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Talent Management in BYD and Geely: Challenges and Strategies in the

context of expansion into European market

Abstract

In China, some automobile companies are expanding their business to international
markets. BYD and Geely are significant examples to expand to Europe. Also, talent
management (TM) integral part of strategic planning in global business nowadays.
During expanding to Europe, BYD and Geely have faced some external challenges and
internal challenges. Facing these challenges, Geely have a good practice on talent
management, which are understanding the cross-culture differences before M&A,
Creating learning centre as “soft” integration and deep learning via employee exchange
for talent development. In contrast, BYD have average practice, such as expatriation
recruitment might not be effective to solve the headquarter (HQ) - subsidiaries issues.
increasing sponsored events and promoting organisational statement might improve
public perception and might attract talent but they may also divert resources from core
operations and misalignment messaging will be adverse employer brand. To improve
the TM in BYD, recommendation part come up a short-, mid- and long-term plan for
rebuilding the employer brand, improving HQ-subsidiaries conflict, and creating a

cohesive organisational culture, thus attract, and keep top talents.
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1. Background of BYD and Geely

With the increasing manufacturing advancement and involution of domestic market in

China, some automobile companies are expanding their business to international

markets (Ahmed, Khan and Khan, 2022). BYD Company Limited (BYD) and Geely

Automobile Holdings Limited (Geely) are the significant examples of Chinese

automobile seeking expansion to international. Europe is a jewel market for Chinese

automobile firms due to rich resources of automotive manufacturing and the market

influence (Allianz.com, 2024).

BYD is one of the leading Chinese manufacturers in the world, specializing in design,

supply and manufacturing batteries, electric vehicles, and renewable energy solution.

BYD's success is in the electric vehicle market from its vertical integration business

model, which strengthens its in-house production power (Business Model Analyst,

2024). BYD has been expanding to Europe market from 2021 in Norway, with

significant efforts to penetrate to United Kingdom, France, and Germany. Despite this

growth, the company has struggled to fulfill sales targets. In 2023, 15,644 units were

sold in Europe, representing only 1.1% market share compared to the 5% target (Teng,

2024). Some articles highlighted internal tension, unsatisfactory quality control and

failure market research are the reasons for BYD failure in Europe (Hossain, 2024;



Huang, 2024).

Geely is one of largest automobile Chinese firms who is global prominence by merging

and acquiring several established brands. Starting from 2010, Geely has demonstrated

its innovative mindset using its acquisitions with Volvo expanding its Europe market

(Xie et al.,, 2022). Through cooperated with well-established Volvo, Geely has

strengthened its technology advance and diverse talent with establishing their new

brand Lynk & CO. In 2023, Lynk & Co. sold 22,000 units, ranking in 39 in Europe,

surpassing BYD 15000 units (Geely Auto International Corporation Public Relations,

2024a; Geely Auto International Corporation Public Relations, 2024b).

2. Talent management — international expansion

Talent management (TM) is integral part of strategic planning in global business

nowadays (Gallardo, Thunnissen and Scullion, 2020). To address the complexities of

managing a diverse workforce across different countries and cultures, TM is a strategic

level of resource management and development in global corporations, involving a

series of activities or processes of attracting, sourcing, retaining, and developing of high

potential employees on international scale (Cascio and Boudreau, 2016; Caligiuri et al.,



2024). Based on the theory of resource-based, human capital plays pivotal role as

unique internal resources for achieving competitive advantage and enhancing

organizational performance (Kraaijenbrink, 2011). In the business expansion to Europe,

BYD and Geely must leverage unique capital and capabilities to direct diverse markets

effectively and obtain long-term competitive advantages.

3. Scope of the challenges of Talent Management (TM) in BYD and Geely

3.1 External challenges of TM

TM in the cross-border expansion has several external and internal challenges faced by

some of multinational companies (Gallardo, Thunnissen and Scullion, 2020). There are

no exemptions in BYD and Geely. External challenges are the factors which occur in a

wider contextual and econ-, social-environment, and multinational companies might

not directly control (Stokes et al., 2015). Based on the same context of expansion to

Europe by Chinese automobile companies, BYD and Geely have faced some similar

external challenges.



