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Abstract 
 
In this review of literature on culture in mergers and acquisitions our aim has been to take a 
closer look on how both national and corporate aspects of culture relate to performance. We 
present the two dimensions of culture and their relationship, define the merger/acquisition 
process and look at how international mergers and acquisitions may differ from domestic 
ones. 
 
Recent research in this field has shown ambiguous results; both positive and negative 
relationships between culture and performance can be identified. The reason for this has not 
yet been fully investigated. However, more challenges are expected, as well as the 
possibility to gain cultural insight through the national culture. This can build a platform of 
tolerance and understanding towards the new culture, and thus a chance to take advantage 
of complementary characteristics of the other company in the merger or acquisition.  
 
 
 
 
Keywords: mergers and acquisitions, corporate culture, national culture, integration, 
acculturation
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1. Mergers and acquisitions - a successful way across new borders? 
 
A new challenge for companies operating across the national borders is the combination of 
national and corporate culture and their effects. In this thesis we will attempt to find an 
answer to the question: How do national and corporate culture relate to performance in 
cross-border mergers and acquisitions  (M&As)? 
 
International M&As represent the largest proportion of FDI flows in developed countries. In 
a study conducted in the USA 2004, nearly 90% of the participating companies predicted 
that they would complete at least one M&A in the following year. This trend is expected to 
continue and a similar pattern is expected for 2006. (World Investment Report 2005:32) 
 
Although M&As clearly are an increasingly popular strategy for expansion and 
internationalization, a surprisingly large number of combinations fail to increase value and 
many even suffer from decreasing shareholder value. Studies have shown that as many as 
53% actually destroy value (KPMG, 2001). 
 
Many M&A failures are linked to problems discovered when combining the two companies. 
Research and literature written during the last few decades has shown a combination of 
different corporate cultures and potential culture clashes. These are identified as the 
primary causes for failure. (Stahl & Mendenhall et al. 2005:54, 253) This matter can be even 
further complicated in international operations since companies not only are affected by the 
social and cultural system that is specific for its organization, but also by the culture of the 
nation where it is active.  
 
Researchers do not agree on the best ways to cope with the problem of M&A failure. Some 
argue that more time and effort should be spent on choosing the right partner and 
evaluating the potential of the combination, including the cultural aspects. Others claim 
that the integration process is the crucial part of M&As and that it must be carefully 
managed. In this thesis we will take a closer look at the cultural aspects of international 
M&As and discuss the impact of both national and corporate culture on its processes. 
 
 

2. Approaching the problem 
 
When we set out towards an understanding of culture in M&As our focus was on the 
integration process and how it dealt with culture, adding the international dimension and 
the complexities when operating in an international setting. Soon it became clear that the 
interesting paradox in this field does not lie within the integration techniques used, but in 
the concept of national and corporate culture and its effect on M&A performance. On this 
subject there are no clear models and some of the recent empirical findings are rather 
contradictive. 
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The objective of this thesis is to review literature on M&As and examine both the national 
and the corporate dimension of culture in these operations. The purpose is not to describe 
all literature that is relevant for the topic, but rather to examine the research that has been 
done by the most prominent authors and to analyze their work more carefully. 
 
With this thesis we want to build foundation of knowledge on culture in M&As and 
identify a research problem that can be our focus in our master thesis later this semester. In 
the master thesis an empirical study will be conducted to further investigate our findings. 
 

2.1 The name of the game – Terminology  
To begin, we would like to clarify some terms and concepts used in this thesis. It is notable 
that mergers and acquisitions are legally different transactions. Even though a merger is 
considered a more friendly way to join two companies, the combination can rarely be 
treated as one of equals (e.g. Cartwright & Cooper 1992:30; Schein 2001:47). Because of this, 
the literature tends to treat the concepts synonymously, and that is what we also will do in 
the rest of this thesis. We will also relate to the concept of a merger or an acquisition using 
the word combination and describe the two companies in the event as the combining 
companies.1  
 
Performance is the result of the combination; it can be a failure or a success, it can be 
reduced or enhanced. For a combination to be considered successful it should, at least in the 
long run, add value to its shareholders. This thesis does not discuss the financial aspects or 
measures in M&As but deals with the question whether or not certain combinations of 
cultures are successful. However the success of a cultural combination is not always 
measured directly in financial terms. In this context success can be defined by e.g. reduced 
employee resistance and a more efficient integration. Note that the definition of success or 
enhanced performance sometimes differs amongst the studies. 
 
We use the word integration when addressing the process by which the combining 
companies come together to form the new entity.2 Integration could include all aspects of a 
company’s operations but the word is in this thesis used to describe the cultural integration. 
 
We treat the concepts of organizational culture and corporate culture synonymously and 
will from this point only use the word corporate culture. The term culture and its 
dimensions are further discussed in chapter 3. 
 

2.2 Literature selection and limitations 
Corporate culture as an important aspect in M&As did not gain popularity in research until 
the early 1990’s (e.g. Cartwright & Cooper 1992). Despite this, the research in the field is 
comprehensive. The impact of national culture and the combination of the two dimensions 

                                                 
1 The exception to this is when the word merger/acquisition is used in a quote. 
2 Note that not all models use the same definition; in the acculturation model described in chapter 4, 
integration is a mode by which companies can join in M&As. 
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of culture in M&As is on the other hand a relatively new field of study and literature on 
these aspects is more limited.  
 
To find the literature relevant to our purpose, we have used the different search tools 
(databases, libraries, the Internet etc.) available. The most frequently used tools have been 
Google Scholar, JSTOR, Business Source Premiere, LIBRIS and DISA. We have also searched 
in databases like OAIster, Scirus and SMEALSearch. When searching we used keywords 
such as merger, acquisition, national culture, corporate culture, integration, cross-border 
and its Swedish equivalents. We have found suitable material in reference lists of recent 
research reviews, articles and edited publications (e.g. Shimizu et al, 2004; Stahl & 
Mendenhall, 2005) and also from previous literature reviews (e.g. papers from Uppsala 
University and other Swedish universities). 
 
Because of the nature of this thesis, only secondary material has been used. We are aware 
that the selection of sources can largely affect the outcome of our study. Our goal has 
through all of this process been to use research articles and findings, with its foundation in 
primary data, from empirical studies. 
 
We have evaluated the material according to the following criteria:  

- Author’s field of study; has he/she published other articles, books or research papers 
in the same field? Academic record and relevant positions. 

- Research method used; Number of companies and countries involved in the study. 
How has the data been collected? Which model has been used? 

- Relation to other research; Have other authors referred to the research findings? Has 
the findings been tested by other researchers or been the foundation for other 
research? 

- Uniqueness; Do the findings contribute to the research process in this field of study 
buy adding new information, testing new models etc? 

- Actuality; Are the findings still considered valid by researchers of today? 
 
 A complete evaluation of the sources used in this thesis is found in Appendix 1. 
 

2.3 The outline of our work 
To understand how culture can affect performance in cross-border M&As we need some 
knowledge of the two cultural dimensions and the combination process. The thesis starts 
out with discussing the concept of culture (Chapter 3). We have used the most commonly 
quoted researchers in M&A studies on culture for our definitions. Except from defining the 
word, we also sort out the differences between national and corporate culture and explain 
how culture affects an international business setting. This is further related to the M&A 
process and the different levels of integration and approaches that have been identified by 
various researchers (Chapter 4). We present the process from a cultural view and do not 
include all integration models but the ones most closely related to culture and the cultural 
integration. Now we have the tools to grasp the research in the later section of this thesis. 
We continue with presenting different researchers’ findings concerning the importance of 
the different types of culture when it comes to cross-border M&As (Chapter 5). The thesis is 
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rounded off with a discussion that consists of our own reflections on the matter and 
suggestions for future research (Chapter 6). The concept of culture is here related to the 
combination process and we take a look on the relationships that have been identified in the 
reviewed literature.  
 
