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Inter-Sender Role Conflicts, General Manager Satisfaction and Joint Venture Performance in Indian-German Joint Ventures

Abstract. This paper analyses the effects of multiple loyalty demands faced by managers of International Joint Ventures (IJVs) on their personal satisfaction and on the performance of the IJV. The starting point of the analysis is that the partners of an IJV have an interest in influencing the management of the IJV, in order to ensure that their objectives for the IJV are achieved. As these objectives of the partners can differ or even conflict with one another, so do the expectations the partner firms have towards the management of the IJV. Therefore, IJV managers are particularly prone to find themselves exposed to conflicting expectations. They face a dilemma, as all partner firms have a legitimate interest to see their goals for the IJV pursued, and JV managers therefore cannot simply put one partner firm’s interest above the other. In theoretical terms, the IJV manager experiences an ‘inter-sender role conflict’, where the role-senders, i.e. the partner firms, have conflicting expectations towards the role player, i.e. the IJV manager. This study empirically investigates the consequences of inter-sender role-conflicts for the satisfaction of the JV managers as well as for the performance of the IJV, by analysing data gathered from 41 general managers of Indian-German joint ventures. The results show that the level of inter-sender role conflict is positively correlated with various aspects of the JV manager’s satisfaction, as well as with the performance of the IJV.
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Introduction

International Joint Ventures (IJVs) have become an essential tool for Multinational Enterprises (MNEs) to expand internationally (Beamish, 1999; Osland & Cavusgil, 1998). In particular, when venturing into developing countries MNEs are often faced with ownership restrictions or comparatively high risks, which can make JVs with local partners inevitable and/or sensible (Beamish, 1992). Other motives for the creation of JVs suggested by researchers include: reducing transaction costs (Beamish & Banks, 1987), accessing to knowledge (Killing, 1983), reducing political and other risks, (Killing, 1983; Tomlinson, 1970), or restricting competition, as suggested by the pioneering studies on JVs (Boyle, 1968; Dixon, 1962; Fusfeld, 1958). Although IJVs are of particular importance when investing in developing or transitional countries, IJVs have also increased in importance for firms when entering, or expanding operations in, industrial countries, which have traditionally accounted for the bulk of inflows of foreign direct investment (FDI) (Beamish, 1999).
According to Geringer and Hebert (1989: 235) an IJV can be defined as a venture involving two or more distinct organisations, each of which actively participates in the decision-making process of the jointly owned entity, with one parent organization headquartered outside the JV’s country of operation. Due to these characteristics, the situation of a General Manager of an IJV (IJVGM) differs significantly from the situation a general manager in a wholly foreign owned enterprise (WFOE) finds her/himself in (Beamish, 1992: 72): “With essentially two bosses and two sets of expectations, he must simultaneously accommodate the interests of two partners”, which differ even more due to the differences in culture and management styles between the local and the foreign JV partner. The situation of the IJVGM is thus characterised by conditions which, according to role conflict theory, are likely to lead to an inter-sender role conflict for the IJVGM: the role incumbent receives conflicting messages from different role senders, which has potentially negative effects on the role incumbent’s satisfaction. In the case of IJVs the existence of inter-sender role conflicts can therefore be expected to have a direct effect on the IJV manager’s satisfaction, and – as will be argued below – on the IJV performance (ceteris paribus). The inter-sender role conflict is, however, not the only possible role conflict suggested by general role theory: other types of role conflict are intra-sender or intra-role conflicts. Although these conflicts are important, we suggest that in the case of IJVs the inter-sender conflict is of particular importance, as it can be regarded as “built-in” in the organisational setting in which the manager works. 

