
	  

Master’s Thesis 30 credits 
Department of Business Studies 
Uppsala University 
Spring Semester of 2016 
 

Date of Submission:  2016-05-27 

Olivia Liljedahl 
Sandra Tynander 
 
Supervisor:  Christine Holmström Lind 

A Not So Painless Journey 
- A qualitative case study investigating the 
complexity with best practice transfer from 
Sweden to China  



	  

Acknowledgements 
First of all, we would like to express our gratitude to all of the respondents who have 

participated in this thesis. Thank you! Without you, we would not have been able to present 

any results. We would also like to say thank you to our supervisor Christine Holmström Lind 

at the Department of Business Studies at Uppsala University. Your great support, constant 

feedback and the time spent on helping us have made it possible to finish this thesis. Lastly, 

we would also like to thank the other three teams in our seminar group. Your valuable 

opinions and friendly advice throughout the entire semester have helped us greatly in this 

process. 

 

Uppsala University, May 27th 2016 

 

 

 

     

	  	  	  	  	  	  	  	  	  	  Olivia	  Liljedahl	   	   	   	   	  	  	  Sandra	  Tynander 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



	  

Abstract 
The research regarding best practice transfer complexity is limited and mainly focused on a 

Western perspective. Thereby, it overlooks the emerging market context. Further, previous 

research has not examined the constraints affecting the transfer success from several 

dimensions. Therefore, this thesis aims at answering what the main constraints are to a 

successful best practice transfer from a Swedish multinational corporation headquarter to a 

Chinese subsidiary. Additionally, this thesis aims to examine how these constraints affect the 

transfer success from both a process and outcome perspective. In order to investigate this, the 

theoretical framework explains the potential internal and external constraints that can affect 

the transfer and defines success. This study was conducted through a qualitative case study 

based on a Swedish regional HQ’s transfer to its Chinese subsidiary. The data was mainly 

collected through semi-structured interviews with respondents from both Sweden and China. 

Conclusively, the findings showed that relational, organizational and contextual constraints 

were present. However, the qualitative research showed that there are often trade-offs 

between constraints and their effect on success, which previously have not been shown in 

quantitative research. In addition, the results suggest that the context is important to 

acknowledge when transferring best practices. 

 

Keywords: Multinational Corporation (MNC), Knowledge Management, Knowledge 

Transfer, Best Practice, China, Sweden, Headquarter, Subsidiary, Constraints, Success, 

Process, Outcome 
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1. Introduction 
The last couple of decades, the international business literature has exploded due to today’s 

globalization that organizations face. Companies are exploring new market opportunities, 

which has resulted in many multinational companies (MNCs) operating across country 

boundaries (Quinn, 1999). According to London and Hart (2004), most MNCs originate from 

developed markets in the West and have traditionally expanded to other developed countries. 

This is because companies tend to internationalize to countries that are geographically and 

culturally close (Johanson & Vahlne, 1977; London & Hart, 2004). Among these Western 

MNCs are several Swedish firms that have expanded to markets close to them (Johanson & 

Vahlne, 1977). 

 

Lately however, Western markets are becoming more saturated, making MNCs from 

developed countries expanding to emerging markets instead (Hansen & Gwozdz, 2015; 

London & Hart, 2004). In fact, emerging markets are today vital for Western companies’ 

future growth (London & Hart, 2004). In regard to Swedish MNCs, the emerging market of 

China has received much attention (Business Sweden, 2016), since China gives firms an 

opportunity to both get new customers and a lower production cost (Tsang, 1999). 

Furthermore, China is an important market due to its position as the world's second largest 

economy as well as having a fast growing consumer market and middle-class (Davies, 2012; 

Tse, 2010). In addition, China tops all countries in inflows of foreign direct investment (FDI). 

Consequently, it can be seen as a very interesting market for Swedish MNCs (Business 

Sweden 2016; Davies, 2012). 

 

While operations in China are significant for Swedish MNCs future growth, the country has a 

context very differently characterized than the developed markets Swedish firms previously 

have expanded to. As a BRIC1 country and an emerging market, China is characterized by 

more unpredictability, lower level of infrastructure, cultural differences and another 

institution than more developed markets, including the Swedish one (Hansen & Gwozdz, 

2015; Lundgren, 2016). Child and Marinova (2014) explain that China’s businesses are very 

influenced by the state and the governmental institutions and the institutional maturity is low. 

This results in a different view upon business, where the relationship to the government is 

central (Barkema, Chen, George, Lou & Tsui, 2015). According to Barkema et al., (2015) and 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1 Short for Brazil, Russia, India and China 
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Tse (2010), these differences are important to be aware of in order to be successful in China. 

There are also cultural differences between Sweden and China where Chinese people are 

more collectivistic and have a bigger need for creating strong relationships with others in 

order to enhance trust and communication (Barkema et al., 2015; Hofstede Centre, 2016). In 

addition, there are differences in communication and the educational system, meaning that the 

teaching methods are different in China (Holmes, 2004). 

 

1.1. Problem Discussion 
When expanding to a new market, such as China, the concept of knowledge management 

becomes vital (Goshal & Nohria, 1989; Gupta & Govinarajan, 1991; Kogut & Zander, 1992). 

Knowledge is perceived as a central factor for the growth and expansion of MNCs 

(Ciabuschi, 2005). In addition, Buckley and Carter (1999) and Minbaeva, Pedersen, 

Björkman, Fey and Park (2014) argue that good knowledge management and knowledge 

transfer result in global competitiveness. In accordance, Gupta and Govindarajan (2000) state 

that the main purpose of MNCs is their ability to transfer knowledge within the firm. 

Conclusively, the transfer of knowledge from one MNC unit to another is something that 

MNCs have to put much focus on. 

 

One very important type of knowledge is best practices. Practices refer to an organization's 

know-how, meaning the MNC’s routines of how something is done within the organization, 

such as processes or procedures (O’Dell & Grayson, 1998; Szulanski, 1996). O’Dell and 

Grayson (1998) further explain that best practices are the practices that an organizational unit 

performs the best and therefore should be transferred to other units within the MNC. When 

expanding to a new country, a MNC often wants to transfer its best practices from its 

headquarter (HQ) to its new subsidiary in order to institutionalize the knowledge within the 

new unit (Fong Boh, Nguyen & Xu, 2013). Since transferring best practices is a very complex 

process, this has resulted in extensive research about the topic (Gupta & Govindarajan, 2000; 

Szulanski, 1996; Tsai, 2001; Zander & Kogut, 1995). The research is however mainly focused 

on Western markets and has neglected examining the constraints that are present when 

transferring practices to Chinese subsidiaries, with a few exceptions (Jasimuddin, Li and 

Perdikis, 2015; Qin, Ramburuth & Yue, 2008). This is both surprising and interesting since 

China is different contextually than Western and Swedish markets (Lundgren, 2016) and 

research states that the context is highly important to be aware of in order to succeed with 

transferring best practices (Dinur, Hamilton & Inkpen, 2009; Fong Boh et al., 2013). 
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Arguably, the differences between the Chinese and the Swedish market might impact the 

transfer complexity differently than research based on Western markets previously has shown. 

This can be further supported by how both Jasimuddin et al. (2015) and Qin et al. (2008) 

describe that the knowledge transfer literature is too limited with regard to the Chinese 

market. Based on the above arguments, this thesis will extend the emerging market literature 

by investigating the constraints affecting best practice transfer from Swedish HQs to Chinese 

subsidiaries. 

 

Studying the complexity of MNCs’ cross-border best practice transfer is however not only a 

matter of investigating the constraints that complicate the transfer. Instead, it is also highly 

important to understand how these constraints affect the success of the transfer. Within the 

best practice literature, researchers have not used the same definition of success, which results 

in a lack of consensus as to how different constraints really affect the transfer (Lane & 

Lubatkin, 1998; Szulanski, 1996; Zahra, Ireland & Hitt, 2000; Zander & Kogut, 1995). A few 

quantitative studies have recognized this issue, concluding that best practice transfer research 

should examine the constraints’ effects on several dimensions of success. This is in order to 

get a complete picture of the complexity (Ciabuschi, Dellestrand & Kappen, 2011; Perez-

Nordtvedt, Kedia, Datta & Rasheed, 2008). Perez-Nordtvedt et al. (2008) for example discuss 

success from a speed, cost, comprehension and usefulness perspective. A speed and economy 

perspective suggests that the transfer success can be affected when the transfer takes part, that 

would say that a constraint affect the transfer process. On the other hand, a comprehension 

and usefulness perspective suggests that constraints can affect the transfer’s outcome. This 

suggests that success should be studied from both a process and outcome perspective. 

However, such a multidimensional view of success has not yet been applied in best practice 

transfer research in an emerging market and China context. Thus, a deeper, more nuanced 

picture of the transfer is needed. This is especially true since the research regarding successful 

best practice transfers has been quantitative and by that unilateral, resulting in limited 

understanding of the complexity of the transfer. 

 

1.2. Aim of the Thesis and Research Questions 
Based on the above discussion, it can be concluded that there are several gaps in the best 

practice transfer research. Firstly, research regarding the complexity of best practice transfer 

from Swedish HQs to Chinese subsidiaries is limited since the research previously mostly has 

focused on Western contexts. This is even though China is such an important market for 
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Swedish firms and the countries’ contexts differs a lot, which might impact the transfer and 

the constraints associated with it. Secondly, research regarding best practice transfer success 

has not included several dimensions of success, especially not in the emerging market 

literature. The aim of this thesis is to fill these gaps and gain a better understanding of the best 

practice transfer from Swedish HQs to Chinese subsidiaries. This by studying what 

constraints there are to the transfer and how those affect the transfer process and outcome 

success. This results in the research questions: 

 

- What are the main constraints to successful best practice transfer from a Swedish 

Multinational Corporation’s Headquarter to a Chinese subsidiary? 

 

- How do these constraints affect the transfer success in terms of the process and 

outcome? 

 

In order to fulfill the purpose of the thesis and answer the research questions, a manufacturing 

based Swedish MNC in the marine industry will be studied. The MNC is suitable since it has 

one of its regional HQs in Sweden and one of its most important and profitable subsidiaries in 

China. A further case description can be found in the method section. 

 

1.3. Contributions 
Answering these questions will result in a theoretical contribution by giving a more nuanced 

and complete understanding of the best practice transfer complexity to Chinese subsidiaries, 

something that there is limited knowledge about today. The thesis will make it possible to 

understand how constraints affect successful best practice transfers from different 

perspectives. That can be valuable in future quantitative best practice transfer research, 

especially in an emerging market context. Furthermore, the contributions are also practical 

where Swedish MNCs will get a deeper understanding of what they have to acknowledge as 

critical factors when transferring best practices to a Chinese subsidiary. This can potentially 

result in both cost savings and a higher performance. Additionally, an understanding of how 

the transfer is affected will make it easier for MNCs to adapt their processes and mechanisms 

to better succeed with their transfer. It will also make it possible for the firms to more easily 

compare the constraints with each other, which will help them decide which ones to focus on 

in order to be more successful. 
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2. Theory 
Below, the theoretical background is presented. First, the Chinese context and best practices 

are described. Thereafter, potential constraints for best practice transfer and transfer success 

are discussed, concluding with a model that the investigation will be based upon.  

 

2.1. An Emerging Market and China Context 
After centuries of Western economic dominance, China, with its rapid growing pace, has 

become the world's second largest economy and continues to grow (Barkema et al., 2015; 

Davies, 2010; Tse, 2010). Although, China is an emerging market and therefore remains a 

perplexing phenomenon for most outsiders, who have to tackle the many challenges with 

unstable institutional environments and frequent changes of industrial regulations (Zhou & 

Poppo, 2010). In contrast to the Swedish-style democratic system, China is characterized by 

strong state control with a one-party system even though the country nowadays is pressured 

by other nations to change (Barkema et al., 2015; Child & Marinova, 2014). Furthermore, 

China is still represented with an underdeveloped infrastructure, a weak legal system and a 

lack of market-supporting institutions (Hoskisson et al., 2000). Additionally, even though the 

government is important for China, the social security system is very different than the 

Swedish one. In Sweden, the welfare system is much more developed than in China, resulting 

in more social security (Thomsen, 2016). Based on these differences, many Swedish firms 

find the Chinese market difficult to enter, due to a variety of reasons including the different 

entry barriers that are recognized or experienced by the firms (Tse, 2010). Further, there are 

clear differences between China and Sweden, in terms of cultural values, institutions and 

philosophies (Barkema et al., 2015; Lundgren, 2016). The Chinese context is important to be 

aware of as it results in a new setting for best practice transfer for Swedish MNCs. 