 

3. The national and corporate dimensions of culture 
 
We start our journey towards an understanding of culture in M&As by presenting two 
dimensions of the concept, namely national and corporate culture, and their relationship. 
 
Through all our lifetime, we are taught what is considered right and wrong, ugly and 
beautiful, moral and immoral and so on. This knowledge shape the way we behave and 
develop a pattern of thoughts and values that follow us in everything we do. As soon as a 
certain pattern is established, it is hard to change it and learn something that is 
contradicting to this pattern. This is commonly known as culture and is often described as 
“the collective programming of the mind that distinguishes the members of one group or 
category of people from another.” (Hofstede, 2001:9). Culture is not something that is 
inherited, but rather something that is taught in our social environment. It is not only 
manifested by our own thoughts and values, but also by rituals (activities that are 
considered important, but are not necessary to achieve a desired result), heroes (existing or 
non-existing people that serves as model for behavior), symbols, (words, pictures or objects, 
e.g. a national flag that has a special meaning for the members of a culture). These 
manifestations are visible to an outside observer as practices, and the cultural meaning of 
them is only apparent to the members of that culture. (Hofstede 2001:9-11). 
 

3.1 National culture 
To describe the differences in national culture, Hofstede (2001) has developed five 
dimensions. These have been used in his extensive survey that describes the differences of 
more than 50 national cultures and are commonly used by other researchers when 
measuring distance and evaluating relationships between different national cultures. 
Hofstede’s dimensions are used in many of the studies measuring cultural distance in M&As 
(e.g. Morosini et al, 1998; Angwin, 2001; Olie, 1990; Shimizu et al., 2004; Weber et al., 1996; 
Barkema et al., 1996). The five dimensions are as follows: 
 
Power distance: The degree to which less powerful members within a society or 
organization expect and accept that power is distributed unequally, i.e. the degree of 
equality. A low ranking shows that people in that culture have equal rights. The 
Scandinavian and Germanic speaking countries are ranked the lowest, while Latin American 
and Arab nations rank the highest. 
 
Uncertainty avoidance: The extent to which the members feel uncomfortable with 
uncertainty and ambiguity. Cultures that score high in this dimension prefer strict rules and 
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structured circumstances. Japan is one of the countries that get the highest scores in this 
dimension. 
 
Individualism: The extent to which individuals are supposed to stand up for, and look after 
themselves. The opposite of this concept is collectivism. The United States ranks the highest 
in this dimension while Latin America is more collectivistic. 
 
Masculinity: How much value that is placed on traditionally male values, such as control, 
competitiveness, power and the accumulation of wealth and material possessions. The 
opposite here is femininity, which is considered softer and values relationships and quality 
of life. Japan is the country that ranks the highest, while Sweden is the most feminine 
country. 
 
Long-term orientation: The degree to which the members accept delayed gratification of 
their different needs, rather than having a short-term point of view. China is the country 
that scores the highest, while the Western nations and the less developed nations generally 
score low. 
 

3.2 Corporate culture 
The concept of culture is also applicable on smaller groups, such as organizations. There are 
almost as many descriptions and definitions of corporate culture as there are researchers in 
the field. We will not give you all those definitions in this section but have chosen Edgar 
Schein to present the concept of corporate culture. Schein is frequently referred to when 
addressing culture in M&As and his definitions is often used in the literature we have 
reviewed (e.g. Weber et al., 1996; Larsson & Finkelstein, 1999; Chatterjee, 1992; Schweiger, 
2005). Edgar Schein (1992) presents corporate culture from the standpoint of the observer 
and divides the phenomena into three different levels. These levels are distinguished by the 
degree of visibility that is apparent for the observer. The most visible are the artifacts, which 
are the observable facts that are received when encountering a new culture (e.g. the 
physical environment, technology and products, clothing).  
  
The strategies, goals and philosophies that the organization openly announces are also 
visible but do not necessarily correspond to its actions. Therefore, to gain a deeper 
understanding on how these espoused values are related to the behavior at the artifactual 
level, it is crucial to take the least visible category into consideration. That is, the basic 
assumptions that are the unconscious beliefs that are taken for granted, but also thoughts 
and feelings that underlie how the group acts. Since it is hard to change these assumptions, 
this is where culture has its ultimate power. For an illustration on how these levels relate to 
the degree of visibility, see figure 3.1. (Schein, 1992: 17-26). 
 

High level of visibility             Low level of visibility

Artifacts                                   Espoused values                                  Basic assumptions  
 
Figure 3.1 Levels of corporate culture 
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3.3 The relationship of the two dimensions 
Even though the word culture is used for both nations and organizations, it represents two 
different concepts. The core factor of the national culture is the commonly shared values, 
manifested by symbols, heroes and rituals, while large differences in practices can be found 
amongst members of the same culture. A corporate culture on the other hand, has its base in 
these practices. It should thus not be defined through its shared values, but rather as its 
“shared perceptions of daily practices” (Hofstede, 2001: 394). This discrepancy demonstrates 
that the values and practices are taught in different places (i.e. place of socialization). While 
values are obtained in the family when the person is young, most of the practices are 
learned at the workplace, see figure 3.2 (Hofstede, 2001:391-394). 
 

 
Figure 3.2 The balance of values and practices at the national, occupational and 

organizational levels (Hofstede 2001:394) 
 
 
Because of the globalization and the information technology that has been developed at a 
furious pace, the number of intercultural encounters has increased tremendously. This has 
raised the awareness of the importance that culture has when it comes to doing business 
across borders. When a company is expanding internationally, the result depends on how 
well the intercultural communication and cooperation is working. The fundamental values 
of a multinational company are shaped through its founder and its leaders’ personalities and 
nationalities. (Hofstede, 2001:440) 
 
In a cross-border combination, both of the companies have separate historic backgrounds 
and corporate cultures and two national cultures that can involve big differences. This way 
of expansion can involve great cultural risks and Hofstede relates this idea to bringing up a 
foster child that is adopted in puberty. One aspect that can complicate the combination of 
the companies even more is the division of power that, not unexpectedly can bring cultural 
clashes. (Hofstede, 2001:445) We will further discuss the effects of national and corporate 
culture in cross-border combinations in the following chapters. 
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4. The process of coming together   
 
To better understand the way companies and their culture interact in M&As we will in this 
section work through the combination steps. After a brief introduction of the different parts 
of the process, the two most important areas for combination success will be presented; pre-
combination evaluation and post combination integration. 
 
The combination of two companies through a merger or acquisition can be described in 
different ways. There are many models presenting the steps of integration and the different 
aspects in the combination. Lately a process perspective on the event has gained popularity 
among researchers (e.g. Stahl & Mendenhall 2005).  Talking about a merger or acquisition as 
a process is not by any means new. Using the timeframe of the actual legal event in a merger 
or acquisition, Cartwright & Cooper (1992) divide the process into three temporal 
distinctions: pre-combination, legal combination and post-combination. 
 
