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Abstract 

Emerging-market multinational enterprises (EMNEs) have been increasingly engaged 

in outward foreign investments, the distinctive feature for their internationalization 

being the aim of strategic asset-seeking and acquiring knowledge. Thus, reverse 

knowledge transfer is significant in achieving innovation catch-up. Subsidiary 

willingness towards reverse knowledge transfer has huge implications for building up 

competitive advantages for MNEs. However, research on EMNEs shows that the 

subsidiary willingness towards reverse knowledge transfer is rather low. In this vein, 

the purpose of this thesis is to explore headquarters initiatives to improve subsidiary 

willingness in EMNEs. This thesis conducts a qualitative case study by semi-structured 

interviews with respondents from both headquarters and subsidiaries in a Chinese MNE. 

A case of a Chinese MNE, Geely, and its two Swedish subsidiaries (i.e. Volvo Cars and 

CEVT) is adopted to explore our research question. The findings suggest that 

headquarters in EMNEs can improve subsidiary willingness towards reverse 

knowledge transfer by promoting socialization between headquarters and subsidiary, 

granting subsidiary autonomy, making contributions to the subsidiary as well as 

maintaining headquarters/subsidiary cooperation. This thesis contributes to the research 

on reverse knowledge transfer and EMNEs by identifying new antecedents which 

influence subsidiary willingness in EMNEs. 
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1 Introduction 

1.1 Research Importance and Objective  

Knowledge is the key source of competitive advantage for multinational enterprises 

(MNEs) (Grant, 1996; Hedlund, 1986; Kogut and Zander, 1993; March, 1991; Rugman 

and Verbeke, 2001; Szulanski, 1996). In the meantime, subsidiaries can develop 

knowledge and transfer it back to headquarters by getting access to internal and external 

networks (Bartlett and Ghoshal, 1988; Nohria and Ghoshal, 1997). MNEs also benefit 

from reverse knowledge transfer (RKT), which can be defined as subsidiary transfer of 

knowledge back to headquarters, because capabilities and competitive advantage are 

enhanced through this process (Almeida and Phene, 2008; Ambos et al., 2006; 

Andersson et al., 2007; Birkinshaw and Hood, 1998; Hakanson and Nobel, 2001). 

Specifically, headquarters can take advantage of the geographically dispersed 

knowledge and capabilities that their subsidiaries create and accumulate to fine-tune 

and coordinate a global strategy and to improve the development of new products and 

technologies (Ambos et al., 2006).With a growing number of MNEs from emerging 

markets operating their business worldwide, a wide range of those MNEs are also 

engaged in RKT practice which is a distinctive feature of emerging-market MNEs. 

Firms from emerging markets often expand their business overseas, with the aim of 

strategic asset-seeking, because they lack advanced knowledge and the innovation 

environment of emerging markets has limited their R&D (Child and Rodrigues, 2005; 

Luo and Tung, 2007). Reverse knowledge transfer from overseas subsidiaries to 

headquarters can greatly benefit EMNEs as it is important to achieve innovation catch-

up with industry leaders (Awate et al., 2015) as well as seeking strategic assets (Meyer, 

2015). 

It has been widely accepted that willingness is one of the most significant determinants 

of the extent of RKT in many previous contributions (Blomkvist, 2012; Gupta and 

Govindarajan, 2000; Szulanski, 1996). Successful knowledge transfer requires 
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motivation and effort from the sending unit to the receiving units (Gupta and 

Govindarajan, 2000). The previous literature suggests that, when the transfer 

transaction is organized well, the effectiveness is likely be influenced positively if the 

subsidiary is willing and unafraid to engage in knowledge-sharing (Blomkvist, 2012; 

Gupta and Govindarajan, 2000). Despite the importance of subsidiary willingness, 

subsidiaries may be unwilling to transfer knowledge to headquarters owing to a desire 

to retain their competences and a fear of losing their competitive advantage and power 

(Blomkvist, 2012; Mudambi and Navarra, 2004; Szulanski, 1996). Also, headquarters’ 

reduced incentive and compensation for RKT practices may deter subsidiaries from 

being willing to transfer knowledge (Forsgren et al., 2000; Gupta and Govindarajan, 

2000; Simonin, 2004) as RKT is time- and resource-consuming for subsidiaries (Najafi-

Tavani et al., 2012). As summarized by Kong et al. (2018), the issue of subsidiary 

willingness in RKT can be treated as an agency problem for the headquarters-subsidiary 

relationship in multinational organizations with headquarters as the principal and the 

subsidiary as the agent (Björkman et al., 2004; Kostova et al., 2018; Roth and O' 

Donnell, 1996). 

The review of the RKT literature suggests that research on subsidiary willingness in 

advanced-market MNEs is well discussed (Blomkvist, 2012; Gupta and Govindarajan, 

2000; Mudambi and Navarra, 2004; Szulanski, 1996), but that subsidiary willingness 

towards RKT in emerging-market MNEs is still lacking (e.g. Ciabuschi et al., 2017; 

Kong et al., 2018). The limited research on RKT in emerging-market MNEs indicates 

that subsidiaries, particularly those in advanced markets, have a low level of willingness 

towards transferring knowledge to headquarters (Awate et al., 2015; Ciabuschi et al., 

2017). As the success of RKT requires subsidiary willingness (e.g. Gupta and 

Govindarajan, 2000; Simonin, 2004; Szulanski, 1996), the question of how to improve 

subsidiary willingness to conduct RKT becomes a critical issue and the priority for 

emerging-market MNEs. However, this topic is underexplored in the literature on 

emerging-market MNEs. To fill this gap, the purpose of this thesis is to explore how 
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headquarters can improve subsidiary willingness to transfer knowledge in emerging-

market MNEs. To achieve this research purpose, the specific research question to be 

addressed is as follows: “What are the mechanisms or approaches used by the 

headquarters to enhance subsidiary willingness towards RKT in EMNEs?” 

1.2 The Empirical Study 

In order to deal with the question of how to improve subsidiary willingness to transfer 

knowledge to headquarters in EMNEs, we conduct a qualitative study by exploring, 

with theory-building intent, the case of a Chinese company, Geely, and its two 

subsidiaries (i.e. Volvo Cars and CEVT) in Sweden. In order to absorb knowledge from 

the advanced market, Geely set up CEVT, not far from Volvo, in Gothenburg in 2013. 

CEVT is an R&D center which greatly impacts on knowledge transfer from Volvo Cars 

to Geely Holding Group. In this study, we conduct semi-structured interviews with six 

respondents from headquarters and subsidiaries to explore our research question. The 

research findings suggest that headquarters can improve subsidiary willingness by 

promoting social interaction among employees, granting subsidiary autonomy and 

making contributions to the subsidiary, as well as by conducting headquarters-

subsidiary cooperation projects. 

1.3 Research Contributions 

This thesis fills in the gap in how to improve the knowledge transfer towards 

subsidiaries. Based on previous studies, our paper contributes to the knowledge transfer 

literature by gaining knowledge of the determinants of subsidiary willingness. We 

identify new factors enhancing subsidiary willingness: taking socialization initiatives, 

offering autonomy to subsidiaries, adding value to subsidiaries and strengthening 

cooperation between headquarters and subsidiaries. In addition, the consequence of this 

article contributes in particular to the literature on EMNEs by studying subsidiary 

willingness and its drivers in EMNEs, which is underexplored in the research. 

Moreover, we also enrich the literature on EMNEs by conducting a case study of a 
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Chinese MNE and its two Swedish subsidiaries. Finally, our thesis extends the RKT 

literature derived from theoretical concepts of the relationship between headquarters 

and subsidiaries.  

1.4 The Structure of the Thesis  

This thesis is structured as follows. The next section discusses the literature on RKT 

and subsidiary willingness regarding RKT. The research methodology is then discussed. 

Research design, sample selection, case-firm introduction and data collection, as well 

as validity, are illustrated in this section. Case analysis and discussion then follow. 

Based on the empirical findings from the case, our study formulates four propositions. 

The conclusions, including contributions and implications, as well as limitations, are 

presented in the final section. 
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2 Literature Review 

2.1 Reverse Knowledge Transfer 

The knowledge-based view suggests that “Knowledge has emerged as the most 

strategically-significant resource of the firm” (Grant, 1996, p. 375). It is also widely 

recognized that knowledge is the source of competitive advantage and sustainability for 

MNEs (Grant, 1996; Gupta and Govindarajan, 1991; Hedlund, 1986; Kogut and Zander, 

1993; March, 1991; Rugman and Verbeke, 2001; Szulanski, 1996).  

According to network theory, an MNE is a firm with differentiated roles and 

responsibilities and which is able to enhance its competitive advantages by getting 

access to internal and external networks (Bartlett and Ghoshal, 1988; Nohria and 

Ghoshal, 1997). By regarding MNEs as a different network, subsidiaries can develop 

new knowledge as a source of capabilities and competitive advantage and transfer them 

to other actors in the MNEs (Almeida and Phene, 2008; Andersson et al., 2007; 

Birkinshaw and Hood, 1998; Cantwell and Mudambi, 2005). Transferring knowledge 

from subsidiaries to headquarters is defined as RKT by the received literature (Bartlett 

and Ghoshal, 1988; Forsgren, 1990).  

Knowledge can be defined as “know-how and information, about product, process, 

technology, market, government agencies, competitors, and suppliers” (Kumar, 2013). 

Reverse knowledge transfer is extensively researched by the previous literature. Most 

of the studies have explored the factors that influence RKT at the level of the external 

environment, the MNEs and the knowledge itself. At the external-environment level, 

issues such as the innovation capacity of the host country (e.g. Ambos et al., 2006; 

McGuinness et al., 2013), cultural distance (e.g. Kumar, 2013) and economic distance 

(e.g. Nair et al., 2015; Schleiermacher et al., 2003) are discussed. At the MNE level, 

the literature focuses on the characteristics of headquarters and subsidiaries, as well as 

the relationships between them. On the headquarters side, absorptive capacity (e.g. 