 

2.2. Best Practice – What is it? 
When discussing different types of knowledge within MNCs, Kogut and Zander (1992) 

separate the concepts of information and know-how. Information is clear facts while know-

how rather focuses on how a firm does something (Kogut & Zander, 1992). Practices are 

connected to the concept of know-how and can be defined as routines of how something is 

done within an organization (Kogut & Zander, 1992). Based on Kogut and Zander (1992), 

Szulanski (1996, p. 28) defines a practice as “an organization’s routine use of knowledge that 

often has a tacit component”. This implies that the knowledge that is used in a routinized way 
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might or might not be complex and difficult to translate into numbers and texts (Nonaka, 

1994). 

 

O'Dell and Grayson (1998) discuss practices further and state that it can be everything from a 

methodology, a technique, a process to a procedure that has shown to be valuable for the 

organization. Additionally, Kogut and Zander (1992) explain that some examples of practices 

are quality control and how to set prices and organize suppliers (Kogut & Zander, 1992). 

Taking this one step further, a best practice is a practice that is internally benchmarked in the 

organization as the one that works the best and gives the best results (O’Dell & Grayson, 

1998). Therefore, the organization wants to transfer those practices internally from one unit to 

another in order to make the organization as a whole more competitive (O’Dell & Grayson, 

1998). In a MNC, the HQ often wants to transfer best practices to its subsidiaries in order to 

ensure competitiveness on the new market by coherent operations (Fong Boh et al., 2015). 

However, this process is highly complex (Gupta & Govindarajan, 2000; Szulanski, 1996; 

Tsai, 2001; Zander & Kogut, 1995).  

 

2.3. Constraints to Best Practice Transfer 
When transferring best practices, several constraints can arise and affect the transfer success. 

These constraints can be related to the nature of the practice, the sender and receiver, the 

organization itself or to contextual complexities, which are described further below. 

 

2.3.1. The Nature of Best Practices 
Firstly, something that might make the best practice transfer difficult and impact its success is 

the nature of the best practice (Goh, 2002; Szulanski, 1996; van Wijk Jansen & Lyles, 2008). 

Simonin (2004) and Szulanski (1996) explain that a practice that is ambiguous or unclear 

results in constraints for transferring the best practice. The reason for this is that it becomes 

difficult to explain what the practice really is and what is needed to gain the desired outcomes 

of the practice (Szulanski, 1996). Thereby, an ambiguous practice is vague, resulting in how it 

is hard to clearly define it through for example a manual so that everyone can understand it in 

the same way. As a result, it becomes difficult to transfer ambiguous and complex practices to 

other units (Szulanski, 1996; van Wijk et al., 2008). 
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2.3.2. Relational Constraints 
Secondly, the parties involved in the transfer, the sender and receiver, can be constraints to 

the transfer success. This will be further described below. 

 

Sender of Best Practice  
Minbaeva and Michailova (2004) and Szulanski (1996, 2000) describe that the senders of the 

practice can influence the best practice transfer negatively. This could be, for example 

because the senders lack motivation to transfer the knowledge (Minbaeva & Michailova, 

2004; Szulanski, 1996). In accordance, Jasimuddin et al. (2015) state that it is highly 

important for MNCs that the senders have a positive attitude in regards to the transfer in order 

for it to be successful. It is argued that some possible reasons why the senders’ lack 

motivation could be that the transfer takes up too many resources, that the sender is afraid of 

losing a power position or due to a fear of how the practice should be used by the receiver 

(Husted and Michailova, 2002; Szulanski, 1996). Szulanski (1996) however mentions that 

while lacking motivation is important to consider, it might not be the most important 

constraint to best practice transfer. Minbaeva and Michailova (2004) further describe that the 

senders’ ability to transfer the best practice is important to acknowledge. This means that a 

successful best practice transfer might be difficult to accomplish if the sender cannot explain 

the practices in an understandable way.  

 

Receiver of Best Practice  
As with the sender, the receivers of the best practice might also constrain the success of the 

best practice transfer (Szulanski, 1996, 2000). Firstly, the receivers’ lack of motivation can 

result in the failure of transferring the best practice. This could for example be because the 

recipient does not make an effort to absorb the new knowledge (Szulanski, 1996). In addition, 

the receiver might be unwilling to learn the practice and use it because someone else has 

invented it, the so-called “not-invented-here syndrome” (Szulanski, 1996). Minbaeva (2008) 

and Jasimuddin et al. (2008) have also studied the motivational factor, concluding in 

accordance with Szulanski (1996, 2000) that the receivers’ motivation and attitudes can 

constraint the best practice transfer for MNCs. 

 

Besides the receivers’ motivation, another issue might be a lacking ability of the receivers to 

take in the practices (Szulanski, 1996, 2000). This means that the recipients, due to his or her 

persistent knowledge base, cannot absorb the practices transferred. In accordance, Cohen and 
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Levinthal (1990), Jasimuddin et al. (2015) and Lin, Geng and Whinston (2005) also state that 

the ability to take in the practices, depending on the employees’ prior knowledge, is essential 

for successful transfer.  

 

Relationship and Trust 
Szulanski (1996) further describes that the quality of the relationship between the sender and 

the receiver also is important to consider with regard to best practice transfer complexity. For 

example, it is crucial that the receiver perceives the sender as reliable (Szulanski, 1996). In 

accordance, Goh (2002) explains that in order for a MNC to successfully implement a cross-

border knowledge transfer, the organization has to focus on creating a good relationship 

between the units that are involved in the transfer. This is because a distant relationship with 

bad communication between a sender and a receiver can become a constraint to successful 

transfer (Goh, 2002).   

 

2.3.3. Organizational Constraints 
Thirdly, Ciabuschi et al. (2011), Goh (2002), Riege (2005) and Tsai (2002), explain that 

organizational constraints can impact the transfer. These constraints can be due to the 

organizational structure and resources, which will be discussed next. 

 

Organizational Structures 
According to Riege (2005), organizational characteristics are crucial to consider in regard to 

best practices transfer success. Tsai (2002) further describes that a hierarchical structure can 

be a constraint to successful transfer. While a hierarchical structure usually also entails high 

standardization and formalization, research has mainly focused on the negative impact of 

centralization (Ciabuschi et al., 2011). In the same way, Goh (2002) states that a hierarchical 

structure might problematize best practice transfer in MNCs. Ciabuschi et al. (2011) explain 

that rather little is known about organizational factors influencing the success of best practice 

transfer from a HQ to a subsidiary, but conclude that hierarchical control of the HQ has a 

negative impact on the success. This is because the HQ is too involved in the transfer, making 

it inefficient and costly.  

 

Organizational Resources  
Aside from the structure of the organization, it is also possible that different systems and the 

workforce itself can be constraints to the transfer. For example, Goh (2002) argues that 

having suitable IT systems can be important in order for the transfer to succeed. In 
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accordance, Riege (2005) describes that lacking a supporting infrastructure can complicate the 

transfer and make it less successful. Besides supporting infrastructure it can also be argued 

that employee turnover is important to take into consideration. The workforce stores 

knowledge and when employees disappear, the knowledge and experience disappears with 

them, making it difficult for the company to replace the employees (Droege & Hoobler, 

2003). Reasonably, this could then also affect the best practice transfer since turnover results 

in how practices must be transferred to new employees.  

 

2.3.4. Contextual Constraints 
Lastly, it is also crucial to acknowledge that external constraints can affect the transfer’s 

success. The external context is something that lately has become a focus in the cross-border 

best practice transfer literature (Ambos & Ambos, 2008; Fong Boh et al., 2013). Therefore, 

cultural, institutional, linguistic and geographical differences are in this thesis included as 

potential constraints to successful best practice transfer to a Chinese subsidiary. 

 

Cultural Differences 
In knowledge management it has been shown that knowledge and culture are 

indistinguishably linked in organizations (De Long & Fahey, 2000). Culture is echoed in 

norms, values, assumptions and practices and can be defined as something intangible and 

complex (De Long & Fahey, 2000; Schein, 1996). The cultural differences between different 

nationalities have been defined as cultural distance and are shaped by different contexts in 

politics, society and economics. These differences partly explain why people act differently 

depending on their country of origin (Chapman, Gajewska De-Mattos, Clegg & Jennings-

Buckley, 2008; Hofstede, 1980). Tung (1994) states that it is critical to be aware of cultural 

differences since they can affect the organization’s transfer success. Behavioral management 

practices are directly impacted by cultural differences in the case of best practice transfer and 

therefore MNCs must understand the Chinese culture in order to be successful with the 

transfer (Tung, 1994). Important cultural differences between Sweden and China include the 

differences in power distance and collectivism (Hofstede Center, 2016). While Swedes 

generally have low power distance and thus flatter organizations, Chinese are more 

hierarchical and more collectivistic than Swedes (Hofstede Center, 2016). 

 

Building on the collectivism, there is in China a long tradition of applying informal personal 

ties in business behavior (Buckley, Clegg & Tan 2006; Zhang & Zhou, 2013). The Chinese 
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business environment is, compared to the Swedish one, very characterized by the importance 

of face-to-face communication. For the Chinese, this leads to a creation of trust that in turn 

can decrease uncertainty and opportunistic behavior (Barkema et al., 2015). Trust is argued to 

be important since it is a crucial part of the Chinese business environment (Barkema et al., 

2015). Furthermore, according to Barkema et al. (2015) and Buckley et al. (2006), pride and 

reputation are two other factors that are important to maintain and nourish in Chinese 

business relations. When communicating with Chinese, it is important to avoid making the 

Chinese losing face (become embarrassed) and if avoiding this it will result in the 

development of trust (Barkema et al., 2015; Buckley et al., 2006). In accordance, Qin et al. 

(2008) argue that when transferring practices to a Chinese subsidiary, one must be aware of 

the Chinese fear of losing face and asking questions, since it can result in a cultural constraint 

to transfer success (Qin et al., 2008). 

 

Based on the above discussion, cultural distance is important to take into consideration when 

examining difficulties with best practice transfer since differences in values can result in 

misunderstandings and thereby complicate the transfer. Important to note though is that some 

researchers state that it is not sufficient to see the cultural distance as a unifying whole, but 

instead to identify and be aware of the most critical differences (Zander & Zander, 2010).  

 

Institutional Impact 
Besides culture, the institutional differences between Sweden and China are important to 

acknowledge when investigating the best practice transfer complexity. When working across 

nations, MNCs will meet unique and sometimes conflicting institutional complexities and as a 

result, different set of business practices. A country's institutional profile can be defined as the 

set of regulatory, cognitive and normative institutions in a given country (Kostova & Roth, 

2002). One example of a regulatory institution in China is the major part the government 

plays in the economy. However, the role has been reduced by the transition from a central 

command system to a market economy (Groves, Hong, McMillan & Naughton, 1995), but the 

government still holds a great power over the business environment. In accordance, Li and 

Scullion (2006) argue that even though the institutional distance has diminished between 

Sweden (the West) and China, there are still important differences that best practice senders 

must be aware of. For example, Barkema et al. (2015) argue that Chinese people have a 

different view upon business. In accordance, Li and Scullion (2006) state that there are bad 

attitudes towards external information or a knowledge gap regarding the business world, 



	  

	   11 

which makes it difficult to absorb the practices. Furthermore, the educational system and 

learning are distinctly different in Sweden and China. Holmes (2004) explains that the 

Western educational system, including the Swedish one, is focused on questioning and 

evaluating beliefs while that the Eastern and Chinese system is more hierarchical and focused 

on rote memory learning. These differences should be taken into account when trying to 

transfer best practices successfully, since the reasoning process differs between the countries 

(Holmes, 2004). Conclusively, MNCs need to adapt to the institutional conditions in 

emerging markets in order to be able to achieve legitimacy (Kostova & Zaheer, 1999).  

 

Linguistic Issues 
In addition to culture and institutions, Harzing and Feely (2008) state that communication is 

essential for organizations today, and without communication it will be very difficult to 

successfully transfer best practice from the HQ to the subsidiaries. In addition, 

communication relies on speaking a common corporate language, which creates a shared way 

to communicate. However, this is problematic in many MNCs due to employees’ 

multinational backgrounds. Hence, a shared way of communicating is important for an 

organization and can influence the way MNCs manage their subsidiary practices (Harzing & 

Feely, 2008). However, Ambos and Ambos (2008) argue that linguistic distances are often 

overlooked or marginalized with regards to their impact on best practice transfer. Harzing and 

Feely (2008) continue by stating that language differences are not only related to 

communication but can also be a part of an employee’s social identity. In most part of the 

world, language is generally seen as an essential element of one’s identity because it is more 

than just a simple mean of communication when one has another native language than 

English. Furthermore, linguistic problems have been identified to be the major source of 

dissatisfaction, frustration and friction between colleagues (Harzing & Feely, 2008). This 

discussion shows that we still know relatively little about the impact of language in cross-

border contexts and even less about the specific impact of language on HQ-subsidiary 

relationships (Harzing & Feely, 2008). Therefore, it is relevant to include it in our study.  