One of the few models that focus on the cultural combination process was presented by 
Nahavandi & Malekzadeh (1993). Their model deals with the combination of cultures in 
M&As with greater depth. Their acculturation model has its roots in anthropology and 
cross-cultural psychology and is still of great importance to research in the M&A field. They 
define acculturation as “…the process by which two or more cultures come in contact and 
resolve the conflict that arises as a result of this contact.” (Nahavandi & Malekzadeh 1993:3). 
In the acculturation model culture is just one of the factors influencing the outcome of the 
combination; strategy, structure and leadership are others.   
 
The acculturation process can be divided into three stages. It starts with first contact, which 
is during the time before combination and right after the legal combination. This initial 
contact of the two entities sets the ground for the forthcoming relationship and will most 
likely result in some degree of conflict. This is the second stage of acculturation and the 
degree of conflict is said to be dependent on the amount of contact between the two groups. 
Little contact, as in a company acquired just as a financial investment with no intention of 
further combination, generally results in little conflict. The level of conflict is also affected 
by the strength of the combining cultures, the stronger the cultures the more conflict and 
resistance to change. The last stage of the acculturation process is the adaptation. During 
this stage the conflicts are solved by the two groups agreeing on the aspects of their new 
relationship (positive adaptation) or the groups fail to agree which leads to continuing 
conflict and dissatisfaction (negative adaptation). (Nahavandi & Malekzadeh 1993:60-62)       
 
Combination phases 
 

Pre-combination                           Legal combination Post-combination

                               Contact                          Conflict                                                           Adaptation
Time

 
Acculturation phases 
 
Figure 4.1:  A process perspective, adopted from Cartwright & Cooper (1992) and 

Nahavandi & Malekzadeh (1993). 
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4.1 She is the one – Pre-combination evaluation 
It is mainly the financial and strategic factors that dominate the M&A selection decisions. 
The diagnosis and analysis of M&A failure has traditionally tended to adopt a similar focus. 
Many firms have come to realize that a successful merger is dependent upon the partner’s 
characteristics, which are not limited to a financial and economic nature. (Cartwright & 
Cooper, 1992:4) Many researchers and practitioners argue that the differences in corporate 
culture and the difficulties of combining these in M&As is one of the main reasons why 
many M&As fail. This reflects the importance of thoroughly investigating the potential of 
the combination, both financially and culturally, at an early stage. 
 
4.1.1 Strategic fit 
As stated earlier, M&As are business events often initiated on the basis of strategic factors; 
market expansion, desired access to industry expertise, attempt for synergies etc. M&As can 
be categorized according to the relationship between the combining companies into four 
different types: vertical (a combination of two organizations from successive processes 
within the same industry, e.g. a manufacturer that acquires a series of suppliers), horizontal 
(a combination of two similar organizations in the same industry), conglomerate (the 
combination partner is in a completely unrelated field of business activity) and concentric 
(the combination partner is in an unfamiliar but related field into which the acquirer wishes 
to expand) (e.g. Cartwright & Cooper,1992:2-3). 
 
Strategic fit is often evaluated through financial measures3 but can also include the concept 
of organizational or cultural fit discussed in the next section. Strategic fit does not 
necessarily have to mean similarities among the combining companies. Larsson & 
Finkelstein (1999:15) argue that strategic differences can create opportunities for synergies 
in a combination and enhance the competitive position for the new company. 
 
The type of M&A and the underlying strategic decisions often affect the choices made in the 
following process of bringing the combination together. 
 
 
4.1.2 Organizational and cultural fit  
The basis of the concept of organizational fit lays in the assumption that different 
organizations have characteristics that go more or less together. Organizational fit 
influences the ease by which integration can be done (Datta 1991:283). Organizational fit 
can be characterized by management styles, reward systems etc in which also the concept of 
culture and cultural fit could be included. 
 
Cultural fit does not necessarily mean cultural similarities. Cartwright and Cooper (1992:72) 
argue that cultural compatibility depends on the type of combination and the conditions 
surrounding it. “Management of the buying firm should pay at least as much attention to 
cultural fit during the pre-merger search process as they do to issues of strategic fit” 
Chatterjee 1992:331 
 

                                                 
3 For further reading on this topic in international M&As - see for example Buckley & Ghauri (2002) 
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It has been suggested by several researchers (e.g. Schein 2001:47, Datta 1991:293, Schraeder 
& Self 2003:520, Stahl et al. in Stahl & Mendenhall 2005:403) that cultural and people issues 
have to be considered at an early stage and that decisions and strategies about post-
combination integration should ideally be made during the pre-combination phase.  
 
Frameworks for corporate culture due diligence4 (Cartwright & McCarthy in Stahl & 
Mendenhall 2005) and evaluation of national culture fit (Angwin, 2001:54-55) have been 
developed to help in the selection of a potential partner. However, empirical evidence 
suggests that well conducted planning rarely is the method used. The reality is that it is 
often hard to predict the timeframe and efforts needed to reach the desired integration in an 
early pre-combination stage. (Buono & Bowditch, 2003: 73)  
 
It is clear that pre-combination evaluation alone cannot predict the outcome of a 
combination without taking into account the way the integration process will be conducted. 
Based on recent analyses, Stahl et al (in Stahl & Mendenhall, 2005: 402) concludes 
“Although the initial strategic, financial and organizational conditioning factors form the 
upper bound of the degree of success that a merger or acquisition can achieve, the 
management of the post-combination integration process will likely determine the extent to 
which that potential is realized”. 
 

4.2 How deep is your love? – Different levels of integration 
Starting out with the integration process there are several different paths to choose from, all 
dependent on the goal and purpose of the combination. One of the aspects of integration is 
the depth or level of the common ground for the combining companies. 
 
One might think that the idea of a merger or an acquisition is to create a combination of the 
two companies as close as possible; where one is absorbed by the other or for them to be 
fully assimilated to each other. Yet, a number of possible levels of integration can be found. 
(Buono & Bowditch, 2003: 71) 
 
Cartwright & Cooper (1992:72-74) along with Buono & Bowditch (2003: 71-73) identifies 
different levels of desired integration. As mentioned above, these levels are dependent on 
the strategic purpose of the combination. However, the authors point out that even 
unrelated business combinations may result in significant change, which indicates that there 
is more than one factor influencing the integration level of a combination. The ease by 
which the integration can be done also plays an important role.  
 
The lowest amount of integration, which results in no integration actions or goals at all, is 
generally called the portfolio type (e.g. Buono & Bowditch, 2003:72).  In a portfolio 
combination all functions of the combining companies remain as totally separate entities 
and the stronger of the combining companies acting only as a stockowner. This can also be 
the choice when preservation of the old culture is preferred. Child et al. (2001:139) found 

                                                 
4 I.e. the evaluation process of the potential combination partner 
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several combinations where the wish was not to integrate the other company in order to 
preserve and learn from its unique managerial character.  
 
The middle level, a partial integration, occurs when the acquirer wishes to make a lot of 
changes and sees its own role as mainly being to redesign the other organization. The 
objective here is to have the combining company adopting the practices, procedures and 
culture of the dominant partner. Compared to a portfolio investment, this level of 
integration is less likely to succeed as it depends upon the willingness of the partner to adopt 
and assimilate into the new culture. The essence here is to destroy and displace one culture 
in favor of another (Cartwright & Cooper 1992:73-74). 
 
On the other end of the combination scale we find the fully integrated company, where the 
two companies have become one unit and share functions and activities. (e.g. Buono & 
Bowditch 2003; Cartwright & Cooper 1992) In a recent study of over 200 acquisitions, Child 
and his colleagues (2001:103,115) conclude that there is an overall trend towards full 
integration. 
  