Gupta and Govindarajan, 2000; Reiche, 2011) and use of control mechanisms (e.g. 
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Ciabuschi et al., 2011), as well as entrepreneurial role (Borini et al., 2012), are widely 

investigated. Meanwhile, what is frequently researched concerning subsidiaries is 

subsidiary willingness (e.g. Gupta and Govindarajan, 2000; Mahnke et al., 2009; Millar 

and Choi, 2009; Yamin et al., 2011), subsidiary’s R&D activities (e.g. Driffield et al., 

2010), and entry modes (e.g. Mudambi et al., 2014). Moreover, literature related to the 

relationship between headquarters and subsidiaries looks at socialization (e.g. Gupta 

and Govindarajan, 2000; Najafi-Tavani et al., 2012), trust (e.g. Millar and Choi, 2009), 

communication (e.g. Mahnke et al., 2009; Miao et al., 2011), etc. With regard to 

knowledge itself, antecedents such as tacit and explicit knowledge (e.g. Hakanson and 

Nobel, 2001; Holtbrugge and Berg, 2004; Schulz, 2001) and relevance between sender 

and receiver (e.g. Yang et al., 2008), are illustrated.  

Reverse knowledge transfer has significant implications for MNEs (Eden, 2009; 

Fernandez and Sabherwal, 2001; Gold et al., 2001; Gupta and Govindarajan, 2000; 

Rabbiosi, 2011; Tsai, 2001; Yang et al., 2008). On the one hand, conventional 

knowledge transfer is no longer sufficient for firms to underpin competitive advantage 

(Doz and Santos, 1997); only those MNEs who can gain from strategic control of their 

worldwide operations and integrate them globally can succeed in the emerging 

economy (Bartlette and Ghoshal, 1988). On the other hand, knowledge that is 

transferred from subsidiaries can in turn be severed as new capabilities and competitive 

advantages of the MNEs (Phene and Almeida, 2008; Ambos et al. 2006; Andersson et 

al., 2007; Birkinshaw and Hood, 1998; Hakanson and Nobel, 2001).  

2.2 Reverse Knowledge Transfer in Emerging-Market MNEs 

According to Luo and Tung (2007), firms from emerging-markets often expand their 

business overseas in order to seek knowledge and are with the purpose of overcoming 

their competitive disadvantages and catching up with their competitors in advanced 

markets. Similarly, as stated by Awate et al. (2015, p. 63): “Within EMNEs, 

headquarters accesses knowledge from R&D subsidiaries in advanced economies for 
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innovation catch-up.” Another internationalization purpose is strategic-asset-seeking. 

As explained by Meyer (2015), strategic-asset-seeking FDI is normally undertaken by 

MNEs from emerging-markets due to the lack of local availability of assets. For 

instance, they tend to acquire relevant strategic advantages, such as technology, brand, 

management skills, etc., through foreign investment, in order to gain relevant 

competitive advantages in the international market (Luo and Tung, 2007). This is 

different from the traditional view which regards headquarters as the main source of 

knowledge for subsidiaries. One of the primary goals of EMNEs’ internationalization 

is to seek and acquire knowledge. Hence, the RKT process is significant for EMNEs’ 

innovation and development. 

While a large amount of literature on RKT is focused on advanced markets (e.g. Ambos 

et al., 2006; Mudambi et al., 2014; Rabbiosi, 2011), the attention conferred in the 

context of emerging-markets is sparse (Borini et al., 2012; Ciabuschi et al., 2017; Nair 

et al., 2015). For instance, several studies investigate the factors that can influence RKT. 

Ciabuschi et al. (2017), on the basis of a case study of a Chinese state-owned MNE and 

its knowledge-sourcing European subsidiaries, propose that strong home-country 

political embeddedness may increase RKT barriers. Similarly, Su (2018) also discusses 

the impact on RKT related to home-country political embeddedness by adopting a case 

study of a Chinese MNE. Apart from these studies on political embeddedness, Kong et 

al. (2018) investigate the agency problem in Chinese MNEs and emphasizes that good 

expatriate managers’ relationship with managers from local subsidiaries positively 

affects RKT willingness. In addition, Nair et al. (2015) indicate that perceived 

subsidiary capability, knowledge relevance and absorptive capacity can have impacts 

on RKT by exploring the process of RKT in 329 Indian MNEs with overseas 

acquisitions. Moreover, Borini et al. (2012) conduct a survey of Brazilian MNEs and 

investigate the main drivers of reverse innovation of emerging MNEs, i.e. strategic 

orientation of the foreign subsidiary’s R&D function, strong communication, the 

entrepreneurial orientation of the company, the subsidiary’s age and the type of entry 
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modes. 

Besides, previous studies are also with respect to the differences between advanced and 

emerging market. For instance, Awate et al. (2015) compares the different 

internationalization process of MNEs from both advanced and emerging markets by 

investigating a Danish industry leader and an Indian follower. Although there are 

several examples in the literature that focus on the factors and process of RKT in 

emerging-markets, there is a void in the field of how to improve RKT in emerging-

market MNEs. This paper will discuss this issue in depth. 

2.3 Subsidiary Willingness to Transfer Knowledge 

MNEs benefit from knowledge transfer from subsidiaries to headquarters (Ambos et 

al., 2006). In addition, the knowledge transfer process can be regarded as the 

relationship between sending units and receiving units (Gupta and Govindarajan, 2000; 

Szulanski, 1996). It is widely accepted in many previous contributions that willingness 

is one of the most significant determinants of the extent of RKT (Blomkvist, 2012; 

Gupta and Govindarajan, 2000; Szulanski, 1996). As Gupta and Govindarajan (2000) 

have identified, successful knowledge transfer requires motivation and effort from 

sending units to receiving units. Thus, subsidiary willingness can be described as one 

of the key factors influencing RKT. In addition, Grant (2016) argued that, in 

knowledge-management practice, there are three kinds of contributory activities to 

knowledge transfer and sharing: databases, communities-of-practice and best-practice 

transfer. However, in the process of knowledge transfer, for the receiving units – in 

order to promote higher utility – the received knowledge must be processed accordingly: 

integration, adoption and use (Blomkvist, 2012). Additionally, Björkman et al. (2004) 

have indicated that MNEs can influence internal knowledge transfer by specifying the 

objective of the subsidiary and by utilizing socialization mechanisms. Consequently, if 

the transfer transaction is well organized, the effectiveness is positively related to 

subsidiary willingness to engage in knowledge-sharing (Blomkvist, 2012; Gupta and 
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Govindarajan, 2000). 

The limited research on RKT in emerging-market MNEs indicates that subsidiaries, 

particularly those in advanced markets, have a low level of willingness to transfer 

knowledge to headquarters (Awate et al., 2015; Ciabuschi et al., 2017). The success of 

RKT requires subsidiary willingness (e.g. Gupta and Govindarajan, 2000; Simonin 

2004; Szulanski, 1996). Yet knowledge transfer is considered as time- and resource-

consuming and this decreases subsidiary willingness to contribute to it (Najafi-Tavani 

et al., 2012).  

According to the relevant literature, motivational disposition, as an obstacle in a 

relevant organization, has a negative impact on knowledge transfer (Szulanski, 1996). 

The subsidiary intends to develop their competitive advantages when resources and 

capability are strengthened and therefore does not send them (Grant, 2016). Some 

scholars have also conducted empirical research to analyze the negative impact on the 

process of knowledge transfer caused by the sending units’ fear of losing a specific 

comparative advantage (Levitt and March, 1988). In addition, the subsidiary intends to 

formulate its own knowledge for rent-seeking and is therefore unwilling to share 

knowledge (Forsgren, 2008). Furthermore, Szulanski (1996) has also demonstrated that 

the cost of knowledge transfer during the process would also reduce the firm’s 

willingness to transfer. Awate et al. (2015) have argued that knowledge is power and 

subsidiaries with relative competitive advantages may not intend to share their unique 

knowledge with other subsidiaries in order to maintain their monopoly advantage in the 

operation of multinational companies. 

Recently, agency theory has been increasingly applied in research into multinational 

corporations. The main idea in agency theory is that a principal delegate works to an 

agent, but that both principals and agents are trying to maximize utility (Eisenhardt, 

1989). The issue of subsidiary transfer willingness can be treated as an agency problem 

of the headquarters-subsidiary relationship in multinational organizations with 
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headquarters as the principal and the subsidiary as the agent (Björkman et al., 2004; 

Kostova et al., 2018; Roth and O'Donnell, 1996). In order to minimize agency problems 

between headquarters and subsidiaries, expatriating managers is a common solution 

used by headquarters to take charge of their subsidiaries (Edström and Galbraith, 1977). 

Furthermore, the relationship between headquarters managers and local managers can 

be regarded as a social factor that influences knowledge transfer (Chang et al., 2012). 

Chang et al. (2012) have identified that organizational distance influences the 

interactive relationship between headquarters and subsidiary. The absorptive capacity 

of the subsidiary is another antecedent that influences RKT willingness (Nair et al., 

2016). According to Nohria and Ghoshal (1994), headquarters cannot totally control 

the subsidiaries in the transfer of their unique knowledge. In addition, according to 

Blomkvist (2012), subsidiary willingness to transfer knowledge is influenced by 

headquarters’ requirements to transfer performance-evaluation systems and control 

variables (the subsidiary’s sales and role). Yamin et al. (2011) have indicated that 

mutual motivation in a managerial relationship is a key factor influencing willingness 

in knowledge transfer.  

Many scholars have paid attention to the factors influencing RKT. Knowledge transfer 

across national boundaries is a complex and inherent problem (Mowery et al., 1996), 

whether it is a trans-strategic alliance (Simonin, 1999) or whether it is between different 

subsidiaries (Szulanski, 1996). According to many scholars (e.g. Birkinshaw and 

Ridderstrale, 1999; Gupta and Govindarajan, 2000; Rabbiosi and Santangelo, 2013), 

knowledge transfer between MNEs’ units is facilitated or constrained by a wide range 

of factors. However, it is still not known how to improve the willingness of subsidiaries 

to transfer knowledge, especially in emerging markets. In order to fill this gap, this 

study explores how to improve subsidiary willingness regarding RKT through a case 

study of a successful Chinese MNC, the Geely Group, and its two subsidiaries. 
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3 Methodology 

This chapter mainly illustrates the research method of the thesis. We have adopted a 

qualitative study, based on the Zhejiang Geely Holding Group and its two subsidiaries, 

to answer our research question. The research design is presented first, followed by the 

research process and data collection, including illustration through the use of interviews 

and other data sources. In the next stage, the data-analysis technique is explained. 