 

Geographical Distance 
Lastly, geographical distances are also important to consider in regard to transferring best 

practices. Although modern information technology reduces or sometimes even eliminates 

some challenges regarding communication or coordination costs, geographical distances still 

result in challenges (Ambos & Ambos, 2008). Hence, understanding how these distances 
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affect transfer success is of importance since transfer across distances come at a cost (Ambos 

& Ambos, 2008). 

 

Ambos and Ambos (2008) argue that geographical differences can be seen as a complication 

to a successful transfer due to the distance between the sender and receiver. This is especially 

true when the relationships rely on interactions between individuals. Geographical distance 

can result in hours of travels or differences in time zones, but also demands adjustments and 

sacrifices of the employees in order to match the other parties working hours. Ambos and 

Ambos (2008) continue, arguing that different time zones and long transmission channels 

limit the success of the transfer since both costs and complexities of knowledge search and 

communication increase. Arguably, the effect of the geographical distance should be further 

researched in best practice transfer research since great distances may affect the transfer 

(Bengoa & Kaufmann, 2014). 

 

In this part of the theory section, several potential constraints to successful best practice 

transfer have been explained. However, in order to investigate how these constraints affect the 

success of the transfer from a Swedish HQ to a Chinese subsidiary, success needs to be 

defined. This will be done in the next part of the theory. 

 

2.4. Successful Intra-Firm Best Practice Transfer 
The concept of success in the best practice transfer literature is diffusing since different 

researchers define success differently. Among these are Håkansson and Nobel (2001) and 

Minbaeva (2007), who argue that a successful transfer means that much knowledge is 

transferred to another unit of the firm. On the other hand, researchers sometimes refer to 

successful best practice transfer as how fast it is transferred (Zander & Kogut, 1995) or based 

on how much the receiving unit actually becomes better of with the new knowledge 

(Björkman, Barner-Rasmussen & Li, 2004). 

 

Ciabuschi et al. (2011) as well as Perez-Nordtvedt et al. (2008) recognize the issue of 

different definitions of success, concluding that a framework of successful cross-border best 

practice transfer should include several dimensions of success. For example, according to 

Perez-Nordtvedt et al. (2008), success should be looked upon from a speed, cost, 

comprehension and usefulness perspective. Based on these factors, it can be argued that 

successful best practice transfer both is a matter of the use of resources in the transfer process 



	  

	   13 

and the final outcome of the transfer. Building on this insight, success in this thesis will be 

studied from both a transfer process and transfer outcome perspective. 

 

2.4.2. The Transfer Process 
First of all, it is relevant to look at success from a process perspective. This means that the 

constraints affect the success when the transfer takes part and not when it is finished. Early 

studies regarding the transfer process mention that this means that success is a matter of how 

much of the knowledge that is transferred (Gupta & Govindarajan, 1991). In regard to best 

practice transfer, this suggests that successful best practice transfer occur when many 

practices are transferred from the HQ to the subsidiary. 

 

To only include how many practices that are transferred is however not enough when 

discussing the process dimension of success. Perez-Nordtvedt et al. (2008) discuss that it is 

also important to look at success in terms of how many resources that are used in the transfer. 

The constraints can thereby impact the success because more resources than expected are 

used to transfer the practices. Szulanski (1996) states that one important type of resource is 

money. Thereby, the constraints can affect the success in terms of how the transfer costs more 

than expected. Another type of resource to acknowledge is time. Zahra et al. (2000) and 

Zander & Kogut (1995) therefore explain that success is also a matter of how the best practice 

is transferred in time and in a fast pace. Another resource that might be important to 

acknowledge, even though it has not been included in previous research, is the workforce. 

The employees are one of the most important resources a MNC has (Williams & Lee, 2016). 

Including the workforce perspective in terms of the number of employees involved in the 

transfer might therefore be important when discussing successful best practice transfer. 

 

2.4.2. The Transfer Outcome 
When discussing success of best practice transfer, it is also important to acknowledge that the 

constraints can affect the outcome of the transfer. First of all, the constraints can result in how 

the receivers have a difficult time understanding the practices (Perez-Nordtvedt et al., 2008; 

Zahra et al., 2000). Furthermore, the receiver must also be able to use the practice in the right 

way after receiving it (Zahra et al., 2000). Hence, this means that the success also is a matter 

of the degree of implementation of the practice. The best practice transfer should thus result in 

an understanding and the right use of the practice by the receiving unit (Ciabuschi et al., 

2011). 
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Furthermore, the outcome perspective also includes how the company should become better 

off if transferring knowledge to other units (Lane & Lubatkin, 1998; Perez-Nordtvedt et al., 

2008). Successful best practice transfer is therefore also a matter of how the best practice 

improves the organization’s capabilities and gives better results in different projects (Perez-

Nordtvedt et al., 2008). While the literature has not further discussed these capabilities, Kogut 

and Zander (1992) refer to best practices as for example quality control, organization of 

suppliers and the setting of prices. Therefore, it is reasonable to believe that organizational 

capabilities can refer to good management of resources or stakeholders. Based on this 

discussion, it can be argued that the constraints described in the above section can affect the 

success of the transfer in terms of both a process and outcome perspective. 

 

2.5. Conclusion of Theory Section 
Above, the potential constraints and definitions of success have been explained. In Model 1 

below, a model based on the theory section is shown that will be used in order to examine the 

research questions and fulfill the aim of the thesis.  

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Model 1. Our own conceptual model of the potential constraints and effects on best practice transfer.  
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3. Method 
In this part of the thesis, the methods used are explained and motivated. First, the research 

approach and research design are discussed before the selection process, data collection and 

procedure are explained. Thereafter, the operationalization and limitations are presented. 

 

3.1. Research Approach 
The aim of this paper is to investigate the constraints affecting the best practice transfer from 

a Swedish HQ to a Chinese subsidiary and how these affect the transfer success in terms of 

the process and outcome. It is therefore firstly relevant to state that best practice transfer is a 

research area where much literature can be found. However, this paper aims at investigating 

the transfer complexity in an emerging market and Chinese context as well as taking two 

dimensions of success into consideration. This is a combination where no literature could be 

found today. This implied that we adopted an abductive research approach where the paper 

had its starting point in theory, but where the data collection was used as a way to explore the 

phenomenon further and generate new theory (Saunders, Lewis & Thornhill, 2012). This 

approach was suitable since the existing literature regarding successful best practice transfer 

then could be used as premises, but new data that could extend the theories and explain it in 

the Chinese context was needed to be found. Due to this background, the research was 

exploratory where the aim was to get insights about a phenomenon that was not that well 

understood (Ghauri & Grönhaug, 2010). The use of existing theories based on the Western 

world was then relevant in this exploratory research in order to get a starting point of 

investigation (Ghauri & Grönhaug, 2010). The exploratory research furthermore fitted well 

with the abductive approach that was applicable when exploring a phenomenon not fully 

understood (Saunders et al., 2012). 

 

3.2. Research Design 
3.2.1. Qualitative Research 
The exploratory research focus implied a need for a research design that could entail rich and 

in-depth data that could help us to further build the theory regarding best practice transfer to a 

Chinese subsidiary. There was also a need for a research design that could help us to find 

relationships between the different constraints to best practice transfer and their effect on the 

transfer process and outcome. A qualitative research design was therefore chosen since it is 

suitable for exploratory research, gives an opportunity to detect relationships in the data and 

gives in-depth answers (Saunders et al., 2012). Furthermore, the data needed to answer the 
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research questions was not numeric but rather non-numeric, which also made a qualitative 

design suitable (Saunders et al. 2012). The qualitative method was also motivated by earlier 

research stating that it has more to offer when the investigation includes soft factors such as 

culture and when the purpose is to get an understanding of the process as a whole (Easterby-

Smith, Lyles & Tsang, 2008; Wijk et al., 2008), which was the case in this thesis. 

 

3.2.2. Case Study 
A qualitative research design can imply several different ways of collecting data. In this 

study, a case study approach was chosen. A case study emphasizes the real world context 

(Eisenhardt & Graebner, 2007), which in this case was a Swedish MNC in China. A case 

study has the opportunity to give rich and nuanced data, which makes it appropriate in 

exploratory research (Saunders et al., 2012), such as this one. Furthermore, a case study was 

suitable since it can give data that is accurate, is relevant for research areas that are not 

enough explored as well as focus on “how” something works (Eisenhardt & Graebner, 1997) 

in accordance with our purpose. A further reason for the suitability was also because the focus 

of this paper was not to test theories, but to extend the understanding of best practice transfer 

in a new context. In this paper, a single case was chosen in order to investigate the constraints 

that affect the success with best practice transfer from a Swedish HQ to a Chinese subsidiary. 

The single-case study has the advantage of being able to give very rich data and completeness 

of a process (Eisenhardt & Graebner, 1997). This also means that a single-case study is 

suitable when the aim of the study is to find nuances and a detailed understanding of a 

phenomenon (Eisenhardt & Graebner, 1997). These characteristics made a single-case study 

suitable in order to get a full understanding of the constraints affecting different dimensions 

of success when transferring best practices to a Chinese subsidiary. 

 

3.2.3. Primary and Secondary Data 
Besides determining the case study, it was also important to decide how the data collection 

should be made. Saunders et al. (2012) argue that in case studies, the purpose is to get a rich 

understanding, thus several data collection methods are preferred. In this paper, semi-

structured interviews were chosen as the appropriate method to collect the primary data for 

this study. Semi-structured interviews have a basic structure with questions but where it also 

is possible to ask follow-up questions and explain the questions further (Saunders et al., 

2012). This data collection was chosen since semi-structured interviews fits well with 
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qualitative research and gives a possibility for the respondents to give answers outside the 

existing theory (Saunders et al., 2012), which was needed in this exploratory research. 

 

Semi-structured interviews also result in in-depth answers and the respondents can talk freely 

about the process and give answers that result in how causal relationships between variables 

can be drawn (Bryman & Bell, 2007; Saunders et al., 2012). This was needed in order to fully 

capture the nuances about the complex best practice transfer and the constraints’ effect on 

different dimensions of success. The semi-structure interviews were also suitable due to the 

possibility to ask follow-up questions (Saunders et al., 2012), since a complete picture of the 

transfer then could be given. The possibility to clarify the questions should also ensure 

validity (Saunders et al., 2012). As a compliment to the interviews, secondary data was 

gathered from internal documents, in order to triangulate and ensure that the data was reliable 

(Saunders et al., 2012). The internal documents were received from the company and 

complied explanations of the organization, the practices and how the practices had been 

transferred. These have mainly been used in order to get an overview of the MNC’s transfer, 

what it has included and how it has taken place. Further, this data was also to enhance the 

understanding of the transfer as well as verify the respondents’ answers.  

 

3.3. Selection Process 
3.3.1. Case Selection 
As stated, it is important that the case chosen was representative for the population of what it 

aimed to investigate (Saunders et al., 2012). The case selection was therefore made based on 

several criteria in order to be sure to fulfill the purpose of the thesis. The first criterion was 

that the company must have a HQ in Sweden and operate in China. Also, the Chinese 

subsidiary had to be an important part of the MNC’s operations. Otherwise, the best practice 

transfer might not be something the MNC put much effort on and it would become difficult to 

get a correct picture of the transfer process and outcome. For the same reason, it was also 

important that the MNC values best practice transfers and put much effort on it. The company 

should also have been in China for quite some time. This is because if the subsidiary was too 

young, it would not have been possible to detect all constraints and their effects of the 

success. In addition, since the best practice transfer was studied within the MNC borders, it 

was important that the examined firm has expanded to China with a strategy that did not 

involve other firms, since the constraints otherwise can be affected by the other firm’s 

characteristics.  
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Based on these criteria, a company was chosen. The MNC is a large corporation within the 

manufacturing business with 2500 employees and has a regional HQ in Sweden but operates 

in around 30 countries worldwide. The regional HQ has around 10 subsidiaries around the 

world where approximately 30 people per subsidiary work. However, one of its most 

important subsidiaries is located in China due to a big customer base in the country. The 

subsidiary is located in one of China’s biggest cities. The HQ itself has a yearly turnover of 

around 200 million Euros, with contracts signed on the Chinese market representing 180 

million of them, showing the importance of the Chinese subsidiary. Furthermore, the MNC 

has a market leading position within the marine industry, which makes the company suitable 

to investigate from a best practice perspective. The MNC has operated on the Chinese market 

for more than 20 years and the Chinese subsidiary is the biggest one with around 40 

employees. The choice of only having one subsidiary in China is argued to be sufficient due 

to cost reasons and because it can cover everything needed. The importance of the Chinese 

subsidiary has resulted in how the best practice transfer from the regional HQ in Sweden to 

the Chinese subsidiary always has been crucial for the MNC. This is in order to ensure the 

firm’s competitiveness and quality standards. Furthermore, the company expanded to China 

with a Greenfield strategy, starting with operations for sales and now the subsidiary is 

completely responsible for some processes. Based on these characteristics, it was concluded 

that the MNC matched the chosen criteria. In order to grant access to the company, the 

authors contacted an initiating executive at the firm who further suggested suitable 

respondents.   

