 

specialization, coordination, configuration and delegation. The sector is very 

competitive and continually asks for innovation from companies and to develop 

faster and cheaper procedures and incorporate the latest technological findings. 
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4.4 Bureaucracy 
 

Here the bureaucracy of the corporate culture is explained and the differences 
per country and how it effects the business. 

 

The bureaucracy in businesses and especially looking at the airfreight industry 

tends to be different which also has to do with the fact of the common unions and 

certain government regulations. Bureaucratic models are not the same in each 

quadrant of business types and they also apply different to each country. What 

the bureaucratic model can show us is how the uncertainty avoidance and power 

distance are present in the business. When the company follows strict hierarchy  

levels and there is a definite separation between employees and management 

you will most likely find that the company is very bureaucratic and messages and 

instructions have to pass through the whole organization. Although this is of 

course not always the case, as a smaller or family company might not need to go 

through all the channels to reach a final judgment. In the airfreight business 

employees are usually trained and educated to work in one department but 

experience more aspects of the business as each department might make use of 

the other in terms of sending goods abroad. For example you might find that a 

parcel needs to be exported from Rio de Janeiro in Brazil to Amsterdam in The 

Netherlands but when it arrives in the Amsterdam it needs to be trucked to  

Belgium. The employee in the airfreight department organizes the airfreight from 

the one airport to the next but has to communicate with the trucking department 

to organize a pick up at Amsterdam airport and clearance and then arrange 

trucking to Belgium. So the one department informs the other about the freight 

path and necessary instructions.  The company layout in terms of offices and 

where desks are placed also influence the knowledge and information of the 

employees. When all the departments or desk are concentrated in one area it will 

make it easier for employees to hear and observe other employees and their 

department actions. This however has its advantages and disadvantageous.  
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When employees are centralized it plays as an advantageous scenario as 

employees are able to check each others work and remind each other of certain 

monthly rules such as fuel and security surcharges that are placed on goods. 

Employees can easily ask for assistance or advice on any questions they might 

have. A more experienced employee can guide and train new employees easier. 

The disadvantages of this are that there might not be any privacy and employees 

might feel intimidated and put under pressure. Another point is that people are 

easily distracted and could end up talking to each other and not concentrating on 

their work. This loss of concentration could lead to errors and mistakes in work  

procedures. When there are so many people working in one area they might get 

in each others way and telephone conversations could be hard to understand. 

 

In all cultures employees try to look for an organization that meets there 

psychological needs. The airfreight industry is a continual changing scene and 

relationships range from short to long term. Operations and procedures usual 

follow an ordered and structured pattern. This structured pattern is then altered to 

meet each product or clients needs. So although the routine is the same the 

process of shipping goods is different which allows the work process to be 

different every time. This is an industry which caters for both personality types of 

people that like structure and change altogether. 
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5. South Africa – A Cultural Example 
 

An in-depth look into how South Africa and its culture and history have developed 

over the years. This part helps to explain the theories and provide a insight on 

the diversity of the country. This diversity has its advantages and disadvantages. 

It shows that it is a unique blend of cultures that are working well together. 

 

South Africa is a country that has gone through many troubled times for its 

people and their differences. One man was able to change the country and bring 

its people together. He had the vision and productive way to reconcile the cultural 

differences. According to Trompenaars and Hampden-Turner they confirm that 

South Africa can be seen as a microcosm of the world. Not only will you find 

black Africans from a variety of backgrounds, languages, ethnicities, tribes but 

also white people, European descendents and a variety of Asian cultures can be 

found in the country. The country has been forced to experiment with new forms 

of living together based on a variety of backgrounds; this has also been 

implemented in the business world. In the working atmosphere it is put to the 

extreme test. 

 

5.1 Black economic empowerment in South Africa, is it 
working towards or against development? 
 

With the government regulation of black economic empowerment in the all the 

countries businesses, the question is, will this hold back investors and 

partnerships internationally? The policy of black economic empowerment (BEE) 

is not only there to fix up the wrongs of the past. It is a pragmatic growth strategy 

that aims to realize the country’s full economic potential.  
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According to (http://www.southafrica.info)  in the decades before South Africa 

achieved democracy in 1994, the apartheid government systematically excluded 

African, Indian and colored people - collectively known as "black people" - from 

meaningful participation in the country's economy. The government has brought 

in this reformation strategy in order to regain equality between the people in 

South Africa. There is a danger factor which the government also acknowledges, 

and that is that the old elite will be removed and replaced by a new black one. 