Finally, we state several approaches for reducing research bias. 

3.1 Research Design 

This thesis uses a qualitative approach in a single case study to explain the question of 

how to improve subsidiaries’ willingness regarding RKT? The qualitative approach 

explores values, perspectives, feelings and behaviors. As stated by Flick (2014, p. 542): 

“Qualitative research is interested in analyzing subjective meaning or the social 

production of issues, events, or practices by collecting non-standardized data and 

analyzing texts and images rather than numbers and statistics.” It uses mostly non-

numerical data, unlike the quantitative approach. Qualitative research provides a 

detailed description of respondents’ ideas and experiences (Denzin, 2017). Thus, the 

results of a qualitative study are more likely to be descriptive in nature. In a word, 

qualitative data provides more substance in understanding the nature of something (Van 

de Van, 2007, p. 177). The qualitative research method is suitable for our study as we 

can gain more detailed information through the interviewees’ experience of working at 

the case firm, which enables us to explore how to improve subsidiary willingness 

regarding RKT in depth. 

3.2 Sample Selection 

This single case study is based on a Chinese MNE, the Zhejiang Geely Holding Group, 

and its two subsidiaries (CEVT and Volvo Cars). We adopted a purposive sampling 

approach to choose the case company. This is often used in case studies and when 
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researchers intend to select cases that are particularly informative (Neuman, 2011). In 

this approach, the sample units are chosen because they have particular features or 

characteristics which will enable detailed exploration and understanding of the central 

themes and puzzles that the researcher wishes to study (Maruster, 2013: 80). It also 

enables the researcher to use his or her own judgement in selecting the cases that best 

match the research questions (Saunders et al., 2017). 

By following this approach, we chose the Zhejiang Geely Holding Group for two 

reasons. It is a typical Chinese MNE which owns a number of foreign subsidiaries, 

among which those subsidiaries located in Sweden are seeking technological know-

how. In addition, both headquarters and subsidiaries are engaged in developing and 

designing operations and share a common innovation platform. In other words, an RKT 

process is operated within the firm. 

There are also various reasons for selecting Geely’s two Swedish subsidiaries. To begin 

with, Volvo Cars is the first and the most successful overseas corporations acquired by 

Geely, with a high profit ratio of 5.6% in 2018. Next, one of the initial goals of 

establishing CEVT was to help RKT from Volvo to Geely. The pre-interview with 

former staff at CEVT confirmed this. Furthermore, Geely owns a large number of 

subsidiaries and therefore, as time is limited, it is challenging for us to investigate all 

of these. Instead, focusing on two of them enables us to answer the research question 

in depth. Finally, it also provides easy access for us. As we live in Sweden and come 

from China, we can get in touch with the interviewees from Geely and its subsidiaries, 

both in China and Sweden, through our network.  

All these factors fulfill our requirements for the case study. In addition, it is also 

interesting to explore how to improve willingness regarding RKT not only from an 

“ordinary” Chinese frim Geely’s greenfield subsidiary, CEVT, but also from the 

acquired subsidiary, Volvo Cars, which declares itself to be the pride of Scandinavia. 
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3.3 Case Firm 

3.3.1 Zhejiang Geely Holding Group (Geely) 

The Zhejiang Geely Holding Group (Geely) is a global automotive group, based in 

Hangzhou in south-east China. The group was established in 1986 and launched its 

automotive business in 1997. It consists of many well-known international automotive 

brands, including Geely Auto, Lynk and Co, Volvo Cars, Polestar, PROTON, Lotus, 

London Electric Vehicle Company, Yuan Cheng Auto and Terrafugia, with global 

operations spanning the automotive value chain, including R&D, production, sales and 

servicing. Geely Auto Group has five independent design centers in Shanghai, 

Gothenburg, Barcelona, Coventry and California, as well as five R&D centers, in 

Hangzhou, Ningbo, Coventry, Frankfurt and Gothenburg, that are capable of 

independently researching and producing car parts, engines, transmissions and 

electrical systems. The Group has more than 80,000 employees with total assets of more 

than RMB 270 billion up to 2018. It has been a member of the Fortune Global 500 for 

seven consecutive years up to 2018. 

3.3.2 Volvo Car Group (Volvo Cars) 

Volvo Cars, a famous Swedish vehicle firm, was founded in 1927 and acquired by 

Zhejiang Geely Holding (Geely) of China in 2010. It was Geely’s first and most 

successful overseas acquisition. Before Geely Holding’s acquisition, it was owned by 

a US car company, Ford. The group structure comprises Volvo Cars and related 

businesses: car-subscription service Care by Volvo, mobility company M and electric 

performance arm Polestar, as well as sizeable stakes in a new Chinese car brand, LYNK 

& CO, and a software company, Zenuity. The company headquarters remain in Volvo 

Cars’ home town of Gothenburg, while it has manufacturing and assembly plants in 

Sweden, Belgium, USA, China, Malaysia and India. Its R&D centers are located in 

Sweden, Denmark, USA and China. By the year 2018, Volvo Cars was selling its 

products in about 100 countries. After being purchased by Geely, the staff doubled to 
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43000 from 2010 to 2018. In addition, both sales and profits have continually increased 

over the five years to 2018, a fact which is also credited to Geely’s acquisition.  

3.3.3 China Euro Vehicle Technology AB (CEVT) 

CEVT was founded in 2013 and is located in Gothenburg, Sweden. It is fully owned by 

the Zhejiang Geely Holding Group. CEVT is an innovation center for the Geely Group 

with the purpose of being at the forefront of developments in the automotive industry 

and addressing the needs of both Volvo Cars and Geely Auto Group. In addition to the 

innovation mission, CEVT also impacts greatly on knowledge transfer from Volvo Cars 

to Geely Holding Group. Its business operations consist of the research, development 

and design of components, systems, architectures and other solutions for automotive 

applications. The annual turnover for 2017 was 3,9 billion SEK. In 2018, CEVT was 

employing around 2000 fully occupied staff including both employees and onsite 

consultants.  

3.4 Data Collection 

We have adopted convenient sampling for selecting our interviewees. We primarily 

selected interviewees who have working experience with colleagues from foreign 

subsidiaries and are the easiest to get in touch with as time is limited. Most interviewees 

are former employees of Geely, CEVT and Volvo Cars. A few in-service employees 

agreed to be interviewed as they had signed a confidentiality agreement. In addition, 

the snowball technique is also used for getting access to interviewees through asking 

previous interviewees to introduce us to new participants engaged in the RKT process. 

The interviews were conducted with MNE headquarters in China and its subsidiaries 

both in China and Sweden. The interviews were mainly conducted by phone. Phone 

interviews have been widely used by scholars (Sturges and Kathleen, 2004). On the one 

hand, telephone interviews raise the potential of acquiring data from respondents who 

are unwilling to engage in face-to-face interviews or from organizations that are hard 

to access in person (Tausig and Freeman, 1988, p. 420). On the other hand, they are 
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also cost saving (Miller, 1995) since they reduces expenses such as transportation, 

especially considering that it would be extremely expensive for us to come back to 

China to interview those respondents in person. Moreover, all our participants preferred 

to be interviewed via phone when we asked them. 

Information from interviews is the main data source for this research. A total of seven 

interviews were conducted with six engineers from both headquarters and subsidiaries. 

At the Chinese Headquarters level, we interviewed one in-service employee and one 

former employees. At the Swedish innovation subsidiary, CEVT, we interviewed three 

participants, two of these being former employees and one being in-service. In addition, 

we also interviewed a former engineer from Volvo Cars. The length of the interviews 

was from thirty minutes to two and a half hours, and they were semi-structured with 

open-ended questions. The details of the interviews and interviewees are shown in 

Appendix 2. This method of data collection made room for descriptive answers which 

allowed for discussion rather than a straightforward question-and-answer structure. The 

intention was to gain the perspectives and personal views of the respondents on the 

matter under study.  

The main interview questions posed were on the following subjects: interviewee’s 

background; RKT process; actions that headquarters take to promote subsidiaries’ 

willingness; the relationship between headquarter and subsidiary; subsidiary autonomy. 

Other than interview data, the annual report, the official website and media coverage 

were also used to supplement our data. We also collected 20 news articles about the 

setting up of CEVT, Geely’s acquisition of Volvo Cars and the innovation achievements 

of Geely Group. Additional information was provided by the group’s official website 

and media coverage with regard to background, internationalization strategy and the 

condition of RKT within the group. All the information above provides us with a 

comprehensive and rounded view of the case firm. 
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3.5 Data Analysis 

Thematic analysis is adopted in this research. This is defined as “looking for common 

themes in the data, either across instances with one individual or across individuals” 

(Maruster, 2013, p. 106). It is the foundational method for qualitative research, which 

provides the study with flexibility (Braun and Clarke, 2006). It increases accuracy and 

sensitivity in understanding the research questions by using a wide range of data in a 

systematic way (Boyatzis, 1998, p. 5). 

We basically followed Braun and Clarke’s (2006) six-phase guide as the main 

framework of our data-analysis process. First, we became familiar with the data. We 

read and reread the transcripts of the interviews several times. Next, we generated and 

collected initial codes by organizing the data in a systematic way within the entire data 

set. Then we categorized the different codes into potential themes and combined the 

codes into an overarching theme. After this step, the codes were all identified in broader 

themes more relevant to our research question. Afterwards, we reviewed and modified 

all the themes to ensure that the data and codes were related to the relevant themes. In 

the fifth stage, themes were defined and named after drawing a satisfactory thematic 

map of the data. In the end, the data-analysis section was written based on fully worked-

out themes. 

3.6 The Validity of the Empirical Study  

We have adopted different approaches to ensure the validity of our empirical research. 