Fierce talent competition with high labour cost is one of the external challenges. Due

to globalisation and workforce change after pandemic, talent competition is one of the

biggest concerns for human resource (HR) today (Aguinis and Burgi-Tian, 2021),

especially in lucrative automobile industry (Chen et al., 2024). Traditional workforce

in automotive industry relies on large amount of manual and heavy-skill workers

(CEDEFOP, 2021). Due to transforming from fuel and gas-powered to electric, creating

a cross-industrial workforce relies on talents with ability in high-tech, data analytic and

software engineering (CoachHub, 2023), growing serious competition with talent with

other industries. Furthermore, in Europe, although a well-established automative

industry has rich resources and labour in R&D, most of R&D share is in Germany, more

than 13% share compared with 1.9% in Central and Eastern Europe. Also, Germany is

the highest labour cost compared the industry average in global (Freund et al., 2020).

Therefore, most of the multinational companies (MNC) move the R&D to near region

like Central and Eastern Europe (CEE), creating a fierce talent competition in these

region (Ghinita, 2023). To cope with fierce talent competition, some MNC in CEE must
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pay high salaries for attracting and keeping the talents (Freund et al., 2020). In BYD,

total of R&D personnel cost in 2023 is RMD7.94 billion, compared with RMD 11.28

billion in 2024 (Bitauto, 2024). Labour cost in BYD increase approximately USD 500

per vehicle in Eastern Europe (China Daily, 2024). In Geely, total of R&D personnel

cost in fourth quarter of 2023 is RMD3.16 billion, compared with RMD 7 billion in

first half year of 2024 (Macrotrends LLC, 2023 ;Hong Kong Exchanges and Clearing

Limited, 2024).

Cultural distance is another external challenge of TM faced by BYD and Geely. Culture

has been one of the common issues in international business due to some of the

knowledge advancement, positive financial outcome, and competitive advantage

(Caprar et al., 2015;; Sulastri, L. 2024). In the context of cross-border expansion,

culture distance is the discrepancies of values, beliefs, language, and norm form one

country to another country. These discrepancies influence different stakeholders (e.g.

expatriate staff, host staff, human resource manager, managerial staffs) cognition,

behaviour, and decision-making processes, which enhance the complexity to align
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strategies of TM and affect the cohesive workforce and organisational performance

(Shin, Morgeson and Campion, 2003; Liu et al., 2020). Cultural distance challenge is

more significant impact on expatriate talent (Lueke and Svyantek, 2000). Turnover rate

of expatriate talent is always higher than other stakeholders due to fear and

sophisticated socialisation process with culture adaption with host talent (Mello,

Suutari and Dickmann, 2022). For BYD and Geely expanding to Europe, the extent of

culture distance is significant between China and Europe, such as individualist vs

collectivist (Etoom, 2022), hierarchical (Froese et al., 2020), barrier in language (Wang,

2024) and emphasis on nationalism. Therefore, it might increase the challenges for

BYD and Geely to adjust and find a good-fit culture.

3.2 Internal challenges of TM

There are some internal challenges of TM faced by BYD and Geely. Internal challenges

are the factors which drive by the organisation and its corporate capabilities, strategies

(Vashisht and Vashisht, 2019).



Geely adopt cross-border Merge and Acquisition (M&A) multiple automative brand (Si,

2023). Cross-cultural management is main internal challenges of TM. M&A provides

critical strategy of acquiring talent with knowledge and capabilities advancement but

have yet all to success without substantial HR efforts, especially retaining talent

(Holland and Scullion, 2019). Most of the failure M&A is high turnover of talent like

management and leadership after the post-M&A (Chang-Howe, 2019), and culture

conflict is one of the serious reasons why these talents leave. In cross-border M&A,

except mentioned on the external challenges - culture distance between two countries,

corporate culture conflict is the challenges and tensions that occur when companies

background tries to combine their working practices, operations, and values. To better

illustrate the challenges, one of the cases - Microsoft in Mexico and Nokia in Finland

is good example. Corporate culture’s Nokia is individualism, without hierarchical and

self-effacing, while Microsoft is hierarchical, performance-oriented and competition

(Wittwer, 2024). Due to lack of effective cross-cultural management,

miscommunication and argument have raised, eventually high technical talent loses. In
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Geely, cross-cultural management is more challenging because M&A is for multiple

brands.

BYD’s strategies focus on using own brand, creating subsidiaries and manage by a

headquarter (HQ) in China. Weak employer brand is internal challenges in BYD.