 
Figure 4.2 Spectrum of integration 
 
 

4.3 Marriage or rape? - Integration approaches  
Integration is clearly considered a crucial part of the M&A process by many researchers and 
practitioners. As quoted from Child et al (2001:19) “The success of a merger or acquisition 
depends on the ability to create added value after it has taken place.” The key to this success 
is considered to lie in the choice and management of the integration process.  
 
There are several approaches to post-combination integration. A common thread in many of 
these is the degree of conflict and resistance that can be expected when combining the two 
companies (e.g. Buono & Bowditch, 2003; Nahavandi & Malekzadeh, 1993; Cartwright & 
Cooper, 1992). The approach it self can also be categorized as soft/avoiding or 
hard/controlling (Larsson in Stahl & Mendenhall 2005: 187).  
 
In the acculturation model, Nahavandi & Malekzadeh (1993) identify four different 
approaches based on the willingness of abandoning the old culture combined with the 
perceived attractiveness of the new culture. Each of the modes in the acculturation model 
lead to different degrees of conflict but a high level of conflict is not necessarily bad for the 
combination. Assimilation is, according to Nahavandi & Malekzadeh, the most common 
way to resolve the conflict between the two companies. It involves one of the companies 
giving up its practices to become totally assimilated into the acquirer. “In assimilation, the 
flow of culture is only one way.” (Nahavandi & Malekzadeh 1993:62) Adaptation is in this 
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case achieved by the members of the acquired firm willingly giving up their cultural 
identity to take on the new one of the acquirer. Another acculturation mode in this model is 
integration in which the acquired firm keeps most of its culture and practices and is allowed 
some degree of freedom. This mode also involves sharing some cultural elements amongst 
the combining companies, and thus an amount of cultural adaptation for both firms. In the 
separation mode the acquired firm tries to remain separate from the acquirer by keeping to 
its old cultural elements and functions and refusing to assimilate. Separation requires little 
amount of contact but results in a quite high degree of conflict and is therefore considered 
difficult to implement. Deculturation means lost of old culture and refusal to adopt a new 
one. This mode is the least favorable and the one that involves the highest level of conflict 
between the combining companies. (Nahavandi & Malekzadeh 1993:62ff) 
 

         Very 
    attractive

     
 
  Not at all  
   attractive

Not at all willing                                          Very willing
                             
                      Willingness of employees to
                  abandon their old culture

  Integration                       Assimilation

  Separation                       Deculturation

Perceived
attractiveness
of 'the other'
culture

 
 
 
Figure 4.3 Acculturation model. Adapted from Nahavandi and Malekzadeh (1993:66).  
 
 
In a recent report, Schweiger & Goulet (2005) argue that cultural differences can be 
managed by applying cultural learning to organizations during an early stage of the 
integration process. Their study shows that deep cultural learning interventions (e.g. in the 
form of frequent and planned activities to create an understanding of cultural aspects of the 
other groups culture) leads to positive employee outcomes at levels such as cultural 
understanding, cooperation, communication, management trust etc. Shallow cultural 
learning (e.g. in the form of executives presenting the combination partner and 
communicating the vision and strategy of the new company) did not show the same positive 
outcomes. 
 
In their report, Schweiger & Goulet further define the concept of acculturation as a process 
“that begins with cultural understanding and the reconciliation of cultural differences” 
(Schweiger & Goulet 2005:1495). They also suggest that acculturation can be induced 
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through deep level learning intervention in the combining firms (Schweiger & Goulet 
2005:1495).  
 
Later research has shifted perspective a bit and raises the question of benefits of a more 
diversified culture mix in the final combination. To begin, the existence and potential 
benefits of subcultures are added to the discussion (e.g. Schreyögg in Stahl & Mendelhall 
2005). Schreyögg highlights the concept of consistency in the new cultural combination, i.e. 
the desired level of homogeneity of norms symbols, artifacts etc. and finds that consistency 
can be viewed as a matter of degree. Two corporate culture types are presented; one with a 
high level of consistency – the universal corporate culture, and the other with a low level of 
consistency – the pluralistic corporate culture. To achieve a universal corporate culture, 
much effort and time must be spent on unifying all cultural aspects in the combining 
companies. The benefits are a commonly shared framework and orientation for the entire 
organization, manifested in the way it operates. 
 
A pluralistic corporate culture does not take as much of an integration effort and could 
therefore, be considered a less demanding technique. This type of organization builds on the 
strength of its subcultures. Advantages of such a highly differentiated culture include 
flexibility and adaptability as a ground for innovation and creativity. For companies engaged 
in several M&As, the pluralistic culture can also be viewed as more attractive by the 
forthcoming combining partner, as it signals tolerance and respect for former competence 
and skills. (Schreyögg in Stahl & Mendenhall, 2005:110-111)  
 
Larsson (in Stahl & Mendenhall 2005) argues for the benefits of a co-competence integration 
approach. This approach focuses on combining the best complementary competences from 
both companies. To achieve this it is important for the combining companies to mutually 
identify and respect the competences of the other. This is done via constructive and learning 
interactions between the companies. Another factor is added to Larsson’s integration 
technique: the motivational factor. This means including employees in communication and 
socialization efforts to reduce employee resistance. According to Larsson this model explains 
the success of top synergy realizing M&As (Larsson in Stahl & Mendenhall, 2005:184). 
 
 
 

5. The cross-border aspect on mergers and acquisitions 
 
We have looked at the combination approaches and processes in mergers and acquisitions 
that could be applied on basically all types of mergers and acquisitions. This chapter will 
focus on international M&As (IM&As) and how they may differ from domestic ones 
(DM&As) in terms of the effects on culture and combination performance. 
 
As with any operation that sets out beyond the borders of the country of origin, cross-
border combinations are more likely to encounter cultural challenges than domestic ones. 
To add upon this, further complications in the form of legal difficulties, taxes, national 
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traditions, language complications etc. are to be expected (Olie in Stahl & Mendenhall, 2005 
p.324; Olie, 1990:211).  
 
Nevertheless, regarding the effect of the combination of national and corporate culture in 
these operations the existing empirical evidence does not point in a unifying direction. In 
some cases national and corporate distance actually seem to enhance combination 
performance. This paradox has been highlighted by e.g. Stahl et al (in Stahl & Mendenhall, 
2005:404) and Stahl & Voigt (2004) and will be our focus during the remainder of this thesis. 
 

5.1 Culture does matter! 
It is reasonable to think that cultural distance, both national and corporate, could make it 
harder for companies to come together. As stated by Weber and his colleagues: ”There is no 
reason to believe that the impact of national culture’s clash will not be equal, if not greater 
than the one produced by a clash of corporate cultures”  Weber et al (1996: 1218). Several 
studies have also found empirical evidence pointing in this direction and we will present 
some of them in this section. 
 
5.1.1 The concept of double layered acculturation 
Barkema et al. (1996) states that the risk of failure is more likely when the cultural 
integration is more demanding. This occurs when learning and speed is of big importance, 
and the situation is even more complicated when there is a cross-border combination of 
companies. In this situation, the companies have to adjust both to an unknown corporate 
culture, as well as a national culture. This ambiguity is referred to as double-layered 
acculturation (Barkema et al 1996:154). 
 