The government states for this reason the BEE act is a very broad based 

strategy, which is to situate black economic empowerment within the context of a 

broader national empowerment strategy, focused on historically disadvantaged 

people. 

An integral part of the BEE Act of 2004 is the balanced scorecard, which 

measures companies' empowerment progress in four areas: 

-> Direct empowerment through ownership and control of enterprises and assets 

-> Management at senior level.  

-> Human resource development and employment equity.  

-> Indirect empowerment through:  

o preferential procurement,  

o enterprise development, and  

o corporate social investment - a residual and open-ended category.  

Source:http://www.southafrica.info/doing_business/trends/empowerment/bee.htm 
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Furthermore according to the BEE act private companies must apply the codes if 

they want to do business with any government enterprise or organ of state - that 

is, to tender for business, apply for licenses and concessions, enter into public-

private partnerships, or buy state-owned assets. Companies are also 

encouraged to apply the codes in their interactions with one another, since 

preferential procurement will affect most private companies throughout the 

supply chain.  
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5.2 Working Atmosphere in Sweden 
 

Here a generalized view of the working methods and customs are described 
which helps the reader to find the different views of the two countries. 
 

 

The stereotypical idea of working in Sweden is where creativity and skills thrive in 

flat, non-hierarchical organizations with decentralized responsibilities. This 

creates a corporate culture with emphasis on teamwork and knowledge-sharing. 

Swedish management is internationally recognized for its informal relations and 

open, straightforward communication. Working in teams has made it easy for 

Swedes to adopt modern networking cultures and methods. 

 

Swedes concentrate on organizing procedures to achieve common goals. The 

Swedish industries and their relations are characterized by cooperation and  

willingness to compromise. The labor unions are forward-looking and receptive to 

new technologies and large-scale confrontations in the labor market are unusual 

and few strikes by employees. 

Sweden has a long tradition of education and respect for knowledge and is 

recognized as a true knowledge-based economy. One in two Swedes 

participates in adult education and training and a large amount is invested 

annually in educational programs to improve employee skills. Most Swedes have 

a good command of the English language, and companies with a global outlook 

use English as their corporate language. Conducting business in English is 

therefore rarely a problem. 
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Sweden is a safe and open society characterized by trust and cooperation. It is 

also one of the least corrupt societies, according to Transparency International 

(http://www.transparency.org) the global watchdog to prevent corruption. 

Sweden’s comprehensive system of social welfare contributes to a high living 

standard and long life expectancy. A United Nations country report ranks 

Sweden as the world’s second most advanced country in terms of human  

 

development. The study included factors such as economic progress, education, 

gender equality, health and tolerance. Swedes are trend-sensitive, open to new 

influences and quick to adopt the latest products and technologies. 
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5.3 Comparing African and Western mental models 
 

This section develops upon the last two sections providing the differences 
between the Western way of thinking compared to that of the African way. It goes 
on to explain how if you would come in contact with a certain African tribe in 
South Africa you might receive different answers or reactions to the questions 
you ask. Where in Sweden this is not the case as there are not so many 
variations in the country, maybe only along the borders will you find the case. 
 

To try find the largest gaps between the western model and the African one is 

where we could see where the country is threatened to fall apart. Looking to 

decrease the gaps is where you could find the opportunities for creative synergy 

and reconciliation of dilemmas. 

 

Trompenaars and Hampden-Turner examined the different language groups 

compared them to the economic categories such as universalism – particularism, 

individualism – communitarianism, specific – diffuse and so on. Certain points 

which are evident for the specific language group. 

 

� English and Afrikaans South Africans favour universalism laws with 

minimal exceptions. 

� Zulu’s favour universalism strongly compared to the strong support for 

particularism by the Xhosa’s which is strongly represented by the African 

National Congress (ANC) the biggest governmental party. 

� English South Africans compare with Americans concerning individualism 

� Afrikaaner people are more of a collective society which specializes more 

in political rather than economic power. 

� The Xhosa are a highly individualistic group 

� Black South Africans as a group are communitarian in their tactics. They 

have a stronghold on trade unions and easily mobilize large crowds. 
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� There are very strong differences between the white Afirkaans community 

and the black Xhosa and Tsonga tribes. The Afrikaaners reveal little 

feeling and are serious and controlled while the two black tribes are strong 

with body language, exuberant and affective in their behavior. 

� The specific and diffuse dimension does not show vast differences but this 

does not mean that all the language groups share the same orientation. 

� Some black South African groups combine diffuse features and 

concentrate on building good and deep relationships and putting visions 

before analyses and facts. 

