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Abstract

The paper examines the extent of expatriates’ emide on knowledge sharing/transfer
in MNCs. Based on nineteen interviews with Chinelé& managers on their learning
experiences with expatriates; the paper investgabeial interaction between them in
four areas: frequency, multiplicity, density andaljty. The findings confirm the
significant influence of expatriates on knowled@arng/transfer. However, the extent
of the influence and their role for knowledge shgfiransfer is weakened by the fact
that they are no longer the main source of knowdedgcal employees have taken the
initiatives to seek out knowledge sources and lagriopportunities themselves and
extend their social networks.

(100 words)
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1 INTRODUCTION

The extant literature suggests that expatriate gexsahave a key role in sharing and
transferring management knowledge to local emplydearing their international
assignments (Bonache & Brewster, 2001; Harris &Bter, 2001; Riusala & Suutari,
2004). Expatriates are perceived as the knowledgeecs and the main source of
knowledge. In the last three decades, with the imiggeconomic development and
changing labour market in China, the circumstanfms deploying an expatriate
workforce may have changed. While the objectives kKaowledge sharing and
transferring in MNCs remain a priority, the role thie expatriates in achieving such
objectives could have changed. It is therefore edn® reassess the situation. To
understand whether expatriate managers still playkey role in knowledge
sharing/transfer in subsidiaries and how, this pap#l investigate the extent of
expatriate managers’ influence on local employesgiiang management knowledge
through social exchange theory and social netwatksh as Guanxi. Research on
understanding the role of expatriates on knowleslggring/transfer is mainly carried
out at the organisational level in the form of casedies and from the expatriates’
perspective (Gamble, 2000). There are few studiesstigating it at an individual level
and from the perspective of local employees. Thishat this project intends to do.

Specifically, the present research will examinedbeial interaction between expatriate
managers and local employees in subsidiaries ifioilreareas: frequency, multiplicity,
density and quality. By reviewing the learning exgece of nineteen Chinese HR
professionals who worked closely with expatriatenaggers in Chinese subsidiaries, the
paper will seek to reveal the extent of expatrratmagers’ influence on Chinese HR
professionals acquiring HRM knowledge.

The project has found a positive and linear linkwaen the four areas of social
interaction and knowledge sharing/transfer. Theeeewarious opportunities for social
interplay in the workplace generated from these faeas, which are essential and
crucial for knowledge sharing/transfer. The presesearch also found that knowledge
exchange via social interaction between expatmaémagers and Chinese employees
was achieved in a spontaneous yet subconsciousnuénat local employees will not
realise the extent of expatriates’ influence omthamtil a reflection is forced upon them.
However, the extent of the influence and their rae knowledge sharing/transfer is
weakened by the fact that they are no longer than maurce of knowledge. Local
employees have taken the initiatives to seek owwlkedge sources and learning
opportunities themselves and extend their sociaors.

The paper will firstly provide an overview of lisgure on knowledge sharing/transfer
via social interaction, and a review on knowledg@arsg/transfer via international
assignments, in order to develop a conceptual fnariefor the project. Secondly, the
paper will explain the research methodology inalgdon how the project was designed,
carried out and also introducing the dataset. Ratdysis will be discussed under the
sub-headings of the four areas of social interactiGorrelation between the four
elements and additional findings related to knogéedharing/transfer will be further
discussed in the key findings, followed by conadasi with policy implications for
MNCs, acknowledgement of limitation and suggestimngurther research.