Positive employer brand is a critical strategy for attracting, sourcing, and retaining the

talents (Japutra et al., 2023). Employer branding relies on collaboration with various

stakeholders (e.g. internal employee, HR, executive, CEO) via multi-direction

communication building and sending a consistent reputation and image to external. In

MNC, there are lots of strategies to deliver the employer brand (Reis, Sousa and

Dionisio, 2021). Due to increasing the global awareness of social and environmental

commitment, corporate social responsibility (CSR) is one of the common tools for

global employer branding (Gandasari et al., 2024). However, CSR can dramatically

decrease the attractiveness when company show misalignment of CSR initiatives

(Wang et al., 2022). In preliminary stage of expansion to Europe, BYD join CSR to

increase the attractiveness of brand. However, some human right and ethical issues,

11



such as worker slavery, discriminatory recruitment, have occurred that might affect

BYD employer brand.

HQ and subsidiary conflict are another internal challenge in BYD. Due to rapidly

market change and technological advancement, MNC must constantly change the

strategies and structures. In the changing process with complexity of coordination

works, the conflict between HQ and subsidiary might be raised. Managerial play a

critical role for formation to align with HQ and subsidiary goals, so most of the conflict

is managerial between HQ and subsidiary (Reilly, Scott and Mangematin, 2012).

Conflict is related to organisational commitment. Modulating good conflict might help

the talent development and retention while adverse conflict might eventually lead to

talent lost. In BYD, serious internal tension has occurred in expanding to Europe

(Cheng, Davis and Huang, 2024). HQ’s managerial has a conflict with Europe’s

managerial due to misalignment of sales target (Huang, 2024).
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4. Case analysis on current practice of TM in Geely and BYD

Geely adopts M&A strategy for expansion which is risky for TM. The reasons are some

cases of the M&A failed due to failure of HR integration, such as cross-cultural conflict,

substantial talent lost. Retaining the talent and developing more potential talent, Geely

uses innovative approach, which is “soft” integration and creating a culture of “constant

learning” in whole company (Jonsson and Vahlne, 2021). There are three keys of

practices.

Understanding the cross-culture differences before M&A. As the mentioned in

challenges part - the case of Microsoft and Nokia, ineffective cross-culture management

might eventually lead to miscommunication and substantial talent lost. Geely, in pre-

M&A, CEO and management understand the differences culture of Volvo - people-

oriented, autonomy and engagement while Geely is hierarchy, autarchic and goal-

oriented. Therefore, they adjust the post-M&A strategy - using “soft” integration

keeping two brand operation separate, keeping Volvo’s autonomy (Zheng,

Noorderhaven and Du, 2022).
13



Creating learning centre as “soft” integration. Although Geely did not force integration,

they must improve their automative skill at the time for strengthening its own brand’s

R&D power. Learning centre - China-Euro Vehicle Technology Centre (CEVT) was

built as a mutual learning platform for the long-term skill exchange (Zheng,

Noorderhaven and Du, 2022).

Deep learning via employee exchange for talent development. Except CEVT, Geely

and Volvo provide mutual exchange programs for their technician staff. These exchange

program strengthen both sides staff cross-culture communication, thus develop culture

intelligence for both side of staffs (Jonsson and Vahlne, 2021). Overall, Geely is a

good practice for TM, especially for talent development, because before M&A Geely

was lack of skill technical and R&D staff (University of Sanya, 2024). After M&A,

Geely improve a pool of talent, thus improve the world’s top 10 innovative brand (Geely

Auto International Corporation Public Relations, 2023).

There are 2 key current practices of TM in BYD. First, BYD focus on the expatriation

recruitment. In 2024, BYD has hired more 200000 positions, including 50000 high
14



educated R&D position (Revelio Labs, Inc., 2024), for filling the R&D and

management position for cross-border and domestic. Managerial expatriation is a

common method for alignment organisational goals and adjustment the cross-culture

conflict (Wellings, 2024), because they always are senior-level and more familiar the

organisation goal. Also, it always aligns with advancement opportunities (Goodall, Li

and Warner, 2006). However, it relies on individual capabilities of culture intelligence

and problem-solving skills. 40% managerial expatriation in China come back to HQ

due to inability to inability problem-solving the host problem (Goodall, Li and Warner,

2006). Second, BYD increase sponsored events and promoting organisational statement

to improve employer brand. While these initiatives can improve public perception and

might attract talent, they may also divert resources from core operations. Additionally,

like the CSR issue as mentioned above, if not executed effectively, they could lead to

inconsistent messaging.

5. Recommendation and action plan of TM for BYD and Geely

Since Geely have already had a good practice, this recommendation and action will
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only focus on BYD.