The same authors conducted a study of the foreign expansions of 13 large companies where 
they found that cultural barriers decrease the longevity (i.e. the number of years the 
combination persisted after the foreign entry) of the combination. Furthermore, when the 
expansion experienced double-layered acculturation the longevity was even more 
negatively related to cultural barriers. However, these barriers could be reduced if the 
company could take advantage of previous experience when expanding in the same country 
as before. This was also possible when expanding to countries that were in the same cultural 
block as the country where the previous experience was achieved. (Barkema et al 1996) 
 
5.1.2 Effects of culturally different management teams 
The findings of another study (Chatterjee et al. 1992:331) suggest that the higher the 
perceived cultural differences between the combining partners’ top management, the more 
likely they were to lose shareholder value after the M&A. Moreover, the level of tolerance 
that the buyer’s top management team is having to multiculturalism has also showed a 
significant relation to the ability to create shareholder value. This means that it is not only 
the cultural differences that matter, but also the management’s attitude against the cultural 
extraction of the acquired firm (Chatterjee et al. 1992:328-329). The authors also conclude 
that the integration process needs to be well planned to acquire the future synergies that are 
achievable, and an intolerant attitude towards the acquired company’s culture is 
unacceptable since this can threaten the merger’s final success (Chatterjee et al. 1992:331). 
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5.2 Culture does not matter? 
Not all studies show a clearly negative relationship between cultural distance and post-
combination performance. Some even point towards benefits for combinations with cultural 
differences. 
 
5.2.1 Some differences have a positive effect  
Weber and his colleagues conducted another one of the first empirical tests of the effects of 
national and corporate culture in M&As. They state that ”in international mergers both 
national and corporate culture play an important role” (Weber et al 1996:1223). They also 
found that in aspects of employee attitude and behavior towards the combination, 
differences in corporate culture had positive effects in IM&As, while in DM&As differences 
had negative effects.  The reason for this is proposed to be that in international 
combinations “people expect differences and the changes that are related to those 
differences and are therefore less likely to resist them” (Weber et al 1996:1223).  
 
5.2.2 National cultural distance improves performance? 
Mororsini et al (1998) tested the relationship between national cultural distance and found 
empirical evidence that national cultural distance enhances post acquisition performance. 
They state that a combination with a culturally distant company could provide access to 
various routines and practices embedded in the national culture, which would enhance 
performance over time. Their study shows that “if companies do enter culturally distant 
countries through acquisition, they can perform well relative to acquisitions in culturally 
close countries” (Morosini et al 1998:154). 5 
 
A similar finding was made by Larsson & Finkelstein (1999:17-18), when they found that 
employee resistance was reduced in cross-border M&As. They relate this to the fact that 
combination potential could be more complementary and therefore less threatening in 
IM&As than in DM&As. They also highlight the fact that cultural differences can bring out 
a more seriously attended integration process by managers because of the apparent cultural 
challenges in the combination.  
 
5.2.3 Acculturative stress or acculturative attraction? 
Very et al (1996) studied the concept of acculturative stress 6 in international mergers. This 
symptom is generally assumed to be greater in cross-border combinations for the reason that 
the different corporate cultures are rooted in the national cultures (Very et al 1996.61).  If 
national culture matter, argues Very and his colleagues, problems in DM&As should differ 
from IM&As (Very et al 1996:66). Their findings show that acculturative stress can be 
“influenced by national culture, but not always in the expected direction (…) some 
examples of cultural differences elicit attraction rather than stress” (Very et al 1996:79). The 

                                                 
5 Note that this statement somewhat contradicts theories of the internationalization process (Johanson & 
Vahlne 1977) which “focuses on the gradual acquisition, integration and use of knowledge about foreign 
markets and operations” i.e. to gradually gain experience, starting out with culturally close countries.  
6 Measured by the formula “acculturative stress = ‘ought to be’ x (‘appears now’ – ‘was before’ ” Very 
et al 1996:70), this concepts is also often referred to as culture clash.  
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authors did not set out to explain why this could occur but point out that the explanation 
may be found in anthropological and psychological theories: “to the extent that the buying 
firm’s culture better addresses the acquired firm’s normative expectations, differences 
between the two cultures may sometimes signify sources of acculturative attraction, not 
stress” (Very et al 1996:60).  
 
Very and his colleagues also state that the globalization of a firm may pressure managers to 
behave in a uniform way towards all members of the organization, regardless of their 
nationality. At the same time, the unique cultural aspects of each nation drive the design 
towards country specific practices. (Very et al 1996:79). 
 
 

6. Our reflections 
 
Most researchers and practitioners in the M&A field would argue that culture matters to the 
performance of the new combination. We have seen that recent studies have highlighted 
the importance of both national and corporate culture, findings that are of great interest in a 
time when M&As are an increasingly more popular way towards internationalization and 
market expansion. However, research on the specific aspects of the two types of culture in 
this setting is still in its early stage. Looking back at our initial problem statement, how 
national and corporate culture relate to performance in cross-border M&As, the review has 
revealed both positive and negative relationships. Many questions remain unanswered. On 
the basis of the studies conducted so far and their ambiguous findings, the next step is to 
clarify when culture matters and how.  
 
Maybe the most interesting question is: When does culture enhance combination 
performance? When can cultural differences be used as an advantage? A common thread in 
the findings showing a positive relationship between cultural distance and performance is 
the conception of expected cultural differences embedded in the national culture. For 
example, the case of perceived acculturative attraction. A positive perception can be the 
ground for improved tolerance and understanding towards the culture of the combining 
partner. A new found respect for the other culture enables a learning perspective and thus a 
chance to gain advantage from the strengths of the combining cultures when forming the 
new entity. With this platform of knowledge, the choice of cultural combination is more 
likely to enhance performance, whether the result is a culture based on a universal, 
pluralistic or co-competence approach. 
 
Many of the studies presented in this thesis identify national culture as the dimension that 
seems to most positively affect performance. Could it be that national culture is presumed to 
be a more applicable and reliable source of information than corporate culture? Is the 
corporate culture concept, although most likely present in the mind of everyone engaged in 
the combination management, still a concept too vague to be a part of due diligence and 
pre-combination planning? National culture differs from corporate culture, not only in the 
level it is rooted in the individual, but also in normative aspects. A corporate culture can be 
evaluated by its efficiency, success and ranked with cultures of other companies. To do this 
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with a national culture would be inappropriate in an international business setting. 
Tolerance and understanding for other cultures is necessary when dealing with 
international contacts. This mindset could contribute to a greater understanding of the 
corporate aspects of culture, as well as, create the foundation of the platform for learning, 
mentioned earlier. 
 
It is also interesting to relate the question of culture and performance to the different 
aspects of integration, both level and approach. A low level of integration is likely to result 
in a lower level of conflict and could enhance the possibility to gain advantage of a 
diversified culture. The higher level of integration could on the other hand be more 
successful if the new cultural combination has been able to identify and apply the most 
competitive characteristics of the old culture. A soft approach to integration is likely to be 
necessary for the potential benefits of different cultural characteristics to be identified. The 
old culture has to be evaluated before being discharged and replaced. The hard and 
controlling approach could therefore be considered less suitable if the goal is cultural 
synergies. 
 
During our work with this thesis we have identified a need for a shift of perspective on 
culture in M&As. We believe that corporate culture should not be regarded as a static 
phenomenon. It is a characteristic of a company that can be improved and can be adapted to 
a changing environment. In a process of a merger or acquisition the cultures involved are 
inevitably affected to some extent and could take this process as an opportunity to learn 
from new experiences and create an improved position. Complementary differences in the 
culture of the combining partner can help add to the success. 
 