2 KNOWLEDGE SHARING/TRANSFER VIA SOCIAL INTERACTION

Originated from Polanyi (1967), then subsequentateland extensive research have
been done on defining knowledge by many scholasokC& Brown, 1999; Darby,
1995; Davenport & Prusak, 2000; Spender, 1996; ijl2002). This paper takes the
view that knowledge is embedded in practice (CooBi&wn, 1999). It will present
knowledge as an active, highly situational and ewtual concept where individuals
give meanings to information and contribute to klemlge creation (Larsen, 1997).
From a pragmatist’'s perspective, knowledge is wtded not as static and abstract
phenomenon but rather as an active process of kgpothiat is embedded in dynamic
human actions (Cook & Brown, 1999; Jakubik, 200-)rthermore, knowledge is not
an object shared materially but socially constrdidi&rough cooperative efforts with
common objectives. It is built in the artefactshé&eoural patterns and actions, and
calls for an ‘epistemology of practice’ (Cook & Bvo, 1999). Social structures in
organisational relationships create a general freonie and social context for individual
learning and knowledge sharing in organisationsgé&@a, 1997).

Prior research on knowledge sharing largely focueaes developing knowledge
networks (Awazu, 2004; Davenport & Prusak, 2000yl Earning communities (Brown
& Duguid, 2001) to encourage knowledge production &nowledge flows within
organisations. The present research draws insightssocial exchange theory, because
it explains very well the social interplay amongshployees so as to achieve the
knowledge sharing in organisation. Blau (1964) mdi social exchange as ‘voluntary
action of individuals that are motivated by theures they are expected to bring and
typically do in fact bring from others’ (p91). Wing on social exchange theory
suggests that individuals will exert effort to @plthose who have benefited them.
According to this perspective, individuals shouklphthose who have helped them in
the past. The basic idea behind social exchangeryssimilar to one of Chinese culture
facets, Guanxi. Guanxi (normally translated as petg) is an indigenous Chinese
social-cultural construct. It is defined as ‘a per@ tie between two individuals based
on sentiment and mutual obligations (Chow, 20G4)pkrates in the way that providing
a benefit to someone, who can be in the form offta @ favour, etc., obligates the
receiver to repay that benefit in future. As wittisl exchange theory, Guanxi focuses
on interpersonal behaviour as an exchange protesevelops over time, forms a
strong bond with the target, and facilitates susftésocial exchange.

Based on the concepts of social exchange theoryGarohxi, individuals are likely to
engage in positive social networks when they recéuness of exchange. Chow (2009)
explains that in the collective Chinese societgjametworks and social exchange play
a major role. For example, establishing harmonimisrpersonal relationships with
peers and helping colleagues solve problems hawg been considered as virtues in
Chinese society. The mutual exchange, obligatiomgbtedness, and favour provided
via Guanxi networks are more prominent than in \&festsocieties (Chow, 2009).
However, the idea of social exchange is arguedetodmmon in all societies (Pierce &
Maurer, 2009). Placing it under the learning cofitegcial relationships and exchange
allow employees to learn on their own and with eaitter (Chow, 2009). It is through
this learning and sharing of knowledge that peama become more efficient and
innovative.

To realise the knowledge-sharing potential of dawgworks and relations, Hansen et

al’'s (2005) study on social networks inspires thespnt research to think deep about
socialisation amongst employees. The socialisatiechanism can be categorised into
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three sets of social networks: 1) a day-to-day ogtw- established relations with
colleagues who meet on every day basis; 2) a frequetwork — established relations
with colleagues from other project teams or depantisi who meet on a regular basis
but not necessarily every day; 3) an occasionalaort — established relations with
colleagues of other organisations or interest ggauside of workplace. The proposed
three sets of social networks indicate the complexand dynamic features of
socialisation among employees. Drawing the concémim knowledge networks
(Awazu, 2004) and communities of practices (Wend®98) and its effects, social
networks provide employees with plentiful opporties for knowledge exchange and
can have similar effect on facilitating knowleddesng/transfer. These opportunities
coupled with the training and development and mamjoprogrammes will allow
employees to acquire tacit knowledge, which cany dm learned through social
interaction and personal experience. Thus, the sacte socialisation mechanism
including social networks could have an immediatgact on the local employees
acquiring knowledge and experience. It should kedthat social interaction is a two-
way knowledge exchange (Lawson, Petersen, Couikgndfied, 2009), although the
present research does not investigate the impaexpatriates’ learning.