Despite the importance of inter-sender role conflicts for IJV managers, there is a lack of conceptual and empirical research on the subject. Whereas a huge body of literature exists on role conflicts in general, only a few studies examined role-conflicts as a problem for IJVGMs in particular. Floyd and Lane (2000) or Fried et al. (1998), for example, examined the determinants and/or the management of role conflicts, but did not relate to the special context of IJVs. Other researchers analysed the differences in role between IJVGMs and managers of wholly owned foreign subsidiaries without touching upon the issue of role conflicts in IJVs: Beamish (1992), as well as Schaan and Beamish (1988), for instance, examined the different roles played by IJVGMs and compared these to the general roles of managers as described by Mintzberg (1980), but did not relate to role conflicts as described above. Shenkar and Zeira (1992) provided a first study of role conflicts in the context of IJVs by examining organizational and personal antecedents of role conflicts of IJVGMs, although they did not investigate the consequences of role conflicts for IJVGMs’ satisfaction and IJV performance. An analysis of the relationship between role-conflicts and the performance of IJVs was subsequently presented by Gong et al. (2001), although the authors used a general measure of role conflict and did not focus on inter-sender conflicts. 

Given this dearth of empirical studies on the subject, the objective of this paper is to empirically investigate the relationships between inter-sender role conflicts experienced by IJVGMs, IJVGM satisfaction and IJV performance. The remainder of the paper is structured as follows: the following section conceptualises the inter-sender conflict in the context of IJVs. On this basis, the subsequent section develops a series of hypotheses regarding the relationships between inter-sender role conflicts, IJVGM job satisfaction, and IJV performance. Afterwards the empirical basis and the measures used are outlined. Finally, the empirical findings are discussed. The paper concludes by discussing possible lessons of the findings for the management of IJVs, and by suggesting some areas for future research on this subject.

Conceptualising of Inter-Sender Role Conflict of IJVGMs

Pandey and Kumar (1997: 191) define role conflict as “…a state of mind or experience or perception of the role incumbent arising out of the simultaneous occurrence of two or more role expectations such that compliance with one would make compliance with the other(s) more difficult or even impossible.” Role conflict is generally seen to be a multidimensional phenomenon comprising three different types of conflict: (1) individuals experience inter-role conflicts when the different role senders’ expectations towards the different roles the individual plays are incompatible with one another. For example, the employer’s expectations (e.g. to work overtime) may conflict with the individual’s family’s expectations. (2) Intra-role conflicts are experienced if the different elements of a single role of an individual conflict with one another. Kahn et al. (1964) and Pandey and Kumar (1997) distinguish between two different types of  intra-role conflicts: (a) an intra-sender conflict exists when a single role sender has incompatible expectations towards the role incumbent. According to Kahn et al. (1964) this would be the case, for instance, if a supervisor requests a subordinate to acquire specific information, but at the same time forbids the use of the only channel that would allow access to the requested information. As a second type of intra-role conflict, the authors suggest the (b) inter-sender conflict, which exists when the expectations of two different role senders towards the role incumbent collide. Inter-sender conflicts can be experienced when managers are required to follow instructions from, and report to, two or more managers who in turn have different agendas. This can be the case, for instance, for managers in matrix or tensor structures, who have to take into account the potentially conflicting requirements of product, functional, and/or regional policies. As outlined above, inter-sender conflicts are a major problem for managers in IJVs, due to the existence of two or more partners with legitimate, though potentially incompatible, expectations towards the JV manager. (3) Individuals experience Person-role conflicts if the expectations associated with one of the individual’s roles are incompatible with the person’s needs, aspirations, and/or values: a conscript, for instance, who is required to use weapons in combat situations but who rejects the use of weapons on moral grounds is likely to experience a person role-conflict. In summary, although JV managers may experience other types of role conflicts as well, we suggest that due to the nature of IJVs, the inter-sender conflict is one of the main role conflicts experienced by managers of IJVs.

