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Abstract 

This research is carried out by studying a Chinese factory, producing metal spare parts, 

and its Swedish parent company that produces binding machines. The companies 

recently merged together after a previous relationship as supplier and customer. To 

bring the companies closer together an ERP-system was implemented during the 

research period. The purpose of this study is to answer three research objectives: 

 Explore what outcomes there are when a Swedish company acquires a Chinese 

factory related to cultural differences affecting the merging process. 

 Investigate conditional barriers for developing the Chinese factory to meet 

Swedish standards regarding the relation of quality and production. 

 Discover how efficient communication with ERP-system can help with the 

achievement of meeting Swedish standards for the subsidiary Chinese factory. 

To answer these questions, interviews with three people in management positions was 

constructed and carried out. A questionnaire was constructed to get the employees 

views on changes. Observations was made in the Chinese factory which provided some 

information useful to answering the research objectives and with these three methods 

the results could be triangulated. Literature was reviewed with connections to: culture 

differences, ERP-systems and quality perspective in China to construct the theoretical 

basis for this research. 

 

The study discovered how culture differences affected important areas such as 

communication, work implementation and management. The cultural differences also 

affected the second research question about quality and production. Other aspects as 

education, quality focus, and involvement from employees were also acting as a barrier 

for developing quality and production. The implementation of an ERP-system 

experienced some of the barriers mentioned above as language and culture differences 

but also providing effective communication. Also other benefits as a clearer view of the 

organization structure, manufacturing processes and the production flow.  However, the 

ERP-system implemented also has its flaws since it is not fully adapted to the Chinese 

market and users’ needs. It is also a reflection on the importance of understanding and 

adjusting to the Chinese culture. 
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1 Introduction 

This chapter will introduce the content of this research. 

 

This paper will discuss the process of internal re-structuring of a Chinese manufacturing 

company that is a subsidiary company to a Swedish one. In our modern time it is 

becoming more and more common that a Western company purchase or start an 

organization in China and make it a subsidiary company in order to achieve better price, 

faster delivery and a more efficient supply chain. The reason for this is China’s 

emerging economy, which can provide circumstances for subsidiary companies to earn 

a return of investment that is above average with the help of their parent organization 

(Steensma and Lyles, 2000; Wang et al., 2004), which is where the Western company 

plays its role. The Western company as a parent organization does not only guide its 

Chinese subsidiary but also forms a relationship with it.  

 

According to Lengnick-Hall and Lengnick-Hall (2003) an organization would benefit 

from having and being involved in a network formed by its internal and external 

contacts in order to share ideas and information when it is needed as well as solving 

problems. It provides a value to a company and strengthens the entire supply chain. 

Therefore it is important for Western companies purchasing a Chinese subsidiary 

company to invest in integration both technically and socially. 

 

What is interesting in this integration process is the cultural difference, what role will it 

play between the integration between two companies each residing on a different 

continent? Barkema et al. (1997) claims that the need for knowledge as well as a barrier 

to knowledge flow can be created from the cultural distance, which means that the 

cultural distance plays a significant role even if it is not always a positive one. This is 

what makes it intriguing to dig deeper into the cultural differences between a main 

company and its subsidiary, because it affects the organization structure and its 

knowledge flow. Indirectly that is also affecting the communication and information 
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sharing within the organization, which brings us to the topic efficient communication 

between a subsidiary and its main company. 

 

Another well discussed term lately when discussing China’s recent development within 

manufacturing companies is quality improvement. Since this study revolves around a 

Chinese subsidiary and its parent organization in Sweden it is highly relevant to 

investigate the view of quality within the subsidiary and the differences compared to its 

parent company. According to Xiang et al. (1990) there is still room for improvement 

when it comes to effective quality control systems in individual enterprises in China, 

along with that there is also a gap that needs to be filled when it comes to modern 

management methods.  

 

In this study an ERP-system called Monitor ERP has been used in the subsidiary 

company. Willis et al. (2002) discuss the outcomes of implementing an ERP-system, 

and these include re-energized organizations that are improving its relation with internal 

customers (the employees) and external customers as well as a greater business value 

drive. What is interesting for us is not only the improvement of employer-employee 

relationship, but also other internal customer-relations such as between a main company 

and its subsidiary. The improved business value drive is also playing a significant role 

in the processing integration of two parties. 

 

  

 

1.1 Purpose 

The purpose of this paper and the following case study is to find out the process of a 

Chinese subsidiary meeting Western standards through an emerging with a Swedish 

parent organization and the differences between the two organizations.   

   

1.1.1 Research objectives 

 Explore what outcomes there are when a Swedish company acquires a Chinese 

factory related to cultural differences affecting the merging process. 
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 Investigate conditional barriers for developing the Chinese factory to meet 

Swedish standards regarding the relation of quality and production. 

 Discover how efficient communication with ERP-system can help with the 

achievement of meeting Swedish standards for the subsidiary Chinese factory. 

1.2 Research limitations 

Limitations include the range of the research purpose, it had to be limited to answer 

certain questions regarding the process of making a Chinese subsidiary meeting western 

standards. The authors have chosen to focus on cultural differences related to the 

company and its parent organization focusing on how communication and the different 

way of performing work tasks is affected by culture. The study is limited to focus on 

how management communicates between China and Sweden in areas of business 

planning and control. Other communication in areas as leadership and informal non 

work related communication is not included in this study. The quality development and 

production related question is limited to study cultural and structural barriers. The study 

focuses on quality perspectives such as TQM and does not include any quality deviation 

that may occur in the manufactured products. It was also fitting to add the 

communication’s efficiency progress with the help of ERP-system, in order to achieve a 

complete view of the production flow. Other communication systems could be e-mails 

exchanged between the company and its customers as well as internal communication 

between the different departments that this study does not include. This way the 

research has been narrowed down to focus on these three objectives.   

 

1.3 Outline 

Chapter 1: Introduction; summarizes the reason behind why this subject was chosen as 

research topic, introducing the purpose and research objectives. 

Chapter 2: Methodology; presentation of different methods used to present the results, 

criticism towards the methods including reliability and validity as well as research 

approach.  

Chapter 3: Theoretical framework; introducing relevant theories based on scientific 

articles or other literature to be compared in the analysis chapter. 



4 

 

Chapter 4: Findings; including company background, and results gathered from 

observation, interview and questionnaires. 

Chapter 5: Analysis and discussion; analyzing the results and support this with the 

relevant theories found from the theoretical framework, discuss the results. 

Chapter 6: Recommendations for improvement; recommendations from the authors to 

the subsidiary company investigated to bring out results to improve their work. 

Chapter 7: Conclusion; concluding the results of this research.  
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2 Methodology 

This chapter analyzes and describes the methods used in this study.  

 

2.1 Literature review 

The literature review should according to Murray and Hughes (2008) state an overview 

of significant research related to the study, showing their contribution and short 

comings. Biggam (2008) says that it is important to get information about the research 

topic in the early stages of the study to understand and grasp what earlier researches 

have concluded. 

 

This literature review process started at the beginning of this study but due to some 

changes in the research objectives a lot of the information gathered in the early stages 

got cut from the report. The topic would focus on western and Chinese organization 

culture. The change of research objectives occurred during one of the authors visit to the 

Ruixin. The author observed some information that would alter the research objectives 

to a greater interest and more feasible to complete with good results. Therefore the 

authors had to invest more time than planned in writing the literature study in the later 

stages of this study. The change in research objectives did also affect the gathering of 

empirical information because the authors had to look in to some new literature to form 

the basis to which questions for the interview and questionnaire could be constructed. 

After the performance of interview and questionnaires as well as observation has been 

made, the authors start to investigate more relevant articles to support the results from 

the findings. Relevant literature such as textbooks, and articles published has been 

chosen to support the findings. Textbooks were found in the library where books have 

been divided into sections and the relevant topics were investigated by the authors. The 

search engines and webpages that have been used are: Google Scholar, Emerald Insight, 

DawsonEra. Search words include: China, subsidiary, parent company/organization, 

lean, ERP-system, culture, quality, quality perspective, implementation, culture and 

language. 
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2.2 Case study 

Case study is a suitable method to study and make a deep analysis of a specific case 

(Biggam 2008; Eisenhardt 1989). The Case study could for example be used at a single 

organization, company or division to explore and explain a scientific research question. 

The case study can be used in multiple cases which describe four different types, single 

or multiple cases that are either holistic or embedded (see figure 1).  

 

 

Figure 1: Basic designs of case studies (Yin, 2009). 

 

This study is a single case study with embedded design, which means there will be 

different units within the analyzed companies. The focus will be on cultural differences 

within the organization and what consequences it faces, the perspective upon quality, 

and the benefits of effective communication system. The authors have chosen this 

specific type of method in a case study because it would benefit in validating the results 

of this research, make the results more realistic seeing as the question will be answered 

by a real manufacturing company in China with a close relationship to a Swedish one. It 

supports the main topic of this research as well as responding to the purpose of 
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discovering how a Chinese organization differs from a Western one and what stands in 

its way of meeting the Western standards.  

 

According to Riley et al. (2000) a case study approach requires its own design, meaning 

that the design of a case study will be dependent on the questions that the research 

wishes to answer. In this case, based on the research objectives, the choice was to 

combine different methods in order to achieve the best results. The study focuses on one 

Swedish organization and its Chinese production subsidiary, as well as the link between 

the Swedish organization’s supplying subsidiary and the previously mentioned parties.  

 

2.3 Data collection 

The term data collection can be performed with different methods that include such 

techniques as sampling, secondary data, observation, interviews and questionnaires. It is 

important to remember that preparation is the key (Biggam 2008). The preparation 

before the data collection for this study was made is well planned due to group 

discussions before making decisions. The methods chosen for this data collection is to 

use observations, interviews and questionnaires. By using several different techniques 

the results could be triangulated, which is according to Mathison (1988) when several 

data sources is used and therefore can reflect different views to get a more accurate 

description of a phenomenon. This is exactly why the authors has chosen these three 

methods, it is crucial when performing a case study in one organization to gain different 

perspectives and receive results from different views. The interview method focus on 

the managers, to get their perspectives on the emerging process while the questionnaires 

discovers the workers perspectives and how they perceive the changes in the 

organization. The observation method will take the results from a third party’s 

perspective, the author that has a neutral state of mind when finding out the results of 

the merging process and how it affects the workers as well as the managers. 