The success of knowledge sharing/transfer not delyends on the accessibility to
social networks, but also depends on the manageediatviour and knowledge base of
expatriate managers. Employees who perceive thgersisors to value knowledge
sharing feel more inclined to share knowledge (3a@& Washington, 2003).

3 KNOWLEDGE SHARING/TRANSFER VIA EXPATRIATE MANAGER S

The presence of expatriates in subsidiaries is itapbto an MNC in order to establish
a control mechanism and coordinate business opaesafHarris & Brewster, 2001), but
the notion of using expatriates as a vehicle fasvkiedge transfer has received more
attention in literature (Bonache & Brewster, 20Biysala & Suutari, 2004). Expatriates
are seen as a medium for both forward knowledgestea to subsidiaries (lles & Yolles,
2002) and reverse knowledge transfer to the pdment (Edwards & Ferner, 2004).
Importantly, it has been acknowledged that expasgiaot only assist in the transfer of
theoretical knowledge through the introduction ambkemination of corporate policies
and procedures, but also assist in the transféneof tacit knowledge and experience
during international assignments (Gamble, 2003)owdrdge transfer was among the
main concern when the expatriate was originallgded for the assignment. This is
evident in Riusala and Suutari’'s (2004) study andaled that in Finnish subsidiaries,
expatriate managers were highly involved in the kepwledge transfer activities.
However, the transfer of knowledge was found tanbevery systematically managed
in subsidiaries (Riusala & Suutari, 2004).

In order to achieve successful knowledge tran$fCs have introduced succession
planning (Huang, 2001) and localisation programifiesv, Wong, & Wang, 2004).
However, as literature has revealed that such progres have produced mixed results.
While successful cases have been reported sucheasase study of Lafarge (Jones,
1999) in China have shown that localisation carcsed there; others were struggled to
make it work or reluctant to implement it. Nonetrsd, studies have revealed that the
subsidiary not only has the objective of localiseypatriate positions but also that of
developing local staff (Rogers, 1999). Some congmhave used it to a better effect by
incorporating it into an important staff developrhstrategy (Taylor & McGraw, 2004).
Failed cases, on the other hand, showed that thgrgmmes have its ideal value,
though with limitations and too difficult and congated to implement.



Moreover, the fact that some international assigriméave failed shows there is no
guarantee of the success of expatriation poliditeraing, 2002). Some research has
questioned the selection process and the qualitgxpiatriate managers (Harris &

Brewster, 1999). These factors could affect theiaaaterplay between expatriate

managers and local employees on the density of lauge exchange and what local
employees can learn from the expatriate managers.

4 CONCEPTUAL FRAMEWORK: THE AREAS OF SOCIAL INTERAC TION

The emphasis of expatriate management literaturknomwledge transfer implies that
management knowledge travels in one way directiomfthe West to China. As we
will have noticed the rapid economic growth in Ghend increasing outward Chinese
investments to the rest of the world, it is necessa consider that management
knowledge travels in a reverse direction (Edwardsesner, 2004). Instead of using the
term, knowledge transfer, the reader will notickdttthe project adopts the term
knowledge sharing/transfer not only to acknowletige the transfer goes in a two-way
direction, but also to stress that the successémister can only be achieved through
knowledge sharing.

To comprehend the social interaction between eigbasr and local employees, the
present research draws literature on socialisatr@thanism in the form of social
networks (Hansen et al, 2005), the project propdseassess the social interplay
between expatriate managers and local employeeg®un elements of frequency,
multiplicity, density and quality.

» Frequency — how regular do the two parties intemticthat network level

= Multiplicity — how diverse do the two parties inket using social networks

= Density — how intense do the two parties interaettat network level

» Quality — an added element to assess the knowledgk experience of
expatriates and the skills of sharing and transfgrknowledge.

The examination of frequency and multiplicity walssist us on understanding the
regularity and accessibility of diversified opparities for social interaction. The

examination of density and quality could assist ars understanding what local

employees have learned from expatriates and thelkdge and experience background
of expatriates. Such evaluation will enable us nolarstand the extent of expatriate
influence on local employees acquiring managemeowkedge, and the present role of
expatriates on knowledge sharing/transfer.