 

3.3.2. Respondent Selection 
After the company was identified, selected and access was granted, the respondents were 

chosen through a snowball sampling. Snowball sampling is often used when it is difficult to 

identify the desired population and begins with one initial respondent who then identify 

further respondents from the population (Saunders et al., 2012). This choice was relevant 

since we beforehand did not have the knowledge about which of the employees at the 

company that could answer questions about best practice transfer. The first contact was 

initiated with the sales manager at the company, due to the manager’s responsibilities on the 

Chinese market. The sales manager then suggested other employees in the company who 

could answer questions regarding best practice transfer. This resulted in a convenience 

sample, a non-probability sample, which also was a result of limited time and resources 

(Saunders et al., 2012). Important to note is how most of these respondents have been at the 
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company for many years. Hence, they could give in-depth answers about the complexities of 

the transfer from the expansion until today and had the knowledge about how the difficulties 

affect the transfer success. In addition, even the few newer employees had much experience 

from the transfer due to their responsibilities being closely connected to that task. 

 

At both the Swedish HQ and the Chinese subsidiary, this resulted in respondents that held a 

high hierarchical position since those foremost were the ones involved in the transfer. In 

Table 1, the respondents and the interviews are further described. The respondents and the 

company were ensured to be anonymous. Hence, it should result in reliable answers since the 

respondents could be more willing to express their thoughts if the company and respondents 

were confidential (Saunders et al., 2012). In order to assure the external anonymity, the full 

references of the respondents are not apparent in the table (Saunders et al., 2012). 

Furthermore, in order to ensure internal reliability, the title of each respondent is not 

expressed in the table. However, it is important to know that the Swedish respondents held the 

positions of Contract Managers, Sales Manager, Divisional Manager, Product Manager, 

Global Production and Sourcing Manager, Human Resource Manager, Technical Director and 

Director Competence Center. The Chinese respondents held the positions of Regional 

Manager, Contract Manager and Business Controller.  

  

 

 

 

 

 

 

 

 

 

 

 

The choice of having respondents from both the Swedish HQ and the Chinese subsidiary was 

due to the opportunity to identify potential sender and receiver gaps regarding the transfer. 

This could be further motivated by how it is argued that limitations with earlier best practice 

transfer research is that it only focuses on the sender’s perspective (Persson, 2006). 

Respondents Date Time Country 
1 2016-03-16 95 min Sweden 
2 2016-03-17 40 min China 
3 2016-03-17 60 min Sweden 
4 2016-03-17 45 min Sweden 
5 2016-03-17 90 min Sweden 
6 2016-03-18 25 min China 
7 2016-03-18 45 min Sweden 
8 2016-03-18 60 min Sweden 
9 2016-03-18 60 min Sweden 

10 2016-03-18 70 min Sweden 
11 2016-03-23 50 min China 
12 2016-03-23 50 min Sweden 

Table 1. A description of the respondents 
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3.4. Data Collection and Procedure 
The data was gathered through 12 semi-structured interviews with 12 employees from both 

the Swedish HQ and the Chinese subsidiary. During the interviews, the authors were also 

given some secondary data in form of internal company documentation. The secondary data 

was viewed with caution and evaluated through suitability, to ensure validity (Saunders et al., 

2012). To ensure that the semi-structured interviews would give the information needed to 

answer the research questions, the authors were well prepared before the interviews, had 

enough time for the interviews and the respondents had before clarified that they wanted to 

participate (Saunders et al., 2012). 

 

The interviews with the Swedish respondents were held on the Swedish HQ in Swedish while 

the interviews with the Chinese respondents were held via phone calls in English. The choice 

of holding the interviews at the Swedish HQ was made in order to make the respondents more 

comfortable. Saunders et al. (2012) explain that in an interview setting, it is recommended to 

choose a location that is convenient for the respondents, thus the choice of their HQ as 

location. Furthermore, both the Swedish respondents and the authors have Swedish as a native 

language. Thereby, in accordance with Piekkari and Welch (2006) who argues that the choice 

of language can be based on what feels natural for the involved parties, the interviews were 

held in Swedish. Due to the authors’ language capabilities and the geographical distance 

though, the interviews had to be held in English with the Chinese respondents via phone calls. 

However, it was confirmed before the interviews taking place that the Chinese respondents 

felt comfortable speaking English. Also, the authors both before and during the interviews 

had the opportunity to clarify any confusions or misunderstanding to avoid any language or 

trust related issues. Ghauri & Gronhaug (2010) describe that using different languages in 

interviews otherwise can have the effect that all respondents do not understand the questions 

in the same way (Ghauri & Grönhaug, 2010). The interview guide was also sent to all 

respondents beforehand in order to limit the possibility that the respondents would 

misunderstand the questions. The different settings and preconditions for the interviews might 

however potentially have affected the results, which will be discussed in the limitation 

section. 

 

The interviews took in average one hour each. During the in-depth interviews, one of us took 

notes, which are recommended for semi-structured interviews (Saunders et al., 2012), while 

the other one was asking the questions. Being two people at the interviews should ensure 
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reliability by fewer misconceptions. Furthermore, the interviews were also recorded and 

transcribed, which are recommended for semi-structured interviews (Saunders et al., 2012). 

After the interviews had taken part, the results were compiled and analyzed. In order to 

answer the research questions, the data from the interviews and the internal documents had to 

be categorized (Saunders, 2012). The categorization was made by analyzing the data to find 

out what the difficulties associated with the process were. Thereafter by looking for words 

such as time, costs, understanding and results, it was analyzed how those constraints were 

connected to process and outcome success.  

 

3.5. Operationalization 
In Table 2, the operationalization of the theory is described. The interviews were introduced 

with a short summary of the thesis aim, purpose and some explanation of concepts such as 

best practice, to minimize possible misunderstandings (Ghauri & Grönhaug, 2010). Then 

some broader questions were asked to better understand the transfer before questions about 

the specific constraint followed. The interviews ended with one question if the respondent 

was surprised about something regarding the transfer and if he/she wanted to add something. 

See Table 2 for a more detailed explanation and Appendix 1 for the full interview guide. 
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3.6. Limitations 
The methods used have been chosen carefully, but there are limitations to the choices. Firstly, 

the qualitative research method and the single-case study make the results non-generalizable 

(Saunders et al., 2012). However, due to the thesis’ exploratory approach and research 

question, a qualitative pursuit was needed to gain a more in-depth and complete 

Questions Purpose 

1. Aimed at understanding the respondents’ role at the company and their part in the 
transfer. 

2-4. Aimed at understanding the transfer in a broad way. 

5. Aimed at discovering any top of mind problems. 

6. Aimed at discovering if there are any problems with the nature of the best practice 
that is being transferred and its effects. 

7-8. Aimed at understanding if the sender’s motivation and/or ability to transfer the 
best practice are issues and their effects. 

9. Aimed at understanding the quality of the relationship between the sender and the 
receiver and to see if this is a problem during the transfer and its effects. 

10-11. Aimed at understanding the receivers’ motivation and ability, and to see if these 
are any problems during the transfer and their effects. 

12. Aimed at enhancing the understanding of the organizational structure and 
resources to see if any of these are problems to the transfer and their effects. 

13. Aimed at understanding if the national culture is any problem during the transfer 
and its effects. 

14. Aimed at understanding if the institutional constraint, such as different regulations 
and government, is an issue to the transfer and its effects. 

15. 
 

Aimed at understanding if and how differences in for example school system and 
way of learning affect the best practice transfer.  

16. 
 

Aimed at understanding if and how the linguistic differences affect the transfer of 
best practice.  

17. Aimed at understanding if the geographical distance is an issue during the transfer 
and its effects. 

18. Aimed at understanding if anything unexpected has occurred regarding the transfer 
of best practice and its effect. 

19. A broad question aimed at giving the respondents an opportunity to add additional 
information.  

Table 2. A description of the operationalization of the theoretical framework 
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understanding of the complexities of the transfer and its effect on the transfer process and 

outcome (Saunders et al., 2012). A single-case study can also result in testability issues 

(Eisenhardt & Graebner, 1997). Also, it is a risk that the case is not suitable, resulting in 

unreliable results (Eisenhardt & Graebner, 1997). To avoid this, the case selection was 

carefully made to ensure that it matched pre-decided criteria (Saunders et al., 2012). 

Furthermore, the choice of respondents was based on a non-probability snowball selection, 

which might have burden the representative of the sample (Saunders et al., 2012). However, a 

snowball sampling was suitable since it resulted in the right respondents who had knowledge 

about the best practice process and its difficulties, which ensured reliable results. To further 

ensure the respondents suitability, the authors evaluated them based on position and 

responsibilities to ensure that the answers needed to fulfill the purpose of the thesis could be 

given.  

 

The interviews were conducted in different settings where the Swedish employees were 

interviewed face-to-face while the interviews with the Chinese respondents were made via 

phone calls without video possibility. The different settings can affect the trust since the same 

relationship to the respondents might not be possible to establish (Saunders et al., 2012). To 

minimize this bias, the authors had informal conversations with the respondents in China 

before the interviews started to build trust. Moreover, there were no stress during the 

interviews and all interviews were recorded, with the respondents’ permission, in order to 

discover all reactions (Saunders et al., 2012). The interviews were held both in Swedish and 

in English. This can result in how the questions can have different meanings in different 

languages (Ghauri & Grönhaug, 2010; Saunders et al., 2012). To avoid this issue, the 

questions were carefully translated from English to Swedish. Also, due to the semi-structured 

interview form, the questions could also be clarified to avoid different understandings and 

issues with validity (Saunders et al., 2012). The informal conversations with the Chinese 

respondents and the introduction letters sent to them were also a way to ensure their English 

capabilities and the reliability of their answers in accordance with Piekkari & Welch (2006). 

The interviews were conducted with three Chinese employees and nine Swedish employees. 

This may be unrepresentative of the Chinese employees. However, due to limited access this 

was unavoidable in this case, but the authors was aware of the differences. In earlier studies of 

best practice transfer, limitations have been that only the senders’ perspective is present and 

therefore we believe that it was better to include the available Chinese respondents.  
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The semi-structured interviews can result in how the authors affect the respondents and 

thereby the results can be unreliable (Saunders et al., 2012). To overcome this limitation, the 

authors focused on keeping an open mindset and develop trust to the respondents (Saunders et 

al., 2012). Also, several respondents were interviewed in order to ensure that the answers 

received were trustworthy. Semi-structured interviews can also result in how the respondents 

only say what they think that the interviewee wants to hear (Saunders et al., 2012). While the 

subject of the topic of the interviews is not of a sensitive character, the authors were aware of 

how some of the respondents might not reveal all difficulties they associated with the best 

practice transfer due to a desire to “cast himself in a socially desirable role” (Saunders et al., 

2012, p. 381). To minimize this possibility, the respondents and the company itself were 

ensured to be anonymous. The authors have then focused on uphold the anonymity 

throughout the whole process to uphold the trust and thereby get reliable answers (Saunders et 

al., 2012). The interviews varied in length (between 25-95 min), which could distort the 

results, in how exhaustive the answers were from some respondents. However, all of the 

respondents could speak for a longer period of time if they wanted to, but some chose not to. 

The authors also asked the respondents who spoke less to elaborate their answers in order to 

get as comprehensive answers as possible. Lastly, a potential reliability issue can occur due to 

the qualitative data analysis where the researchers’ own perceptions can affect the analysis 

(Saunders et al., 2012). To avoid this issue the interviews were recorded and transcribed, 

extensive notes were taken and both authors were involved in the analysis of the data.  
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4. Empirical Results 
In the empirical section, the practices transferred are described before the respondents’ 

answers about constraints and their effect on the best practice transfer are presented.  