� The English South Africans tend to combine analyses and facts before 

visions and with diffuse features as use for a more indirect style of 

communication. 

� South Africa wants to become the achieving society of Africa and there is 

no lack of motivation from the people but there is a lack of education and 

opportunity. 

� The white South Africans are more directed to achievement and all the 

black Africans with the exception of the Tswana are more ascription 

orientated. The overall feeling is that they all want to achieve. 

� The future development of South Africa with its inner directedness will 

prove as a high potential factor for developing an entrepreneurial economy 

and becoming an “African miracle” 

 

The three main gaps that could be seen in the society are in universalism-

particularism, individualism-communitariansim and a very large gap is present 

between the neutrality of whites, especially Afrikaaners, and the affectivity of 

blacks, especially the Xhosa. Now if one of these groups became compromised, 

adversarial, synergized or lop-sided then a problem could exist. 

Trompenaars and Hampden-Turner came up with the following graph to show 

their findings. 
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Mapping the bifurcations 

 

          

          

    Never ending demonstrations  An African miracle 

    insurgency from below    

          

Black African mental model:    
Internecine 
warfare  

       
among 
stakeholders  

Particularist,communitarian       

and affective     Sullen compromise   

          

          

          

     Re-segregation    

     capital flight    

       
Level playing field 
on   

          which blacks lose   

         

    Western mental model:   

        universalist, individualist and neutral   

 

Source: Riding the waves of culture, Trompenaars and Hampden-Turner pg 217 

 

 

The companies run by white managers might try to create the conventional 

image of the level playing field whereby the blacks are likely to loose out on as 

they have less education, skill, universalism and individualism. This could lead to 

a freedom struggle which then forms never ending demonstrations and 

insurgencies from below. Investors then lose trust and are frightened off. 

Although this could swing either way and become a sullen compromise or re-

segregation or domination of either the demonstration mode or the level playing 

field model. The split could result in the situation that was seen before, that wars 

result between stakeholders, government, unions and the community instead of 

working together to create economic growth and opportunity.  
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A virtuous circle is possible, it brings together the collective aspiration with 

individual rewards, black African enthusiasm with the calculating mode of capital 

markets, continuing law and order and an overall better life for people. 

An upward spiral will bring all the languages together and eventually head 

towards the “African miracle”. The spiral would wind between the two dangerous 

extremities but avoid the level playing field which is not favorable for the black 

Africans and the non-stop demonstrations triggered by this failure. So in fact we 

create an economy that is generally fair and all eight cultures have been 

reconciled and where black Africans have helped to create rules and regulations 

by which they will operate and be assessed. 

 

Now that we see that the South African businesses could be run by many cultural 

diverse people, will it be able to work with a European counterpart. As in any 

international partnership problems will arise. The diagrams and facts above could 

be read through and analyzed by the Swedish counterpart to understand why 

one of the employees in South Africa could make such a decision or suggestion. 

With Black Economic Empowerment (BEE) which states that an African person 

should have a managerial position in the company in South Africa, the Swedish 

counterpart might be weary to actually work with a South African company as  

they might not feel that the newly promoted manager has enough experience or 

international business skills. This could however be the same with any white 

South African but the stereotypical views might override the current ideas of 

people. 
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5.3.1 Time and Cultures 
 

Cultures relate to time differently and it is common for disputes to arise due to the 

differences in how cultures use and work with time. For instance a South African 

colleague might tell a Swedish colleague that he will send an accounting report 

“now now” which, for a Swedish person means as in the present tense, being 

shortly. While in South African terms it could mean between now and a few 

hours.  

According to Hall and Whyte (1961) there are several different schemes. They 

could be seen as follows: 

 

->Scheduled time 

->Discussion time 

->Acquaintance time 

->Appointment time 

 

According to Trompenaars (1993) he describes there as being two different time 

models by which you are able to test a culture. The first one is that of sequential 

time and secondly the synchronic model. He describes the sequential model as 

being time that is measurable and as a sequence of events passing us at 

intervals, the rhythms of winter, spring, summer, autumn as an example.  