If the key to success in M&As is to find the complementary differences as proposed in the 
co-competence model, where should these differences be found? A way could be to use the 
identified dimensions of national cultural differences. This tool could at least be used to 
identify differences, which are likely to vary between different companies and 
combinations. They could further be evaluated with other methods. M&A strategies should 
seek to use the full potential of the new combination. If the combination of cultures can 
create synergies, it can be a valuable contribution to this process. 
 

6.1 Some aspects to keep in mind… 
A study that finds a relationship might not at the same time investigate the underlying 
aspects of that relationship. The analysis of why in these reports is therefore often limited to 
the researchers reasoning on the subject. We can conclude that this is a question to 
investigate further in future studies. 
 
Culture and the combination process in M&As are complex systems affected by a large 
number of factors. Since every combination is unique and several of the studies only include 
a small number of M&As, it is sometimes hard to generalize from the findings. However, it 
is not irrelevant and the findings from such studies can serve as interesting starting point for 
future research. 
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6.2 A hypothesis for future research 
We stated earlier that this thesis will be the foundation for our future studies on this subject. 
There are many interesting aspects of culture in M&As, however we find the question of 
cultural synergies and their potential effect on M&A performance to be the most 
interesting. In an empirical study we would like to examine the relationship between 
synergy potential and performance in cross-border M&As. Our hypothesis is that 
combinations where a potential for cultural synergies can be identified will perform better 
that combinations without such synergies. 
 
 

7. Summary 
 
This thesis takes a closer look at the relationship between the national and corporate 
dimensions of culture in cross-border M&As. Both national and corporate culture are well-
known concepts that can be categorized by how it is manifested in values, rituals, symbols 
and practices. National and corporate culture has shown to affect the outcome of M&As and 
their performance. However, research that has studied these two dimensions shows 
ambiguous results. Some of these show a negative relationship between cultural distance 
and performance. The term double-layered acculturation refers to the complications of the 
two dimensions in the combining companies. Cultural differences between the combining 
management teams have also shown to have a negative effect on the combination. On the 
other hand, some studies have discovered a positive relationship between cultural 
differences and performance in M&As. The research conducted so far has not yet answered 
the questions of when and why culture affects performance. This is likely to be subject for 
future research.   
 
However, some of the causes have been proposed in recent literature. The expectations of 
differences in culture when combining companies of different nationalities and expectancies 
on the forthcoming challenges of integration are factors that could explain the positive 
implications in these operations. Another factor is the possibility to gain insight in the other 
company’s corporate culture through the characteristics of the national culture. This 
contributes to a mindset built on tolerance and understanding of the other culture. With 
this foundation it is possible to gain advantage of combining complementary characteristics 
when forming the new entity.   
 
We propose that companies, engaged in M&A activity, should build on the possibilities to 
gain insight of complementary differences and make use of these in the new combination. 
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Appendix 1: Evaluation of sources 
 
Angwin, Duncan. Mergers and Acquisition across European Borders: National Perspectives 
on Preacquisition Due Diligence and the Use of Professional Advisors. Published in the 
Journal of World Business in 2001. The article is based on an exploratory study that focuses 
on how national culture can affect due diligence. The findings suggest that cultural 
differences have to be considered as early as the pre-combination phase. Primary data has 
been collected through a survey of top executives in 142 European companies. These 
companies were headquartered in Europe’s six most active countries by acquisitions during 
1985-1995 (namely, U.K., France, Germany, Sweden, Switzerland and the Netherlands). 
Hofstede’s dimensions are applied when measuring cultural distance between the countries. 
Duncan Angwin is a formerly assistant director of an international bank that is specializing 
in cross-border M&As, and nowadays a lecturer in strategic management at Warwick 
Business School, UK. He has published a number of articles on M&As and the pre-
combination phase. We have used this article to gain insight on the pre-combination 
evaluation process in M&As. 
 
Barkema, Harry G., Bell, John H. and Pennings, Johannes M. Foreign Entry, Cultural 
Barriers and Learning, Published in 1996 in Strategic Management Journal. This article is 
based on a study of 225 foreign entries conducted by Dutch companies, and the findings 
support the concept of double-layered acculturation. It is a well-known study that is 
commonly referred to in later research in the same field. Harry Barkema is a professor of 
Strategy and International Business at Tilburg University, The Netherlands. He has 
developed his own research program on how companies can expand abroad in a successful 
way. Dr. John Bell is a Vice president at Royal Philips Electrolux and has been responsible 
for the global Alliance Centre of Expertise. Johannes Pennings is the Professor of 
Management at University of Pennsylvania and one of his competencies lies within human 
and social capital as a source of competitive advantage. Although these authors have a 
somewhat different background, all of them have published articles on how firms should 
operate to be successful in various international settings. This is one of the articles of great 
interest for our review and it presents the term double-layered acculturation. 
 
Buono, Anthony F. and Bowditch James L. The Human Side of Mergers and Acquisitions: 
Managing Collisions Between People, Culture, and Organizations. Originally published in 
1989, reprinted in 2003. Based on eight years of field research by direct observations of a 
bank merger and includes three analytical focuses; the human issues, the organizational 
issues and the resulting implications for managing the M&A process. One of the first studies 
on “human” aspects in M&As and frequently quoted in this field of research. Anthony F. 
Buono is Professor of Management and Sociology at Bentley College, Boston, USA. He has 
written and edited seven books and has received Bentley’s highest honors for both teaching 
and research. James L. Bowditch is the Stewardship & Planning Giving Officer for the 
Diocese of Maine, Maine, USA. He has held several academic positions e.g. Professor of 
Management in the Management and Information Systems Department at Saint Joseph’s 
University, Philadelphia. We used this book to gain insight in the integration process and 
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the cultural aspects of integration. It also presents several interesting dimensions of 
integration that lay outside the scope of this thesis. 
 
Buckley, Peter J and Ghauri, Pervez N. (eds). International Mergers and Acquisitions: a 
reader. The book deals with how financial, cultural and strategic aspects affect M&As. Every 
chapter is written by an expert in its field and gives a broad insight and an international 
point of view. Published in London, 2002. Peter Buckley is Professor of International 
Business at Leeds University Business School. Pervez Ghauri is Professor of Marketing and 
International Business at UMIST. He holds a Ph.D. from Uppsala University, Sweden. This 
publication includes many interesting articles related to our purpose but not relevant 
enough to fit in our final report. It gives the interested reader a good overview on many 
different aspects of international M&As, not only cultural ones. 
 
Cartwright, Sue and Cooper, Cary L. Mergers & Acquisitions; The Human Factor. Printed 
1992, in Oxford. This book is frequently referred to in other research and the authors are 
well known in the research discipline of cultural aspects in M&As. The findings are based 
on an extensive survey of public information and previous research in the field, and they are 
clearly illustrated by a few case studies in the end of the book. Professor Sue Cartwright is 
active at the Manchester Business School, UK, and has published a large number of articles, 
books and chapters. Cary Cooper is an author of more than 100 books and a professor in 
organizational psychology and health at Lancaster University Management School, UK. The 
findings in this book are very often used in other research to describe the M&A processes in 
a cultural perspective. We have basically used it in the same way since Cartwright and 
Cooper are considered the pioneers in this field along with Nahavandi and Malekzadeh, and 
Buono and Bowditch. The book still is commonly referred to, the content should therefore 
not be considered out-of-date. We find this book very useful since it gives a broad insight to 
the M&A process. 
 