 

First of all, it is relevant to describe the company’s transfer process. The company operates in 

the manufacturing industry and the subsidiary has responsibilities including everything from 

sales, technical support, design, purchasing and are even responsible for entire processes in 

some cases. According to respondent 1, this means that the firm transfers practices of all 

kinds, including processes and routines but also practices regarding the design of certain 

products. 

 

4.1. The Nature of the Best Practices 
In regard to the nature of the practices, respondent 1 describes that many practices are very 

clear and easy to document, no matter what kind of practices there are. The respondent (1) 

further states that the company has been able to understand which parts of the practices that 

are important to transfer and has therefore been able to transfer those parts in a clear and 

structured way. Also, the respondent (1) further informs that the fact that the HQ transfers the 

practices step-by-step, it further limits the constraints that otherwise can occur. In the same 

way, respondents from both Sweden and China (2, 6, 5, 10, 11 & 12) describe that the 

practices themselves are clear and well documented and should therefore not be an issue to 

transfer. Respondent 4 states as an example that the best practices connected to design are 

easy to understand and are written down. In accordance, respondents 6 argues “In all 

processes, time and effort are needed but the characteristics of the practices themselves are 

not an issue in the transfer.” 

 

4.2. Relational Constraints 
The respondents further discuss the impact the Swedes and the Chinese have on the best 

practice transfer success, with dispersed results. This will be outlined below. 

 

Sender of Best Practice  
All of the respondents, at both the Swedish HQ and the Chinese subsidiary, explain that the 

Swedes’ motivation to transfer the practices is high and not an issue to the transfer. 

Respondent 10 and 12 argue that everyone at the company knows that the transfer is needed 

in order to become more competitive. In the same way, respondent 4 argues that many 
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employees at the HQ “View the transfer process as an honorary task”2. Although, respondent 

5 and 10 describe that the HQ must be clear in explaining why the transfer is needed and what 

will happen after the transfer. This is in order for the Swedish employees to not get scared of 

losing their jobs when transferring practices to the Chinese subsidiary. Respondent 10 

continues stating that even if this is a concern at the Swedish HQ, the employees have still 

been motivated to transfer the practices because they know that it is the best for the company. 

However, some respondents bring up the possibility that motivation will become a bigger 

issue in the future when more and more practices will be transferred to China. Hence, this is 

one part of the company’s “China Strategy”, which refers to how the company further should 

develop its operations in China (respondents 1, 3, 5 & 10). 

 

Furthermore, all of the respondents agree that the Swedes can transfer the practices in a good 

way to the Chinese subsidiary. Respondent 1 states that this is because the HQ always has 

focused on choosing senders that have enough competence about the best practices and 

therefore can explain them thoroughly. In the same way, the majority of respondents from 

both China and Sweden conclude that the experience of transferring practices is high within 

the company, which results in how the Swedes’ ability to transfer has not been an issue in the 

transfer process.  

 

Receiver of Best Practice  
In regard to the Chinese employees, all respondents state that they are highly motivated and 

have a positive attitude to learn the new practices. Respondents 7 and 12 argue that as with 

everything, some are less motivated than others, but in general the Chinese really want to 

learn new practices. Respondent 8 further discusses that many Chinese have strived to work 

for a Western firm and are therefore highly motivated to achieve practices. In accordance, 

respondent 2 from China argues that learning practices results in how they can “Give a good 

support to the customers and take care of their part and accomplish success”. However, the 

Swedish respondents 5 and 9 discuss that while the Chinese employees are motivated to 

acquire practices from the HQ, the motivation to transfer the practices further within the 

subsidiary is sometimes lacking because keeping the practices close to the receiver puts the 

employee in a better position. The respondents (5 & 9) discuss how this makes the process 

takes longer time since it is stuck along the way. Furthermore, everyone in the subsidiary does 

not use the practices, as they should, which affect the result of the transfer negatively. 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
2 Own translation of a Swedish respondent’s citation 
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The respondents, with different outcomes, also discuss the Chinese’s knowledge base and 

ability to acquire the practices. The Chinese respondents (2, 4 & 6) argue that the Chinese 

have the right educational background to understand the practices and the ability is therefore 

not an issue. In accordance, respondent 1 means that the Chinese and Swedes’ abilities are 

just the same and the constraint is rather dependent on how experienced the employee is. In 

contrast though, some Swedish respondents argue that technical skills can be lacking or that 

the Chinese sometimes have not learned the right skills in school, which makes it difficult for 

them to understand the practices transferred to them. Furthermore, respondent 12 means that 

even if the Chinese’s education is good, the view upon business differs between Swedes and 

Chinese. Therefore, the transfer to the Chinese subsidiary takes longer time because more 

clarifications are needed. Respondent 12 also argues that it affects the Chinese’ understanding 

of the practices and they might perform the practices differently because the view of what is 

important differs. 

 

Relationship and Trust 
The respondents also discuss trust and the relationship between the HQ and the subsidiary. It 

is agreed between all respondents that the relationship between the HQ and the Chinese 

subsidiary always has been good and is not an issue to the transfer. Respondent 5 explains 

that it is extremely important to create a team spirit and therefore sends out weekly emails to 

everyone in the department with information about both the Swedish HQ and the Chinese 

subsidiary. In accordance, respondent 12 concludes “I believe that success is built on the 

desire to cooperate”3 and argues that transparency within the MNC has created a good 

relationship between the units. However, respondent 9 explains that trust is very different in 

Sweden and China. Hence, it takes much more time and effort to get trust from a Chinese, 

which the HQ has experienced. Being aware of this and becoming trustworthy is something 

that has been crucial for the HQ in order to be successful with the transfer (respondent 9). 

 

4.3. Organizational Constraints 
The respondents further discuss the organizational characteristics as possible constraints to 

the transfer as well as their effect on the success. This is outlined for below. 
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Organizational Structures 
In regard to the organizational structure, several of the Swedish respondents explain that it has 

been changing during the years. Respondent 1 explains that the MNC is more decentralized 

today and argues “The more rigid you are in not changing the organizational structure, the 

less possible it is that the transfer will be successful”4. Respondent 1, 3 and 4 also mention 

how the organization previously was more centralized, and the HQ kept control by 

transferring practices through Swedish expatriates. According to the respondents, this 

centralized system was very useful in order to ensure the understanding and results of the 

transfer. This is because the expatriates could be used as linkages that understood both the 

HQ and the subsidiary sides. Since the use of expatriates ensured understanding of the 

practices, the Swedish respondents are positive towards the system; where respondent 4 and 9 

state that the best thing would be to have more people from the HQ on site in China. 

However, respondent 3 argues that while centralization ensured understanding and good end 

results of the best practice transfer, the transfer goes faster today because the organization is 

more decentralized and the practices are transferred directly to the Chinese. 

 

Organizational Resources 
The organization’s IT systems were also mentioned by some respondents as something that 

has improved during the time the Chinese subsidiary has been a part of the company 

(respondents 1, 9 & 12). Respondent 9 and 12 state that nowadays, the organization has a 

better internal communication system and virtual tools, which makes the transfer goes faster 

today and result in fewer misunderstandings. In contrast, several employees mention that high 

employee turnover at the Chinese subsidiary is a constraint to the transfer. According to 

respondent 5, the MNC then often has to transfer practices to new employees, which makes 

the transfer take longer time. Also, respondent 10 means that recruiting costs much money 

and thus the transfer costs are rising as well. In the same way, respondent 3 states that 

turnover makes the company loses experienced employees that are difficult to replace, which 

makes it difficult to implement and achieve results with the transfer (respondent 3). 

 

4.4. Contextual Constraints 
Besides the internal factors of the organization, the respondents discuss the external factors of 

culture, institutions, language and geography as possible constraints to the transfer. This is 

described below. 
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Cultural Differences 
Regarding the national culture, almost all of the respondents agree that the national culture 

affects the best practice transfer in the MNC. However, respondents 1 and 6 disagree since 

they argue that the employees have learned how to handle different cultures and created a 

cultural awareness. In the same way, respondent 2 explains that cultural differences had a 

bigger impact on the transfer in the beginning, since misunderstandings were created due to 

the different mindsets of the Swedes and Chinese. According to the respondent, the transfer 

thereby also took longer time. However, during the years an adaptation has taken part, which 

has made the cultural difference issue smaller even if it might always be there (respondent 2). 

In accordance, several respondents mention cultural awareness and adaptation as crucial in 

order to make the transfer successful. Respondent 9 continue stating that cultural differences 

are crucial to understand immediately because then you can coordinate and lead better. Due to 

this importance, respondent 1 says that cultural training has been included for employees and 

argues “Sometimes the transfer goes better or worse, but in the end it has always ended up 

well since both parts are willing to understand the other ones way of thinking”5. 

 

However, cultural constraints are still visible in the best practice transfer. An important 

difference mentioned by both Chinese and Swedish respondents is the Chinese’ tendency to 

never say that they do not understand. Respondent 12 explains that due to this “You have to 

develop an understanding of when there are a consensus”6. Respondent 5, 7 and 10 further 

state that the HQ therefore has to ask the Chinese control questions to make sure that they 

actually have understood the practices. Furthermore, respondent 3 says that this issue 

complicates the transfer process since misunderstanding cannot be handled directly. 

According to the respondent (3), many resources have to be put on making sure that the 

Chinese actually have understood the practices because otherwise they might perform them 

incorrectly, resulting in negative consequences for the company. The Chinese respondent 11 

agrees arguing that this behavior makes the transfer take more time and resources than 

necessary. Respondent 7 has a similar line of reasoning and states that “Chinese workers only 

answer on the exact thing you ask them, they do not elaborate like a Swede, which in some 

cases create delays and misunderstandings”7. 

 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5	  Own translation of a Swedish respondent’s citation	  
6	  Own translation of a Swedish respondent’s citation	  
7	  Own translation of a Swedish respondent’s citation	  
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Institutional Impact 
When asked about the institutional differences, the respondents have a variety of answers. 

Although, many of them argue that it is a constraint to the transfer (respondents 4, 5, 9, 11 & 

12). According to the respondents, one reason to this is that while both Swedes and Chinese 

are well educated, the school systems and the way of learning are different. For example, 

respondent 8 explains that the company first emanated from a Western perspective, and 

presupposed that the Chinese would know everything according to their education. However, 

occasionally the Chinese workers did not understand but never raised their voice about this 

concern. Respondent 9 and 11 argue that this could be because the Chinese tendency to not 

say that they do not understand also comes from China’s school system where students should 

be quiet and not ask questions. Respondent 9, with experience from living in China, argues 

that this becomes problematic in the transfer because the Swedes do not know when the 

Chinese do not understand the practice. Respondent 5 explains that “We have had to adapt the 

teaching and working with for example having a lot more detailed instructions, since the 

Chinese workers do not ask that much questions. It takes longer time since they do not ask 

questions but we have learned to not take anything for granted.”8 The Chinese respondents (2 

& 11) agree that Swedes are more brace to express opinions while in China people are more 

modest. Hence, the transfer takes longer time in order to make sure the receiver's understand 

the new knowledge, since the school system is argued by the respondents to make Chinese 

employees modest and quiet. Respondent 12 explains that due to these problems, there is a 

need for more control questions from the HQ side, to make sure the Chinese workers truly 

understand and ensure they do not loose their face. Important though is that while the transfer 

takes longer time due to the need for control questions, the majority of the respondents agree 

that in the end, this does not affect the Chinese capabilities of performing the practices 

correctly. 

 

In regard to the differences in governmental systems between Sweden and China, none of the 

respondents argue that it affects the best practice transfer. Respondents 6 and 10 explain that 

the institutional systems are indeed complicated, but they rather impact the operations in 

general than the best practice transfer. Respondent 4 concludes this stating that “Luckily it has 

not been a big issue, probably since we are handling an intra-firm transfer and not inter-

firm”9. 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
8	  Own translation of a Swedish respondent’s citation	  
9	  Own translation of a Swedish respondent’s citation	  



	  

	   31 

Linguistic Issues 
All of the respondents agree that the language constraint is visible in the transfer of best 

practices to the Chinese subsidiary. The corporate language is English, which is none of the 

workers’ mother tongue. However, all respondents argue that the Swedes speak better English 

than the Chinese. Looking at the impact of language differences, this has changed during the 

last 20 years. Earlier the transfer had to take place through interpreters, which resulted in 

increased costs (respondent 1). Moreover, the interpreter could translate incorrectly, resulting 

in an understanding and implementation issue (respondent 1). Although, several respondents 

(1, 2, 3 & 5) argue that today the company mainly hires personnel with good English skills to 

avoid huge language constraints, even though the issue still partly remains. Respondent 3 also 

brings up that the company has English education for those who want to improve their 

language level. 