 

The characteristics are as follows: 

 

� The activities of the business are ordered 

� Relationships are subordinated to schedule 

� An employees recent performance is a major issue 

� An initial plan is preferred 
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Trompenaars states that people in synchronic cultures tend to juggle various 

activities at the same time and that the implications are as follows: 

 

� Different activities of the business are performed at the same time 

� The schedule is subordinated to  relationships 

� Performance is judged according to a long line of history 

� Plans can be changed 

 

 

Swedish are more long term orientated when it comes to time. This partly has to 

do with the seasons, and winters being so long. There are two types of time 

orientation which have been investigated by Fons Trompenaars and Charles 

Hampden-Turner namely synchronic and sequential. The sequential culture 

concentrates on doing one activity at a time and adheres to appointments and 

won’t arrive late. The relationships are generally subordinate to schedule and 

there is a strong preference to follow the initial plans and time is tangible and 

measurable. The synchronic time model is when persons do more than one 

activity at a time and appointments are approximate. The schedules of people 

are usually subordinate to relationships and a strong preference for following 

where relationships lead. Time is seen as a wide ribbon and intangible. Time 

orientation does however change when it comes to the logistics sector as time is 

money and international transport happens day and night due to time differences 

and priority of cargo. 

 

 

 
 

 

 



Corporate Cultural Differences Thesis - Sweden and South Africa – 
 

Spring 2006, Gävle Sweden 51 

 

6. Empirical Discussion 

 

This section takes the information from the telephonic interviews and the internet 

survey. The empirical findings are then compared to the theories and the 

statistics. 

 

The empirical part is made up of an internet survey and telephonic interviews 

with people working in the airfreight regions of the two countries. The survey 

consists of questions which will help one understand the difference in the 

corporate culture and a total of 176 surveys were sent out to companies in 

Johannesburg and Stockholm regions. A total of 76 completed surveys were 

received and 5 more were incomplete. One choose to pick the regions of 

Johannesburg and Stockholm as they are the main airports in the respective 

countries and would restrict the answers to a certain area for analyzing purposes. 

The people that did not reply either did not show interest in the survey, had 

annual leave, did not have time and forgot or never received it due to internet 

email company policy. The survey incorporates questions that would give an 

impression of the 5 dimension model presented by Hofstede. This model 

represents the main factors of a corporate culture. In this way one has a standard 

model by which it is easy to compare the two different corporate cultures, if any. 

Furthermore the theories and results presented by Trompenaars and Hampden-

Turner will help provide guidelines to what the information collected in the survey 

and interviews will still hold there value.  
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The export trade from Sweden is mainly electrical and telecom equipment, 

machinery, cars, paper, pharmaceuticals, iron and steel. On the other hand the 

most important import goods are those of electrical and telecom equipment, 

crude oil, textiles, foodstuffs and machinery. Sweden is an exporting nation with 

44% (http://www.scb.se) of the countries GDP (gross domestic product) coming 

from the export and 60% (http://www.scb.se ) of all goods produced were sold 

abroad. Statistics Sweden state that South Africa does not fall into the top thirty 

categories as trading partner for exports neither imports. Although we do see that  

 

South Africa forms over the half of exports in the central, east and southern 

African parts and the same when it comes to the imports with increases in both 

figures between the years. 

 

 

 

The Swedish export and import of goods by country (SEK million) 
          

  EXPORTS    IMPORTS  

          

 
Value January - 

March 
Share in 
% Change in %  

Value January - 
March 

Share in 
% Change in % 

 2006 2005 2006 2005/2006  2006 2005 2006 2005/2006 

TOTAL 269,810 225,286 100 20  222,545 189,528 100 17 
                  

Central, East and 2,081 2,430 0.8 -14  659 492 0.3 34 

Southern Africa                  

                  

South Africa 1,370 1,486 0.5 -8  540 436 0.2 24 

 

Sources: http://www.scb.se/templates/tableOrChart____142266.asp#top 

     http://www.scb.se/templates/tableOrChart____26638.asp 

               http://www.scb.se/templates/tableOrChart____26644.asp 
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We then see the table representing the figures that would relate and interest the 

excess baggage sector more. The table shows the expenditure in three 

categories which might be an indication of the market value. 

   
 

Household consumption expenditure (ESA95), current prices, 

million SEK by purpose and period 

Purpose   Year Value   

        

Passenger transport by air 2004 3541   

        

Package Holidays 2004 21572   

        
Miscellaneous goods and 
services 2004 108972   

 
 

Source: http://www.ssd.scb.se/databaser/makro/SaveShow.asp 

                     
 

 

The combination of telephonic interviews and an own composed survey 

accessible via the internet helped put together the empirical part of this study. 

The survey was meant to show if the logistical sector has a culture of its own due 

to its international market and contact in everyday working procedures. 