Existing research has so far mainly focused on conceptualising role conflicts as a whole (see, for example, Kahn, et al., 1964; Rizzo, House, & Lirtzman, 1970), rather than on providing a conceptualisation of specific types of role conflicts, such as the inter-sender conflict, which this study focuses on. For the purpose of this study, we will use the definition of inter-sender conflicts in JVs as suggested by Gong et al. (2001) and Shenkar & Zeira (1992) as a starting point, but propose a wider conceptualisation of inter-sender role conflicts in IJV by distinguishing between two interaction levels and including the role of communication and trust: (a) A first level takes into account the conditions under which inter-sender conflicts are likely to occur; (b) The second level reflects the perception of conflicts in the partner firms’ expectations towards the IJVGM as perceived by the IJVGM. We deem this distinction important since diverging objectives of the IJV partner firms are likely to, but do not necessarily, lead to the incumbent’s experiencing an inter-sender role conflict. This distinction has already – albeit implicitly – been suggested by Beamish (1992: 72), who stated, that an IJV manager “…often faces a great deal of ambiguity in terms of defining both partners’ criteria of success and must deal with issues of commitment and communication between the two parents.” Furthermore, we include the issues of communication and trust in our conceptualisation of inter-sender role conflict, as these are expected to play a crucial role on both levels of interaction, and thus for the occurrence of inter-sender conflicts.

On level (a) we suggest that the extent to which partners’ objectives differ is the basic prerequisite for the occurrence of inter-sender role conflicts experienced by the IJVGM. However, we also assume that high levels of communication and trust between the partners can reduce the incompatibility of partner firms’ objectives for the IJV: a high level of communication allows partner firms to discuss and align the objectives that they hold towards the IJVGM more closely, thereby reducing the potential for inter-sender role conflicts. Similarly, trust between partner firms reduces the likelihood that one IJV partner follows a ‘hidden agenda’, and therefore has expectations towards the IJVGM that have not been checked for compatibility with the other IJV partner.

On level (b), where the focus is put on the role incumbent’s perception of role conflict, we also include the key issues of communication and trust. We suggest that a high level of communication between the partner firms on the one hand, and the IJVGM on the other, allows the IVGM to inform the partner firms of potential role conflicts and thus enables them to lower them. Additionally, we suggest that the partner firms’ trust into the IJVGM also reduces the occurrence of inter-sender role conflicts in IJVs since high levels of trust can be expected to reduce the pressure with which the partner firms’ expectations are pushed towards the IJVGM, as well as the sanctions the IJVGM has to expect, if the respective expectations are not met.

In sum, our conceptualisation of inter-sender conflicts distinguishes between two levels, which reflect (a) the conditions for, and (b) perception of, inter-sender conflict. This conceptualisation will be reflected in the constructs used to measure the level of inter-sender conflicts experienced by general managers in German-Indian JVs.

Inter-Sender Role conflicts, IJVGM satisfaction, and IJV performance

Although all managers are usually exposed to a certain degree of different expectations, as argued above, IJVGMs are more likely to experience role conflicts due to the nature of IJVs (Schaan & Beamish, 1988; Shenkar & Zeira, 1992). Even though some authors like, Neuloh (1980) or Löhr and Bischof (1993), describe some positive outcomes of role conflict - for example, the mobilisation of new energies or a rise of individuals’ creativity - most studies suggest negative effects of role conflicts on individuals, such as stress, hostility, dissatisfaction, low productivity, or difficulties in decision-making (see, for example, Bedeian & Armenakis, 1981; Fisher & Gitelson, 1983; Fried, et al., 1998; Fried & Tiegs, 1995; Gregson & Wendell, 1994; Jackson & Schuler, 1985; Kahn, et al., 1964; Katz & Kahn, 1978; Netemeyer, Johnston, & Burton, 1990; Rizzo, et al., 1970; Tubre & Collins, 2000). Hillmann (1980) and Steinmann and Schreyögg (1997), for example, argue that role conflicts can lead to extreme role pressure, which can lead to psychological stress and may even affect the health of the role incumbent. Wiswede (1991) adds that demanding role expectations and the threat of sanctions by the role sender may cause psychological stress for the individual. This in turn can lead to psychosomatic illnesses of the role incumbent, among them asthma or gastric ulcer. The stress experienced due to role conflict can be expected to lower job satisfaction, as the individual starts to see her/his job as too exhausting and – in the case of JVs – as futile as it is difficult to reconcile the interests and aims of both IJV parents. Based on this discussion, we formulate the following hypotheses:

Hypothesis 1a: The level of inter-sender role conflicts and the extent to which IJVGMs see their job as a burden are positively correlated (cp).