 

Although the language issue might have become smaller due to the increased focus on 

English capabilities within the firm, the majority of the respondents all agree that language 

constraints still impact the time needed for the transfer. This is usually due to 

misunderstandings that need clarification. Respondent 4 further argues that language issues 

result in difficulties for the Chinese to understand the practices. Respondent 8 concludes this 

by stating “The Chinese workers lacking English capabilities makes it difficult to understand 

if they have understood as well as if we might transfer knowledge that are not leading 

anywhere”10. Further, many of the Chinese workers have less advanced English skills and 

vocabulary, which makes them insecure and afraid of asking questions. Respondent 8 

explains that this is an issue in the transfer of best practice since they cannot be certain the 

Chinese workers have understood the transfer and are able to implement it properly. Also, this 

makes the transfer takes longer time since control questions constantly has to be asked. The 

concern about the language differences not only from the Swedish side, since all the Chinese 

respondents (2, 6 & 11) also bring it up and argue that English is more convenient for the 

Swedes. Respondent 6 states that the transfer goes slower due to the difficulties to understand 

the practices. Respondent 7 has a similar line of reasoning and agrees that the Chinese 

workers have more difficulties with the spoken language, however the English skills vary 

among the employees. Respondent 9 also explains that this issue is partly demographical, 

usually the employees under 40 years old are much better at English, which makes the 

transfer easier.  
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Geographical Distance 
All of the respondents but one, respondent 12, agrees that the geographical distance affects 

the best practice transfer negatively from both a time and a cost perspective. Respondent 1 

and 2 explain this by saying that the geographical distance is both time consuming and costly 

since different time zones results creates delays in the transfer and parties have to wait for 

responses. In accordance, the majority of the respondents all mention the time aspect as the 

negative effect of the geographical distance in regard to best practice transfer. 

 

Several respondents also bring up that geographical distance decreases the understanding of 

the best practices. This is since the HQ cannot explain the practices face-to-face and 

physically show how the practice should be performed. In order to handle this issue and be 

more efficient, the company flies over people that can transfer the practices face-to-face 

(respondents 4, 5, 8 & 10). However, this instead increases the costs of the transfer 

(respondent 4 & 5). In regard to the geographical issue, respondent 11 also argues that due to 

the limited English capabilities of the Chinese employees, the geographical distance becomes 

a bigger issue. According to the respondent (11), this is because much communication 

regarding the practices then takes place via emails. With limited English skills, this can then 

create many misunderstandings in the transfer. Although, some respondents mention that the 

geographical distance issue partly can be overcome by better technology. However, 

respondent 10 argues that the organization should be even better at using video meetings 

because “Then you can clearly see when the other person does not understand, and you need 

to be more focused since it will be noticed if you are not.”11  
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5. Analysis 
In the analysis, the empirical results will be analyzed based on the theoretical framework in 

order to find out what the main constraints to best practice transfer are and how those affect 

the transfer success. 

 

5.1. The Nature of Best Practices and Transfer Success 
An analysis of the results suggests that the nature of the practices is not a constraint to the 

transfer. According to the respondents, the practices transferred to the Chinese subsidiary are 

clear and easy to document. Based on Simonin’s (2004), Szulanski (1996) and van Wijk et al. 

(2008) descriptions, the practices should therefore not be described as ambiguous, which 

could explain why the nature of the practices is not a constraint to the transfer. This result is 

somewhat surprising since theory argues that this constraint is important in regard to best 

practice transfer (Szulanski, 1996). One reason to why this is not an issue for the examined 

MNC can be that respondent 1 argues that the HQ focuses on making even complicated 

practices clear in order to transfer them in a structured way. In addition, the respondent (1) 

means that the HQ’s step-by-step transfer might make the practices less complicated. Also, it 

should definately be noted that the HQ has a long experience of transferring many practices to 

the Chinese subsidiary. Therefore, it can be argued that while the nature of best practices is 

seen as a constraint in the literature, it is possible to overcome the constraint by experience 

and a thorough groundwork. For other Swedish HQs transferring practices to their Chinese 

subsidiaries, this constraint should therefore not be overlooked. Instead, those MNCs should 

be aware of how important it is with experience and to work with making the practices clear 

in order to succeed with the transfer. In Table 3, a summary of the above discussion can be 

found.  

 
5.2. Relational Constraints and Transfer Success 
The empirical results suggest that the constraints resulting from the sender and receiver of the 

best practice can be derived from motivation and ability. Therefore, the analysis regarding 

1

Nature of Best Practice Transfer Process Transfer Outcome 

Degree of ambiguity No impact No impact 

Table 3. Our own summary of the nature of best practice constraint and its effects on the 
transfer process and outcome success.  
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relational constraints is divided based on these factors before the relationship between the 

parties is discussed. 

 

Sender and Receiver Motivation 
Theory argues that a lack of motivation can be a constraint to best practice transfer from both 

a sender and receiver perspective (Jasimuddin et al., 2015, Minbaeva & Michailova, 2004; 

Minbaeva, 2008; Szulanski, 1996). The empirical results suggest that the senders, the Swedes, 

is less of a constraint than the receivers, the Chinese, in regard to this matter. Both Swedish 

and Chinese respondents explain how the Swedish employees have a positive attitude and are 

willing to transfer the practices to the Chinese subsidiary, even though they might be afraid of 

losing their jobs when more practices are transferred to the Chinese subsidiary. Respondent 

(4) even states that the employees view the transfer as an honorary task. These results suggest 

that the Swedish employees view the transfer as something positive. In contrast to Szulanski 

(1996), the senders’ motivation is thereby not a constraint to best practice transfer. This can 

potentially be because the respondents argue that HQ management has been good at 

explaining how important best practice transfer is for the MNC. From our perspective, it is 

also important to note that the result also be due to the Swedes not having the right self-

awareness or that the Chinese do not want to express their dissatisfaction about the Swedes’ 

motivation. 

  

Regarding the Chinese’s motivation to take in the practices transferred from the HQ, the 

respondents argue that it is high. Based on Jasimuddin et al. (2015), Minbaeva (2008) and 

Szulanski’s (1996, 2000) descriptions, this points towards how the motivation to receive 

practices is not a constraint to the best practice transfer to Chinese subsidiaries. However, if 

analyzing the results further, it is possible to see that the Chinese’ motivation still is a 

constraint to the transfer, according to the HQ. Some Swedish respondents bring up that the 

Chinese sometimes hesitate to transfer the received practices further in the subsidiary. 

According to the empirical results, this lack of motivation makes the transfer take longer time. 

Therefore, the receivers’ motivation affects the process dimension of success in accordance 

with Perez-Nordtvedt et al. (2008), Zahra et al. (2000) and Zander & Kogut (1995) who argue 

that success is a matter of the time of the transfer. In addition, the respondents argue that this 

constraint affects the results and performance since everyone in the organization does not use 

the practices in the right way. Therefore, in accordance with Lane and Lubatkin (1998) and 

Perez-Nordtvedt et al. (2008), this constraint also affect the outcome dimension of success 

2
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since the organization does not become better off when the practices are not used by everyone 

in the MNC. The receiver constraint can potentially be explained by the theories of Husted 

and Michailova (2002) and Szulanski (1996). The Swedes argue that the Chinese do not want 

to transfer practices further because it puts them in a better position if only they know the 

practices. In this situation, the Chinese who holds the practice is a sender of practices. 

Therefore, the results can be connected to how senders are unmotivated to transfer practices 

because of a fear of losing a power position, which makes them a constraint to the best 

practice transfer (Husted & Michailova, 2002; Szulaski, 1996). Interesting is that this 

constraint both affect the transfer process and the transfer outcome. However, we would like 

to argue that it is probably the outcome dimension that is affected first. This is because by 

practices getting stuck at one employee, other employees do not receive them and naturally, 

they can not perform them and the subsidiary’s capabilities are not built up. However, this in 

turn affects the process dimension since time is lost by the practices not being further 

transferred right away.  

 

An interesting question to ask oneself though is why the Chinese´ fear of losing a power 

position results in lacking motivation and a transfer constraint while the Swedes fear of losing 

their jobs does not? One explanation can be the contextual differences between Sweden and 

China. Swedes live in a country with a strong welfare system where unemployment usually 

does not mean that you are without an income (Thomsen, 2016). Reasonably, this could have 

the effect that Swedes are not as scared of losing their jobs, resulting in their motivation is not 

a constraint. An explanation to the Chinese behavior can instead be the high power distance 

that is present in China (Hofstede Centre, 2016). The Chinese business world is very focused 

on hierarchical positions, potentially resulting in how the Chinese are focused on keeping 

their positions and therefore are not motivated to transfer practices further within the 

subsidiary.  

 

Sender and Receiver Ability 
Besides motivation, theory also argues that the sender and receivers’ ability to transfer and 

take in the practices can be constraints to the transfer (Cohen & Levinthal, 1990; Jasimuddin 

et al., 2015; Lin et al., 2005; Minbaeva & Michailova, 2004; Szulanski, 1996, 2000). When 

analyzing the results, it stands clear that the Chinese are a bigger constraint than the Swedes 

in regard to this matter. All of the respondents state that the Swedes’ ability to transfer 

practices is high. This is since the employees have enough experience from this kind of 
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transfer, but also that the company has done a thorough job in choosing the right senders who 

has good knowledge about the practices. Based on Minbaeva and Michailova’s (2004) 

description, the high transferring skills can explain why the senders’ abilities are not a 

constraint to the best practice transfer to Chinese subsidiaries. 

 

The Chinese´ abilities to take in the practices are also discussed, with dispersed results. The 

Chinese respondents argue that the Chinese employees have the educational background 

needed to take in the practices. Thereby, the prior knowledge necessary to absorb the 

practices is argued to be present and the ability is therefore not a constraint. Although, we 

believe that it is worth noting that people seldom refer to their own weaknesses as issues to a 

task. Therefore, the Chinese respondents’ answers regarding this issue should probably be 

viewed with caution.  

 

In contrast, several Swedish respondents argue that the Chinese employees’ abilities are 

constraints to the transfer. The respondents state that some skills are lacking, sometimes due 

to how the schools in Sweden and China focus on different skills in their education and 

sometimes due to different views upon business. The Swedes’ perspective is in accordance 

with Cohen and Levinthal (1990), Jasimuddin et al. (2015), Lin et al. (2005) and Szulanski 

(1996, 2000) who argue that lacking knowledge bases can result in transfer constraints. The 

Swedes argue that the lacking ability partly is due to a different business mindsets of the 

Chinese. Thereby, the constraint can be explained by the theory by Barkema et al. (2015). 

Furthermore, Li and Scullion (2006) argue that institutional differences results in how 

Chinese have knowledge gaps regarding business and therefore have difficulties absorbing 

practices. This could explain why the HQ view the Chinese’ abilities as constraints to the 

transfer.  

 

According to the Swedish respondents, the ability constraint makes the transfer take longer 

time because the Swedes have to ask control questions to make sure that the practices are 

fully understood. In accordance with Perez-Nordtvedt et al. (2008), Zahra et al. (2000) and 

Zander and Kogut (1995), the process dimension of success is then affected since the 

constraint makes the transfer take longer time. Furthermore, the respondents also argue that 

this constraint results in how the Chinese do not understand the practices and that the end 

results can be affected because the practices are not performed correctly. This shows how this 

constraint also affects the outcome dimension of success in accordance with Ciabuschi et al. 
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(2011), Lane & Lubatkin (1998), Perez-Nordtvedt et al. (2008) and Zahra et al. (2000). From 

this analysis, we argue that the outcome dimension is probably affected first by this constraint 

since lacking skills making it difficult for the Chinese to understand the practices. However, 

this in turn affects the transfer process since the practices have to be explained again. Lacking 

receiver ability thereby seems to affect the transfer success in several ways, which makes it an 

important constraint to be aware of for Swedish HQs. This further suggests that HQs should 

hire Chinese employees that not only have the right formal educational degrees, but also the 

relevant specific skills and mindsets needed to be able to absorb the practices successfully.  

 

Relationship and Trust 
Theory further argues that the trust of the sender and the relationship between the parties can 

be a constraint to the transfer (Goh, 2002; Szulanski, 1996). In contrast to the theory, this is 

not an issue in the transfer between the Swedish HQ and the Chinese subsidiary. The 

respondents argue that the relationship is strong between the parties and there is a focus on 

creating team spirit. In addition, everyone is positive towards cooperation. Based on Goh 

(2002) and Szulanski’s (1996) descriptions of a healthy relationship, it can be argued that the 

relationship between the parties is good, which can explain why it is not a constraint to the 

transfer.  