5 RESEARCH METHODOLOGIES

The project takes an interpretive approach andstiyates it at an individual level from
the local employees’ perspective. The project ihgates the working experiences of
respondents with expatriate managers, includindgy btR expatriates and/or non-HR
expatriates throughout their career. The type aiagament knowledge that the project
investigates is human resource management podoi@practices. However, the project
will not examine the specific HRM knowledge in detan what the respondents have
learned, but on their social interaction at workplahat facilitates the acquisition of
HRM knowledge. Specific interview topics include): dccess to social networks; 2)
learning activities with and without the involvemeosf expatriates; 3) key learning



points in their career; and 4) evaluation of thaldqy of expatriates that the respondent
has worked with.

Through personal networks and snowball samplingtesgly, nineteen Chinese HR
professionals who worked in Chinese subsidiarieBINCs were invited to the project
with two worked for the same company. Empiricaladatas collected through semi-
structured interviews (Easterby-Smith, Thorpe, &veo 2002). While fifteen one-to-
one interviews were conducted; the remaining fowas vwonducted via telephone.
Sixteen interviews were recorded and three didupain the requests of respondents.
The actual length of the interview lasted betwe@naGd 90 minutes, subject to the
experiences of respondents and the flow of the emation. All interview notes were
transcribed into English by the author. Confidditiavas assured to all respondents.
Permission to use the data for research was gramntetbled that the respondent names
and company names are anonymous.

6 THE DATA ANALYSIS

The data analysis was carried out manually and thighassistance of Nvivo, qualitative
research analysis software. In order to carry aueaningful examination, all irrelevant
extracts were eliminated at first. The transcriptse then uploaded in Nvivo for data
analysis. In referencing to the four areas, initiaur tree nodes were created.
Subsequent tree nodes and child nodes were crdatet) the coding process. Nvivo
was used for text/node searching, grouping androgping; exploring correlation
between nodes; counting numbers of similar expeegitomments, and importing
figures for re-working in PowerPoint and Excel. Mahanalysis was intended to be
carried out occasionally to check if there wereitmithl themes missed out in the
process. However, Nvivo analysis is a time-consgnprocess. There is insufficient
time to complete the analysis before the submissiearly half of the data analysis was
carried out manually.

All respondents were given a pseudonym; compahggsthey were working at the time
of the interview were randomly given an alphabéte Summary of respondents’ profile
is provided in Appendix 1; company profile is prded in Appendix 2. To express my
understanding of the experiences of respondentgctdiquotation is used for
demonstration purposes in the analysis. A genematiple is to select quotations that
have the best illustration value and that are gmopate for the flow of the discussion.

Of the nineteen respondents, fifteen had at leastyears HR working experience, and
ten had over nine years of HR experience. Of the fespondents with less experience,
two (Ally and Stephen) were recently promoted ® plosition of HR manager; and the
remaining two (Tony and Emma) had started their ¢#Reer recently. Five of the
fifteen with extensive HR experience were taken thghest HR position in the
company although their titles differ from each othe

Respondents had various degree of social interactiith expatriate managers.
Generally, respondents with more HR experiencestia@ extensive social interaction
with expatriate managers than those with less HRemances. Presumably, in the
context of acquiring HRM knowledge, HR expatriatesuld have more impact on
knowledge sharing/transfer than non-HR expatriafée. difference on interacting and
learning from HR and non-HR expatriates was evidanthe interview. However,
because the paper explores the extent of expafriatdluence on knowledge
sharing/transfer in general, not on the influenicdifferent types of expatriates, the data



analysis presented here will examine the respostdsotial interaction with expatriates
as a whole. The data analysis will be discusseeritie sub-headings of the four areas
of social interaction.