First, we interviewed both headquarters and subsidiaries to avoid common method bias. 

Common method bias often occurs when collecting data from only one side (Chang et 

al., 2010). Interviews with both sides provided a rounded and comprehensive view of 

the research question. We interviewed Geely Group, Geely’s wholly-owned Swedish 

subsidiary, CEVT, and the acquired Swedish subsidiary, Volvo. Second, the participants 

in the interview are appropriate for the research. All the interviewees are engaged in 

the knowledge transfer process. In addition, the composition of the interviewees is 
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diverse in terms of working years and division of work. Moreover, the participation of 

both former and in-service employees in the interviews offered an objective view of the 

firm. Third, before the interviews, all the respondents received the interview outline to 

get themselves prepared. In addition, during the interviews, we informed all the 

participants that they could refuse to answer the questions related to confidentiality of 

the firm and private issues. This enabled the participants to talk freely without 

additional worries. 

Fourth, we designed some questions for both the headquarters’ and subsidiaries’ sides 

so that all the interviewees could provide the study with additional and comprehensive 

data for the same event. In addition to these questions, which were the same for both 

sides, customized questions were asked of the target company to gain a deeper 

understanding of the case. Moreover, all the interviews were recorded and transcribed 

into text to ensure integrity of the data. Then, all the Chinese interviews were translated 

into English and double-checked by the authors. All these processes help to make sure 

that the data is accurate and intact. Last, but not least, we adopted a data-source 

triangulation approach by referring to media coverage, the annual report and the official 

website for information to supplement the interview data. Data triangulation requires 

using different sources of information to enhance the validity of the research (Patton, 

1999). 
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4 Findings 

This chapter aims to demonstrate the analysis of the empirical findings in the case study 

of Geely and its subsidiaries (i.e. Volvo Cars and CEVT) in Sweden, based on the data 

from semi-structured interviews with six respondents. The background and RKT of the 

case firm is briefly presented first, followed by the data analysis and the empirical 

findings. 

Volvo Cars is a famous Swedish vehicles firm which has been acquired by Geely. As a 

private enterprise in an emerging economy, Geely China was not widely recognized by 

the public at the initial stage of development. As a former platform developing engineer 

from CEVT (Interviewee 6) commented: “Just like a man who marry a girl from a rich 

family, they may look down upon each other because they are in different status. If they 

look down upon each other, there will be barriers and estrangement, which will hinder 

the integration and is the obstacle of win-win situation for these two companies.” 

Geely’s acquisition of Volvo Cars is regarded as the first and one of most successful 

overseas acquisitions in recent years for EMNEs. 

Regarding RKT from Volvo Cars to Geely, as Volvo Cars was previously acquired by 

Ford, some of the technology is owned by Ford, which increases the complexity and 

difficulties of RKT. As the former project leader of Geely and an expatriate engineer 

transferred from Geely to CEVT (Interviewee 5) commented: “Volvo Cars and Ford 

have also developed a lot of technology together; intellectual property is actually quite 

sensitive. Therefore a lot of intellectual property of Volvo Cars belongs to Ford, which 

cannot be share(d) to Geely… At the time of acquisition, it is also clear that this part 

of knowledge does not belong to the scope of acquisition. When Ford sold Volvo Cars 

to Geely, it's going to be on the radar for a long time.” 

Geely established an independent R&D center – CEVT – as a bridge to enhance 

knowledge transfer from Volvo Cars. As former platform developing engineer from 

CEVT (Interviewee 6) stated: “CEVT is an intermediary, or a hub, and the knowledge 
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that CEVT transferred back to Geely consists of technology absorbed from Volvo Cars 

and capabilities developed by themselves. Meanwhile, Geely also transfer their 

information and databases to Europe.” In addition, he indicated the joint R&D strategy 

of Geely in developing CEVT and commented that “in the cooperation and 

communication within the company, we will also use the same platform to develop 

products”. The establishment of CEVT contributes greatly to the group. As stated by a 

former platform developing engineer (Interviewee 6) at CEVT Sweden: “I have gained 

a better understanding of both Swedish and Chinese engineers, as well as the Chinese 

consumer market. After working on the project for so long, they have a deeper 

understanding of each other.” Clearly, CEVT serves as a communication hub for the 

staff of Geely, Volvo Cars and CEVT, providing a mechanism for their communication 

and knowledge-sharing. Although CEVT is a wholly owned greenfield subsidiary of 

Geely, many staff working at CEVT are local nationals or engineers from Volvo Cars, 

which leads to CEVT not having a greater willingness – as expected by Geely – to 

transfer knowledge to Geely China when CEVT had just been established. Enhancing 

subsidiary motivation to transfer knowledge becomes an important priority for Geely 

China when managing CEVT as transferring and integrating knowledge from Volvo 

Cars and CEVT is an important way of upgrading innovation and technology at Geely 

China.  

In our interview, all interviewees from headquarters and subsidiaries commented that 

Geely had adopted a number of approaches and strategies to enhance subsidiary 

willingness to transfer knowledge. From our interview data, we identify that Geely 

China has attempted to increase socialization between headquarters and subsidiaries, 

granting autonomy to its subsidiaries, making contributions to them and increasing 

cooperation between headquarters and subsidiaries, in order to improve subsidiary 

willingness to transfer knowledge.  
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4.1 Socialization between Headquarters and Subsidiaries 

Previous research has shown that the relationship between headquarters and 

subsidiaries is a key factor influencing subsidiary willingness towards RKT (Kong et 

al., 2018). Socialization between headquarters and subsidiaries is an important aspect 

of headquarters-subsidiary relationship characteristics, which can greatly improve the 

quality and closeness of the headquarters-subsidiary relationship (Forsgren et al., 2000; 

Cuevas-Rodriguez et al., 2012). Björkman et al. (2004) indicate that MNEs can 

influence internal knowledge transfer by specifying the objective of the subsidiary and 

by utilizing socialization mechanisms. As a well-developed automobile brand, Volvo 

Cars has a complete production line and enjoys high brand loyalty among consumers. 

As stated by a former consulting engineer (Interviewee 1): “The knowledge system of 

Volvo Cars is quite mature and it also means system documents is totally formed. 

However, that doesn't mean you can throw me a book and leave me (to) read it by myself. 

In the field of automobiles, a lot of things are gained from communicating with 

colleagues at work step by step and then we can gradually learn from each other.” 

Therefore, maintaining socialization between Geely China and its Swedish subsidiaries 

plays an important role in the process of encouraging Swedish subsidiaries to commit 

to RKT practices. 

All six interviewees mentioned similar words such as “communication” and “contact”. 

In addition, they all mentioned “cultural differences”. A former project leader at Geely 

(Interviewee 5) mentioned “communication differences” and an in-service system 

engineer from CEVT (Interviewee 2) even mentioned “conflicts and offenses”. For 

example, a former platform developing engineer from CEVT (Interviewee 6) 

commented that “Chinese people and Swedes think in different ways. Chinese people 

take actions first, while Swedes like to plan in detail and put it into practice later.” This 

also shows that the relationship between headquarters and subsidiaries encounters a lot 

of difficulties in knowledge transfer, such as language barriers, cultural differences, 

different logic in ways of thinking, etc. The six interviewees all commented that, in 
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order to solve the problem caused by the above factors, Geely China enhanced the 

Swedish subsidiaries’ willingness towards RKT through maintaining “socialization”. 

Different kinds of communication can strengthen the cultural understanding that will 

be beneficial for the headquarters-subsidiary relationship and thus will enhance 

subsidiary willingness to transfer knowledge. In the interviews “We cooperate and feel 

relatively happy” and other similar keywords often appear. As a result, subsidiary 

willingness towards RKT is improved. For example, the in-service engineer from 

CEVT (Interviewee 2) commented: “I get along well with the expatriates from Geely 

and Volvo Cars. They are so nice that, if you ask him a question, he will talk a lot related 

to it. As the good relationship is formulated, Volvo Cars’ employees are willing to 

communicate with the employees from Geely. As a result, it strengthens the willingness 

to transfer knowledge.” Employee communication is conducive to improving the 

efficiency of knowledge transfer, while mutual understanding of each other's cultures 

is significant in reducing conflicts. In addition, meetings motivate mutual 

understanding between employees. All these approaches are conducive to improving 

subsidiary willingness towards RKT.  

The increasing level of communication between employees from China and Sweden 

enhances the relationship and shortens the distance between them. It also enables them 

to get more familiar with each other, which makes the local employees more open to 

Chinese employees and to Geely China. The good relationship between employees 

positively influences the headquarters-subsidiary relationship, which in turn enhances 

subsidiary willingness to transfer knowledge via RKT. Noorderhaven and Harzing 

(2009) highlighted the fact that socialization mechanisms include joint training 

programs, inter-unit visits, expatriation and repatriation and informal communications 

(Noorderhaven and Harzing, 2009). Indeed, our case indicates that socialization 

increases the frequency of interaction between subsidiaries and headquarters. 

Apparently, Geely can boost subsidiaries’ willingness through employee 

communication and social interaction, organizing joint cultural activities and meetings. 
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Employees are important members of the company and play an important role in 

transferring knowledge (Rothwell et al., 2011). Therefore, the level of communication 

between employees of the two countries is conducive to promoting mutual 

understanding between employees. Social interaction is beneficial for communication 

between employees and can help to improve willingness towards RKT. Four of the 

interviewees mentioned that “kick-off” is organized by the company “to promote mutual 

understanding and strengthen relationships within the team”. A former platform 

developing engineer from CEVT (Interviewee 6) commented: “Our firm has an 

abundant budget on kick-off. A typical kick-off is organized as follows: every employee 

is picked up by the bus from the firm and then we will go to a forest far away from the 

city, where there are special coaches to organize activities. These activities are really 

interesting.” Geely also arranges Chinese personnel in different departments in CEVT 

to enhance communication with local nationals. By working with Chinese employees, 

the Swedes can become more familiar with Chinese people and their working style, 

thus becoming more acceptable for a Chinese firm. The arrangement of Chinese 

personnel in the parent company in each department of CEVT is also conducive to the 

overall management of each department, which increases the opportunities to 

communicate and interact socially with local nationals, shortens the distance from 

Geely China and also enhances the parent company's supervision over its subsidiaries. 