 

Worth noting though is that respondent 9 argues that it is important to be aware of the 

different views of trust in Sweden and China where the HQ must put much effort on creating 

trust in order to gain a good relationship to the Chinese subsidiary. This can be connected to 

Barkema et al.’s (2015) argument of how important trust is in the Chinese society. Therefore, 

a reasonable explanation to why the relationship is not a constraint for the MNC’s transfer is 

because the HQ has, in accordance with Zander and Zander (2010), understood the 

importance of trust in China and handled that difference between the countries correctly. It 

can thereby also be argued that the senders are perceived as reliable and it is not an issue in 

the transfer in regard to Szulanski’s (1996) descriptions. However, we believe that since the 

MNC has been present in China for more than 20 years, it is probably the most critical reason 

to why the relationship is not a constraint to the transfer. It is reasonable to believe that a 

healthy relationship takes time to build and thereby it could have been a constraint 20 years 

ago. For other firms transferring practices to Chinese subsidiaries, this is important to 

acknowledge and the relationship constraint should thus not be completely overlooked. In 

Table 4, a summary of the above discussion can be found.  
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5.3. Organizational Constraints and Transfer Success 
In regard to organizational constraints, the results suggest that different organizational 

structures result in different constraints that affect the transfer success differently. 

Furthermore, it is shown that the organizational resources impact the transfer in different 

ways, resulting in how these are divided in the analysis. 

 

Centralization vs. Decentralization 
The empirical results show that the examined organization was more centralized before and 

the HQ transferred practices through its expatriates. Today, the organization is more 

decentralized and all practices are transferred directly to the Chinese employees. Theory 

argues that centralization results in constraints for best practice transfer (Ciabuschi et al., 

2011; Goh, 2002; Tsai, 2002). However, when analyzing the empirical results, it is shown that 

both centralization and decentralization are constraints to best practice transfer, but in 

different ways. According to the respondents, centralization and only transferring practices 

through expatriates makes the transfer slower. In accordance with Ciabuschi et al. (2011), 

Goh (2002) and Tsai (2002), centralization is thereby a constraint to best practice transfer to 

the Chinese subsidiary. Furthermore, since it makes the time of transfer longer, the process 

dimension of success is affected by this constraint in accordance with Kogut and Zander 

(1995), Perez-Nordtvedt et al. (2008) and Zahra et al. (2000). However, the Swedish 

respondents state that centralization ensured that the Chinese understood and performed the 

practices correctly, something that cannot be as guaranteed with today’s decentralized 

structure. Thereby, it can be argued that also decentralization is a best practice transfer 

constraint. In regard to Ciabuschi et al. (2011), Perez-Nordtvedt et al. (2008), Lane and 

Relational Transfer Process Transfer Outcome 

Sender motivation No impact No impact 

Receiver motivation Time consuming Negative effects on the 
performance of the practices 

Sender ability No impact No impact 

Receiver ability Time consuming Difficulties understanding the 
practices + Negative effects on the 
performance of the practices 

Relationship and Trust No impact No impact 

Table 4. Our own summary of the relational constraints and their effects on the transfer process and 
outcome success. 
	  



	  

	   39 

Lubatkin (1998) and Zahra et al. (2000) who discuss how success is a matter of how the 

receiver understand the practice, can use it correctly and make the organization better off, it 

can thus be argued that the decentralization constraints affect the transfer outcome.  

 

In previous research, it has only been shown that centralization is a constraint to best practice 

transfer (Ciabuschi et al., 2011; Goh, 2002; Tsai, 2002). Our result suggesting that also 

decentralization is a constraint thus goes against theory. One explanation to that might be that 

the literature, such as Ciabuschi et al. (2011), has not put centralization and decentralization 

against each other when examining the structure’s effect on transfer success. In this study, the 

respondents compared the two structures, and a difference was shown. Why centralization 

affects the transfer process is, from our perspective, probably because centralization results in 

a very controlled system with formalization and hierarchical processes. Thereby, procedures 

take longer time since they have to pass formal structures before the practice reach the final 

destination. In contrast, decentralization is less formal, making the transfer faster. However, 

the lack of control can result in important facts may be lost along the way, affecting the 

understanding and end results of the transfer. Since different structures affect the transfer 

success differently, this further proves that success should be looked upon from several 

dimensions. The results also show that it can be difficult to avoid structural constraints; 

instead MNCs face a trade-off whether they want the structure to influence the transfer 

process or outcome.  

 

IT Systems 
Analyzing the empirical results in regard to the organizational resources, the results show that 

the organization’s IT systems are a constraint today since technology has developed. However 

the respondents argue that the lack of good IT systems made the transfer slower before and 

resulted in misunderstandings in accordance with Goh (2002) and Riege (2005). These 

impacts can thus be connected to both the process and outcome dimension of success in 

accordance with Ciabuschi et al. (2011), Kogut and Zander (1995), Perez-Nordtvedt et al. 

(2008) and Zahra et al. (2000). From our point of view, it is not a major surprise that IT 

systems are not a constraint today due to the rapid evolving technology development. 

 

Employee Turnover 
A constraint that is present in the MNC though is the employee turnover in the Chinese 

subsidiary. Droege and Hoobler (2003) argue that employee turnover results in how 
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knowledge and experience are lost for the company, which is what the respondents also argue. 

The respondents argue that the practices then have to be transferred to new employees, which 

makes the transfer take longer time and costs more. In accordance with Kogut and Zander 

(1995), Perez-Nordtvedt et al. (2008), Szulanski (1996) and Zahra et al. (2000), the process 

dimension of success is therefore affected of this constraint. In addition, more employees are 

needed to complete the transfer, which also is something that affects the process dimension of 

success. The transfer outcome however in turn also gets affected since respondent 3 states that 

employee turnover makes it difficult to implement the practices to the new, inexperienced 

personnel. Besides, the performance of the practices might not be as good as with experienced 

employees. In accordance with Lane and Lubatkin (1998) and Perez-Nordtvedt et al. (2008), 

the outcome dimension of success is thus also affected by implementation and end results 

issues.  

 

The employee turnover constraint can probably be derived from the strong economic growth 

China faces today (Barkema et al., 2015; Davies, 2010; Tse, 2010). With a economic growth, 

new opportunities arise on the labor market, resulting in how the Chinese employees easier 

can switch jobs than if the is market saturated. As can be seen in 5.1. above, this MNC has 

focused on making the practices well-documented and clear. Thereby, one could think that 

employee turnover would not be a constraint since the new employees can learn practices by 

the documents. However, this result instead shows that experience is important in regard to 

best practice transfer, no matter the nature of the practices. Other MNCs must therefore be 

aware of this constraint and it will be difficult to avoid since China’s economy probably will 

continue to grow. Thereby, maybe MNCs must develop mechanisms and reward systems that 

motivate the Chinese employees to stay in the company. In Table 5 a summary of the above 

discussion can be found.  

Organizational Transfer Process Transfer Outcome 

Centralization Time consuming No impact 

Decentralization No impact Difficulties understanding the 
practices + Negative effects on 
end results 

IT systems No impact  No impact  

Employee turnover Time consuming + Higher 
costs + High number of 
employees involved in the 
transfer 

Difficulties to implement the 
practices + Negative effects on 
the performance of the practices  

	  Table 5. Our own summary of the organizational constraints and their effects on the transfer process 
 and outcome success.   
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5.4. Contextual Constraints and Transfer Success 
Looking at the empirical results, all contextual constraints are shown to affect the transfer, 

both in the transfer process and transfer outcome. The constraints connected to the Chinese 

culture and educational system are closely connected, which therefore will be analyzed first. 

 

Modest Culture and Institutional Differences 
All of the respondents mention a cultural distance between China and Sweden in politics, 

society, economics and behavior in the interviews, which is in a similar line of reasoning as 

Chapman et al. (2008) and Hofstede (1980). The majority of the respondents also agree that 

the national culture impacts the best practice transfer to a Chinese subsidiary, which is in 

accordance to Tung (1996). De Long & Fahey (2000) and Schein (1996) express that culture 

is a complex phenomenon, which could be a possible explanation to why this constraint is 

still apparent in the organization even though it composes a high cultural awareness through 

many years of experience in China. 

 

The majority of the respondents bring up the cultural constraint of the modest Chinese culture 

and reluctance to that one does not understand, which result in many misunderstandings. This 

constraint can probably be explained by the importance of pride and reputation in China and 

the importance of not making the Chinese workers feel embarrassed (Barkema et al., 2015; 

Buckley et al., 2006). In addition, this behavior can be explained by the Chinese culture of not 

wanting to lose one's face (Qin et al., 2008). 

 

The respondents argue that this behavior of the Chinese can result in how they do not 

understand the practices completely. Thereby, it can be argued that the constraint has a 

negative effect on the transfer outcome in accordance with Ciabuschi et al. (2011), Perez-

Nordtvedt et al. (2008) and Zahra et al. (2000). However, the respondents also state that this 

behavior of the Chinese makes the Swedes asking control questions to ensure that the Chinese 

have understood correctly. The transfer then takes longer time, which affects the transfer 

process in accordance with Kogut and Zander (1995), Perez-Nordtvedt et al. (2008), Zahra et 

al. (2000). From these results we argue that there might be a trade-off in regard to the cultural 

constraint’s impact on the best practice transfer. By developing a cultural awareness, in 

accordance with Zander and Zander (2010), the Swedish HQ can avoid the cultural distance 

affecting the transfer outcome by asking control questions. However, this will instead slower 

the transfer down and thereby affect the transfer process. The other option is for the HQ can 
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to not ask control questions and thereby avoid an effect on the transfer process but risk that 

the transfer outcome is affected. Based on this analysis, it can be shown that cultural 

differences are difficult to completely remove for MNCs transferring practices to a Chinese 

subsidiary. However, we argue that by being present in China for a long time, such as the 

examined MNC has been, a cultural awareness can be developed and the cultural constraint 

can be diminished. We conclusively state that a cultural constraint therefore can decrease over 

time when the relationship between the HQ and the subsidiary gets stronger. For HQs just 

starting to transfer practices to China though, a lack of cultural awareness will probably affect 

the transfer outcome because of an unawareness of the importance of asking control 

questions. 

 

Important to note though is that several respondents bring up that the reluctance to speak up 

when one does not understand also can be a consequence of the different school systems in 

China and Sweden. In accordance with Holmes (2004), the respondents argue that Swedish 

students are encouraged to criticize and analyze facts while students in China rather should 

learn things by heart and respect the facts. Based on these responses, it can be argued that the 

issue of knowing if the Chinese truly understand the practices and the need to ask control 

questions also is a result of the educational system in China. In accordance with Ciabuschi et 

al. (2011), Perez-Nordtvedt et al. (2008), Zahra et al. (2000) and Zander & Kogut (1995), the 

process and outcome dimension of success thereby affected by this institutional constraint in 

the same way as the cultural constraint. An important point can be made of how the 

respondents argue that the Chinese behavior of not saying that they do not understand affect 

the time used and the understanding of the practices, but not the end results of the transfer. 

From our perspective, this is probably because the HQ has developed a cultural awareness of 

this major difference, in accordance with Zander and Zander (2010), and has been able to 

handle it accordingly by asking control questions. The HQs behavior of giving detailed and 

direct instructions can also be a reason to why this does not affect the end results. 

 

In regard to governmental differences, the respondents argue that this does not affect the best 

practice transfer but rather the operations in general. Earlier mentioned research has stated 

that the government has a big impact on the business environment but this study in contrast 

shows that this does not affect the transfer (Groves et al., 1995; Li & Scullion, 2006). As 

respondent 4 mentions, this can probably be explained by how the MNC’s transfer is intra-

firm where no external parties need to be involved. 
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Common Language and Self-Identity 
All of the respondents further argue that the transfer is constrained by language difficulties 

where the employees both in Sweden and in China use their second language, English, to 

communicate. Linguistic differences are often overlooked as an impact on best practice 

transfer (Ambos & Ambos, 2008; Harzing & Feely, 2008). However, this result shows that 

linguistic distances are an important constraint to best practice transfer from a Swedish HQ to 

a Chinese subsidiary.  

 

Respondent 1 mentions that the linguistic constraint was more noticeable in the beginning 

with many misunderstandings, which the organization tried to solve with the use of 

interpreters. The problem is however still apparent today due to lacking English capabilities 

of mainly the Chinese employees. This is in accordance to Harzing & Feely (2008) who states 

that communication relies on a common language to communicate with, which is a problem 

for this organization since not all employees have sufficient English skills. According to the 

respondents, the insufficient English capabilities result in misunderstandings, the transfer 

takes longer time and when using interpreters, it results in increased costs. In accordance with 

Kogut and Zander (1995), Perez-Nordtvedt et al. (2008), Szulanski (1996) and Zahra et al. 