 

Biggam (2008) presents some guidance when it comes to ethical issues related to the 

procedure of data collecting: 

 Make sure that subjects are well informed 

 Ask for permission 
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 Protect their privacy 

 Share the data and the results of this research with the subjects 

 Be courteous 

 Always strive to be honest and objective 

 

During both the interview and performance of questionnaires, the author has made sure 

to follow the guidance by asking for permission before gathering the data and making 

sure to inform the subjects of the reason behind the data collection. The questionnaires 

were filled in anonymously and the interview never brought up personal or private 

matters. The finished report and the results will be shared with the case company. The 

author also made sure not to ask leading questions or lean towards any answers in order 

to stay objective. 

2.3.1 Interviews  

These interviews were constructed by the research group through discussions; the main 

purpose is to find out the manager position’s point of view regarding changes in the 

organization after the merging process and their opinions on the ERP-system as well as 

differences between a Chinese organization and a Swedish one. The interviews were 

performed by one author in China while the other two authors stayed in Sweden to 

collect more literature that can be used after the findings were discovered. The timing of 

the interview performance was chosen at random. There are three people in managerial 

positions interviewed because of their participation in the process of implementing the 

ERP-system as well as their influence over the two organizations that are merging, one 

is the organization leader in the Swedish parent company, one is the project manager of 

the Swedish parent company’s subsidiary in China handling supplement of processed 

steel made parts and one is manager of Ruixin, the Chinese producing company. None 

of these three key persons were given any time to prepare beforehand. The interview 

sessions were not recorded, only notes were made by the author in China performing the 

interview in Chinese onto the computer in Swedish. The results were later on translated 

into English (see the interview questions in the attachments).  

 

Biggam (2008) discuss open and closed questions regarding the interview method, 

meaning that questions could either have a limited number of answers and thus be 

closed or have unset amount of answers and be undetermined. This depends on the 
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nature of the study performed, whether it should be more qualitative or more 

quantitative. In this interview, the questions were open and meant for the respondents to 

think before they can answer, by using a more qualitative method.  

 

Riley et al. (2000) discusses three different approaches for an interview: 

 The structured interview meaning that there is a well-planned structure of the 

interview questions that will get to the objectives through the process of the 

interview session. 

 The guided discussion defined as similar to the structured interview yet simpler, 

not as detailed when it comes to the structure. It generally revolves around 

problems and issues. 

 The open discussion meaning that the there is a discussion within the interview, 

the interviewee is no longer questioned but having a discussion and debates with 

the researcher.  

 

The method chosen for this interview is mainly structured one because the authors have 

set objectives for the interview sessions, but considering the fact that there are three 

different interviewees sometimes the method will vary. When interviewing a participant 

that is more open for discussions and leaning towards having a more open discussion 

the interviewer will choose a more open discussion method and so on.  However, there 

are set questions and they come in a certain sequence, the interviewer will always lead 

the interviewee back to the topic eventually despite having discussions and debates with 

the interviewee.   

2.3.2 Questionnaires 

A questionnaire was constructed with the purpose of finding out the changes within the 

organization for the non-managerial workers at the Chinese factory regarding work 

structure and their relationship to the managers. These questions were constructed based 

on the results of discussions within the research group in order to find out how the 

worker views the changes and if there are any resistance to changes that may occur due 

to culture differences. It consists of 12 questions with a grading option on a 1-5 scale, 5 

meaning that the respondent agrees fully with the statement in the questionnaire and 1 

meaning that the respondent does not agree with the statement at all. The question 8 is a 

key question linking to the followings 9-12. Meaning that depending on the answer to 
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question 8 the answers to 9-12 will become necessary or not necessary (see the 

questionnaires in the attachments). 

 

A total of 15 people responded to the questionnaires from the workshop which normally 

consists of 19 people. One of the workers did not want to respond to the questionnaires 

and three of the workers were absent during the research. 

 

As mentioned earlier in the interview chapter, there are open and closed questions 

where closed questions are often related to the method of questionnaires. However, 

according to Biggam (2008), it is also possible to combine open and closed questions in 

a questionnaire. A method used in this research. 

 

Question 9 in the questionnaire is an open question, whilst the rest of the questions are 

closed. This is because the authors considered the workers in the workshop, the main 

target of these questionnaires to be less likely to spend time formulating open answers 

and discuss with the researcher about their ideas based on the observations made. 

2.3.3 Observations 

Observations were made by one of the authors who travelled to China and visited the 

factory in Beijing called Ruixin. The same author worked as a consultant in the factory 

for the implementation of the ERP-system during one month and was able to get an 

overview of the factory and its business. The work involves interactions with managers 

mainly but also close contact with the workers in order to see their understanding and 

issues with the implementation since they have not worked with similar systems before. 

It would generally consist of solving problems for the workers or program and convert 

their consisting data into the ERP-system. Ruixin used to program their data into excel 

files, which needs to be converted into the ERP-system. Through this the author gets a 

close contact with the managers and workers as well as a deeper understanding for the 

manufacturing company and its production system. The main purpose of observations is 

to discover hidden conflicts or problems that surfaces through a neutral party’s 

perspective based on the emerging process. The author can then through interactions 

discover the manager’s point of view and compare to the worker’s point of view. It is 

also possible to discover underlying issues that affects the emerging process.  

 



11 

 

These observations were then shared and discussed through Skype with the other 

authors during the visit. Later on as the research progressed the observations has been 

thoroughly scanned by the authors through discussions and written down in the findings 

chapter. 

 

These observations were mainly made in the subsidiary company Ruixin, both in the 

managerial departments and the workshop itself. According to Biggam (2008), close 

observations of a particular population group’s behavior in particular contexts is very 

important in a case study. This means that observation and the results from it can be 

interesting and contribute to the case study if done right. 

2.3.4 Primary and secondary information 

According to Connaway (2010) primary information includes data that lies closest to 

the historical event. Primary information is created during the process of making the 

study. The case study collected primary data in the form of interviews, questionnaires 

and observations, all three methods were used in order to complete the primary data. It 

is essential for this study to have a deeper understanding for the manager’s point of 

view and ideas, while making a clear statement for the workers and their opinions. The 

primary information is highly important in this case to complete the result chapter.   

 

Secondary information is found in company’s excel data files from their previous 

productions. These data were not used for any other purpose than to create a deeper 

understanding for the author’s observations in China. In this research a combination of 

primary and secondary data has been used to achieve better results. The primary 

information is used in order to give the reader a perspective of the current situation 

whilst the secondary data is used in order to support the results founded particularly the 

results from observation.  

2.4 Reliability  

Reliability of the study is a question of trust, can the result be trusted? Biggam (2008) 

describes how a research can be valid but not trustworthy; the validity cannot ensure an 

interview record to be correctly noted by the interviewer and therefore lacks reliability. 

A reliable empirical research is therefore a research that is made available in each and 

every step of the process. An interview could be unreliable because it was not recorded. 
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This in this case fits in on the unreliable profile. Despite stating the positions of the 

people participating in the interview and questionnaire, it still lacks certain reliability 

because it was not recorded. However, for the sake of the interviewee’s personal 

comfort the interview could not be conducted with a recorder. The author in China has 

made sure that the interviewees understand the anonymity of their answers and the 

purpose of this research to avoid biased answers. The author also makes sure that the 

interviewees can read their own answers and see if there is anything that needs to be 

revised or if there is anything that the author failed to write down. After the interview 

has been made the author will go through the notes within the same day to translate the 

answers and thus it is more reliable than if the author chooses to translate the answers 

long after the interview has been conducted. The notes has been saved so that the author 

can go back and review what has been said. Every step of the interview data collection 

has been noted as well as the questionnaires. Every sheet responded by workers has 

been saved by authors to double-check the results.  

 

Riley et al. (2000) argues that the reliability of a research the less items used the less 

room there is for errors, and that reliability would increase with a small amount of items 

that were correlated in a strong way rather than many items that were weakly correlated.  

To cut it shortly, to check the reliability of a research, Easterby-Smith et al. (2008) asks 

three questions: 

 

1. Will the measures yield the same results on other occasions? 

2. Will similar observations be reached by other observers? 

3. Is there transparency in how sense was made from the raw data? 

 

These questions are now asked with this research as answer standard. Yes, there is a 

possibility that on other occasions the measures would still bring forth the same results. 

However, it must also be reflected on the circumstances of such occasions and a 

comparison of the performance of the first data collection should be made. The second 

question, whether similar observations can be reached by other observers is also very 

reflective. Other observers with the same academic background, same perspective, 

similar linguistic skills and same aims will more than likely reach the same results, but 

again the circumstances must be alike. The third and last question, about the 

transparency of the raw data, it is put quite simply due to the consideration of worker’s 
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educational level and therefore it is in a simple language. Discussing the results of the 

raw data, it is also possible to already then see the directions in which this study is 

heading towards.  

 

Saunders et al. (2009) discuss the unavoidable threat to reliability as participant bias, the 

fact that some employees might not state what is on their mind and instead choose a 

statement that their boss would like for them to say. It is important to be aware of this 

before performing the research methods. Of course, as an observer it is also possible to 

be biased. This makes the research less reliable. During this research, especially the part 

of interview and questionnaire the author made sure to seclude the workers and give 

them privacy and anonymity when filling in the questionnaires to make sure that they 

would not be biased when putting their answers. It is hard however, to determine 

whether or not the writer as an observer was biased or not during the research.  

2.5 Validity 

Valid research looks at how the empirical work is used in the study. The selection of a 

research strategy to collection and analysis of data all matters to the validity of the 

study. Research approaches and techniques must fit these activities (Biggam 2008). 

Validity is about whether or not the measuring instruments, in this case it will be the 

measuring methods, actually measures what was originally intended for it to measure or 

not (Riley et al., 2000). In this case, the question would be whether or not using the 

triangulation method would bring out the results that were originally intended. Is 

interview, questionnaires and observations the best way to go? If so, did the research 

truly pick out the best candidates for these methods? And does the result of these 

methods fit into the profile of the original intention? The answer is yes, although there 

is no absolute validity, it is still possible to say in this stage that so far the results has 

been promising from the data that was gathered. Using the triangulation method 

increases the validity of the research since different methods are being used and it gives 

an increased probability that the aims of this study can be achieved. The validity is 

strong in this study because of the methods chosen. 

 

Robson (2002) brings a chart for the threats to validity and they include: 



14 

 

 History: The historical events during certain research studies can affect the 

results. 

 Testing: The subject could affect the results of the research by purposely affect 

the results in a way that benefits them personally. 

 Instrumentation: The subjects could be affected by leaders within their 

organization to provide results in-between the research performances and affect 

the results. 

 Mortality: There could be participants or subjects dropping out of the research 

tests. 

 Maturation: The management could be affected during events that happens in-

between the research performances. 