Hypothesis 1b: The level of inter-sender role conflicts and the extent to which IJVGMs consider their job demanding are positively correlated (cp).

Hypothesis 1c: The level of inter-sender role conflicts and the extent to which IJVGMs view their job as futile are positively correlated (cp).

Some authors have likened IJVs to ‘raw eggs’, which are difficult to manage and whose failure rate is usually seen as surpassing those of wholly owned subsidiaries (Eisele, 1996; Rumer, 1994). Thus, an effective general manager can be expected to be crucial for the success of an IJV and the adverse consequences of role conflicts may translate into lower JV performance. Due to the IJVGM’s leadership role, the individual’s role conflicts are likely to affect organisational performance. Staehle (1991), for example, identifies instabilities in organisational processes, communication problems, and reduced efficiency as possible consequences of role conflicts. These problems can be expected to negatively affect the success of IJVs. Overall, we thus suggest that – all other things being equal - role conflicts experienced by the IJVGM have a negative influence on the overall performance of the IJV and formulate the following hypotheses:

Hypothesis 2a: The level of inter-sender role conflicts and the financial performance of IJVs are negatively correlated (cp).

Hypothesis 2b: The level of inter-sender role conflicts and the stability of IJVs are negatively correlated (cp).

Hypothesis 2c: The level of inter-sender role conflicts and the satisfaction of the IJV parents with the performance of the IJV are negatively correlated (cp).

Hypothesis 2d: The level of inter-sender role conflict and the satisfaction of the IJVGM with the IJV performance are negatively correlated (cp).

The following section outlines the measurement of the variables and the sample used to test these hypotheses empirically.

Measures and sample

Inter-sender conflict. Kahn et al. (1964) measured role conflict using three elements: (1) the activities that constitute the role, (2) the individual’s performance and (3) the general organizational norms the individual might be expected to adhere to. They identified a number of managers, obtained a list of their activities, and determined their role senders. Then the role senders were asked if a change of performance of the role incumbent was desired, what kind of changes were desired, and to what degree pressure was exerted in order to bring about the hoped-for changes. These issues were quantitatively measured and then combined to obtain one overall measure for a particular role. This measurement has a number of drawbacks. Firstly, no attempt was made to develop constructs that reflect the different types of role conflict that were proposed in their theoretical model (e.g. intra-role conflict, inter-sender-conflict etc.). Secondly, the authors measure the existence of role conflicts in an ‘objective’ way, in as far as they infer the existence of role conflicts for the role incumbent from the mere existence of conditions that can lead to role conflicts. We think, however, that role conflicts are inextricably linked to the perception of the role incumbent: in other words, even though the circumstances may make the experience of role conflicts more likely, the perception of role conflicts by the IJVGM is not certain. For instance, a manager may simply be unaware of differing expectations and thus not experience (inter-sender) role conflicts. Hence, we suggest that a more adequate measure of (inter-sender) role conflicts has to be linked closely to the actual perception of the role incumbent. Kahn et al. (1964) themselves acknowledge that although the experience of a (subjective) role conflict is the expected outcome of certain (objective) circumstances, the correspondence between the two is not perfect: “How closely the received role corresponds to the sent role is an empirical question for each focal person and set of role senders, and will depend on properties of senders, receiver, substantive content of the sent pressures, and the like” (Kahn, et al., 1964: 16). Nevertheless, Kahn et al. (1964) presented a useful theoretical model of role conflict, which was subsequently used by Rizzo et al. (1970) to develop a self report instrument to measure subjective (perceived) role conflict of role incumbents. They developed a construct consisting of fifteen items and - by using factor analysis - proposed a construct comprising eight items (α = .80). Rizzo et al. (1970) also computed the correlation coefficients between this construct and over forty work-related variables in an attempt to identify antecedents of role conflicts. Despite the dominance of these authors’ suggestion in existing attempts to empirically measure role conflicts, some deficiencies of this method have been identified. The most frequently raised issues are (1) the questionable match between the stated content domain and the item content for most items, and (2) the wording of the items, which mainly reflects stressful aspects of the role, and therefore might represent the conflict component of role stress rather than role conflict. Overall, however, the measurement suggested by Rizzo et al. (1970) has received substantial support (see, for example, Harris, 1991; Kelloway & Barling, 1990; King & King, 1990; Tracy & Johnson, 1981). 