Moreover, Geely organizes the standard communication approach so that both 

headquarters and subsidiaries can communicate more efficiently. The former expatriate 

engineer transferred from Geely to CEVT (Interviewee 5) and the former consulting 

engineer from CEVT (Interviewee 1) both commented that, “when sending an email 

via Outlook, if you type the name of someone, then email address of him will jump out 

immediately”. This indeed reduces the time taken to locate someone within the group 

and maintains communication between employees, thereby enhancing subsidiary 

willingness towards RKT. 

Moreover, regular and long-term communication meetings help to increase 
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communication between headquarters and subsidiaries. As a result, they also help to 

enhance subsidiary willingness towards RKT. When asked about the density of 

communication between CEVT and Volvo, the former project leader of Geely and also 

the expatriate engineer (Interviewee 5) commented: “You don't need to hold meetings 

deliberately because these kinds of meetings can happen every day. For example, when 

we are operating on a project, we communicate with colleagues every day. In other 

words, we communicate very frequently.” Similarly, the in-service system engineer 

(Interviewee 2) commented: “From CEVT to Volvo in Goteborg, we (are) located not 

far from each other, it takes 15 minutes to drive. When we are working on a same project, 

(we have) technical support meetings back and forth since we can easily meet engineers 

from Volvo Cars. These meetings happen every day, I feel like two companies cooperate 

tightly. Regular meetings are beneficial for us to communicate more.”  

Socialization plays an important role in enhancing cultural understanding between 

Chinese headquarters and its subsidiaries. Five interviewees mentioned “cultural 

courses” and “language training courses”. A hardware developing engineer from Geely 

(Interviewee 3) commented that “the main obstacle of communication is the cultural 

difference, this will influence the work efficiency within the firm”. Similarly, the former 

project leader and expatriate engineer (Interviewee 5) commented on “cultural conflicts, 

language conflicts, and work-style conflicts that often occur after the merger of two 

large companies”. To solve these problems, Geely has taken some initiatives to shorten 

the cultural distance and improve employees’ motivation. For instance, the former 

platform developing engineer from CEVT (Interviewee 6) commented: “CEVT will 

invite professors from Chalmers University of Technology, Chinese (who) have lived in 

Sweden for many years, or local Swedes, to give lectures to staff. Training is more 

focused on Swedish and Chinese culture, for example, tell Swedish colleagues about 

advantages and loveliness of their Chinese colleagues. Similarly, teach Chinese 

colleagues the better way of communication with their Swedish colleagues.” With the 

increasing cultural understanding, Swedish employees have become more familiar with 
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Geely Group’s strategy and culture. As a result, conflicts between employees have been 

reduced, while their commitment to work in line with Geely's interests and objectives 

has been enhanced. Thus, their enthusiasm for transferring knowledge back to 

headquarters has increased. Interviewee 6 also acknowledged this during the interview: 

“Our motivation to work with foreign colleagues is enhance through those cultural 

projects as they understand us better after lectures.” Apparently, Geely can boost 

subsidiaries’ willingness through employee communication and social interaction, 

organizing joint cultural activities and meetings. 

Proposition 1: Socialization between headquarters and subsidiaries positively 

influences subsidiary willingness towards RKT in EMNEs. 

4.2 Granting Autonomy to Subsidiaries 

Previous research has shown that managerial issues, such as subsidiary autonomy and 

subsidiary initiatives in EMNEs, influence RKT (Lamin and Dunlap, 2011; Silva and 

Fleury, 2013; Williams and Lee, 2011). Autonomy is a critical factor affecting the 

reverse transfer of local market information within MNC networks (Oh et al., 2017). 

Geely grants sufficient autonomy for its subsidiaries, thereby improving subsidiary 

willingness towards RKT. CEVT, a wholly owned subsidiary of Geely Group, enjoys 

more autonomy granted by Geely China. As the former project leader from Geely and 

CEVT expatriate engineer (Interviewee 5) commented: “CEVT is a relatively 

independent subsidiary and it enjoys greater autonomy in daily affairs and Geely only 

give some guidance on the general strategic framework.” Similarly, Volvo can also 

operate independently. This is highlighted by a former electrical engineer from Volvo 

Cars (Interviewee 4): “When Geely bought Volvo Cars, it promised to let Volvo Cars 

operate independently. This allows Volvo Cars to develop its own technology freely.” 

Giving more autonomy to a subsidiary makes the subsidiary more appreciative of the 

respect and trust received from Geely China. As explained by the in-service system 

engineer (Interviewee 2) during the interview: “CEVT are grateful for Geely’s respect 
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and trust. In turn, we are also more willing to cooperate with them.” Thus, granting a 

subsidiary autonomy can increase the subsidiary’s positive perception of, and respect 

for, Geely’s leadership, as well as increasing subsidiary commitment to work for them. 

Hence, they are more willing to transfer knowledge to headquarters than before.  

Clearly, CEVT has great autonomy in decision-making and Geely China has little 

control over CEVT. This autonomy is reflected in many aspects of the subsidiary 

operation, including employment and recruiting and employing locals as top managers. 

For example, the former consulting engineer from CEVT (Interviewee 1) commented: 

“Geely has no control over the recruitment of CEVT. Some of the employees were 

recruit(ed) by CEVT, some were sent by Volvo Cars directly through the project contract, 

while some of the managers were sent by Geely. By recruiting staff on its own, CEVT 

can operate freely and this really increases our motivation to work in line with Geely.” 

Similarly, the former platform developing engineer from CEVT (Interviewee 6) said: 

“The degree of freedom is great because there are no restrictions on recruitment for 

CEVT. As far as I know, there is only one thing which CEVT needs to report to Geely 

Group and it is budget.”  

Granting autonomy to CEVT can increase CEVT’s ability of innovation which will in 

turn improve CEVT’s RKT willingness. This is in line with Foss and Pedersen (2002), 

who said that giving a subsidiary autonomy enhances its ability to learn from the local 

innovation system and allows headquarters to benefit from knowledge developed by 

independent subsidiaries. Meanwhile, this also allows CEVT time to devote to R&D 

rather than dealing with managerial conflicts. Our empirical data also demonstrates this 

effect. The in-service CEVT engineer (Interviewee 2) discuss how CEVT is benefiting 

from Geely’s loose control: “The high degree (of) autonomy that Geely offered to CEVT 

allows us to concentrate on technology developing, rather than deal with managerial 

issues or even managerial conflicts with Geely. The more technology we’ve developed, 

the more we can share with Geely. This is a win-win strategy for both Geely and CEVT. 

The more technology Geely absorbed, the more progress will Geely make on R&D. We 
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certainly hope Geely Group achieve huge success, since our budget will be enhanced 

after that. With more budget, CEVT will be more willing to work in line with Geely.” 

This also indicates that, by granting autonomy to subsidiaries, Geely can absorb local 

knowledge from them and enhance innovation capability, which in turn is reflected in 

sales across the whole group. With the development of the whole group, the budget for 

its subsidiaries will certainly increase and this will thus increase subsidiaries’ 

willingness to share knowledge with headquarters.  

Proposition 2: Headquarters granting autonomy positively influences subsidiary 

willingness towards RKT in EMNEs. 

4.3 Headquarters’ Contribution to Subsidiaries 

Evidence from the case study shows that Geely makes a significant contribution to the 

development of CEVT’s and Volvo Cars’ willingness towards reverse knowledge 

transfer. When asked about what actions Geely had taken to improve RKT willingness, 

almost all interviewees responded that Geely helped Volvo Cars’ development in China 

in many respects such as sales growth, profit growth and repositioning Volvo Cars in 

the Chinese market. For instance, a former engineer from Volvo Cars commented: 

“Geely help to rebuild Volvo Cars in Chinese market in many ways. The sales of Volvo 

Cars have increased a lot after the acquisition.” Similarly, an engineer from Geely 

China said: “After the acquisition, Geely took lots of actions to help Volvo Cars increase 

its profit in China. I feel that employees from Volvo Cars are more willing to cooperate 

with us these years.” Clearly, the most significant contribution of Geely China is the 

increased sales of Volvo Cars following the acquisition with the help of Geely 

headquarters. According to the Volvo Cars annual report (2018, p. 3), the operating 

income was 14185 million SEK, almost eight times what it was in 2011. In the 

meantime, Volvo sold 130598 cars in China in 2018, a growth of nearly nine times 

compared with 2011. 

According to the case study, Geely helps its two subsidiaries to add value by reducing 
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the cost, enhancing employees’ welfare as well as offering various resources such as 

finance and facilities. First, Geely helps to reduce the costs for Volvo Cars by enhancing 

Volvo’s bargaining power when dealing with its suppliers. With cost reduction, the 

profitability of its subsidiaries has been raised. As a result, the subsidiary’s willingness 

to transfer knowledge back to headquarters has been enhanced. Several interviewees 

explained this issue. A typical comment came from the expatriate employee at CEVT 

(interviewee 5), who said: “Geely and Volvo will sometimes have the same supplier; 

however, Geely will have a lower price as the procurement volume of Geely is much 

larger than Volvo. Now if Volvo join Geely’s price negotiation with suppliers, Volvo will 

have the same low price as Geely. So the bargaining power of Volvo is raised 

substantially. In the meantime, the cost of Volvo Cars is reduced. Thus, the profit will 

enhance.” Another interviewee from Geely Group also mentioned “cost saving” by 

giving an example of purchasing tires: “Geely and Volvo Cars may use the same tire in 

some vehicle type; in most circumstance(s), the price that supplier offered to Geely will 

be lower. Now, when Volvo Cars is acquired by Geely, it can get the same price with 

Geely in the same tire. It’s definitely cost saving for Volvo. As the cost is reduced, Volvo 

Cars’ willingness of working together with Geely will certainly increase.”  

Financial funding is the most important resource that Geely provides for its subsidiaries. 