6.1 Frequency

Frequency is primarily determined by the naturehef respondent’s job on whether it
required regular contact with expatriates. Overalll,respondents have some level of
workplace interaction with expatriates throughdwtit career. As they progressed in
their career ladder, the opportunities of interagtvith expatriates at various levels
increased. Connected to their job responsibilitigseen respondents with more HR
experiences had more regular interaction with eiqias than the remaining four.
Furthermore, five respondents in senior positioasl workplace interaction on an
everyday basis.

Following the assumption that more workplace inteom provides more learning

opportunities for knowledge sharing/transfer, ituldobe inferred that the frequent
interaction with expatriates on a regular basig., €lay-to-day networks, could leads to
positive learning outcome through knowledge andceerpce sharing.

6.2 Multiplicity

Multiplicity is examined based on the three levelssocial networks described in the
literature. The accessibility of various networks veorkplace could directly and
indirectly affect the exchange of knowledge andegigmce. Because social interaction
examined by this project is workplace related, auhree sets of networks, day-to-day
networks and frequent networks are though to haseerdirect impact on knowledge
sharing/transfer compared to occasional networks.

Nearly two thirds of respondents including fivesemior HR positions had a day-to-day
interaction with expatriates; while one third o$pendents had a project-based frequent
interaction with expatriates. Two thirds of respemnidhad access to occasional networks
such as internal and external HR communities/fofalmss. This shows us that
respondents had a broad range of social networkidable and accessible both within
and outside their companies.

When asked about the variation of social interactioth expatriates for knowledge

exchange at workplace, instead of highlighting kb&ning networks that they had

accessed to, respondents stressed other formaroirig that they had been offered. For
example, nearly half of the respondents were spedstor a MBA study; overseas

training opportunities (Winona, Alen, Debbie andni2d); short overseas visits (Eddie,
Amanda, Brenda and Steve) participating in exteHfalclubs/communities (eg, Clare,

Steve). They perceive the provision of such leaynopportunities is equally as

important as learning from expatriates.

Although there appear to be a conceived connetigiween the accessibility to social

networks and knowledge sharing with expatriatesabse there are other factors in the
picture, it is uncertain the impact of the diversiaf networks on the respondents

concerning the intended knowledge sharing/transfer.



6.3 Density

Density is assessed according to the retrospedigves of respondents on the content —
what they have learned from expatriates based ein plast experience. Nonetheless,
this is a subjective examination, because theretner factors could contribute to the
acquisition of HRM knowledge in addition to thelugnce of expatriates. Respondents
were asked to provide information on what they Haaened from a specific expatriate
and/or from expatriates in general. Over half afpandents provided information on
learning from a specific expatriates; about onerdthof respondents provided
information on learning from expatriates in general

Brenda: | think it is easy to gain theoretical knowledsfehow to do HR job but
the key is to learn Western management’s condeptyay of doing things from
expatriates. These are what | have learned fromkingrwith expatriate
colleagues, not from individual expatriate...

Nearly one third of respondents had dedicated mgnieho were expatriates, to coach
them. The density of learning from mentors was ge@ed as much higher than
workplace interaction with expatriates.

Daniel: He is a very good mentor to me, also a very gbmhd. He is an
American-born Chinese. He has an PhD in Psycholétiy. expertise is on
education and training. In the US, as an AmericamIChinese, he is the one of
top or the best in the US. What | have learned fomm is that you need to be
strategic and have vision. You also need to beicicon dealing with
situations....Another one was my American Boss whouieed me.... Even
though | only had a short time working togethdrave learned a lot from him.
Steve One expatriate [business partner] will guide me&vork with more senior
managers on different situations. He encouragedontearn American culture
and relationship management. | have also learnedisten and provide
constructive feedback. They will not say they dahibk so, they will say that is
interesting. They will then explain it to you.

As illustrated in the above, the length and freqyenf workplace interaction appear to
be a determining factor on the density of knowlegdgaring/transfer. On one hand,
respondents themselves were a determining factachowsing what they wanted to
learn; on the other hand, the quality of expatsiatas another determining factor.