Furthermore what other evidence of differences in the corporate cultures 

between the two countries. The responses would prove Hofstede’s theories to be 

true or out of date or not specific to this industry. The interviews would give a 

more in-depth and personal opinion which could still only is an indication of the 

logistics industry. 

Hofstede’s masculinity feminine dimension states that the South African culture 

has a very high masculine employee figure. One of the first notable fact from the 

survey showed that 38,5 % of the respondents that worked or are currently 

working in the airfreight industry in South Africa are women. This might indicate 

that over the past years with government change and improved rights to all 

people that women are moving up the ranks and taking up higher positions.  
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At the same time it could also show that the airfreight industry does not only 

involve a high masculine percentage. What was then interesting to see is that 

Sweden, which is known by Hofstede’s dimensions to have a high feminine 

value, was actually more masculine. A percentage of 68 were recorded as men 

who answered the survey while only 32 percent were female. This could indicate 

that the airfreight sector is a more masculine dominated industry in Sweden and 

that Hofstede’s dimension applies to more common industries. 

 

Another one of the notable facts from the survey is that in South Africa the 

employees get along with their peers better compared to that of Sweden. South 

Africans agreed to 100% to having a good relationship with their peers while the 

Swedes were mixed between 66% neutral and 34 % agreeing to a good 

relationship. This could be the fact of the hierarchy model placed in each of the  

countries. In South Africa there is still a strong hierarchy model in most 

companies and this could lead to employees ganging up and helping each other 

out against the management or another department for instance. While in 

Sweden there is a much flatter hierarchy structure and the management and 

lower ranked employees look eye to eye more or less and do not impose the 

rank on others as much. So this could lead to management and employees 

opening up and settling conflicts as they arise and not keep them bottled up 

between other employees or departments which you might find in a South African 

company. This brings us to the next point if employees are allowed to disagree 

with management? In the Swedish business culture the survey stated that 100% 

of employees could and would disagree with management while the South 

Africans would not disagree at 25%, be in a neutral position at 28% and agree to 

disagree at 47%. This is a result of the recurring hierarchy structure in the two 

countries. The management have a sort fear factor over the employees that keep 

there opinions to themselves. This is also partly due to the South African history, 

whereby the Africans were not allowed to speak up against Whites. This still has 

its affects in some companies. The strong hierarchy rule is again confirmed when  
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only 40% agree to freely express themselves in the organization while the 

Swedes agree 100% to being able to express themselves in the same situation. 

Something that could be typical to the airfreight industry would be that employees 

would need to make decisions on the spot on not waste time by consulting other 

individuals unless a critical decision and financial situation occurs. The Swedes 

still have a higher percentage and stronger vote by stating that 66% would 

strongly agree to make the decision on the spot while the South Africans would 

be at 80% agreeing to make the decision. This reflects the scared views towards 

management by the South African counterparts. 

Hostede’s individualism dimension in both countries is confirmed by both results 

brining in high percentages between 80% and 100% agreeing or strongly 

agreeing to the processed of the smooth and efficient flow of information. This 

indicates that when there is enough information for the employees to work with  

and that they form looser relations with other individuals. This also shows that 

individuals aim for individual’s achievement and purpose in the society. In this 

case it is quite true that the employees in the airfreight industry have looser 

relationships with other people as they might only know a person by email or 

telephone conversations due to the distances between companies. It is often the 

case that it is to expensive for a company to send employees overseas for 

business and in that case would not have the chance to meet their counterparts 

overseas but have contact by other means. 

One of the expected, due to the history in the past 12 years, results from the 

survey in South Africa can be confirmed. The question on, “if different cultures 

have an affect on the working relations and creativity of employees in the 

corporation” is the concluding and target question of the survey. This question 

gives the generalized feeling of employees working with other cultures. So as 

expected the South African employees felt a much stronger appreciation and 

advantage of working with different cultures as it is a standard situation with a 

business to find yourself working with allsorts of cultural backgrounds ranging 

from African to Indian to Afrikaans and English working in one business.  
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The South Africans came in at 80% agreeing with the statement and the Swedes 

at 66, 7 % opting for the neutral answer. 

 

The overall results of the survey gave us an impression that Hofstede’s 

dimensions are visible in some circumstances and in generalized situations. 