The suggestions made by Rizzo et al. (1970) were the starting point for the measurement of inter-sender conflict in this study. However, since this study analyses inter-sender conflicts within the specific context of IJV, the items had to be modified to reflect specific circumstances JV managers find themselves in. For the same reason, items were added in order to account for the importance of the variables discussed above (trust and communication). One item was added that asked about the existence of inter-sender role conflicts in a straightforward way. In total, seven items were used that reflected the existence (see table 1). Each item was measured with 5-point Likert-type scales using the agree-disagree response format. The items were then combined into a single construct that showed a good level of internal reliability (( = 0.91).

========================================================

Insert Figure 1 about here
========================================================

IJVGM Satisfaction. In order to measure the JV manager’s satisfaction with his position, three items were used and measured on 5-point-Likert type-scales: managers were asked if they regard their job as a burden (JOBA), as demanding (JOBB), and as futile (JOBC). 

IJV Performance. In order to measure the performance of the IJV, the term “IJV performance” has to be clearly defined. According to Beamish (1999, p. 55), performance measures “[..] include financial measures such as return of equity, return on sales, return on assets; survival measures; stability measures such as whether there have been any organizational changes or changes in equity level; satisfaction measures: my satisfaction, our satisfaction; or other measures such as market-share, whether the Joint Venture is to export, and so forth”. This is also in line with the suggestions of Geringer and Hebert (1991) and Mohr (2002b). Taking into account this multidimensionality of JV performance, IJVGMs were asked to evaluate four aspects of IJV performance on 5-point-Likert type scales. Managers were asked to evaluate the financial performance [INSUCCESS], the JV stability, [STABSUCCESS], the partner firms’ satisfaction with the IJV performance [PARSUCCESS] and her/his own satisfaction with the JV performance [IJVGMSUCCESS]. All four variables were combined into one variable reflecting the IJV performance [IJVPERFORMANCE]. The construct showed an internal reliability of .76 (Cronbachs Alpha).

Questionnaires were sent out to German-Indian Joint Ventures in India. This sample was chosen because the strong cultural, social and economical differences between India and Germany may lead to specially strong role-conflicts. The addresses of the companies were taken from the “Directory of German Companies in India – I” published by the German-Indian Chamber of Commerce. Only those IJVs that matched our definition of IJVs as stated above were contacted. Overall 306 companies were identified and a questionnaire was sent to the respective IJVGM. German IJVGMs living as expatriates in India were sent a German version of the questionnaire while Indian IJVGMs received an English version. Of the 306 questionnaires sent out, 41 usable questionnaires were returned (response rate 14.4%). Seven of the returned questionnaires were filled in by German and 34 by Indian IJVGMs. Using the statistical information provided in the directory of German-Indian JVs in India, it could be confirmed that the distribution of the responses closely parallels the distribution of all the German-Indian JVs in India in terms of nationality of GM and JV size.