For instance, the sources of funding for CEVT are supported by Geely China. The 

former consulting engineer from CEVT (interviewee 1) provided evidence of this: 

“Geely has a continuous blood transfusion to CEVT Sweden. The subsidiary cannot 

make a profit in the short term and it relies on Geely to give it a continuous blood 

transfusion in the short term.” Similarly, the former platform developing engineer 

(interviewee 6) also commented: “Volvo can develop better products with Geely's 

financial funding.” Additionally, Geely helps to improve employees’ welfare in Volvo 

Cars and CEVT and provides different kinds of resources for its two subsidiaries, such 

as funding and well-facilitated office equipment. 

The different kinds of resources provided, and the value added by Geely, will certainly 
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be beneficial for the subsidiaries’ development and this will in turn improve their 

willingness towards RKT. The increase in Volvo Cars’ sales definitely increases the 

cooperation motivation of the subsidiaries and therefore the willingness towards RKT 

will certainly be increased. This is highlighted by the hardware developing engineer 

from Geely (interviewee 3), who – when asked about the contribution that Geely offers 

to Volvo Cars to improve its RKT willingness – acknowledged: “Now that the sales is 

boosted, market share is increased, profitability is enhanced, its motivation to 

cooperate with Geely will be higher than ever before.” He explained this in detail: “The 

development of Volvo Cars after Geely’s acquisition is mainly reflected in two aspects. 

One is the market share of Volvo Cars grows much bigger than before; in the same time, 

its sales increase sharply these years. We’ve founded that this contribution is realized 

by our subsidiaries; they are kind of grateful to our acquisition since we improve the 

sales…” Similarly, a former Geely project leader commented: “After the acquisition, 

the sales behavior of Volvo Cars is rather good. Since Volvo earns more money, the 

welfare improved these years in the meantime. Geely is more and more acceptable to 

employees from Volvo Cars, they hold a high sense of identity with Geely. This is 

important.” 

Enhancing understanding of the Chinese market through cooperation is another benefit 

that Volvo gained from Geely after the acquisition. Since Volvo gained more 

understanding of the Chinese market, it has been able to design products which meet 

the needs of Chinese customers. In this way, Volvo sales in the Chinese market will 

increase and, as the sales increase, Volvo’s willingness to cooperate with Geely will be 

enhanced. Thus, RKT willingness is enhanced by this means. As the former electrical 

engineer from Volvo Cars (interviewee 4) explained: “When working with the 

colleagues from Volvo Cars – for example, when we are operating on the shared R&D 

platform – Geely is more responsible for inputting demands. This demand is more about 

the demand of Chinese market. With time going by, Volvo Cars will have a better 

understanding of Chinese market gradually during the cooperation.” In line with this, 
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the system engineer from CEVT (interviewee 2) also emphasized this benefit: “When 

we are operating a project together with Geely and Volvo Cars, Geely is on the demand 

side. The engineers from Geely will input requirements in the system while Volvo and 

CEVT are more responsible for R&D. Volvo Cars will get familiar with the Chinese 

market, as well as the customer demand, in this process.” 

Moreover, Geely has improved the office facilities for its subsidiaries to increase 

employees’ motivation, thereby boosting subsidiary willingness towards RKT. This 

was highlighted by a former consulting engineer from CEVT, who noted: “When I was 

working at CEVT, our office facilities are superior, even more well- facilitated than 

some Swedish companies. Geely has allocated to CEVT a large amount of money for 

purchasing office equipment, such as lift, desk and chair. These kinds of chair and desk 

is very expensive that may cost tens of thousands for one set. The well-facilitated and 

comfortable working environment improves our motivation for work.” At this level, 

headquarters contributions to the subsidiary through different approaches increase the 

positive perception of the subsidiary, thereby improving willingness regarding Volvo's 

knowledge transfer to Geely. 

Proposition 3: Headquarters’ contribution to subsidiary positively influences subsidiary 

willingness towards RKT in EMNEs. 

4.4  Headquarters-Subsidiary Cooperation  

It can be seen that the cooperation projects in Geely and its two subsidiaries 

significantly facilitate willingness towards knowledge transfer from subsidiaries to 

headquarters. These cooperation projects are mainly joint R&D projects on a shared 

R&D platform, which involve expatriates and local engineers. Overseas expatriation, 

in particular, provides more cooperation opportunities for both headquarters and 

subsidiaries. The one most frequently mentioned during the interviews is that of 

working on the shared R&D platform. By designing products on the platform together, 

the understanding of each parties is increased. When they are acquainted with each 
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other, they are more familiar with each other’s working styles and cultural backgrounds. 

The conflicts between them will therefore be reduced and, thus, their cooperation and 

integration motivation will be increased.  

The projects mentioned above have provided more opportunities for both headquarters 

and subsidiaries to cooperate with each other and to become more familiar with 

headquarters’ R&D engineers and headquarters’ R&D competence. This also generates 

chances for them to learn from each other. Moreover, the subsidiaries realize that 

headquarters has the ability to work with them and that they may gain advantages 

through these projects. This can help CEVT and Volvo Cars to get a better perception 

and understanding of Geely, its R&D and strategy and thus improve their commitment 

to RKT. As a result, the willingness towards RKT of the subsidiaries is enhanced 

through strengthening cooperation. For example, the former engineer from CEVT 

(interviewee 6) recognized that the shared platform would improve cooperation within 

the group: “Geely Group has developed a shared R&D platform for Geely, CEVT and 

Volvo Cars. On this platform, we can design product together. In the past, it would take 

us 3-5 years if we develop a new car. Now, as we are cooperating with each other, the 

R&D period is cut down to 1-2 years. This also promotes Geely and Volvo Cars’ 

knowledge exchange and integration.” Consistent with the interviewee above, the in-

service CEVT engineer (interviewee 2) also indicated: “I take part in the R&D process 

of Lynk&Co serious(ly); it is developed on the CMA platform. In this platform, Volvo 

and CEVT can operate on it. It offers more flexibility for car design. In addition, 

cooperating with different colleagues enhance our understanding of each other and this 

will certainly promote our motivation to work together.” 

One effective way of improving cooperation that we discovered in our interviews is 

that of overseas expatriation. Geely has sent a large number of employees to their 

overseas subsidiaries to cooperate with local engineers at CEVT and Volvo Cars in joint 

R&D projects. Those cooperative R&D projects enable the employees from all three 

parties to work together, significantly enhancing communication between them. With 
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the frequency of cooperation and communication increasing, their understanding of 

each other will be enhanced. In this way, their relationship will become closer and this 

impression will be transferred back to their firm after these expatriation projects. Thus, 

subsidiary willingness towards RKT will improve through such cooperation projects 

since the mutual understanding between both headquarters and subsidiaries increases. 

This is illustrated by the former consulting engineer from CEVT (interviewee 1): 

“Geely send expatriates to CEVT every year; some of them work short-term, some serve 

long-term. In the meantime, there are employees from Volvo working at CEVT as well. 

By cooperation between them, help Volvo acquaint with Geely Group, which in turn 

will improve the knowledge-share willingness.” The in-service CEVT engineer 

(interviewee 2) provided additional information for expatriates: “Now there are 14 

colleagues from Geely working at my department. The employees from Volvo Cars will 

also come into my department from time to time for technical meetings. During all these 

kinds of cooperation, the understanding between employees from Geely and its 

subsidiaries will increase. Hence, the projects we operate will get better”. 

Proposition 4: Cooperation between headquarters and subsidiaries positively influences 

subsidiary willingness towards RKT in EMNEs. 
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5 Discussion 

Willingness and socialization mechanisms are the most significant determinant of the 

extent of RKT (Najafi-Tavani et al., 2012). Little research on RKT has considered the 

relationship between headquarters-subsidiary socialization and subsidiary willingness 

towards RKT. Our study results suggest that socialization between headquarters and 

subsidiaries plays a positive role in subsidiary willingness towards RKT in EMNEs. 

Socialization mechanisms include joint training programs, inter-unit visits, expatriation 

and repatriation and informal communications (Noorderhaven and Harzing, 2009). The 

literature acknowledges that socialization decreases the possibility of “transmission 

losses” and increases the extent of RKT (Mudambi, 2002). Indeed, our case study 

indicates that socialization increases the frequency of interaction between subsidiaries 

and headquarters and also increases mutual understanding, particularly in terms of 

cultural aspects. This can eventually engender a better perception of Chinese 

headquarters and greater respect for its leadership, thereby enhancing subsidiary 

commitment to working for headquarters’ objectives and subsidiary willingness to 

contribute to knowledge-sharing. In short, our case study of Geely identifies that 

subsidiary willingness can be improved through different socialization mechanisms, 

such as employee communication and social interaction, expatriation and cultural 

activities and regular meetings.  

The literature review suggests that subsidiary autonomy and headquarters control is the 

factor influencing the extent of RKT (Bartlett and Ghoshal, 1989; Doz et al., 1990; 

Ghoshal et al., 1993). The findings regarding the effects of subsidiary autonomy and 

headquarters control on RKT are mixed. Some literature has found a positive influence 

(e.g. Kostova, 1999; Khanna and Palepu, 2010) in the sense that subsidiary autonomy 

is a strategic mechanism to overcome an EMNE’s weakness in managing globally 

dispersed business and its home-country disadvantages after foreign entry (Wang et al, 

2014). Moreover, autonomy for the subsidiary provides it with an opportunity to 



 33 

differentiate itself from the home-country office and to initiate adequate practices 

locally (Khanna and Palepu, 2010). However, Wang et al (2014) highlighted the fact 

that high subsidiary autonomy delegation is not beneficial for foreign markets as a 

springboard to acquire strategic assets. Our empirical findings suggest that headquarters 

granting the subsidiary enough autonomy can positively influence willingness towards 

RKT in EMNEs. This is because offering more autonomy to the subsidiary makes the 

subsidiary more appreciative of Geely China and more grateful for their respect and 

trust. This increases the subsidiary’s positive perception of Geely and its commitment 

to work for headquarters. Additionally, the subsidiary has more respect for Geely’s 

leadership. Meanwhile, granting the subsidiary autonomy also allows them time to 

devote to R&D rather than dealing with managerial conflicts. With more technology 

developed, the subsidiary is more willing to participate in RKT as it has gained more 

benefits. As Li Shufu (Chairman of Geely) said: “Let Volvo Cars be running as an 

independent company within the Geely Group, without interference, with 

unprecedented freedom and access to capital.” 