When evaluating what respondents had learned fropateates, there was apparent
evident and consensus on the distinctive differemesgween Western management and
Chinese management styles. Over half of the resgraadvere clearly expressed their
endorsement and acceptance that Western manageoma@pt was a better and more
effective one than the Chinese.

6.4 Quality

Quality of the expatriates is assessed based opettoeption of the respondents on the
knowledge and experience of the expatriates thay thad worked with. What
respondents had learned from expatriates was dubjélce knowledge and experience
of expatriates, as evident in Judy’s experience.



Judy: | have worked for four expatriate HR directorshey had different

backgrounds and working styles. | have learned ftbem in different ways.

The first one had a good sense of business andtlovir years experience. He
handled HR matters without any trouble and was ableconvince and

communicate with departmental managers and with@eeral Manager. The
second one was good at the operational side of HERpaid attention to the
implementation of HR activities. The third one feed on details of HR policies
and practices, including updating policies and qeas files. Like the first one,

the fourth one was experienced and creative. Hehasiged the connecting of
HR practice with business strategies. From theteained different aspects of
HR policies and practices. The first and the foueth me a strong impression
and taught me the importance of understanding tisabss.

Mixed views were also gathered on the quality gfa®ates related to the country of
origin. Distinctive management style between Asiexpatriates, especially HK
expatriates, and western expatriates was highligtiteing the interview. In addition to
different management styles, lack of trust on Cégnemployees appears to be the main
barrier for Asian expatriates. This has been raised number of respondents (Debbie,
Kirsty, Arthur, Eddie, Amanda).

Kirsty : | have worked for two HK managers, one is the, tegry best and

capable; the other is not very good.

Arthur : |1 have worked with Asian expatriates and Europaad American

expatriates. | feel that it is easier to work wiHuropean and American
expatriates than Asian expatriates. You can talknbp with EU and US

expatriates and they listen to your opinions. Asexpatriates emphasis on
figures and details and they like monitor your baetyar. You don’t speak as
free as you do with UE and US expatriates.

However, this is in contrast with the experienceésame respondents (Winona, Lynn,
Debbie and Kirsty) who had high appraise for the éipatriates that they had worked
closely. Despite the comments of respondents gigrieg HK expatriates, which may
be true in some cases. Evidence here seems tossubgge HK expatriates working in
China possess not only the expertise and experitamcalso have the ability and skills
to share and transfer their knowledge to Chinesg@yee.

While the respondent agreed that the majority gfaéxates were experienced and

knowledgeable, they found they had learned a glealtfrom them, there were a small

number of expatriates were not very good. As they dbserved, those less competent
expatriates often ended their contract early.

Daniel: what kinds of expatriates being sent here dependfie company and
its culture. For example, companies like GE wilhdehe best to Asia, and then
after a few years send them back. But frankly simggla lot of expatriates are
not qualified when they were sent to China. Theyewasther no job opportunity
there in Headquarter... or some old for retirementMy. present appointment
is to replace the expatriate HR director... Yes,diked to deliver the work and
got fired. | replaced him. My title is the Greati@HR Director.

Additional, all respondents also acknowledged thHay not only learned from

expatriates but also from their Chinese colleagtesir respondents (Brenda, Lynn,
Aden and Arthur) provided live examples, describmogv they had learned from their
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Chinese colleagues: one Assistant General ManaigeHHR background (Brenda), one
General Managers (Lynn) and two HR Director (Aded Arthur).

The data shows that regardless of country of oritp@ knowledge and experience base
of expatriate is a crucial determining factor onatvlocal employees can learn from
them. Equally, the learning experience could bedéried if expatriates were not
qualified and did not have the skills to sharertkeowledge, and by other factors such
as cultural conflict and language barrier.

Culture conflict appears to be the main concernsrayst the respondents as they saw it
as a major barrier for effective communication aodial interaction. However, once
pass this barrier, this project revealed that gelarumber of respondents (e.g., Sally,
Kirsty and Daniel, Lynn and Winona) with extensi®& experience and fruit English
skills were able to interact with them at all lesyehot only developed professional
workplace knowledge and experience exchange but ddéveloped a friendship at
personal level.