 Ambiguity about causal direction: It is possible for one test result to affect the 

other, and hard to determine which affects the other most or first.  

 

In this study, the timing was set right. The author performed the interviews and 

questionnaires right after their implementation of the ERP-system, as well as not too 

soon after the parent organization purchased this Chinese subsidiary. There were no 

historical events that could affect the results, because the time in-between the tests were 

too short (within the day for questionnaires and within the week for interviews). 

However, it is undetermined how much the workers felt affected by their leaders when 

answering the questionnaires, as well as the impression that the parent organization’s 

leader has put on the subsidiary’s leader. Moving on to the questionnaires, there was a 

few absent workers in the workshop during the performance of the questionnaires and 

therefore it could be a threat to the validity of this research. However, considering that 

majority of the workshop answered the questionnaire, perhaps the results would not be 

affected too strongly by the absence of these workers. So far there has been no issue 

about the ambiguity problem, the relations between the test results are quite clear.  

2.6 Generalization 

When a study becomes generalized, it is possible to determine the quality of this study 

by testing it. Using the same methods in order to achieve the same results under the 

same circumstances. The generalizability has a close kin to validity in a research seeing 

as they both claim that in order for a study to have a true conclusion it should be 
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capable to be conducted under similar circumstances and conditions and achieve the 

same results (Connaway, 2010).  

 

Maxwell (2005, p. 115) discuss two different types of generalizations, the internal one 

is concluded within the group doing the research and their own settings whilst external 

generalizability is everything beyond that group and their setting.  

 

The generalization of this study cannot be truly confirmed since the results of this study 

is based on a specific case company. It is difficult to tell whether or not the results 

would be generalized during other cases than this specific one. The authors has made 

sure to carefully note down every step of the methods used to discover the results in 

other to validity this study and thus it is still possible to conduct a research following 

the same methods for other settings. 

 

2.7 Research approach 

There are two main approaches building a study, the deductive approach starts with 

forming a theory and then tries to confirm the theory also called the top down approach. 

Inductive starts in the other end with an observation or particular phenomenon and then 

forming a theory which is also called the bottom up approach (Saunders et al., 2009).   

2.7.1 Deductive approach 

A deductive approach is often related to syllogism, which is according to Connaway et 

al. (2010) developed by Aristotle. It refers to using a basic premise and logic in order to 

conclude a statement. However, Murray et al. (2008) argues that despite the logical 

order of a syllogism, the logical validity is not the same as an empirical truth. The 

importance of a deductive approach is to provide strong arguments and a valid 

conclusion, in which the conclusion must rest on the premises that are valid themselves. 

A deductive approach is in other words, a straight line of order. Where a theory is 

formed and then results brought to support the theory or confirm the theory, in which 

then a conclusion can be made. This approach is used in this research since the authors 

had a certain knowledge of the topic within this area before performing the research and 

gathering the findings and results. However, the authors then choose a more inductive 
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approach using the observations and findings to form questions and support the findings 

with theories after the findings had been conducted. 

2.7.2 Inductive approach 

Connaway et al. (2010) refers to the inductive approach as inductive reasoning, meaning 

that an inductive approach is to work from general principles or facts. Observations 

which leads to a conclusion supported by theories. There is an obvious limitation to this 

method seeing as it is impossible to observe all instances supporting the generalization 

of an inductive approach. According to Murray et al. (2008) an inductive reasoning 

requires evidence in order to support a conclusion. In other words, using an inductive 

approach means to work from results to a theory, and supporting the results by finding 

theories.  

 

During this research, a combination of deductive and inductive approach has been used. 

The results and observations were brought to light first during the inductive approach, 

and then a brief scan of documents that has been gathered beforehand because of its 

relevance to the topic is used in order to support the results and observations. In which 

case, a conclusion can be made.  

2.8 Method criticism 

The methods used in this research are selected by the authors in order to achieve the 

best results; however, there are still certain areas that could be criticized. To begin with, 

the language has been switching from one to another, certain things such as interview 

questions and a questionnaire has been translated and thus could lose parts of its 

credibility. There is also criticism towards the truth in the way workers have responded 

to the questionnaires, as well as how much the workers really understood of its contents. 

The same question is also valid when it comes to the interview, since it was written 

down onto the computer and not recorded, the credibility of its content could also be 

questioned.  

 

Whenever literature is being reviewed, there is also a criticism towards its content and 

thus the secondary information could be questioned as well. Whether the sources used 

in the theoretical reference chapter are reliable or not. 
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Another important question when performing research and that is to stay objective. 

According to Murray et al. (2008) it is a key requirement to have the ability of 

expressing criticism and stay objective while having a personal perspective or view of 

the analysis. During this research progress, the methods chosen and the questions 

provided in order to build up a result has been as objective as possible. The authors have 

tried to stay away from a biased point of view when analyzing the results and building 

up the analysis chapter. The personal reviewing has been kept to the discussion part of 

the research, and even then it is in minimal dosage.  

2.9 Practical approach 

The practical approach during this research could be divided into two parts, one which 

is focusing on gathering data through interviews, questionnaires and observe the current 

situation in the case company in order to achieve the best and most accurate results. The 

other is to read and search for relevant and interesting articles or literature in order to 

support the theories discovered during the data gathering.  

 

It is recommended to look further into the data gathering, the first half of the practical 

approach. During this part the research takes on a mixed method, which is defined by 

Denscombe (2010) as a research that combines alternative approaches within the same 

project. It is referring to research strategies that is using a qualitative approach. Which is 

exactly what this research is doing. The interesting question then becomes how is this 

research crossing the traditional boundaries? 

 

By looking into the current situation in the case company, and through discussions 

about the research objectives, the authors decides to use a qualitative approach to 

interview three essential key persons in the organization chain. This way it is possible to 

develop a deeper understanding for the organizational structure. A qualitative approach 

was then used to understand and dig for underlying issues with the workers, by using 

questionnaires with provided answers that workers needs to pick out it is easy for 

workers to fill in and cooperate with the research progress. Seeing as the research was 

performed in China and the language barrier was there, it was also important during the 

translation of interview questions and questionnaires for workers to make sure to use a 

language that could be understood since workers in the workshop might not be as 
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educated as people in the managerial positions, therefore when providing the 

questionnaires the authors used a simple language. The progress of interviewing and 

filling in questionnaires was performed at random timings, these two activities 

(interviewing and questionnaires) never crossed paths with one another. It was also 

essential to keep the questionnaires anonymous and the interviews as well. Observations 

made were never done indiscreetly to awaken unnecessary curiosity or unwanted 

disturbance.  

 

The second part of the practical approach is the secondary data, theories from articles or 

literature in order to support the research results. First the authors choose relevant key 

words related to the objectives, and then it is important to see whether or not the 

theories in the articles found will be used in the analysis. Bell (2010) says that it is not 

possible to analyze everything so one must be selective, however, attention must be paid 

when it comes to this selection so that the researcher does not only chooses articles or 

literature that supports their own theories or aims. Therefore the authors decided to 

briefly scan through all articles relevant to the topic, read the abstract and save the 

document until the results are finished and the analysis part needs to be written. These 

documents will be read and progressed by the authors in order to save the ones that can 

support the results in the best way. Afterwards, a discussion about the work progressed, 

what could be improved and so on will be performed.  

2.10 Ethical and societal aspects 

The study contributes to the interaction between culture and communication and how 

important these aspects are in today’s more global world, it is important for corporates 

to have a standardize way of communication. But one should also think beyond the tool 

for communication by bringing the organization together in culture and how you look at 

things. To do this you must understand the various branch and Walk in their shoes. The 

study highlights the importance of communication while giving insight on other factors 

that are relevant to tie together the organization and how these should be tackled with 

regard to man and his originality. It is then important to consider the society’s rules and 

how it affects the workers and their relation to the managers when performing the 

questionnaires and interviews, that the answers might be affected by society’s rules. The 

difference between a Chinese society and Swedish can also affect the results. Looking at 

this from a different perspective, the results can also bring out how the differences 
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between these two societies can affect workers and their relationship to the managers 

through an ethical and societal point of view. This is not just about their relationship, it 

can discover how the workers look at the emerging process as well.  
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3 Theoretical framework 

This chapter summarizes scientific theories gathered from literature in order to support 

the results. 

3.1 Organization structures 

Hatch and Cunliffe (2013) describes the simple structured organization as a basic 

structure with centralized top management. Small companies usually use this structure 

where control is done personally by managers who knows all employees and can talk 

directly to them. This organizational structure fits for entrepreneurial companies with 

simple or single products. 

 

Burns and Stalker (1961) described two different types of organizations; organic and 

mechanical. The mechanical works similar to a bureaucratic organization with 

centralized authority who specifies procedures and practices carried out further down 

the hierarchy. Information and communication goes vertically through the organization. 

Mechanic is suited when the condition and environment is stable. Organic organization 

is situated in an environment that encounters changes that prevents preplanned behavior 

patterns. Employees must do their work based on their knowledge of the organization’s 

goals and visions. Work methods, routines and authority must continuously develop and 

be able to be redefined by communication and cooperation in all directions. 

 

Decentralization of power and responsibilities is the corner stones in empowering 

employees. This require a condition where work is given a higher meaning by giving 

employees larger responsibilities in planning, execution, results, quality and 

productivity. To handle these responsibilities a higher knowledge and understanding 

about the organization is required to see the big picture (Bruzelius and Skärvad 2011). 

Wright et al. (2008) discuss two propositions in order to summarize the Chinese behavior 

at workplaces, one is: Practicality is the basic value driving Chinese workplace behavior. 

This definition states that the Chinese culture in the work place is low in both 

organizational commitment and productivity. Yet there seems to be more effort when 

working for themselves or families compared to working for complete strangers. This 

lead to the improvement of industrial productivity in China due to the piece-rate programs 
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in production. A comparison of the usage of public resources and conservation of personal 

ones are also what deems the behavior in Chinese workplaces as examples of 

individualism.  

The second proposition is: Emotion is the most important contingent factor driving 

Chinese workplace behavior. With this statement Wright et al. (2008) is saying that a 

Chinese worker’s behavior is more complex than to simply act based on practical 

judgements, but also emotions and feelings. It is hard to place Western rationality 

thinking into a Chinese workplace because of the influence from personal interventions 

or other people’s opinions within the network of relationships. There is also a statement 

of the team perspective from Chinese organizations, saying that despite the obvious 

pride an individual takes in a team’s achievements, there is a competition going on 

within the team to become the best team member. At a deeper level this makes 

teamwork a more competitive strategy rather than co-operative. These conflicts can 

affect an organization on their long-term performance (Berrell and Gloet, 2005). 