Chatterjee, Sayan and Lubatkin, Michael H. and Schweiger, David M. and Weber, Yaakov. 
Cultural Differences and Shareholder Value in Related Mergers: Linking Equity and Human 
Capital. Published in Strategic Management Journal in 1992. This article is one of the first 
works relating culture to shareholder gains after a combination. The study is focusing on 
one subculture only, namely the top management team. The arguments for this limitation 
are among other things, that these individuals best represent the value system of the 
majority and that they have the most intense contact with the merging partner in the first 
stages of the combination. The sources used are primary data from 30 merging companies in 
different industries. Sayan Chatterjee is professor of Management Policy at the 
Weatherhead School of Management in Ohio, USA. He is one of the leading scholars in the 
field of M&As, but also in strategic management and corporate diversification. He is also 
involved in research of M&As on the Darden School and has received many awards for his 
publications. Michael Lubatkin is a professor of Strategy and Management at the University 
of Connecticut. He has published a large number of articles and has been honored with 
many awards, both regional and international. David Schweiger is a professor of 
International Business at the University of South Carolina, USA and also an Adjunct 
Professor of Strategic Management at EM Lyon in France where he among other things 
teaches on M&As. He has worked with many domestic and international organizations and 
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also developed executive and management development programs, e.g. the Mergers and 
Acquisitions Professional Development workshop. Yaakov Weber is the Head of 
International Business, MBA and Professor of Management at the College of Management in 
Israel. This article helped us in the understanding of cultural fit and represents one of the 
studies that take a look on cultural differences in M&As and show a negative relationship of 
differences and performance. In this case the differences were measured as regards to 
management teams of the combining companies. 
 
Child, John and Faulkner, David and Pitkethly, Robert. The Management of International 
Acquisitions. Published by Oxford University Press in 2001. The authors conducted a study 
on over 200 acquisitions in the UK and are frequently quoted in literature on international 
M&As. The survey was implemented by questionnaires, but also with a number of 
interviews that was intended to provide a more detailed understanding. One of the main 
findings of the study is that the post-combination management plays a significant role for 
the future performance of the acquisition. John Child is the Professor of Commerce at the 
Birmingham Business School, and has published a number of articles in the area of 
international acquisitions. Professor David Faulkner is active at the University of London. 
Robert Pitkethly is a university lecturer at Oxford University and has previously conducted 
research in the field of international acquisition but is today focusing on Intellectual 
Property Management. This study helped us gain insight in the combination process in 
international M&AS. 
 
Datta, Deepak K. Organizational Fit and Acquisition Performance: Effects of Post-
Acquisition Integration. Published in Strategic Management Journal, 1991. The study uses 
primary data from 173 acquisitions in USA to relate management style and reward systems 
to level of integration and acquisition performance. Deepak Datta is Professor at the 
University of Texas, USA. His field of research is mainly in international business and 
strategic management with many publications. This article stresses the importance of 
cultural issues and organizational fit. We have used his findings to understand the pre-
evaluation of combinations. 
 
Hofstede, Geert. Culture’s Consequences: Comparing Values, Behaviors, Institutions and 
Organizations Across Nations, 2nd edition. Published by Sage Publications Inc in 2001 (1st 
edition was published 1980). The book explores the differences between more than 50 
national cultures and also how these are distinguished from corporate culture. The study 
was conducted at IBM offices all over the world in the 1960s and early 70s, and resulted in 
this comprehensive book in 1980. The dimensions used in this book are widely used as a 
measuring tool by numerous researchers in the field of national culture. Professor Geert 
Hofstede is therefore one of the most prominent names in the field of national culture. 
However, the study has been criticized for transforming data from one multinational 
company only into facts about entire nations. Another criticism is that the findings do not 
take the various subcultures that can be part of a nation into account (e.g. the French 
speaking parts of Canada). Even though Geert Hofstede is retired today, he is still an active 
presenter at conferences and universities and is operating his own website that gives an 
overview of the findings in his research. The reason why we have chosen Hofstede’s 
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variables when describing national culture is that they have been the foundation in many 
studies on cross-border M&As.  
 
Johanson, Jan and Vahlne, Jan-Erik. The Internationalization Process of the Firm - A Model 
of Knowledge Development and Increasing Foreign Market Commitments. This article was 
published in Journal of International Business Studies in 1977 and focuses on the 
involvement in a foreign company. It is based on empirical research and is often quoted in 
other articles when describing the internationalization process. This article has not been 
used in this thesis but is referred to since the findings is contradicting to the findings of a 
study on cross-border M&As. Jan Johanson was previously professor of International 
Business at Uppsala University, but is today retired. Professor Jan-Erik Vahlne is active at 
School of Business, Göteborg University. 
 
KPMG. Dealwatch – Mergers and Acquisitions. This report was published by KPMG in 2001 
and represent data on M&As worldwide. KPMG is a global network that operates in 144 
countries. They provide audit, tax and advisory services and publish a number of reports 
every year. We used this report for statistics on internationalization, M&A activity and 
failure. 
 
Larsson, Richard and Finkelstein, Sydney. Integrating Strategic, Organizational and Human 
Resource Perspectives on Mergers and Acquisitions: A Case Survey for Synergy Realization. 
This article is based on case studies of 61 M&As and how their synergistic benefits were 
related to integration. Published in Organizational Science in1999. Richard Larsson is a 
Professor at Lund University, and also a pro-founding partner of Decision Dynamics in 
Europe. Sydney Finkelstein is a Professor of Management at the Tuck School of Business at 
Dartmouth, and has been awarded for his publications. This study is relevant when studying 
the relationship between culture and performance in M&As and the findings point out a 
positive relationship in international combinations that are not found in domestic ones. The 
authors’ research is of further interest when discussing synergies in M&As. 
 
Mororsini, Piero, Shane, Scott and Singh, Harbir. National Cultural Distance and Cross-
Border Acquisition Performance. Published in Journal of International Business Studies in 
1998. The study is based on surveys of cross-border acquisitions, but also on a number of 
interviews that enriches the empirical material. Dr. Piero Morosini has a wide experience 
from different international organizations. He is a research fellow at University of 
Pennsylvania and focuses on performance in cross-border M&As. Scott Shane is an Assistant 
Professor at the Sloan School of Massachusetts Institute of Technology, and his field of 
research is mainly on entrepreneurship in the U.S, but also in a comparative context. Harbir 
Singh is an Associate Professor, also located at the University of Pennsylvania. His focus is 
on acquisitions and its strategic aspects. This is one of the studies that measure performance 
and cultural distance and we find it highly interesting for our review.   
 
Nahavandi, Afsaneh and Malekzadeh, Ali R. Organizational Culture in the Management of 
Mergers. This book was printed in Connecticut 1993 and deals with the human aspects of 
mergers. It carefully describes the merger process and develops the concept of acculturation. 
The last part presents a number of case studies and relates these to the findings of the book. 
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Afsaneh Nahavandi is a Professor of Management at Arizona State University, USA. Ali 
Malekzadeh is an Associate Professor at the same university. These authors have published 
lots of research and are often referred to in other literature in the same field. We have used 
this book to gain insight on the integration process and its aspects. Although from the early 
nineties, their findings are still the foundation for research in this field. The acculturation 
model is one of the few integration models that focus on the cultural part of integration 
whereas many other include both practices and physical units in the process.  
 