7 Discussion and Key findings:

The above analysis shows us that each area ofl sok@eaction can contribute to the
knowledge sharing/transfer at various levels. Tiwr fareas also correlate with each
other. Frequent contact has certainly enhancedeitent of knowledge exchange
between expatriates and Chinese employees, thusaies a possibility of gaining
HRM knowledge in the process. However, the causialtionship between frequency
and density, the enhanced learning outcome, is degsin. On the other hand, the
causal relationship between quality and densityeappto be a convincing one, which is
evident in that high quality expatriates regardlessountry of origin has achieved
more successful sharing and transferring of knogdetid Chinese employees than those
with low quality expatriates. Moreover, high qugléxpatriates with increased frequent
and diversified social interaction with Chinese é&gpes through such as mentoring
programme can result in a high density of knowleslygring and knowledge exchange.

The findings confirm the significant influence ofikpatriate managers on local
employees acquiring management knowledge, eviatetita discussion of density and
quality. However, the extent of the influence angeit role for knowledge
sharing/transfer is weakened by the fact that ey no longer the main source of
knowledge. Local employees have taken initiativesdek out knowledge sources and
learning opportunities themselves and extend #waial networks.

An additional finding has emerged from the datalymi® Respondents have
demonstrated a great learning desire, as cleaolysin the interview with Brenda.

Brenda: It is not attending a training courses makes gaun, it is that yourself to
find things and be aware of people, things aroumd yn other words, you need to
find knowledge yourself, learn from expatriatesithithinking. 1 worked with on
HK HR manager, his expertise is on CompensationBarefits. To work with him
forced me to think more on C&B.

Respondents have an admirable attitude towardsiteprHRM knowledge. They

stressed that expatriates were not the only souare$iRM knowledge. There are
plentiful of sources both within and outside thenpany such as internal HR forums
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and HR communities and clubs, all of which respotsiéound it had helped them in
acquiring HRM knowledge and experiences.

The casual relationships between four elements smwikl interaction between the
expatriates and local employees and its effect mowkedge sharing/transfer suggest
that knowledge sharing/transfer is a dynamic pheaman with multiple variables. The
extent of expatriates’ influence on achieving kneage sharing/transfer is seen as
significant and evident in the data analysis. Hosvethe concrete evidence of such
influence on acquiring HRM knowledge is not easgétect and slow to emerge. Social
interaction at workplace and its impact on knowkedtharing/transfer is a gradual
process, sometimes at subconscious level. It thkes and respondents may not be
aware of such influence and its value at the tiRespondents did not realise the
influence of expatriates who they had worked with their learning until they had
reflected upon it. The influence is dynamic andatit#. The extend of such influence is
largely determined by the local employees on tlaenieg opportunities offered by the
company and sought by themselves, and by the éxigainanagers on their knowledge
and experience base and how they facilitate thevledge sharing/transfer via social
interaction at workplace.

9 CONCLUSIONS

This paper sets out to review the current situattoncerning the contribution of
expatriate managers in knowledge sharing tranifeestigated it from the perspective
of Chinese HR managers, the project has foundttieatole of expatriate managers on
facilitating knowledge sharing/transfer is lessngigant than what was thought,
although the extent of their influence on local é&ypes acquiring management
knowledge is considered as significant. In lightiofreased diversified sources of
management knowledge and diversified learning dppdres, the role of expatriates
on knowledge sharing/transfer has faded as thel leogployees have taken the
responsibility of learning new advanced knowledgéheir own hands.

Findings on the four areas of social interactiod aarrelations between the four areas
could assist both expatriates and local employeedentify areas for improvement to
enhance the social interaction between them. Onttiex hand, organisations could pay
more attention on creating a learning environmieat €éncourages social interaction and
knowledge exchange at workplace, and pay less taitelon defining the role of
expatriates on knowledge sharing/transfer.