 

3.1.1 Leadership and management 

Leadership is about focusing on vision and processes to prepare and support the 

organization through changes. This is the difference to management which mainly 

focuses on the present, organizing, solving problems and planning (Kotter, 2001).  A 

leader is supposed to align the employees to a common vision when changes occur; it is 

the leaders roll to inform and communicate the changes. Involving employees in 

changes and hearing their opinions increase the motivation and the sense of being in 

control. When communicated clearly so employees understand the full effects of the 

changes the resistance will decrease and the vision aligned throughout the organization 

(Geller, 2002). 

The interface of management in Chinese organizations is not only complex but also 

important. In Figure 2 there is a clear image of the management interface and the 

importance of balancing the competing values.  
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Figure 2: Management interface in Chinese organizations, Wright et al. (2008). 

Wright et al. (2008) discuss with this model the role managers play in order to achieve 

productivity improvement; a manager must coax the workers on an individual level in 

order for this improvement to happen. A similarity exists in other cultures; however, the 

difference is that these interactions on the individual level must still honor the Chinese 

cultural traits. It is crucial then that managers in order to gather a team and avoid those 

destructive competitions think carefully when picking a team leader. There could be 

conflicts instead of progress when team members start to think of how much money the 

other team members are earning. The manager must balance all four factors as stated in 

Figure 2. And their task becomes more complex as an individual’s need ought to weigh 

up the need of the group.   

3.2 Communication 

After a merge is announced and put into progress it is argued to decrease productivity 

and commitment as well as increased disloyalty and dissatisfaction throughout the 

organization. In order to reduce these negative effects on employees, communication by 

the management is most likely to play a crucial part. Schweiger and Denisi (1991) argue 

that to reduce this negative effect, communication about the merge and its consequences 

should be communicated to employees as soon as possible.                                                        

Companies expanding over borders crossing into new countries are depending on clear 



23 

 

communication for effective management (Nobel and Birkenshaw, 1998). However 

communication relies on a mutual language to be effective, a condition Multinational 

corporations (MNC) seldom fulfills. MNCs are by their nature multilingual and relying 

on communication in secondary languages which according to Feely and Harzing 

(2003) triggers problems with miscommunication, uncertainty, mistrust and conflict 

when not managed properly. Culture can by itself be a barrier for communication. 

Triandis and Albert (1987) writes that communication and understanding each other 

gets harder as the distance to cultural background increases between the communicators. 

Qin et al. (2008) argues that communication in Chinese companies tends to mainly be 

downstream, that subordinates do not communicate information and their knowledge 

upstream to their superiors.      

 

Culture 

Organization culture is defined by Bruzelius and Skärvad (2011) as the dominant 

values, norms, habits and traditions that exist among the people in the organization. 

Culture can be different among companies in the same region and market but Hofstede 

(2010) argues that there are differences between countries that can be highlighted in 

figure 3. 

 

 

 

Figure 3: Dimensions of national cultures, (Hofstede, 2010).  
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The graph shows cultural differences between Sweden and China in terms. 

 

 Power distance 

The power distance index (PDI) between China and Sweden is significant. 

Hofstede (2010) describes PDI as being “the extent to which the less powerful 

members of institutions and organizations within a country expect and accept 

that power is distributed unequally.”  

In high power distance culture subordinates expect to be told what to do, the 

hierarchy is a natural inequality. In low power distance culture hierarchy is only 

accepted when it is convenient and not for any essential beliefs that people are 

unequal. Therefore in a low power distance culture subordinates expect to be 

consulted rather than told by their superiors. This provides an issue for conflict 

when an organization in a low power distance culture tries to use egalitarian 

leadership to control subsidiaries in countries with high power distance culture. 

Chinas high score of 80 means that they are acceptable of inequalities. Formal 

authority and sanctions influence individuals and they are in general optimistic 

about people’s leadership. Sweden however has a low score of 31 which means 

that they have characteristics such as independence; hierarchy is only accepted 

when needed, equal rights to all people, coaching leader and empowerment 

(Hofstede 2010).  

 Individualism 

Individualism between China and Sweden is also significantly large. Hofstede 

(2010) defines individualism as “the degree of interdependence a society 

maintains among its members”. Chinas low score indicates that they are a highly 

collectivist society acting as group rather than as an individual. Hofstede (2010) 

argue employee commitment to the organization is low but relationships with 

co-workers are highly valued. Relationships to people outside the group tend not 

to be treated as highly.     

Sweden’s score indicates an individualistic society were people are expected to 

take care of themselves. Manager and employees base their relationship on that 

both are going to benefit from their engagement. Merit is the only approved 

factor for a promotion or hiring, the best person for the job should always be 

hired.    



25 

 

 Masculinity 

Hofstede (2010) explains the fundamental issue of masculine and feminine 

culture as what motivates people. Masculine culture wants to be best and 

feminine want to enjoy what they do. China scores quite high and is regarded as 

a masculine society. An example is the student’s high ambitions in exam scores 

and rankings, which is viewed as a big factor to being successful. Sweden has 

the lowest score of all nations meaning that they are very feminine by 

Hofstede’s (2010) definition. Feminine society tries to balanced work and 

leisure time. An effective manager is supportive and decisions are made with 

involvement and consensus.     

 Uncertainty avoidance 

This dimension is about how a culture deals with the unknown future. Hofstede 

(2010) explains it as “the extent to which the members of a culture feel 

threatened by ambiguous or unknown situations and have created beliefs and 

institutions that try to avoid these”  both Sweden and China test low in this 

dimension meaning that they do not need to know everything the future will 

bring. 

3.3 Resistance 

Changes may impair the morale of the organization; take a long time to implement. It is 

important that management has good ability to predict what resistance that may arise. 

The four most common reasons according to Kotter and Schlesinger (2008) on why 

people are resisting the change: 

 

• The desire not to lose anything of value 

• Misunderstanding of the change and its effects 

• A belief that change is not logical for the organization 

• Low tolerance for change 

 

To manage resistance an understanding is required of the reactions that can occur and 

how certain groups or individuals can be influenced to reduce resistance in a process of 

change. Kotter and Schlesinger (2008) describe six approaches to dealing with 
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resistance: 

 

1. Education and communication: One of the most common ways to reduce 

resistance is to educate people in advance so they understand the implications of 

the change. A good communication of ideas helps to create understanding and 

logic for change within the organization. 

 

2. Involvement and participation: If potential opponents of change are invited to 

participate in developing and designing change, then their resistance can be 

withheld or reduced. 

 

3. Resources and support: One way to reduce resistance is to also give support to 

training such as vocational training leave or after a demanding period. It can also 

be listening and emotional support. 

 

4. Negotiation and agreements: A resistance can be overcome with an offering 

incentive, for example, higher salary for a changed task. 

 

5. Manipulation and adjunct: The manipulation can be done by selectively limiting 

the amount of information and deliberately construct events. One way to make a 

change in support is to involve a respected leader in the change only for the 

purpose, to make it more legitimate and gain confidence. 

 

6. Explicit and implicit coercion: When a change needs to take place quickly, a 

threat of dismissal, loss of promotion can be used. However, this strategy can 

easily create distrust among staff. 

3.4 Quality perspective 

Quality perspective is generally agreed as a concept of having products or services that 

meets up to a standard that can meet the expectations and demands of customers which 

increases with time. The growing realization of the necessity of continuous 

improvements in quality in order to achieve good financial and operational performance 

is another factor to why quality improvement has become an important strategic object 
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(Lee et al., 2001). The importance of quality improvement culture within an 

organization is also what drives a Chinese organization towards having a quality 

perspective, it is difficult to achieve continuous improvement in quality management 

without the strength in quality culture (Zu et al., 2011). Improvements in management 

knowledge area, strategic quality planning and employee involvement as well as 

customer satisfaction all lead to lower costs and higher profits, which means better 

quality performance as well as operational and financial performance (Lee et al., 2001).  

3.4.1 TQM in China 

Li et al. (2003) discuss the concept of TQM (Total Quality Management) in China, they 

claim that the Chinese government in 1986 decided that all large and medium sized 

state owned enterprises should carry out the principle of TQC (Total Quality Control) 

which is referred to as similar terms since they both have the same Chinese translation, 

they also include the three totals which are: 

 

 Total people 

 Total procedures 

 Total organization 

 

The first principle refers to the staff participation, it should cover the quality education 

and training as well as suggestions from the staff for quality improvements and making 

sure that staff takes part in the developing process of quality policies. It is to be 

compared with the TQM philosophy in which the employees should participate and be 

involved in quality process within the company. The second principle refers to 

procedures in the production process and includes research, design and production as 

well as the service after making a sale. There is a discussion of how much focus the 

Chinese companies tend to pay to the customer end of their supply chain, thus the after 

sale service might not be implemented fully in China. The third principle brings up the 

management levels involvement in quality (Li et al., 2003).  

Due to the uneven commitment from the management in these state owned enterprises 

in China Li et al. (2003) discuss the lack of motivation for TQM in China’s other 

sectors, which leads to a conclusion that the difference between TQM in west is that it is 

driven by customer focus whilst in China it is driven by the production efficiency. What 
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supports that statement is that in the west TQM is a response to the market while in 

China TQM is a government directive. 

 

Furthermore, Lee and Zhou (2000) summarizes in their research that firms in China that 

are more likely to go global business or be in some affiliation with foreign firms seems 

to be more quality-conscious. This makes them more concerned about the product 

identity than other traditional Chinese firms. In relation to this statement, firms that 

implements TQM are more likely to use a Kanban or JIT system when performing 

production planning. This leads to lower material costs and less intensive operations 

requiring the employees to work harder. This is due to the justification that TQM firms 

seems to have a less safety margin of their inventories. TQM firms are also more aware 

of the foreign competition in comparison to more traditional firms, which causes them 

to more frequently present new products.   

 

3.5 ERP- Enterprise resource planning 

ERP is a software designed to collect, manage, store and interpret data from an 

organization. The ERP-system integrates all types of information in a company that can 

be useful to enhance its business and comprehend all information into a single software 

interface. Various business activities can be included depending on what requirement is 

wanted by the company. Some of the common activities are financial, human resources, 

manufacturing, logistics, sales and marketing (Prasad et al., 1999).  