Olie, René. Culture and Integration Problems in International Mergers and Acquisitions. 
This study explores the obstacles that could hinder M&A success and it is based on 
secondary data. This was one of the first literature reviews in the field of cross-border 
M&As, and the concluding thoughts can often be found in later research. The article points 
out the aspects of legal and tax-related problems in international combinations as well as the 
cultural and lingual barriers. René Olie is an Associate Professor at Erasmus University in 
Rotterdam. Many of his previous publications deal with culture and its effects on cross-
border M&As and management. Printed in 1990.  
 
Schein, Edgar H. Organizational Culture and Leadership 2nd edition. Printed 1992 in New 
York. When the book first was published in the mid eighties, the concept of corporate 
culture was still a rather unexplored field of interest. Except from an analysis of how culture 
works, it also gives a systematic review of how leaders can benefit by this knowledge. Edgar 
Schein is a professor at the MIT Sloan School of Management. He is one of the most 
prominent names in the research on corporate culture, and is often credited for inventing 
this term. Because of this, he is commonly referred to when this concept is described. 
Although far from alone in this field, Schein is quoted in many of the articles on culture in 
M&As that we have reviewed and we have therefore chosen his definition as our foundation 
of the definition of corporate culture. 
 
Schein, Lawrence. Managing Culture in Mergers and Acquisitions. New York: The 
Conference Board. Report conducted in 2001. The Conference Board is a global independent 
organization that conducts research, convene conferences, make forecasts, assess trends, 
publish information and analysis, and bring executives together to learn from one another. 
Its main offices are in New York and Brussels. Lawrence Schein is a retired senior fellow in 
The Conference Board’s program on Capabilities Management and HR Strategies, focusing 
on cultural issues in mergers and acquisitions. Over the course of his 19 years with the 
Board, he directed the Total Quality Management Center and contributed to research 
reports on quality, corporate culture, human resources issues, and work innovations. He 
holds a Ph.D. from the University of Pennsylvania. The report was sponsored by The 
Continuous Learning Group, Inc (CLG). This report is made with a commercial purpose but 
gives interesting insight on practitioners’ views on the most crucial aspects of M&As. 
 
Schraeder, Mike and Self, Dennis R. Enhancing the success of mergers and acquisitions: an 
organizational culture perspective. This article deals with M&A success from both a pre- 
and post-combination perspective and the findings are based on recent literature. The 
findings suggest that it is important to take the corporate culture into consideration in all 
phases, but the most important is probably the pre-combination stage. Published in 2003, by 
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Management Decision. Mike Schraeder is a Ph.D. at Auburn University, USA. Dennis Self is 
a researcher at Troy State University, USA. This article is interesting since it gives a good 
overview on how these ‘people issues’ affects the different combination stages. It has also 
been a help to find relevant sources.  
 
Schweiger, David M. and Goulet Philip K. Facilitating Acquisition Integration Through 
Deep-Level Cultural Learning Interventions; A Longitudinal Field Experiment. Published in 
Organization Studies 2005. The authors conducted a field experiment across three pairs of 
matching plants involved in the same acquisition event. The study uses primary data from 
surveys conducted at the plants to measure the effects of learning interventions. David M. 
Schweiger is the professor of International Business at the University of South Carolina, 
USA and the author of M&A Integration: A Framework for Executives and Managers 
(McGraw-Hill, 2002); Philip K. Goulet received his PhD in the area of strategic management 
at the University of South Carolina, USA, has extensive field experience through various top 
positions. The article relates to the concept of acculturation and proposes an interesting way 
to enhance combination integration. Their study seems to be thoroughly conducted and the 
results are of importance, especially in the field of M&A integration techniques. We used 
this article to further gain insight in the integration process. 
 
Shimizu, Katsuhiko and Hitt, Michael A. and Vaidyanath, Deepa and Pisano, Vincenzo. 
Theoretical foundations of cross-border mergers and acquisitions: A review of current 
research and recommendations for the future. This review only uses secondary data, but it 
gives a good insight in the research field of cross-border M&As. It was published in Journal 
of International Management in 2004. Katsuhiko Shimizu is an Assistant Professor of 
Strategic Management at the University of Texas, USA. Michael Hitt is a Professor of 
Management at Arizona State University, USA. Deepa Vaidyanath is Doctoral Student and 
Research Associate at Arizona State University, USA. Pisano Vincenzo is a researcher at 
University of Catania, Italy. This is a very interesting review for our purpose and one that 
has helped us in finding other relevant sources for our work. 
 
Stahl, Günter K. and Mendenhall, Mark E. (eds). Mergers and Acquisitions; Managing 
Culture and Human Resources. Printed in 2005 by Stanford University Press, California. 
This book contains a set of publications by executives and scholars, well known in the 
research field of cultural and human processes associated with M&As (e.g. Cartwright, 
Morosini, Olie). The content gives a good insight in recent findings and offers a wide scope 
since the authors come from different disciplines and geographic regions. Every chapter is 
also commented by executives that have experienced a combination. This gives the reader a 
real-world perspective to theoretical and empirical findings. The editor, Günter K. Stahl is 
Assistant Professor of Organizational Behavior at INSEAD in France and Singapore, while 
Mark E. Mendenhall is the J. Burton Frierson Chair of Excellence in Business Leadership at 
the University of Tennessee, USA. This book awoken our interest for culture in M&As and 
gave a good overview of active researchers and different perspectives. Although extensive, 
we are aware that it does not cover all areas in the field. However, the reference lists of each 
chapter have been invaluable for our further reading. 
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Stahl, Günter K. and Voigt, Andreas. Meta-analyses of the performance implications of 
cultural differences in mergers and acquisitions. This conference paper from 2005 discusses 
the paradox of the relationship of culture and performance and got us further into exploring 
this relationship. 
 
United Nations Conference on Trade and Development (UNCTAD). World Investment 
Report 2005. This report is published annually and focuses on the internationalization of 
companies and the global FDI development. UNCTAD is an organization that supports a 
friendly integration of developing countries into the world economy. We used this report 
for statistics on internationalization. 
 
Very, Philippe, Lubatkin, Michael & Calori, Roland. A Cross-National Assessment of 
Acculturative Stress in Recent European Mergers. First presented at Academy of 
Management Annual Meeting in Atlanta 1993, published in International Studies of 
Management and Organizations 1996. Frequently quoted in later research, especially 
regarding the concept of acculturative stress. The study uses primary data from random 
samples of European mergers meting certain criteria and covering a wide variety of 
industries. Philippe Very and Roland Calori are professors at Groupe ESC Lyon, France; 
Michael Lubatkin is professor at the University of Connecticut, USA. This is one of the 
studies that show the ambiguous relationship on the two concepts of culture and 
performance in M&As. We find it very valuable and interesting for our purpose. 
 
Weber, Yaakov, Schenkar, Oded & Raveh, Adi. National and Corporate Cultural Fit in 
Mergers/Acquisitions: An Exploratory Study. Published in Management Science 1996. This 
is one of the earlier works that is frequently quoted. It focuses on the concept of cultural fit 
and how this can affect the M&A outcome. Yaakov Weber is the Head of International 
Business, MBA and Professor of Management at the College of Management in Israel. His 
research is often referred to and he can be considered one of the most prominent names in 
the field of culture in M&As, with many publications and lots of experience. Adi Raveh is 
the associate professor of statistics and business administration at the Hebrew University of 
Jerusalem. A valuable study when it comes to the concept of cultural fit and one of the 
studies that show the ambiguous effect of culture in cross-border M&As. Very interesting 
for our review. 