(2000), both the process and the outcome dimension of success is thus affected of the 

linguistic constraint. We believe that the Chinese’ insufficient English skills as a constraint to 

the transfer probably can be explained by Sweden being a more developed country than 

China. Further, we argue that Sweden is highly influenced by the US in music, TV shows and 

news, which has resulted in Swedes generally having strong English skills. In contrast, the 

government hold a strong position in China (Groves et al., 1995), which might result in less 

English influences. We would further argue that language issues probably first affect the 

transfer outcome because it gets difficult to understand the instructions. However, this in turn 

affect the transfer process because time and money has to be spent on overcoming the 

understanding issue. Since the linguistic constraint is very present in the examined MNC, 

which probably partly is due to China is an emerging market, this shows that the best practice 

transfer research should be extended beyond Western markets.  

 

A further point can be made of how Harzing and Feely (2008) argue that the transfer can be 

negatively affected of linguistic constraints because non native English-speakers makes their 

primary language a part of their identity (Harzing & Feely, 2008). However, the results show 

that this has not been an issue in the examined MNC. One reason to this can be that none of 
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the respondents have English as their mother tongue and therefore do not see themselves as 

two groups but rather as an entity. However, as can be seen above, the impact of language 

differences is still apparent in the organization. Harzing & Feely (2008) state that 

communication is essential for organizations and looking at the results, this organization still 

have some work to do regarding this best practice transfer constraint. 

 

Face-to-Face and Time Zones 
All respondents apart from one argue that geographical distances affect the transfer 

negatively. This result is thereby in accordance with Ambos and Ambos (2008). The majority 

of the respondents agree that this constraint impacts the time needed to transfer the best 

practices due to long travel hours and different time zones. Therefore, in accordance with 

Kogut and Zander (1995), Perez-Nordtvedt et al. (2008) and Zahra et al. (2000), the process 

dimension of success is affected by the constraint. In accordance with Perez-Nordtvedt et al. 

(2008) and Zahra et al. (2000), the outcome dimension of success is also affected due to the 

misunderstanding of the practices that comes with not being able to explain the practices face-

to-face. According to some of the respondents, the organization partly addresses this 

constraint by flying workers across the countries. However, this comes with a cost and 

consequently further affect the process dimension of success in accordance with Perez-

Nordtvedt et al. (2008) and Szulanski (1996). These results may not be a major surprise but 

can be explained by Ambos and Ambos (2008) who express that long transmission channels 

and different time zones comes with both higher costs and other complexities. This analysis 

suggests that the geographical constraint is difficult to remove and result in a trade-off for 

organizations. This is because if the HQ flies over the employees to limit the transfer 

outcome, it results in higher costs and thereby affect the transfer process instead. MNCs must 

therefore choose if they find the practice so important so understand correctly that it is worth 

spending money on flying people over to explain it face-to-face. This further strengthens the 

proofs of how success should be looked upon from different dimensions. 

Contextual Process Outcome 

Modest culture and 
institutional differences 

Time consuming Difficulties understanding the 
practices 

Common language and self-
identity 

Time consuming + Higher 
costs 

Difficulties understanding the 
practices 

Face-to-face and time zones Time consuming + Higher 
costs 

Difficulties understanding the 
practices 

Table 6. Our own summary of the contextual constraints and their effects on the transfer 
process and outcome success. 
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The respondents’ answers have been analyzed based on the theoretical framework. It has been 

shown that several of the constraints explained in the theory is relevant in the best practice 

transfer from Swedish HQs to Chinese subsidiaries as well, however not all of them. In Model 

2, a conclusion of the constraints discussed in the analysis and their effect on the best practice 

transfer is shown. The lines in color show the relationship between a constraint and the effect 

on success.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 

Model 2. Our own revised conceptual model. Showing the constraints’ effects on the best practice transfer from a 
Swedish HQ to a Chinese subsidiary.  
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6. Conclusion 
In this section, a conclusion of the findings is presented before implications and future 

research are described. 

 

The aim of this thesis was to get a better understanding of the best practice transfer from 

Swedish HQs to Chinese subsidiaries by studying what constraints there are to the transfer 

and how those affect the transfer success in terms of the process and outcome. 

 

The results show that both internal and external constraints are present in best practice 

transfer from Swedish HQs to Chinese subsidiaries. There are several of these constraints that 

affect both the transfer process and outcome. First, the receivers’, the Chinese’, motivation to 

transfer the practices further within the subsidiary and their ability to absorb the practices are 

constraints to the transfer. These constraints make the transfer take longer time and negatively 

affect the capability building within the subsidiary. In addition, lacking abilities of the 

Chinese makes it difficult for them to understand the practices transferred to them. Further, 

organizational constraints in terms of employee turnover result in how the practices must be 

transferred to new employees with less experience. This makes the transfer take longer time, 

costs more but also that it gets more complicated for new employees to understand the 

practices and to implement them. This constraint is important to be aware of since China’s 

economy is growing, resulting in many opportunities for Chinese workers. Contextual 

constraints in terms of cultural characteristics, differences in educational systems, linguistic 

and geographical constraints also affect the transfer process and outcome. All of these make 

the transfer take longer time and make it difficult for the Chinese to understand the practices. 

Further, linguistic and geographical constraints also increase the costs of the transfer due to 

the need for interpreters and extensive travelling. The most visible parts of the contextual 

constraints were the importance for Chinese to not lose their face as a result of both culture 

and educational system, the insufficient English capabilities of the Chinese as well as a long 

distance between the Swedish HQ and the Chinese subsidiary.  

 

The results also show that organizational constraints in terms of the organizational structure 

affect either the transfer process or outcome. Centralization negatively affects the transfer 

process because it makes the transfer slower. In contrast, decentralization affects the transfer 

outcome because less control decreases the understanding and the final results of the transfer 
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cannot be completely guaranteed. This difference regarding organizational structures’ effect 

on best practice transfer has not previously been shown in research.  

 

Additionally, several constraints were not present in the transfer even though previous 

research has stated it should be. First, the nature of the best practices and the relationship 

between the HQ and the Chinese subsidiary are no constraints. Probably, this is because the 

MNC has been present in China for many years and have been able to develop procedures to 

transfer practices as well as created a strong relationship. Further, the HQ has focused on 

choosing the right senders with the enough knowledge to transfer practices as well has been 

clear about how important the transfer is. This can probably explain why the senders’, the 

Swedes’, motivation and ability are no constraints to the transfer. Lastly, IT systems are not a 

constraint today due to developed technology but have been that before.  

 

In addition, trade-offs are often found in regard to the constraints’ effect on the transfer 

success. Therefore, MNCs can probably not avoid constraints related to organizational 

structures, cultural and educational differences or geographic distances. Instead, MNCs have 

to choose if they want the constraints to impact the transfer process or the transfer outcome. 

These results further prove that future best practice transfer research should examine success 

from several dimensions in order to get a full understanding of the complexity. Further, the 

importance of contextual constraints show how best practice transfer literature should not 

only be based on Western countries. Additionally, an important learning point from the thesis 

can be found in this citation from a respondent; “Sometimes the transfer goes better or worse, 

but in the end it has always ended up well since both parts are willing to understand the other 

ones way of thinking”. While the examined MNC still faces many constraints that affect both 

the transfer process and outcome, it has been able to overcome and handle several constraints 

by developing an awareness of important characteristics, building strong relationships and 

having the right procedures. Swedish HQs that transfer best practices to China could therefore 

use this MNC as a framework in some areas. Thus, they should put much effort into creating 

cultural awareness, the right transferring mechanisms, building strong relationships, 

understand the importance of experience and having people on site when transferring 

practices. This is in order to make the constraints fewer as well as limit the negative impact of 

present constraints. 
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6.1. Implications and Future Research 
Based on the results above, a better understanding of the constraints affecting the success of 

best practice transfer to a Chinese subsidiary has been given. The qualitative research made it 

possible to see that there are often trade-offs between constraints and their effect on success, 

which previously have not been shown in quantitative research. Further, the contextual 

constraints have been shown to have importance in best practice transfer. These results imply 

both theoretical and managerial implications. Theoretically, it shows the importance of 

including the context in best practice transfer literature and not rely on the Western context 

literature. A suggestion is therefore to extend the research to include other BRIC countries as 

well. For managers, this is also an important result since it shows the importance of awareness 

and the willingness to understand other parties in order to succeed with best practice transfer. 

Further, the trade-offs show how future best practice transfer literature should include several 

dimensions of success. For managers, it shows that some constraints are difficult to avoid, but 

it can be possible to choose how the constraint should impact the transfer. Finally, an 

important result is that both internal and external factors affect the transfer success. For 

managers this is important to understand in order to not overlook any potential issues. 

 

The qualitative research results in how these results are not generalizable. While for example 

cultural constraints probably are present for other MNCs as well, we highly suggest that 

future research could use this study’s results to further test them quantitatively on several 

MNCs. In the same way, the results are based on a company from only one industry; future 

research could instead have a multi-case study that includes several industries. Other things 

that future research could benefit from are to include as many Chinese as Swedish 

respondents, in order to limit the potential bias of having more respondents from one country 

than another. 

 

Looking at the results, some constraints are not an issue today but has been that before or 

might become constraints in the future, such as organizational IT systems and senders’ 

motivation. Future research could build on this insight and study when in the transfer different 

constraints affect the transfer success. Finally, we believe that the examined MNC has been 

able to overcome several constraints by experience. Future research could therefore make a 

similar study on one or several MNCs that have not had subsidiaries in China for a long time 

to find out if there are any differences compared to this study.  
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Appendix 1 – Interview Guide 
1. What is your role at the company and for how long have you worked in the 

organization? 

 

2. What have been your role of the best practice transfer to China from the Swedish 

headquarter? 

 

2. Please describe the organization’s best practice transfer from the Swedish headquarter 

to China? 

 

4.  Describe the effects of the best practice transfer as a whole? 

 

5.  Are there any factors that have been a problem for the knowledge transfer process? 

Which ones? 

 

6. How would you describe the best practices transferred? Are the characteristics 

problematic for the transfer? If so, how does it affect the transfer (in terms of 

resources, understanding issues, final results etc.) 

 

7. What is your perception of the employees at the Swedish office motivation and 

attitudes to transfer the practices? Is this an issue for the transfer and if so, how does it 

affect the transfer (in terms of resources, understanding issues, final results etc.) 

 

8. What is your perception of the employees at the Swedish office ability to transfer best 

practices to the Chinese office in an understandable way? Is this an issue for the 

transfer and if so, how does it affect the transfer (in terms of resources, understanding 

issues, final results etc.) 

 

9.  How would you describe the Swedish HQs and the Chinese subsidiaries relationship? 

Is this an issue for the transfer and if so, how does it affect the transfer (in terms of 

resources, understanding issues, final results etc.) 
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10.  What is your perception of the Chinese employees motivation and attitudes to receive 

the best practices? Is this an issue for the transfer and if so, how does it affect the 

transfer (in terms of resources, understanding issues, final results etc.) 

 

11. What is your perception of the Chinese employees knowledge base to understand and 

implement the best practices? Is this an issue for the transfer and if so, how does it 

affect the transfer (in terms of resources, understanding issues, final results etc.) 

 

12. How would you describe that the organization itself? (such as the structure, systems, 

workforce). Is this an issue for the transfer and if so, how does it affect the transfer (in 

terms of resources, understanding issues, final results etc.) 

 

13. How do you perceive that the national culture differences between Sweden and China? 

Is this an issue for the transfer and if so, how does it affect the transfer (in terms of 

resources, understanding issues, final results etc.) 

 

14. Have you noticed that the impact of the regulations and government in the transfer? Is 

this an issue for the transfer and if so, how does it affect the transfer (in terms of 

resources, understanding issues, final results etc.) 

 

15. Have you had to adjust your learning of the new knowledge from the Swedish 

headquarter in any way? Is this an issue and if so how? 

 

16. What is your perception of the Swedes and Chinese’ employees level of English? Do 

you feel that Swedish vs. Chinese is an important part of your identity? Are these 

issues for the transfer and if so, how does it affect the transfer (in terms of resources, 

understanding issues, final results etc.) 

 

17.  Do you believe that the geographical distance influence the transfer in any way? If so, 

how does it affect the transfer (in terms of resources, understanding issues, final 

results etc.) 

 

18. Did anything surprise you with the transfer? 
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19. Are there anything that you would like to add regarding the transfer that we have not 
brought up?  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