 

According to Magnusson and Olsson (2005), the ERP is a standardized system-support 

that leads to full transparency and control over the business. ERP manages the entire 

operation's overall data, which facilitates rational management through full transparency 

and control over the business. As well as increased availability and reliability through a 

geographical and functional distribution. The term support system defines Magnusson 

and Olsson (2005) as the information technology-based information systems that enable 

the effective management of information. The standardization in this context means that 

the same solution will fit all and not just only the software which must be adapted to the 

operation implemented in Magnusson and Olsson (2005).  
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Standardization is vendor-specific and not that the system is designed in standardized 

way to how the operations should be controlled or designed. ERP is developed under a 

process perspective, which virtually means that they function in the same way. ERP is a 

strategic tool that can improve operations, and operations management. The system 

comprises five components, hardware, software, database, people and business-

processes. By integrating and defining the business processes the distribution of 

resource can be optimized (Motiwalla and Thompson, 2009). 

3.5.1 ERP-system development 

In a constantly changing world, organizations are forced through integration to simplify 

the dissemination of information in order to maintain their competitive advantage. ERP 

was developed in the 1990s in order to integrate separate business support. The latest 

generation ERP also provides system support that extends beyond the business' internal 

processes. Through the Supply Chain Management (SCM) the integration and process 

eyesight can extend externally to the business' own suppliers appearing earlier in the 

supply chain. This development has enabled a higher level of planning, where 

management has access to better information for making decisions (Motiwalla and 

Thompson, 2009).  

A shallower extension that came during the 2000s is CRM support  

(Customer Relationship Management). Motiwalla and Thompson (2009) describes 

CRM support as a business intelligence features that can perform analysis based on its 

clientele to obtain information about customer needs and thus create a better 

relationship. 

 

Davenport (1998) explains that ERP consists of different modules that cover the 

activities that occur in manufacturing companies and provides a comprehensive view of 

the entire operation of virtual business process. Related information is updated 

automatically when information is input in one location. The figure 4 below illustrates 

how the integration between the ERP system modules connects together via a central 

database: 
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 Figure 4: Anatomy of an enterprise system, Davenport (1998). 

 

Davenport (1998) argues that business systems main task and purpose is to eliminate the 

problems that arise when information is fragmented in the company's different 

departments. If departmental systems are fragmented, the business will also be 

fragmented (Davenport, 1998). Therefore, a best practice established for the processes 

to be controlled between system modules (Karlsson and Ljungdahl, 2011; Nakashima 

2000) has characterized this practice of these points: 

• Material procurement and production planning is based on a combination of actual 

orders and forecasts. 

• Planning can range from several weeks to a year or more. The average is 12 weeks. 

• Products manufactured in large batches to take advantage of larger runs. 

• Items moved in batches through the factory when the specific operations should be 

carried out on the entire batch before moving on to the next operation. 

• Machines should run at full capacity. 
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3.5.2 ERP Adoption 

It can be a very difficult to take on an ERP-system where implementation could be a 

very complex task. It requires strong leadership and strategic skills to achieve the best 

fit between business peculiarities and the system itself to deal with the inevitable 

organizational impacts induced by an ERP implementation (Juell-skielse, 2006). 

Organizations need to adapt to general ERP-system processes fully, so that businesses 

can derive greater benefits from ERP. ERP is developed to be used in its full function 

based on assumptions regarding how operations should be conducted (Davenport, 

1998). 

Motiwalla and Thompson (2009) states that a business must pay attention to how an 

organization adapted to the ERP-system’s best practices. It is common that companies 

choose to modify the business system to adapt it, according to the business organization 

and strategy there are successful examples of this. Process changes can affect the 

profitability radically, both positively and negatively; therefore, decision-makers 

examine their processes carefully before a decision on whether the business system or 

organization processes can be adapted. 

3.5.3 ERP implementation 

Buonanno et al. (2005) argue that the skills which are needed to manage organizational 

change as determined by the implementation of an ERP-system is a debated issue. The 

article emphasize the importance of project management skills and change as critical 

success factors for ERP implementation, thus arises the question of small to medium-

sized companies lack of organizational preparations. Such a situation is mainly caused 

by the low degree of formalization of the people's roles and responsibilities as expressed 

by its constant re-shuffle. This structural condition makes the identification of ERP 

implementation main characters, such as process owners and key users (Buonanno et 

al., 2005; Davenport, 2000), very difficult to achieve. In addition to organizational 

culture as emphasized in particular the concept of business process among the critical 

success factors in ERP implementation. Business process concept helps to promote 

cooperation. 
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Above all so does the business process concept promote co-operation and co-current of 

efforts among managers i.e. leading integration, compared to internal competition 

induced by functionally oriented organizational models that are typical of SMEs. 

Regardless of company size, it is important to evaluate ERP-systems despite the 

advantages that the ERP-systems offer. It is important for the company during the 

planning phase to find out if a particular ERP-systems suit their business practices.  

If it seems that the function of the program does not properly fit the business 

requirements, then there are two possible strategies that can be identified due to 

Buonanno et al. (2005). 

1. Change the business processes to fit the software with minimal customization. 

Fewer modifications to the software application should reduce errors and help to 

take advantage of newer versions and releases. 

 

2. Modify the software to fit the processes. This choice would slow down the 

project, could affect the stability and correctness of the software application and 

could increase the difficulty of managing future releases, because the 

customizations could need to be torn apart and rewritten to work with the newer 

version.  

 

Successful implementation also requires a strong leadership, commitment, and 

participation by top management. Since executive level input is critical when analyzing 

and rethinking existing business processes, the implementation project should have an 

executive management planning committee that is committed to enterprise integration, 

understands ERP, fully supports the costs, demands payback, and champions the 

project. Moreover, the project should be spearheaded by a highly-respected, executive-

level project management (Umble, 2003). 

 

ERP vendors put great focus on adapting the process required to match the system 

modules with the actual functions in the existing processes. Buonanno et al. (2005) refer 

to other articles and argue that previous studies shows that it is a complex and expensive 

task. Several aspects of this dual strategy for ERP adoption and implementation become 

even more critical, to the known features of small and medium-sized organizations. 

Although the effective use of business information is a strategic objective for companies 

of all sizes, nowadays most business systems available on the market are too expensive 
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for the financial capabilities of smaller businesses (Buonanno et al., 2005). Small and 

medium sized enterprises differ from large companies in important respects, affects 

their information seeking methods (Buonanno et al., 2005). These differences include: 

• Lack of (or substantially less sophisticated) Information System Management  

• Frequent concentration of information-gathering responsibilities into one or two 

individuals, rather than the specialization of scanning activities among top executives.  

• Lower levels of resource available for information-gathering 

• Quantity and quality of available environmental information.  

 

According to Buonanno et al., (2005) and Chan (1999), many small and medium-sized 

businesses that do not have access to resources or not willing to reserve a large part of 

its resources because of the long implementation time and high fees associated with 

ERP implementation. 

 

Loh and Koh (2004) presented a framework for the most common critical elements for 

successful implementation of ERP-systems in small and medium-sized enterprises. By 

deduction, and the premise that factor have to be claimed by at least five references, a 

list of key factors in table 1 (Juell-skielse, 2006). 

 

Table 1: Critical elements for successful implementation of ERP in SMEs, (Loh 

and Koh, 2004). 
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4 Findings 

This chapter presents the findings made at the case company. 

4.1 Company background 

This study was carried out at a Chinese factory called Ruixin that was originally a 

family business with one person in charge. It was an organization with a hierarchical 

structure. Year 2013 it was purchased by a Swedish company which is also a part of a 

larger concern with an Italian parent company. The Swedish company has had a long 

term relationship with this Chinese factory as a customer before purchasing 51% of the 

company ownership, since then the organization structure within this Chinese factory 

has changed to a more horizontal organization where one person is no longer in charge 

of everything. There is also a subsidiary to the Swedish company in China whom shares 

a close relationship to Ruixin, the Chinese factory. The subsidiary company to the 

Swedish one is mainly handling spare parts distribution within China and so far 

Ruixin’s only customers are the Swedish company and the other subsidiary company.  

 

Since the Swedish company sells binding machines Ruixin produces metal spare parts 

for these machines. In other words, Ruixin as a Chinese factory handles steel related to 

machines. There are so far around 1400 drawings that Ruixin handles, which means 

they deal with around 1400 different products. There are currently 26 employees within 

Ruixin and 19 of them are in the workshop. There are 2 doormen and 3 people in the 

managing department whilst 1 person works as an internal auditor. In the workshop 

there is also a manager responsible for the work process. 

  

The company started to document everything into the computer using excel 2008, and 

before now there has never been any type of ERP-system within the organization. In 

April 2015 the factory started using Monitor ERP-system due to a decision made from 

the Swedish company. The subsidiary company in China also uses Monitor ERP-

system.  

 

Below is a mapping of the relationship between the three organizations and the roles of 

interviewees: 
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Figure 5: Organization relationships 

The red medium sized arrows represent distribution of finished goods, the green smaller 

arrows represent orders from customers and the light blue big arrows represent further 

distribution to external customers. 

 

4.2 Interview findings 

Collaboration between the Swedish company and the Chinese factory 

The managing director explains that collaboration with Ruixin has gone well and this is 

a lot to due to the individual capabilities of the factory manager. He also states that there 

are big gaps between Chinese and Swedish factory workers in the way they think and 

operate. He thinks the Chinese workers should get more involved in the work process 

and be given more responsibility, not just take orders from management. Mindset of the 

workers is crucial for effective production in China. Managing director says this change 

is in action but the progress is slow.  

 

Project manager at Ruixin says that communication with the Swedish company has 

some difficulties. The time difference between Sweden and Beijing is 6 hours. This 

makes a normal workday of 8 hours only has 2 hours overlap to direct communicate 

with the Swedish company, when Sweden switches to wintertime the time difference 

increases even more. Project manager also states that they use English which is a 
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secondary language for both parties. With different culture and way of working, the 

project manager claims that this causes miscommunications. 

Project manager says that management in Sweden want to see results and not go 

through the whole work process. The Swedish management is willing to invest in 

machines but also to invest in people enhancing work environment and giving everyone 

a voice as well as taking the view of a factory worker.  

 

Manager at Ruixin says that the organization used to be hierarchic, the old manager 

made decisions by himself. This ended up in decisions sometimes were made too fast, 

without proper communication with the factory workers and not fully understanding 

their impact. The way of working is changing now, factory workers is given more 

responsibilities and management does not micro-manage every detail.  

It takes a lot of time to adjust to the changes that have been introduced since the merge 

with the Swedish company. The changes have affected the way work is carried out and 

the old mindset of the factory workers needs to be changed. Manager at Ruixin states 

that young employees have it easier to adapt to change and that they are not as fixed in 

the old mindset. Ruixin manager says that the Swedish management has been helpful 

with providing proper management skills and follow up on improvements in production 

and quality. Ruixin manager views the old Chinese way of working as more flexible, 

not as strict and one lined.       