Headquarters’ value-adding is widely researched by a number of scholars (eg. Ambos 

and Mahnke, 2010; Goold et al., 1998), but there have been few studies discussing 

headquarters’ value-adding in terms of reverse knowledge transfer or subsidiary 

willingness. According to the case study of Geely and its subsidiaries, headquarters’ 

contribution will enhance willingness towards reverse knowledge transfer in a way that 

is similar to headquarters’ value-adding. As Chandler (1962) says, one of headquarters’ 

functions is to play an entrepreneurial role in terms of adding value to subsidiaries. It 

is also argued that, when managing subsidiaries, headquarters can allocate resources 

and provide value to its subsidiaries (Goold et al., 1998). From this perspective, 

headquarters’ value is important both to subsidiaries and to the MNE itself. We have 

found that headquarters’ value-adding initiatives will enhance willingness towards 

reverse knowledge transfer in EMNEs as it will help subsidiary development. 

Additionally, reciprocity is also gained through headquarters’ contribution, because in 
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return for headquarters’ value-adding activities, the subsidiary will transfer knowledge 

back to headquarters. Thus, for those headquarters in emerging-markets that aim to 

improve willingness towards reverse knowledge transfer, as suggested by Su (2018), 

headquarters managers should take actions to aid the subsidiaries’ development and add 

value to them to improve their motivation to transfer knowledge. Similarly, it is also 

advisable that headquarters should take initiatives, such as improving sales, enhancing 

subsidiaries’ understanding of the local market to add value to subsidiaries and resource 

allocation etc. in order to absorb more technology from their knowledge-sourcing 

subsidiaries. 

As discussed by Nair et al. (2015), for EMNEs, a better performance in terms of reverse 

knowledge transfer requires a high level of collaboration between headquarters and 

subsidiaries. In addition, according to Frost and Zhou (2005), R&D co-practice between 

units will increase reverse knowledge integration by enhancing its likelihood within 

units. The above literature studies the relationship between cooperation and reverse 

knowledge transfer, while this paper has found that cooperation between organizational 

units will positively influence subsidiaries’ willingness towards knowledge outflow in 

EMNEs as it enhances the mutual understanding of both headquarters and subsidiaries. 

Additionally, through cooperation, headquarters’ competence will be recognized by the 

subsidiaries and thus the willingness to collaborate will be enhanced. In this way, 

subsidiary willingness towards reverse knowledge transfer will increase in turn. As a 

result, for those EMNEs such as Geely Group, developing various cooperation projects, 

such as a joint technical development program and an expatriation plan, will improve 

willingness towards reverse knowledge transfer.  
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6 Conclusion 

Chinese outflow FDI in 2017 was 124.63 thousand million US dollars (UNCTAD, 

2018), which ranks it in third position around the world. MNEs from emerging markets 

are playing an increasingly significant role in the world market. Our study explores 

subsidiary willingness towards RKT in the context of EMNEs with subsidiaries in 

advanced markets. This thesis is based on a case study of Geely and its two subsidiaries 

(i.e. Volvo Cars and CEVT) which is a successful firm in an emerging market. This 

case shows how Geely improves subsidiary willingness on the side of socialization, 

autonomy, contribution and cooperation. The findings suggest that headquarters can 

improve subsidiary willingness, promoting social interaction among employees, 

granting the subsidiary autonomy and making contributions to the subsidiary, as well 

as conducting headquarters-subsidiary cooperation projects.  

6.1 Research Contributions 

The central contribution of this thesis is that it fills up the gap in how to improve the 

willingness of reverse knowledge transfer of subsidiaries. Based on previous studies, 

our paper contributes to knowledge transfer literature by gaining knowledge of the 

determinants of subsidiary willingness. We identify the new factors affecting subsidiary 

willingness: taking socialization initiatives, offering autonomy to subsidiaries, adding 

value to subsidiaries and strengthening cooperation between headquarters and 

subsidiaries. In addition, this article makes a particular contribution to the literature on 

EMNEs by studying subsidiary willingness and its drivers in EMNEs, which is 

underexplored in the research. This thesis enhances the understanding of subsidiaries’ 

willingness to transfer knowledge in the context of EMNEs. Moreover, we also enrich 

the literature on EMNEs by conducting a case study of a Chinese MNE and its two 

Swedish subsidiaries. We can draw relevant theoretical findings through the analysis of 

our empirical data. These findings are of practical significance. Finally, our thesis 

extends the RKT literature derived from theoretical concepts of the relationship 
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characteristics between headquarters and subsidiaries. This thesis further contributes to 

the view of the importance of maintaining the relationship between headquarters and 

subsidiaries. 

6.2  Managerial Relevance  

This study offers potential implications for MNEs, especially those in emerging 

markets who intend to improve subsidiary willingness towards RKT. This thesis 

suggests that enhancing subsidiary willingness should be focused on the relationship 

between headquarters and subsidiaries. In order to enhance subsidiary willingness 

towards RKT, approaches such as promoting social interaction between employees, 

granting subsidiaries autonomy and making contributions to subsidiaries, as well as 

conducting headquarters-subsidiary cooperation projects can be taken. First, we find 

that socialization is a key precondition. This suggests that socialization is enhanced 

through communication between employees, improving their cultural understanding of 

each other and specific communication sessions. Second, the parent company can give 

the subsidiaries greater autonomy so that they have more freedom to make decisions 

according to their own characteristics. In this way, the subsidiary’s psychological 

rejection is also reduced and, thus, subsidiary willingness towards RKT is increased. 

Third, headquarters can make contributions to the subsidiary to enhance subsidiary 

willingness since the subsidiary’s value is added to in this way. Initiatives such as 

reducing the subsidiary’s costs, helping to improve employees’ welfare and helping the 

subsidiary to open its local market to the headquarters’ country should also be 

undertaken by headquarters. Finally, headquarters should also take advantage of 

headquarters-subsidiary cooperation projects, such as joint R&D development, to 

provide opportunities to improve mutual understanding and develop new technology 

for both headquarters and subsidiaries. In addition, our findings suggest that all the 

expatriate engineers should take an active part in the firm’s socialization activities in 

order to get acquainted with their colleagues from local firms. In turn, local managers 

should also strongly engage in communication and cooperation projects so as to achieve 
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technology reciprocity. 

6.3 Research Limitations and Future Research  

There are some limitations to our study. First, during the data-collection process, we 

could not get access to foreign employees, as time was limited, which may have 

produced one-sided views in answer to our research questions. However, we have 

interviewed employees from both headquarters and subsidiaries to make our findings 

as objective as possible. Second, since all the employees from the case firm signed 

confidentiality agreements, few of the in-service employees agreed to participate in our 

interviews. Nevertheless, the participation of former employees in our interviews 

provided us with a comprehensive and multi-faceted perspective for the case study. 

Third, we conducted only a single case study of a private EMNC to research our 

question. This may be not representative of all EMNCs as there are other kinds of 

EMNC, such as state-owned firms and Sino-foreign joint ventures. Future studies may 

carry out multiple case studies on various EMNCs to research this question in depth. 

Third, although this study explored some initiatives that could improve subsidiaries’ 

willingness towards reverse knowledge transfer (e.g. headquarters organizing social 

activities and offering autonomy to subsidiaries, cooperation within the group and 

headquarters’ value-adding projects for subsidiaries), other initiatives may explain our 

research questions as well, such as insensitive compensation for reverse knowledge 

transfer and shortening of organizational distance. Future studies could explore how to 

improve subsidiary willingness towards reverse knowledge transfer in terms of these 

initiatives. 
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Appendix 1 Interview Guide 

English version 

For Interviewees from Geely 

1. Could you describe your job at Geely? 

2. How long have you been worked at Geely? 

3. How does CEVT share knowledge to Geely? 

4. How does Volvo Cars share knowledge to Geely? 

5. What have Geely done to improve CEVT’s and Volvo Cars’ willingness to transfer 

knowledge to Geely headquarters?  

6. How is the relationship (e.g. control, social interaction, integration, cooperation, 

attention) between Geely and CEVT? Do these relationship characteristics change 

CEVT’s attitudes towards Geely or its willingness to transfer knowledge, and how? 

7. How is the relationship (e.g. control, social interaction, integration, cooperation, 

attention) between Geely and Volvo Cars? Do these relationship characteristics change 

Volvo Cars’ attitudes towards Geely or its willingness to transfer knowledge, and how? 

8. What’s your feeling when working with your colleagues from CEVT or Volvo Cars? 

9. What kind of autonomy that Geely give to CEVT and Volvo Cars? 

For Interviewees from Volvo Cars 

1. Could you describe your job at Volvo Cars? 

2. How long have you been worked at Volvo Cars? 

3. How does Volvo Cars share knowledge to Geely? 

4. What have Geely done to improve Volvo Cars’ willingness to transfer knowledge 

to Geely headquarters?  



 51 

5. How is the relationship (e.g. control, social interaction, integration, cooperation, 

attention) between Geely and Volvo Cars? Do these relationship characteristics change 

Volvo Cars’ attitudes towards Geely or its willingness to transfer knowledge, and how? 

6. What’s your feeling when working with your colleagues from CEVT or Geely? 

7. What kind of autonomy Volvo Cars has? 

For Interviewees from CEVT 

1. Could you describe your job at CEVT? 

2. How long have you been worked at CEVT? 

3. How does CEVT share knowledge to Geely? 

4. What have Geely done to improve CEVT’s willingness to transfer knowledge to 

Geely headquarters?  

5. How is the relationship (e.g. control, social interaction, integration, cooperation, 

attention) between Geely and CEVT? Do these relationship characteristics change 

CEVT’s attitudes towards Geely or its willingness to transfer knowledge, and how? 