The main limitation of this paper relates to theeach methodology. Because of
subjective nature of data analysis and interpatatiom the retrospective reflection
based on the respondents’ experience, it limitspibesibility for theory building. A
small sample of 19 respondents has also limitediticierstanding on the subject from a
wider population. To overcome the methodologicatittions, the future research on
the subject could adopt a mixed approach of ingtigsm and positivism. A
guantitative survey on the four areas of sociarenttion between expatriates and local
employees can generate more fruitful data and patential for theory building.
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Appendix 1. Summary of Respondents’ Profile

Adam: male, administration background, previously wakrke Foreign Enterprise
Services Co. (State Owned Enterprise); MBA. HR &woein Company A. Currently
on a 2-year secondment contract as Executive Diratthe Headquarter of Company
A. Total 17-18 years HR experience.

Daniel: male, fresh graduate background, BA, EMBA. HRYRCompany B. Total 20
years HR experience.

Sally: female, finance background, BA, Diploma in Managat. HR Director in
Company C. Total 8 years HR experience.

Brenda: female, previously worked in state owned entegsj MBA. Senior HR
Manager in Company D. Total 14 years HR experience.

Lynn: female, secretary background, BA, EMBA. Head &f i Company F. Total 9
years HR experience.

Steve male, training background, BA, MBA. Site HR Maea@g OD Manager in
Company G. Total 5 years HR experience.

Aden: male, fresh graduate background, BA.HR consulta@ompany |. Total 9 years
HR experience.

Amanda: female, training background, BA, MBA. OD ManageCompany J. Total
11 years HR experience.

Arthur : male, fresh graduate background, 2 BAs, MBA. @oaife HR Manager in
Shanghai Headquarter of Company L. Total 8 yearekerience.

Eddie: male, training background, BA and MBA. HR ManageCompany M. Total 9
years HR experience.

Kristy : female, fresh graduate background, BA and MSEIRD. HR Manager in
Company N. Total 7 years HR experience.

Clare: female, secretary background. BA medical degféemanager in Company O.
Total 6 years HR experience.

Ally : female, secretary background, BA. HR & Admin Mgeain Company P. Total 2
years HR experience.

Stephen male, sales training background. HR & Admin Magraig Company Q. Total
1 year HR experience.

Emma: female, secretary background. HR supervisor im@any R. Total 4 years HR
experience.

Tony: male, administration background, previously waorkea State owned Enterprise,
BA, MA in Education, studied in the USA. Assist&R Manager in Company K. Total
3 years HR experience.

Debbie female, administration background, previously kuog as Manager in
Personnel (Lao Zi Ke in Chinese) in a State Owneigiiprise, Diploma. HR Manager
in Company E. Total 12 years HR experience.

Judy: female, secretary background, BA, Master in Pslatiy & HRM (ongoing
study). HR Manager in Company H. She is currerttiggng a 2- year’s Master degree
in Applied Psychology and HRM in Beijing Universifjotal 9 years HR experience.
Winona: female, secretary background, High Diplomas, MBAgoing). HR Manager
in Company F. Total 11 years HR experience.
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Appendix 2: Profile of Eighteen Companies

Company | Company Description Source
Code
A American, Power and Engineering Company Adam
B British, Pharmaceutical Company Daniel
C American, Pharmaceutical Company Sally
D Danish, Beer Company Brenda
E American, Consumer Goods Company Debbie
F French, Luxury Goods Company Lynn, Wing
G American, Silicon Technology Company Steve
H American, Supermarket Chain Judy
I German, Technological Systems Company Aden
J French, Food Company Amanda
K British, Consumer Goods Company Tony
L Dutch, Electronics Company Arthur
M American, Consumer Goods Company Eddie
N American, Oil Product Company Kristy
0] European, Risk Investment Company Clare
P Swiss & German, Electronics Systems Company  Ally
Q Swiss, Elevator Manufacturer Stephen
R French, Building Materials Company Emma

na
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