 

Integration with ERP-system 

Managing director says that ERP is a positive tool which provides overlook in terms of 

efficiency in the factory as well as how to think and rationalize. The result is better 

decision making based on logic rather than intuition.  Project manager agrees with 

managing director about ERP's role and the advantage of the system, but they also 

highlight that is important not ignore the disadvantages. For example the ERP should be 

more adapted to the Chinese market since the accounting module does not fit the tax 

system in China. When the implementation is in such an early stage it is critical to have 

a good communication channel between the factory and the company as well as support 

in order to avoid wasting time.  

 

The project manager also says that there is no follow-up for customers who just 

implemented the ERP-system. The positive outcome of the ERP according to the project 
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manager is precisely that it is a very efficient system with a simple design and easy to 

learn, and that the modules are simple and not too complex. VAT system which is based 

on Chinese customers and production module is very good compared with other 

systems.  

 

Manager Ruixin explained that it is exhausting to enter all the old data into the ERP-

system when they have had data since 2008, it then becomes time consuming since it is 

not possible to transfer files, and in extent that everything must be done again from the 

beginning. There also the challenge to convince everyone to embrace and adopt the 

system. Manager Ruixin also agrees with project manager that the accounting module is 

very good for a manufacturing company yet should be more adapted to the Chinese 

market. 

 

According to Manager Ruixin the current ERP-system is not efficient when many items 

need to be filed in small quantities. The advantage of ERP is that it saves time in terms 

of work hours and planning, as well as to facilitate when it is difficult to plan everything 

in your head. It will be easier to make orders and transparency will increase in the 

factory using the system. The company will then have more time to devote to customer 

response, resources, and achieve a clearer insight. 

 

Differences between Swedish and Chinese companies   

 Organization- Project manager says that Chinese organization is more 

hierarchic, management want to have control over everything and micro-manage 

the organization. Swedish organizations care less about controlling the details 

and rely on co-workers to take responsibility. All managers seem to have 

different views on what the most important resource is in a Chinese company. 

Director manger stated the Chinese market, manager Ruixin stated the customers 

and the project manager stated the employees.   

 

 Quality- Project manager says that quality control is different. Swedish 

companies start at the end of supply chain and ensure good quality in every step 

until the product reaches the customer. Chinese companies tend to only look at 

the last step of the supply chain to ensure good quality. Quality control in 

Swedish companies looks deeper in the quality of their products trying to find 
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the original source for unsatisfied quality product. Chinese companies tend to 

only look shallow for quality improvements.  

Manager at Ruixin says that quality in production is affected by the use of older 

machines that cannot fulfill newer machines standards regarding quality. 

However the raw material in China is of a high quality, in Ruixin’s case the raw 

material would be steel.                                                 

 

 Sustainable development - Managing director states that Sweden heavily 

enforces sustainable thinking in their companies while China is far behind in this 

development. Project manager and manager of Ruixin both agrees and says that 

effort is weak for sustainable development in the factory but China is getting to 

a point were pollution is growing to be a big problem and work towards 

sustainability is growing fast. 

 

Way of work- Changes since the merge 

Managing director says that Ruixins adaptation of new ways of doing work is not the 

only answer. They also need to develop their own way of working that fits their 

situation. Project manager says that the workplace has been more organized, similar as a 

Swedish company. Manager of Ruixin says that documentation has changed and 

become more organized. Part and order number are now easy to search and locate in the 

inventory because of the new ERP-system. The work place is also getting more 

organized. Organization structure has also changed with a different managing style with 

more discussions and co-operations involved. Being part of a bigger organization also 

demands a lot more communication between Swedish and Chinese management. Work 

environment is also beginning to improve due to recommendations from the Swedish 

company. The attitude in the factory has also changed to always try and improve for the 

better.  

4.3 Questionnaire results 

The questionnaire answered by the non-managerial workers at the Chinese factory 

consisted of 12 grading questions. The mean value of all grading questions was 4.33 

with the grading options 1 to 5. The questions 6 and 5 had the lowest score of 3.07 and 

3.33. Question 5 indicated that workers had low trust to what management was telling 
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them to do and question 6 indicated that workers did not feel as informed of the changes 

in the company as they all should be. See the questions and their mean value in table 2 

below. 

Table 2. The questions in the questionnaire. 

 

4.4 Observations 

Based on observations made by one of the authors it is clear that Ruixin as a Chinese 

subsidiary company is very different compared to Swedish organizations. This is not 

strictly based on the production line or the processing of customer orders. It is also 

about the working environment for employees in the workshop, as well as the attitude 

within workers when it comes to changes. Based on time and experience spent in the 

organization it was clear that despite the effort coming from the parent company to 

improve the workplace environment (for example, implementing work stations at each 

machine with tools organizers), it is still hard for Chinese workers to adapt to the new 

work ways. The tools for improved working environment and effective processing are 

there; they are just not fully used due to lack of enthusiasm.  

General questions Mean 

1 Are employees held accountable for their actions? 4,80 

2 It is easy to get training or education when needed to perform a difficult task. 4,53 

3 Employees at this company work together as a team.  4,47 

4 Management pays careful attention to employee’s suggestions. 4,73 

5 You trust what the management tells you at this workplace.  3,33 

6 Do you feel like you as a worker is informed of the changes in the company? 3,07 

7 Do you feel like you as a worker has any sort of influence over the company?  4,47 

Changes in the workplace  

8 The changes increase your capability to perform at work.  4,73 

9 The changes at the workplace are reasonable.  4,64 

10 The changes at the workplace are easy to follow.  4,18 

11 Management understands the difficulties in the changes. 4,45 

12 You understand why there are changes in the organization. 4,55 

  

Total Mean value 4,33 
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There is a clear distinct line between the Chinese workers and the managerial 

department; it seems that despite getting along well, there is still a line that cannot be 

crossed between both parties. In which the employees in the workshop are mainly 

workers with their main vision set on making a living whilst the managerial department 

is looking at the organization’s survival and its complete improvements.  

 

Still, the managerial department is reasoning and discussing with their workers, 

considering the size of this organization it is easy to bring the employees together even 

if it does not happen often. The lack of gatherings in forms of meetings to ensure that 

every worker can let out their own voice, hand out their opinions or bring up issues with 

their work as well as getting to know other worker’s opinions is also noticeable.  

 

The workshop itself is untidy, cleaning and organizing are not priorities in the workshop 

and this sometimes creates conflicts for the production since time will be wasted on 

finding specific tools or drawings. It is also difficult to find specific workers due to the 

fact that employees work with random customer orders, there are no set working 

stations for individuals (only set stations for machines) and no documentation of their 

work. Their attitude towards the ERP-system implementation is also very different, the 

managing director from Sweden has a high enthusiasm towards the implementation due 

to the changes that will grant the Swedish main company more influence and control 

over the situation in China. However, the manager for Ruixin is not as enthusiastic as 

the Swedish managing director due to the difference in culture. The manager does 

realize the importance of having this ERP-system however, if Ruixin want to improve 

and stabilize on the market. Which is crucial for the company’s survival and growth. 

Through observations it is also obvious that the language barrier creates a distance 

between the Chinese workers and managers from the Western ones. There is a mutual 

understanding of each other’s difficulties, but the communication channel is not fully 

opened due to the language difference that makes it difficult to understand each other.  
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5 Analysis and discussion 

This chapter will analyze and discuss the result findings and support these with 

statements from the theoretical framework. 

5.1 Cultural differences that affects the merging process 

Organizations develop their own values, norms, habits and traditions defined as their 

culture. Culture can be different depending things such as market and region. The 

globalization has meant that different cultures are intertwining when organizations 

collaborates over the borders. This melt pot of culture can create conflict and problems 

for the organizations. 

5.1.1 Communication  

The time difference is always going to be a problem for communication between 

Sweden and China, with few opportunities for direct communication and the far 

distance that easily prohibits quick face-to-face meetings. In this case English is used 

and is a secondary language for both parties, which can according to Feely and Harzing 

(2003) trigger problems with miscommunication, uncertainty, mistrust and conflict. For 

management in multinational companies clear communication is crucial to become 

efficient (Nobel and Birkenshaw 1998). In the interviews, managers explain that besides 

some troubles with using a secondary language, they also claim cultural differences to 

affect the communication. Triandis and Albert (1987) argues the more distant the 

culture background gets of the communicators the higher the risk for 

miscommunications and failing to understand each other. Sweden and China has large 

culture differences and Hofstede (2010) argues that power distance, individualism and 

masculinity largely differs in these countries. Therefore culture as well as language is 

very likely to act as a barrier for efficient communication between the Swedish 

company and Ruixin.  

 

The empirical and theoretical evidence suggest that communication is a big factor for an 

organization to function properly. It is also evident that communication in this case is 

affected by factors as time, language and culture. If these factors do not get recognized 

or attended to it might create miscommunication and further problems. Management 
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should beware of culture differences in their communication so they can learn to 

understand each other. Management also has to recognize language and time difference 

as a barrier for clear communication and to find solutions or tools to reduce 

consequences from these barriers. 

5.1.2 Organizational structure 

Ruixin was earlier formed as a simple structured hierarchy, relying on the old manager 

to make a lot of decisions and employees to simply carry them out. Since the merge 

with the Swedish company some structural organizational changes in the factory is 

inevitable. The management at Ruixin can no longer make all decisions by themselves 

in a simple structured organizational way when they now are a part of a much bigger 

organization (Hatch and Cunliffe 2013).The managing director expressed that he wants 

to give more responsibility to employees changing the organization structure to be more 

decentralized and organizational in its way of enabling employees to make more 

decisions themselves and relief management from micromanaging the factory. This 

empowers the employees which requires a higher knowledge and understanding of the 

organization to be able to take responsibility for work planning, operations, results, 

quality and productivity. So to be successful by giving employees a larger responsibility 

they also need according to Bruzelius and Skärvad (2011) more knowledge, skills 

development and to understand the visions and goals of the organization.  Project 

manager says that communication has improved at Ruixin which according to Geller 

(2002) is an important part of good leadership it is crucial for employees to fulfill their 

new role. The questionnaire however does state that information about changes in the 

company has not been fully informed in a satisfying way. This is serious since without 

proper information about changes in the company employees will not be able take 

responsibility and it might even grow to resistance according to Kotter and Schlesinger 

(2008). The questionnaire also state that the employees are somewhat satisfied with the 

changes, that they are reasonable, increasing the capability to perform at work and that 

management seem to understand the difficulties of changes in their workplace. 