6. What’s your feeling when working with your colleagues from Volvo Cars or Geely? 

7. What kind of autonomy CEVT has? 
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Chinese version 
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Appendix 2 Information about Interviews and Interviewees 

Name Position Working years Interview times/total times 

Interview with headquarters (Geely) 

Interviewee 3 In-service Hardware developing 

engineer 

7 years 1/35mins 

Interviewee 5 Former project leader & expatriate 

engineer from Geely to CEVT 

5 years at Geely 

/1.5 years at CEVT 

1/1hour 

Interview with subsidiary (CEVT) 

Interviewee 6 Former platform developing 

engineer 

3 years 1/50 mins 

Interviewee 1 Former consulting engineer 2 years 2/2.5 hours 

Interviewee 2 In-service system engineer 10 months 1/30 mins 

Interview with subsidiary (Volvo Cars) 

Interviewee 4 Former electrical engineer 5 years 1/40 mins 
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Appendix 3 Representative Empirical Data 

Quotes Source Themes Aggregate categories 

The knowledge system of Volvo Cars is quite 
mature and it also means system documents is 
totally formed. However, that doesn't mean you 
can throw me a book and leave me (to) read it 
by myself. In the field of automobiles, a lot of 
things are gained from communicating with 
colleagues at work step by step and then we can 
gradually learn from each other. 

Interviewee 1 Strengthening 
employee 
communication 

socialization between 
headquarters and 
subsidiaries 

I get along well with the expatriates from Geely 
and Volvo Cars. They are so nice that, if you 
ask him a question, he will talk a lot related to 
it. As the good relationship is formulated, 
Volvo Cars’ employees are willing to 
communicate with the employees from Geely. 
As a result, it strengthens the willingness to 
transfer knowledge. 

Interviewee 2 

Our firm has an abundant budget on kick-off. A 
typical kick-off is organized as follows: every 
employee is picked up by the bus from the firm 
and then we will go to a forest far away from 
the city, where there are special coaches to 
organize activities. These activities are really 
interesting. 

Interviewee 6 Social 
interaction 

The company will organize kick-off for our 
employees, in order to let us get more familiar 
with each other. 

Interviewee 2 

when sending an email via Outlook, if you type 
the name of someone, then email address of 
him will jump out immediately. 

Interviewee 5 

If you want to send the email to the colleges, 
but you don’t have their email address, you can 
just type their name in the Outlook and the 
system will show their email automatically. 

interviewee 1 

   

(Continued) 
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Quotes Source Themes Aggregate categories 

You don't need to hold meetings deliberately 
because these kinds of meetings can happen 
every day. For example, when we are operating 
on a project, we communicate with colleagues 
every day. In other words, we communicate 
very frequently. 

Interviewee 5 Holding 
meetings 

socialization between 
headquarters and 
subsidiaries 

The degree of freedom is great because there are 
no restrictions on recruitment for CEVT. As far 
as I know, there is only one thing which CEVT 
needs to report to Geely Group and it is budget. 

Interviewee 6  Granting autonomy to 
subsidiaries 

The high degree (of) autonomy that Geely 
offered to CEVT allows us to concentrate on 
technology developing, rather than deal with 
managerial issues or even managerial conflicts 
with Geely. The more technology we’ve 
developed, the more we can share with Geely. 
This is a win-win strategy for both Geely and 
CEVT. The more technology Geely absorbed, 
the more progress will Geely make on R&D. We 
certainly hope Geely Group achieve huge 
success, since our budget will be enhanced after 
that. With more budget, CEVT will be more 
willing to work in line with Geely. 

Interviewee 2 

Geely and Volvo cars may use the same tire in 
some vehicle type; in most circumstance(s), the 
price that supplier offered to Geely will be 
lower. Now, when Volvo cars is acquired by 
Geely, it can get the same price with Geely in the 
same tire. It’s definitely cost saving for Volvo. 
As the cost is reduced, Volvo cars’ willingness 
of working together with Geely will certainly 
increase. 

Interviewee 3 Reducing 
subsidiary’s 
cost 

Headquarters 
contribution to 
subsidiaries 

Geely has also improve the bargain power of 
Volvo when facing its suppliers, since Geely has 
a larger amount of purchasing, when Volvo join 
the negotiation, the cost of Volvo cars will 
reduce sharply. 

Interviewee 3 

(Continued) 



 57 

Quotes Source Themes Aggregate categories 

Geely and Volvo will sometimes have the same 
supplier; however, Geely will have a lower price 
as the procurement volume of Geely is much 
larger than Volvo. Now if Volvo join Geely’s 
price negotiation with suppliers, Volvo will have 
the same low price as Geely. So the bargaining 
power of Volvo is raised substantially. In the 
meantime, the cost of Volvo cars is reduced. 
Thus, the profit will enhance. 

Interviewee 5 Reducing 
subsidiary’s 
cost 

Headquarters 
contribution to 
subsidiaries 

After the acquisition, the sales behavior of 
Volvo cars is rather good. Since Volvo earns 
more money, the welfare improved these years 
in the meantime. Geely is more and more 
acceptable to employees from Volvo cars, they 
hold a high sense of identity with Geely. This is 
important. 

Interviewee 3 Improving 
employee 
welfare 

 

When i was working at CEVT, our office 
facilities are superior even more well- 
facilitated than some Swedish companies. 
Geely has allocated to CEVT a large amount of 
money for purchasing office equipment such as 
lift desk and chair. These kinds of take and 
desk is very expensive that may cost tens of 
thousands for one set. The well-facilitated and 
comfortable working environment improves 
our motivation for work. 

Interviewee 1 Providing 
well-
facilitated 
office 
equipment 

Geely has a continuous blood transfusion to 
CEVT Sweden, the subsidiary cannot make a 
profit in the short term, and it relies on Geely to 
give it a continuous blood transfusion in the 
short term. 

Interviewee1 Funding 
support 

Volvo can develop better products with Geely's 
financial funding. 

Interviewee6 

After being purchased by Geely, the sales 
behavior of Volvo cars is out-standing. Thus, 
employees from Volvo cars are more 
acceptable about Geely 

Interviewee 5 Promoting 
Subsidiary’s 
Sales 

(Continued) 
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Quotes Source Themes Aggregate categories 

Now that the sales is boosted, market share is 
increased, profitability is enhanced, its 
motivation to cooperate with Geely will be 
higher than ever before.” 

Interviewee 3 
 

Headquarters 
contribution to 
subsidiaries 

The development of Volvo cars after Geely’s 
acquisition is mainly reflected in two aspects. 
One is the market share of Volvo cars grows 
much bigger than before; in the same time, its 
sales increase sharply these years. We’ve 
founded that this contribution is realized by our 
subsidiaries; they are kind of grateful to our 
acquisition since we improve the sales… 

Interviewee 3 

Now that the sales is boosted, market share is 
increased, profitability is enhanced, its 
motivation to cooperate with Geely will be 
higher than ever before. 

Interviewee 5 

When working with the colleagues from Volvo 
cars – for example, when we are operating on 
the shared R&D platform – Geely is more 
responsible for inputting demands. This 
demand is more about the demand of Chinese 
market. With time going by, Volvo cars will 
have a better understanding of Chinese market 
gradually during the cooperation. 

Interviewee 3 Enhancing 
Subsidiary’s 
understandi
ng of the 
Chinese 
market 

When we are operating a project together with 
Geely and Volvo cars, Geely is on the demand 
side, the engineers from Geely will import 
requirements in the system while Volvo and 
CEVT are more responsible for R&D. Volvo 
cars will get familiar with the Chinese market 
as well as the customer demand in this process. 

Interviewee 2 

There's a new car serious called Lynk&Co, as 
far as I’m concerned, it is developed by 3 
companies together. 

Interviewee 2 Joint-R&D 
project 

Headquarter-subsidiary 
Cooperation 

(Continued) 
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Quotes Source Themes Aggregate categories 

I take part in the R&D process of Lynk&Co 
serious(ly); it is developed on the CMA 
platform. In this platform, Volvo and CEVT 
can operate on it. It offers more flexibility for 
car design. In addition, cooperating with 
different colleagues enhance our understanding 
of each other and this will certainly promote 
our motivation to work together. 

Interviewee 2 Joint-R&D 
project 

Headquarter-subsidiary 
Cooperation 

Geely group has developed a shared R&D 
platform for Geely, CEVT and Volvo cars. On 
this platform, we can design product together. 
In the past, it would take us 3-5 years if we 
develop a new car. Now, as we are cooperating 
with each other, the R&D period is cut down to 
1-2 years. This also promotes Geely and Volvo 
cars’ knowledge exchange and integration. 

Interviewee 6 

We (Geely) do have a shared R&D platform 
with CEVT and Volvo cars. 

Interviewee 3 

CEVT is the project leader of Lynk&Co 
serious, Volvo cars are responsible for design 
and develop products while Geely mainly 
inputs needs on the platform. 

Interviewee 6 

Geely send expatriates to CEVT every year; 
some of them work short-term, some serve 
long-term. In the meantime, there are 
employees from Volvo working at CEVT as 
well. By cooperation between them, help Volvo 
acquaint with Geely group, which in turn will 
improve the knowledge-share willingness 

Interviewee 1 Expatriate 
project 

Now there are 14 colleagues from Geely 
working at my department. The employees 
from Volvo cars will also come into my 
department from time to time for technical 
meetings. During all these kinds of cooperation, 
the understanding between employees from 
Geely and its subsidiaries will increase. Hence, 
the projects we operate will get better 

Interviewee 2 

(Continued) 
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Quotes Source Themes Aggregate categories 

As for the expatriate from Geely, in the 
beginning, as they are not familiar with our 
technology, so Geely send them to learn about 
these technology as well as communicate with 
employees in CEVT. Now, they can develop 
their product on their own. 

Interviewee 2 Expatriate 
project 

Headquarter-subsidiary 
Cooperation 

Those expatriates Geely send to CEVT may 
have different missions, some of them, like me, 
will go to CEVT frequently and stay there for 
two to three months; others may work as short-
term expatriates, they will stay there for one or 
half a month. As far as i know, there are almost 
twenty expatriates from Geely during the peak 
season. 

Interviewee 5 

 