What is maybe more clearly evident is that the logistics industry forms its own 

culture. It has two faces, one for the internal corporation which is based more on 

the dimensions of Hostede. The second one is for the outer contact and working 

relations with agents, airlines and companies. This seems to affect the 

employees as they work with it everyday, so they have either adapted to it or 

actually changed themselves to work in this sort of international corporate 

culture. In this case the second face is one that diverts off of the dimensions of 

Hostede. There were indications of the logistics culture showing opposite results  

to what Hofstede’s dimensions of masculinity in the society rated. In both cases 

the opposite results were noted compared to Hofstede’s results. This again might 

imply that the logistics industry has a culture of its own and the Hoftstede’s 

dimensions cannot be used to represent each corporate culture. 

 

 

 

 

 

 

 

 

 

 

 

 



Corporate Cultural Differences Thesis - Sweden and South Africa – 
 

Spring 2006, Gävle Sweden 57 

 

6.1 Interviews 
 

The interviews were conducted telephonically and provided some personal 

experiences and thoughts of people working in the airfreight industry. It was 

made possible to come in contact with the employees in the airfreight industry 

Sweden through the supervisor of this study.  

 

The when speaking to the people involved in the airfreight industry, most 

interviewees had to say that you need to be very adaptive and be prepared to 

open themselves up to new people and their cultures.  Further values such as 

patience and respect for other people also go a long way. “This would be the 

same as you would do in your daily life” Mr. Ove Jacobsson (Swede) stated, but  

 

in “South Africa some people still have the history issue to deal with and take it 

out on others and do not always treat the other with respect” Mr. Robin Bracher 

(White South African) mentioned. Some employees believe he or she is more 

worthy than the other and racism can still be felt in some situations although it is 

not always openly talked about. Each day a person in the airfreight department 

somehow will be caught up working with another culture. This could be dealing 

by telephone, fax or even an email. In everything thing you do with another 

culture you will see yourself thinking of how to approach the situation in order to 

try show the respect and interest in the other persons culture. Just a simple 

example of how to address the person in an email could go a long way in building 

a stronger and more personal relationship with the other person.  

Mr. Lars Nyström (Swede) worked for 26 months in Cape Town South Africa for 

an American company where he experienced South African and American 

corporate culture in one. One of the first things he mentioned is the hierarchy 

structure in the company happens through chains of command from top to  

bottom. Whenever he had a problem he was not able to discuss it with the 

branch manager as he was wed with the operations manageress.  
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He felt that he was never able to express himself and what the branch manager 

said was to be done his way and he would not discuss any of the situations. The 

South African hierarchy is again proven in this instance and adds value to 

Hofstede’s power distance dimension. Although Mr. Nyström felt that he believed 

that the responses from his branch manager were based on personal feelings 

and not cultural differences. This is due to him being married with the operations 

manageress whom Mr. Nyström had to cooperate with for work. He found this 

situation within the corporation is something that did not help reflect a fair and 

unbiased working relationship although he found he had a good relation with the 

branch manager. 

Mr. Nyström found his greatest cultural shock to come from the branch manager 

who would call out racist remarks towards the Africans. He felt as being a Swede 

with an open mind he would not have a problem with another culture. It could  

also have to do with living in a type of protective and mono cultural society that 

he had not experienced this which made him naïve to the situation. As written by 

Wild,Wild and Han the bureaucracy of a company tends to be different according 

to the common unions and certain government regulations in the country. When 

the company follows strict hierarchy levels and there is a definite separation 

between employees and management you will most likely find that the company 

is very bureaucratic. Mr. Nyström found this to be a tough task when working with 

the South African custom offices. Furthermore the opening of an account for new 

clients was very paper orientated with one form followed by the next. This would 

lead to most transactions being done in cash and in the airfreight sector it could 

become large amounts and rather hectic. When documents had to be sent it 

would be done through a runner. Mr. Nyström stated that “If you were five 

minutes late then the documents might only be delivered the next day”. In the 

airfreight sector time is a very sensitive factor. 
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Mr. Nyström summed up the three different cultural people as follows and due to 

the countries history is how the people are functioning at present: 

 

Whites - were 'ofcourse' the ones with good or at least decent education and 

confidence. This is thanks to education (and South Africa's history) they were 

also the ones who made the decisions. This was both visible if they were in a 

management or supervisor position or not. They could obviously make decision 

and 'stand up' for their actions. 

 

Blacks - were 'the ones' with less education. Again this is thanks to former 

government and history. I have experienced many times that if you call a public 

authority and got a black person on the line they would either have to ask a 

supervisor/manager or was working strictly by the book. I believe the reason for 

this is of course the lack of education, lack of confidence and/or 'paying back' for  

the past times. Some times I've got the impression that they were being quite 

lazy as well. 