The sample showed the following characteristics: the IJVs in the sample had been in existence for between one and forty years. The average IJV age was 11.8 years. The German firms’ equity shares ranged from 13% and 88%, with an average of 49.7%. The responding IJVGMs had been working in the JV for one to sixteen years, with an average work experience of 6.6 years. Most of the IJVGMs were between 40 and 49 years old (41,5%), followed by the group of 50 to 59 year old IJVGMs (39%). Based on these characteristics of the IJVGMs, it was assumed that respondents were familiar with the issues raised in the questionnaire.

Results and Discussion

The data gathered from IJVGMs of Indian-German IJVs was analysed using the SPSS statistical package. Bivariate correlation coefficients were computed to test our hypotheses. The correlation matrix is shown in table 2.

IJVGM Satisfaction. The results with regard to IJVGM satisfaction are inconsistent. Results show a positive and statistically significant correlation between the experience of inter-sender role conflict and the feeling that the IJVGM’s job is a burden [JOBA] (p≤ .05). This is in line with hypothesis 1a. Contrary to our argumentation above, however, hypotheses 1b and 1c are not supported by our findings. Neither the feeling of having a demanding job, nor the feeling of having a futile job, are significantly correlated with the intensity of inter-sender role conflicts. The result regarding hypothesis 1b might be explained by the fact that whereas some managers view their job as demanding because they experience intense inter-sender role conflicts, other managers might have “accepted their fate” and given up their attempts to meet conflicting expectations and thus perceive their job as less demanding. The results for hypothesis 2c might be explained in a similar way: although some of the managers might have accommodated themselves with the situation characterised by conflicting demands and thus regard their job as futile, other managers may regard their job as very useful as they see themselves as “boundary spanners” with the crucial task of reconciling the JV partners’ differing interest.

Overall, only hypothesis 1a, predicting a relationship between the level of inter-sender role conflicts and the extent to which an IJVGM perceives his job to be a burden, was supported by our results. However, when other facets of IJVGM satisfaction are taken into account, the results show no clear support for an association between inter-sender role conflict and IJVGMs’ satisfaction.

=================================================
Insert Figure 2 about here

=================================================

IJV Performance. The empirical results regarding the IJV performance are more consistent with our predictions. The findings show highly significant correlations, thus lending support to our hypotheses 1b, 1c and 1d. Thus, the level of inter-sender role conflict positively correlated with the perceived stability of the IJV, the perceived satisfaction of the IJV parents with the IJV success, the satisfaction of the IJVGM with the IJV success, and the general IJV performance as described above. The correlation between the IJV’s financial performance and the level of inter-sender role conflict is negative on a significance level of p≤0.053. Overall, the results largely support the negative link between the level of inter-sender conflicts experienced by the IJVGM and the IJV performance. It has to be borne in mind, however, that since the computed correlation coefficients do not allow inferences regarding the causality of the relationship, it may be the case that poor performance of an IJV may increase the incompatibility of partner firms’ aims and/or the pressure exerted towards the IJVGM to meet partner firms’ expectations. Furthermore, this result may be caused by the fact that both the level of inter-sender role conflicts experienced by the IJVGM, as well as the performance of the IJV, are influenced by an underlying third variable such as the compatibility of partner firms’ objectives, as has been suggested in extant research on IJVs (see, for example, Dyer & Singh, 1998; Johnson, Cullen, Sakano, & Takenouchi, 1996; Mohr, 2002a; Park & Ungson, 1997). This latter interpretation of the results also seems more adequate when taking into account the lack of significant negative correlations between the variables that reflect the IJVGMs’ satisfaction on the one hand and those that measure the performance of the IJV on the other (see table 2).

Conclusion

The results of our survey support our hypothesis that the performance of IJVs is, ceteris paribus, negatively linked to the existence of inter-sender role conflicts. Furthermore, the level of inter-sender role conflict is positively and significantly correlated with the degree to which IJVGMs perceive their job as a burden. Overall, contrary to the suggestion of Löhr and Bischof (1993) or Neuloh (1980), our results suggest that inter-sender role conflicts have a negative effect on organisational performance when looking at IJVs.