Employees show a lack of enthusiasm to the new changes was observed and changes of 

organization structure implied by an organization from a low power distance culture 

trying to manage a high power distance culture can create problems. Hofstede (2010) 

identified two completely different ideal for management in low and high power 

distance culture. The low power distance culture is likely to favor a manager who is 
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democratic and resourceful. While the high power distance culture is more likely to 

favor a benevolent autocrat. 

 

The move towards a more organizational organization structure suits a changing 

environment where communication need to flow fast in all directions according to 

Burns and Stalker (1961). In the Chinese factory, a lack of communication and sharing 

of knowledge upstream the organization was observed. Shop floor workers did not seem 

to be sharing their personal views and opinions with management. Qin et al. (2008) 

argues that is part of Chinese organizational culture where communication tends not to 

flow upstream as easy as downstream. This is likely to create conflicts if employees are 

given more responsibilities, they will require more consultation and two-way 

communications with managers (Bruzelius and Skärvad 2011).  

 

Culture differences play a big part in succeeding with an organizational structure 

change. Organizations have different values, norms, habits and traditions which make 

up their culture. The culture affect the how the organization function and is structured. 

So to change the organization structure, the culture is also likely to change. Changing 

culture is not an easy thing but with proper understanding of the cultural differences 

future conflicts may be avoided or reduced. 

 

5.1.3 Production and workshop culture 

The workshop culture is what defines the productivity, Wright et al. (2008) brings up 

two propositions which summarizes the Chinese behavior in such workplaces, one is 

practicality as a basic value. This refers to the effort put in when working for the 

organization and working for themselves or families. There is also a discussion of the 

fact that public resource is used more often than personal ones. Despite Ruixin being 

originally a family company, there is a distinct line as noted in observations that the 

workshop staff and manager department does not share the same perspective on the 

production process. During the questionnaire presentation there is also a question about 

whether or not the staff in the workshop trusts what the manager tells them at all times, 

the answer to that question is not always. The reason behind that could be many, but the 

individualism spirit that Wright et al. (2008) brings up is definitely one of them.  
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The second topic leads us to the emotions within Chinese workers. Wright et al. (2008) 

discuss that practical judgements as well as emotions and feelings are what determine 

the Chinese workers behavior in the workplace. In this case it will be in the workshop 

aka production center for Ruixin. Since it was originally a family business with a 

hierarchical structure, it was important that the leader of the organization would have 

the charm and knowledge in order to progress. The managing director claims that the 

integration has gone well and this is having a lot to do with the individual capabilities of 

the factory manager in Ruixin. The decision making was all up to one individual and 

those decisions were often made too fast, which is what could be referred to as acting on 

impulse and emotions, trusting one’s guts and feelings. It is common in the Chinese 

workplace culture, however, it is no longer working in order for the integration process 

to succeed and improve. 

 

Berell and Gloet (2005) bring up the competitiveness in the workshop culture within 

Chinese workplaces that the comparison between one individual to another can lead to 

conflicts. While Wright et al. (2008) argues that in order to prevent this competitiveness 

the manager needs to balance the members within a team. One can discuss the 

questionnaire result where the workers feels like they do not have enough information 

about what is going on in the organization, if it has a positive or negative impact on the 

improvement of integration process. On one hand, because the workers do not have 

enough information, they do not feel involved. One the other, because they do not have 

the information, it is hard for them to start comparing. During the observations it was 

clear that despite the workers having the tools for improvement, they did not have the 

enthusiasm. It was also clear that the workers were scattered all over the production 

area. They were not organized. The signs of team work were not obvious, and thus it 

will be harder to argue whether or not there are conflicts related to team work 

individualism.  

 

To summarize it, Chinese workers’ behavior in the workshop is based on practicality 

and emotions. It is important to keep the Chinese workshop culture in mind when 

integrating with a Chinese company. It is also important to value the individual 

capabilities. Yet the lack of team work spirit in the case company makes it interesting to 

question the reason to why the culture in China is individualized. The factors could be 

many, and lead to continuous research regarding the culture within the production and 
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workshop. Another interesting concept is whether or not this culture can be seen 

elsewhere outside of the production department and workshop. As discussed earlier in 

the organizational culture chapter, where practicality and individualism is also brought 

up which leads to the conclusion that the concept is valid within the entire organization 

and not just the workshop. The competitiveness is hard to determine since the team 

work is currently non-existent in the workshop. It is both a positive and a negative 

factor. The negativity lies in the fact that without a team work thinking it is hard to keep 

the communication lines open and discuss, share ideas with one another. It is also 

difficult for the managers to organize the work structures in the workshop when workers 

are all scattered.  

5.2 Quality perspective within the production – China vs. Sweden 

Since Ruixin became a part of the Swedish organization, they have gradually come to 

the realization that the quality standards they have which is more than enough in the 

Chinese market does not meet up to how the Swedish companies have their quality 

standards. According to Lee et al. (2001) it is not only Ruixin that has started to realize 

this but it is a growing realization in China where it is necessary to have continuous 

improvement in quality to achieve better performance in operations and financials. It is 

crucial to improve areas such as management knowledge, strategic quality planning and 

employee involvement. It is also important to achieve customer satisfaction. Ruixin has 

a final step after shipping out the finished goods to the customer and that is to check 

with the customer whether or not they are pleased with the goods and what could be 

improved (see attachment). It is a step towards an improved quality management. 

However, it does not seem to be any strategic quality planning in the production 

planning of Ruixin, aside from a few quality controls in their flow chart (see 

attachments). It is also stated by the manager at Ruixin that they cannot achieve a fully 

satisfying quality standard due to the usage of older machines.  

 

Ruixin is not a state owned enterprise; they have no obligations to perform a TQM. 

However, the three totals that Li et al. (2003) brings up can still be used in order to 

analyze how far Ruixin has gotten with their quality improvement work. The staff 

participation is the first principle. Based on the questionnaire results the staff are not as 

informed as they should be, which lowers the expectations for staff participation, also, 
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judging from the interview findings, there are not as many quality controls within one 

production flow as there are in western standards. This also minimizes the possibilities 

for staff participation in quality improvement. Therefore, the second principle for 

quality procedures in production process and so on is also on a starter level and not 

implemented fully. The third principle discuss the management involvement, the 

manager at Ruixin’s perspective on quality in production is that they do not have 

advanced machines in order to achieve better quality. However, judging from this 

statement, the manager realizes there is room for improvement and has an attitude in 

which speaks for a possibility of further improving the workshop in order to achieve 

higher quality standards. 

 

Li et al. (2003) also discuss the lack of motivation in sectors that are not state owned. 

The drive for a TQM process should be customers and not production efficiency. This 

statement is what Ruixin is gradually realizing considering their choice of having 

customers as the most important resource in a Chinese company.  

The progress in Ruixin is in relation to their relationship with the Swedish organization, 

this includes their perspective on quality since they understand the difference between 

the standards in the West and the standards in China. According to Lee and Zhou (2000) 

firms in China that has some sort of global business trade or affiliation with foreign 

firms are more quality conscious.  

 

The problem with the quality improvement process in Ruixin is not only the importance 

of having the newest machines and tools, it is the instinct and realization that quality is 

essential in order to achieve a company’s long term survival in today’s fast growing 

market. It is then crucial to have customer satisfaction and put the customer’s first, 

make sure that the priority is to keep them happy. It is also important to learn from 

one’s mistakes, which is one step of Ruixin’s production flow. To analyze the progress 

of a production line after the product is shipped out and improve based on the historical 

defects (see attachment). The lack of quality planning is also making it harder for 

Ruixin to improve their quality, in comparison to Western companies that are more 

willing to invest in having a TQM.  
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5.3 Effective communication – implementation of ERP-system 

The managing director’s opinions on ERP-system is supported by Prasad et al. (1999) 

that it has the ability to manage operation resources in an efficient way, by providing a 

comprehensive, integrated solution for information processing needs, and have 

persuaded both practitioners and leaders the importance of integrated systems. The 

ERP-system provides insight across the whole business value chain and links the 

process which provides a clear basis for decision making (Magnusson and Olsson, 

2005). 

 

The managing director seems to miss that Project manager is a very important 

ingredient to succeed with implementation of ERP as Buonanno et al. (2005) expresses 

Project Manager to play a major role in a successful ERP implementation. Where the 

managing director highlights the positive effects of the system, but do not put into the 

process of getting such a system to fully function. Umble (2003) express, it is important 

that management is engaged. Project Manager feels that it is important to follow up 

after implementation and evaluate if a way ERP-systems fits a particular organization 

(Buonanno et al., 2005). Furthermore project management expresses that ERP-system is 

simple and effective to use (Magnusson and Olsson, 2005). 

 

Manager Ruixin explains that it is a difficult task to transfer older files to the ERP-

system, to match the system modules with the actual functions is a long, exhausting and 

costly processes. 

Buonanno et al. (2005) argues that implementation of ERP is an expensive process and 

business systems suppliers need to adapt their systems to relevant market. The human 

factor highlighted by Manager Ruixin is among the key ingredients for the success of 

implementation, Motiwalla and Thompson (2009) suggests that man is one of those five 

key components for the construction of ERP. Manager Ruixin experience that it is a 

difficult task to change the mindset of employees therefore it is important to get the 

employees more involved in the changing process. 

 

Manager Ruixin and Project Manager share the same view that is important to adapt the 

system to different markets and that the ERP-system fits the manufacturing company 

(Davenport, 1999). Manager Ruixin explains that ERP is not effective in the production 
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of small amounts, and it is the perfect tool for materials planning, which gives the 

company more time to put focus on other aspects of the business, for example the 

customers (Karlsson and Ljungdahl, 2011). 

 

ERP-system is an important integration tool to improve communication and pull 

together business processes. Finding a standardized a way for the information flow in a 

distinctive way, and therefore reduce the geographic distance and welds the 

organization. In the case of the company in this paper, the ERP provides a better quality 

and service for customers, empowers employees, and drives towards a greater business 

value. It is important for an organization when going through a changing phase and 

implementing a new system, to educate and involve employees so that they are aware of 

the changes that takes place. The employees resistance reduces when they feel more 

involved by receiving training and more information about the changes that the 

organization goes through. The ERP-system can also create a common base for 

integration of two companies with large culture differences. The standardization of the 

information flow that an ERP-system provides can decrease the need to communicate 

this information and therefore avoid miscommunication due to culture differences or 

language barriers.  Implementation of ERP is a long and hard process, it is important to 

manage the implementation process properly. Above all ERP is a business process 

concept which promotes co-operation and co-current efforts among managers i.e. 

leading integration instead of internal competition. ERP-system supplier should focus 

on developing ERP-system to suit the market where organization operates. 
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6 Conclusion 

This study set out to answer three different research objectives by collecting empirical 

data and by literature research. 