 

Coloureds (a ethnic group in South Africa, a mix between white and black) – 

were the people that fitted somewhere in between the two above. They are more 

educated than the blacks and knew their rights. They sometimes used this 

knowledge for personal interests such as not helping out, not working on 

Mondays and so forth. 

 

What Mr. Nyström found that was the biggest corporate cultural difference is that 

a South African would make a plan, make time and it is not rocket science. He 

said that if there is no information or support for a problem then the Swede’s 

would stop working on it and move on while the South African would say that 

nothing is impossible and make a plan to work out a solution. A quote they say in  
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South Africa to confirm this is “A boer maak ‘n plan” which translates to a farmer 

makes a plan.  

 

He states that he came in contact and befriended people from all types of 

backgrounds, Whites, Coloureds, Muslims, Blacks, Indians and this mix in culture 

is why he came to enjoy South Africa so much. The mixed culture he found was 

working well together side by side. 
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7. Conclusions and Recommendations 

 
This study has one departure, taken theories and tested them against the views 

of two countries employees in the airfreight industry. It showed us that the 

theories are still quite accurate and point one in a general direction of where the 

corporate culture in each of the countries is at. One does however feel that the 

theories apply to some extent but not specifically to the airfreight sector. Although 

at the same time we can say that we found out that the airfreight sector follows a 

corporate culture of its own due to the international obligations of employees in 

the industry. The differences found between the two that stuck out the most was 

the hierarchy system. Sweden had a lower power distance and management and 

employees worked on more or less the same playing field while on the other 

hand the South Africans pride themselves in the positions they are in and high 

power distances are reinforced. Another point was that in Sweden an employee 

would stop proceeding into a situation or complication if he or she did not have 

enough information or support to solve the problem. South Africans believe 

strongly that there is always a possible solution and that one need to make a 

plan and solve it. The survey and interviews supported the theories and ideas by 

providing a more of a personal updated and first hand experiences. 

 

A definite advantage and recommendation to the employees and organization 

would be to send employees abroad to attend seminars and even to work for a 

few weeks or months in a different corporate cultural environment. The more 

exposure to new and diverse cultures will help an employee to come to respect 

and be more understanding and patience with other cultures around the globe. 
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The main points that have emerged from this study: 

 

• The hierarchy levels play a huge role in the South African company and 

decisions and answers could take longer. This is seen in the different 

power distance levels between the two countries. 

• The relatively high uncertainty level of South Africans is a result of the 

high power distances between management and employees. South 

Africans will not easily take a decision and do not like taking risks.  

• A South African employee would try to find a solution to any problem while 

a Swede would discontinue when the first attempt fails. 

• The theories of Hofstede provide a general idea of each of the countries, 

but what is evident is that the airfreight industry follows a certain corporate 

culture of its own. 

• Due to the countries diversity South Africa seems to have an advantage 

when working with different cultures. 
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Appendix 

 

1 Survey Questions 

 
1. Are you Male or Female? 
 
2. What is your age?                      
    20-24 
    25-29 
    30-34 
    35-39 
    40-49 
    50-59 
    60 and above 

 
3. What is your nationality at birth? 

 
4. Will you be answering this survey based on 

-> Current employment in South Africa 
      -> Past employment in South Africa 

-> Current employment in Sweden 
-> Past employment in Sweden 
 

5. How many employees are or were working in the organization? 
    1-5 
    6-10 
    11-20 
    21-30 
    31-40 
    41-50 
    51-75 
    76-100 
   101-500 
    501-1000 
    1000 and above 
 
6. Are there clear lines of responsibility between employees and are they easy to 
understand? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
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-> Agree 
-> Strongly Agree 

 
7. Do you have a good working relationship with management? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
8. Do you have a good working relationship with your peers? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
9. Do employees treat each other with respect? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
10. May employees disagree with management? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
11. Does competition between employees benefit the company? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
 
12. Is an employee allowed to freely express him or herself in the organization? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
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13. Are employees allowed to make decisions on the spot? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
14. Should employees interact with problem solving? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
15. Should there be processes in place for the smooth and efficient flow of 
information? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
16. Should the manager have to know the answers to all the questions posed by 
the employees? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
17. Can a difference in culture influence or affect the working relations and 
increase the creativity within the organization? 
-> Strongly Disagree 
-> Disagree 
-> Neutral 
-> Agree 
-> Strongly Agree 
 
18. Please feel free to add your own comments 
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2 South Africa and its Trade Relations 

South Africa has seen the many opportunities abroad and is increasing it 

competiveness globally. It has many preferential trade relationships, both 

regional and bilateral. Tariffs have been reduced, and non-tariff barriers are 

being phased out. The intensity of competition for foreign direct investment 

among emerging markets around the world has made South Africa place more 

importance towards forming strong relationships with trading partners to gain 

access to new key markets. 