Thus, IJV parents should try to reduce the likelihood of role conflicts for their IJV managers. Existing research presents various ways to reduce inter-sender role conflicts in IJVs: these include, for example, careful partner selection (Daniels, Krug, & Nigh, 1986; Shenkar & Zeira, 1992), a detailed IJV contract (Gong, et al., 2001; Shenkar & Zeira, 1992), or an experienced IJV manager (Gong, et al., 2001; Shenkar & Zeira, 1992). It thus becomes clear that most measures to prevent role conflicts have to tackle the conditions that are conducive to the existence of role conflicts. In this study it has been argued that aside from the compatibility of partners’ goals, a crucial role is played by the level of communication as well as by the level of trust between the partners and in the relationship between the partner firms and the IJV management. These factors were assumed to reduce the likelihood that a potential incompatibility between the goals of the partner firms translates into conflicting expectations towards the JV management, and were thus included in our conceptualisation of inter-sender role conflicts. Due to the pervasive role of inter-sender role conflicts for IJVGM and their negative association with JV performance future research that investigates the interdependencies between these – and possibly other variables, such as the equity distribution between partners, for instance – would seem to be a useful extension of this study.

In considering the results of this study, some limitations should be taken into account. Firstly, the study was based on a relatively small sample (n=41). Future studies should attempt to base their analysis on a larger sample and to include additional control variables. This, however, would require including IJVs in more than one country and/or with different nationalities of the foreign partners. In addition, a larger sample would allow researchers to investigate the influence of cultural differences on the occurrence and consequences of inter-sender role conflicts in IJVs. Because of the low number of German managers in our sample we could not test the importance of cultural differences on managers’ susceptibility to experiencing role conflicts. Future studies that investigate the cross-cultural dimension of role conflicts in IJVs seem therefore necessary. Further limitations concern the measurement of constructs for the level of (inter-sender) role conflicts as well as for the other variables used in this study. Future attempts to analyse this important subject might provide empirically grounded measures by including qualitative and exploratory methods into their research design.
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Figures
	Figure 1: Measurement of Inter-Sender Role Conflict
	
	

	
	Mean
	SD

	Partner-partner level
	
	

	
	The aims of one IJV partner are on some points contradicting the aims of the other IJV partner.
	2,51
	1,29

	
	The IJV partners don’t communicate enough with each other.
	2,50
	1,32

	
	The IJV partners don’t trust each other enough.
	2,08
	1,21

	Partner firms-IJV level
	
	

	
	The IJV partners have got different expectations towards the IJVGM.
	2,25
	1,28

	
	The IJV partners do not communicate enough with me
	2,05
	1,38

	
	The IJV partners do not trust the IJV enough
	2,03
	1,12

	Overall occurrence of role conflict
	
	

	I am often in a conflict because of different expectations of the IJV partners towards me as an IJVGM
	2,46
	1,21

	Cronbach ( = 0.91
	
	


	Figure 2: Correlation Matrix

	
	1
	2
	3
	4
	5
	6
	7
	8

	1. ISCONFLICTLEVEL
	1
	
	
	
	
	
	
	

	2. JOBA
	.341*
	1
	
	
	
	
	
	

	3. JOBB
	.164
	-.396*
	1
	
	
	
	
	

	4. JOBC
	.196
	-.092
	.144
	1
	
	
	
	

	5. FINSUCCESS
	-.308
	.058
	.023
	.101
	1
	
	
	

	6. STABSUCCESS
	-.443**
	-.033
	-.042
	.144
	.651**
	1
	
	

	7. PARSUCCESS
	-.575**
	-.334*
	-.284
	.294
	.445**
	.457**
	1
	

	8. IJVGMSUCCESS
	-.503*
	-.276
	-.076
	.455*
	.433**
	.581**
	.743**
	1

	N= 41; * p ≤ .05; ** p ≤ .01
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