 

 Explore what outcomes there are when a Swedish company acquires a Chinese 

factory related to cultural differences affecting the merging process. 

 Investigate conditional barriers for developing the Chinese factory to meet 

Swedish standards regarding the relation of quality and production. 

 Discover how efficient communication with ERP-system can help with the 

achievement of meeting Swedish standards for the subsidiary Chinese factory. 

 

Several culture differences could be identified as; power distance, individualism, 

masculinity, uncertainty and avoidance and how these affected the merging process.   

Communication became harder as the culture difference between the communicators 

increase and how using a secondary language can increase miscommunication. The 

study also found evidence of organization changes being affected by culture when an 

outside company with a large culture distance enforces the changes.   

 

The conditional barriers for the Chinese factory to meet Swedish standards regarding 

quality and production are many, but the main reason to why there are such differences 

is the culture. Culture leads to different thinking in production planning and it also leads 

to a different perspective on quality. For Western companies and Sweden in particular, 

it is natural to focus on customer satisfaction and thus have a strategic quality 

management. Whilst in China, state owned enterprises are made into having a TQM 

system. The sector outside of state owned enterprises feels no obligation to invest in a 

quality management system, their value lies in the production efficiency. The culture 

within production is also different compared to Sweden, practicality and emotions are 

Chinese workers, and it leads to individualism. There is in other words, no team work 

thinking. Merging with a Western company (in this case a Swedish one) makes changes 

in a Chinese organization and this change affects the production culture and the 

workers. 
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ERP creates a good structure in the company and facilitates communication internally, 

which makes it easier to make decisions. Organization becomes connected and not 

divided, ERP leads to integration and therefore promotes a solid organizational culture. 

When the internal processes are hobbled in that way organization can focus more on 

improving other aspects of the business, indirectly increasing competitiveness, devoting 

more time to customers and quality. Implementation is a difficult phase; therefore, it 

requires careful planning and evaluation. It is important for an organization to choose 

the right ERP software that will suit their organization and to follow up and improve the 

system all the time. It is also necessary to inform and train staff so that they understand 

the value of the system. 

     

6.1 Theoretical and practical contributions 

The study contributes to Ruixin by giving a perspective on the workshop employees’ 

opinions and assist the Swedish company into better understand the culture and 

organization in Ruixin. It also contributes to how important efficient communication is 

between the three managers that were interviewed. The risk for miscommunication 

increases when culture differences are large and a secondary language is used. 

Integrating two companies from different cultures requires knowledge about the 

differences for planning a successful integration. The study also identified customer’s 

opinions about improvements for the Monitors ERP-system. 

 

This study found empirical evidence that support earlier theories about culture 

differences between Chinese and western companies and how these can affect a 

merging process and also evidence of communication becoming harder when the culture 

difference between the communicators increase and how using a second language can 

increase miscommunication. It also supported empirical evidence to earlier research of 

organization changes being affected by culture when an outside company enforces the 

changes.  The study shows that culture differences can affect the implementation 

process of an ERP–system. Management need to pay extra attention in dealing with 

certain aspects and how software needs to be adjusted to fit a Chinese user. When the 

information flow provided by the ERP-system is adjusted for culture it can actually 

decrease the need for other forms of communication between an organization and its 
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subsidiary. The organization can then monitor a lot of the subsidiary’s business in real 

time by viewing their data in the ERP-system. This creates a platform that when built 

correctly can avoid miss-communication due to culture differences and provide a 

transparency that can increase understanding of each other’s business.   

 

6.2 Further research 

This research can take a step further by researching whether or not the results will be 

affected by the choice of ERP-system and countries of origin for the main and 

subsidiary companies. It is also interesting to further investigate whether or not the 

implementation of ERP-system can affect the cultural differences in a negative way, if 

there are any flaws with the system implementation that is related to the cultural 

differences as well as a deeper understanding of the relationship between quality 

management and culture in the subsidiary.  

 

7 Recommendations for improvement 

By analyzing this study, authors discussed the proposals for improvement that are 

considered relevant for the company and other relevant parties to further view closer, 

these are: 

 Customize the accounting module in the ERP-system to adjust to the Chinese 

Market. 

 Adjust the cost of the ERP-system to the Chinese market, it will benefit in 

recruiting more customers. 

 It is crucial for top management to get more involved, especially during the 

implementation process. 

 It is important to follow up after implementation and evaluate the system. 

 Involve workers and keep them informed so they do not feel left out. 

 Communication is very important; it should be easy and in a standardized form. 

 Invest in TQM, change the perspective of quality and focus more on customer 

satisfaction. 
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In order to summarize and strive for improvement with the research work, the authors 

have collected a few improvement factors: 

 

• All group members visit the factory in China.  

• Keep group gathered to facilitate communication and collaboration.  

• More time to get a perspective of development in the company.  

• Study several companies instead of one. 
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Attachments 

Interview questions in Swedish, English and Chinese: 

 Hur tycker du att arbetet fungerar mellan det svenska företaget och fabriken? 

 Vad tycker du om integrationen med hjälp av Monitor ERP-system? 

 Vad tycker du om idéen att ha ett Lean företag? Tror du att det kan vara viktigt 

för en kinesisk organisation? 

 Vilken tror du är den viktigaste resursen för ett kinesiskt företag? 

 Vad tror du är skillnaden mellan kinesiska företag och svenska företag struktur 

mässigt? (Organisation, kvalitet, miljötänk?) 

 Har samarbetet med det svenska företaget påverkat erat sätt att jobba? (Hur isf?) 

 What do you think of the working relationship between the Swedish company 

and the factory itself? 

 What do you think of the integration with Monitor ERP-system? 

 Do you like the idea of having a lean production? Do you think it’s important for 

a Chinese organization?  

 What do you think is the most important resource for a Chinese company? 

 What do you think is the difference between Chinese companies and Swedish 

companies structure wise? (Organisation, Quality, and Enviroment) 

 

你觉得跟瑞典公司的合作怎么样? 

你觉得使用 Monitor 系统帮工厂和瑞典公司的联合怎么样？ 

你觉得精益系统(LEAN)是一个怎么样的系统？你觉得对于中国的工厂是否重要？ 

你觉得中国公司最重要的资源是什么？ 

你觉得中国公司和瑞典公司的区别在哪里？(组织，质量，环境) 
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Questionnaire 

Survey 调查 

请把你同意或不同意的观点或问题圈一下。如同意，请圈 5。如不同意，请圈

1 。 

如果有别的意见或评论也可以写在问题下方。 

Mark the answer to which degree you agree to the statement or question as shown in the 

example below. You can also make comments. 

Disagree 不同意   1   2   3   4   5   fully agree 完全同意 
 

1- Are employees held accountable for their actions?  

您觉得工人对于自己的工作以及处事方法是否承担任何责任?  

Disagree 不是   1   2   3   4   5   fully agree 是 

 

 

2- It ś easy to get training or education when needed to perform a difficult task.  

如果接受一个难度大的任务可以容易的接受训练或教育。 

Disagree 不同意   1   2   3   4   5   fully agree 同意 

 

 

3- Employee ś at this company work together as a team.  

所有工人都是以组织性的工作方法在工作。 

Disagree  不同意 1   2   3   4   5   fully agree 同意 

 
 

4- Management pays careful attention to employee ś suggestions. 

在管理方面经理会听工人的一些意见或建议。 

Disagree 不同意   1   2   3   4   5   fully agree 同意 

 

 
5- You trust what the management tells you at this workplace.  

你完全相信并依赖管理方面的指挥。 

Disagree 不同意  1   2   3   4   5   fully agree 同意 

 

 

6- Do you feel like you as a worker is informed of the changes in the company? 

你觉得你了解公司的近况吗？ 

 Disagree 不同意  1   2   3   4   5   fully agree 同意 

 

 
7- Do you feel like you as a worker has any sort of influence over the company?  

你觉得你对公司的进展有一定的关联吗？ 

 Disagree 不同意  1   2   3   4   5   fully agree 同意 
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8- The changes increases your capability to perform at work. 

这些改变会影响你在工作中的表现。 

Disagree  不同意 1   2   3   4   5   fully agree 同意 
 

 
9- The changes at the workplace is reasonable.  

工作中的改变是合理的。 

Disagree 不同意  1   2   3   4   5   fully agree 同意 

 
 

10- The changes at the workplace easy to follow.  

工作中的改变是容易跟随的。 

Disagree  不同意 1   2   3   4   5   fully agree 同意 

 
 

11- Management understands the difficulties in the changes. 

管理部明白改变后工作中的难处。 

Disagree  不同意 1   2   3   4   5   fully agree 同意 

 
 

12- You understand why there are changes in the organization. 

你个人明白为什么会有这些改变。 

Disagree 不同意   1   2   3   4   5   fully agree 同意 

 

 

 

 

 

 

 

 

 

 

Case company Ruixin’s production flow charts
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Ruixin production flow chart 

 

Technical 

department 

 

Production planning 

department 

 

Workshop 

 

Warehouse- 

Finished products 

 

Accept orders from 

customers and arrange for 

production, provide drawings 

and other requirements of the 

finished product 

 

Formulating the 

production process 

and working hours 

 

Create the production 

process according to the 

requirements from 

customers, verify the 

revision and arrange work 

hours 

 

Examination of the 

production process 

and arranged work 

hours 

 

Purchase raw 

material and 

standard parts 

 

Check the material quality and quantity according to 

the raw material order, register and place into raw 

material warehouse. (If there is any issues, PPD will 

solve it) 
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Formulating production 

process and working hours 

 

Restart 

 
Scraps  

 

Inspection 

 

Analyze the unapproved 

parts during the different 

processes and re-

construct the working 

process and working 

hours from the results 
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to the production 

processing list 

 

Unapproved 

parts recycled 

 

Mutual checking in 

the workshop of the 

processing work 

 

Gather raw material 

according to the 

production 

processing list 
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Turning mill or number 

control turning mill 

Milling, boring or process 

center 
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Metal plate or welding 

Heating process within the 

workshop, filling in the 

examination report 

Turning mill or number 

control turning mill 

Turning mill or number 

control turning mill 

 

Register the quantity; cleaning 

and oil brushing parts before 

placing into the warehouse 

 

Approved parts 

 

Final 

inspection 

 

Archiving 

the process 

 

Deliver to 
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Customer 
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Feedback from 
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