According to (http://www.southafrica.info) The South African government has 

actively pursued negotiations for an agreement on trade, development and co-

operation with the European Union (EU). This agreement will pave the way for 

developing secure markets in the EU for SA businesses.  

In addition to general trade agreements that South Africa has developed two free 

trade agreements. The one being with the European Union (EU) and which is 

also named the SA-EU trade development co-operation agreement. Sweden is 

one of the countries that has provided market access through the generalized 

system of preferences(GSP) mechanism.  

One of the main priorities of the government is to promote and develop small 

enterprises such as Baggage Solutions. The one sector where there is a 

significant growth margin is in tourism. This is especially a good factor for 

Baggage Solutions as their target group is travelers and tourists that purchase 

gifts, curios and any other excess baggage to back home. 
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3 Importance of a manager to understand Cultural Shift 
 

The manager usually has to focus on the concrete factors of the business and its 

daily operations such as changing markets, efficiencies in the labor market, 

supply and demand of labor, contracts and clientele. The environmental changes 

have an impact on the cultural shift as they are some of the sources that cause 

and influence how the culture is changing and adapting. Such environmental 

changes as foreign intervention, economic conditions, and technology all revert 

change back to the culture which in turn affects the employees and the 

workplace. Growth is one of the most important factors for a manager to 

concentrate on, and by being able to see cultural shifts in advance will provide 

the company with a significant edge on the competition and growth.  

Internally in the company you could find that the employees respond more 

positively to a personal and closely related working atmosphere but the 

international manager might be used to large power distances and not relate to 

personally to the employees. In Swedish companies it is more evident to see that 

employees cross the boundaries of hierarchy compared to that of a South African 

firm. This also shows that a employees collaborate on a more personal level in 

the work place and show more interest towards each other. The South African 

business is a lot more structured and shallow with employees only conveying the 

messages and information they need to. 

Introducing the new culture shift is not always an easy task and depends on the 

business functions. One of the factors would be of the culture shift is worth doing 

and meant to be for a longer period of time rather than a superficial amount of 

time. If it could have long term effects it could be advantageous and beneficial for 

the company. Where as, if it is just has a short life span it might end up being to 

expensive to implement new cultural schemes into the business and just not 

reaping the rewards one expects from the reformation. The culture shift also 

within the business poses risks of losing customers and face with the internal 

organization if it is implemented but only lasts for a short period of time.  
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Introducing new procedures or products that seem out dated or out of fashion 

might cause the clients to turn to other producers or products. 

A manager that is up-to-date and ahead of the game shows initiative and adds 

value to his or her identity as a manager. This will also build trust and confidence 

with the other employees and also encourage them to think laterally and 

efficiently. 

 

 

Table representing language groups and their economic believe 

 

 

Universalism 

- 

Individualism 

- 

Neutrality 

- Specificity- Achievement- Inner - Outer 

  particularism communitaria affectivity diffuseness ascription directedness 

Language 

Group       

Afrikaans 89 58 70 70 61 72 

English 92 72 57 72 65 67 

Zulu 78 51 65 75 58 60 

South Sotho 70 42 54 70 58 48 

North Sotho 71 68 53 51 41 60 

Xhosa 38 73 36 84 58 61 

Tsonga 71 22 45 58 55 49 

Tswana 40 52 61 78 63 65 

 

 

Source: Riding the waves of culture, Trompenaars and Hampden-Turner pg 213 
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3 Telephonic Interviews 
 
Mr. Ove Jacobsson 
Global Account Manager 
TNT Freight Management (Sweden) AB 
Phone:+46 8 594 908 20 
Mobile:+46 70 597 89 20 
Email: ove.jacobsson@se.tntfreight.com 
 
 
Mr. Lars Nyström 
Export Manager 
TNT Freight Management (Sweden) AB 
Phone:+46 8 594 908 00 
Email: lars.nystrom@se.tntfreight.com 
 
 
Mr. Robin Bracher 
Export Manager 
Groupair SA PTY Ltd 
Phone: +27 11 397 2937 
Email: robin@groupair.co.za 
 

4 Supervisor 
 

Dr. Ernst Hollander 
Högskolan i Gävle 
Phone: +46 26 64 88 91 
Email: ehr@hig.se 
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