For improving talent management at BYD, a structured action plan focusing on

enhancing the employer brand and resolving HQ — Subsidiary conflicts is critical.

For short-term plan (1-2 years), review the alignment extent of CSR initiative and actual

company activities. This will involve assessing current CSR practices and finding area

for improvement. After, start new employer branding campaign that highlights BYD’s

commitment to innovation, sustainability, and employee development. This can include

social media engagement and participation in oversea job fairs. These actions might

rebuild the positive perception to potential talents. However, using investment and

resources that may divert attention from core operations and increase the cost.

Mid-term plan (3-5 years), provide regular training programs for managerial expatriates

and local staff to foster cross-culture understanding and improve the communication.

This will help solving conflict between HQ and subsidiaries. This can enhance

collaboration and reduce misunderstandings but also may occur resistance from staffs
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accustomed to current practices and increase the training cost.

Long-term plan (5 years), set up a comprehensive TM system that includes mentorship

exchange programs and a knowledge-sharing platform to enhance employee

engagement and create a cross-culture organisation culture. This might increase talent

retention and create a strong organisational culture. However, the implementation might

complex and time-consuming and need continuous evaluation and adjustment.

By implementing these plans, BYD can rebuild the employer brand, improve HQ-

subsidiaries conflict, and create a cohesive organisational culture, thus attract, and keep

top talents.

6. Conclusion

With increasing the technology advancement and release the involution in China, BYD

and Geely are expanding to Europe market. TM integral part of strategic planning in

global business nowadays. There is no exception in BYD and Geely. However, during

expanding to Europe, BYD and Geely have faced some external challenges, like Fierce
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talent competition with high labour cost and cultural distance, and some internal

challenges, such as cross-cultural management in Geely, Weak employer brand and HQ

and subsidiary conflict in BYD. To solve the issues, Geely have a good practice on

talent management, which are understanding the cross-culture differences before M&A,

Creating learning centre as “soft” integration and deep learning via employee exchange

for talent development. In contrast, BYD have average practice, such as expatriation

recruitment might not be effective to solve the HQ-subsidiaries issues. Increasing

sponsored events and promoting organisational statement might improve public

perception and might attract talent but they may also divert resources from core

operations and misalignment messaging will be adverse employer brand. To improve

the TM in BYD, recommendation part come up a short-, mid- and long-term plan for

rebuilding the employer brand, improving HQ-subsidiaries conflict, and creating a

cohesive organisational culture, thus attract, and keep top talents.

18



References

Aguinis, H. and Burgi-Tian, J. (2021). Talent management challenges during COVID-
19 and beyond: Performance management to the rescue. BRQ Business Research
Quarterly, [online] 24(3), pp.233-240.
doi:https://doi.org/10.1177/23409444211009528.

Ahmed, S.S., Khan, M.M. and Khan, E. (2022). Cross border HRM challenges of
Chinese companies: An exploratory study. Pakistan Business Review, 23(4).
doi:https://doi.org/10.22555/pbr.v2314.630.

Allianz.com. (2024). Allianz | The Chinese challenge to the European automotive
industry. [online] Available at:
https://www.allianz.com/en/economic_research/insights/publications/specials_fmo/eu

ropean-automotive-industry.html.

Bitauto (2024). Spending More Than Earning: Why is BYD Engaging in ‘Loss-
Making Deals’? | BitAuto. [online] Bitauto.com. Available at:
https://www.bitauto.com/news/100194677004.html

Business Model Analyst. (2024). BYD Business Model - How BYD Makes Money?
[online] Available at: https://businessmodelanalyst.com/byd-business-
model/?srsltid=AfmBOoppxv5cInn19ZKTOj6de_ YK YK38UafiAeWRJEIPHW logx
Ay5CH [Accessed 2 Jan. 2025].

Caligiuri, P., Collings, D.G., De Cieri, H. and Lazarova, M. (2024). Global Talent
Management: A Critical Review and Research Agenda for the New Organizational

Reality. Annual Review of Organizational Psychology and Organizational Behavior,
11(1), pp.393—421. doi:https://doi.org/10.1146/annurev-orgpsych-111821-033121.

19



Caprar, D.V,, Devinney, T.M., Kirkman, B.L. and Caligiuri, P. (2015).
Conceptualizing and measuring culture in international business and management:

From challenges to potential solutions. Journal of International Business Studies,
46(9), pp-1011-1027.

Cascio, W.F. and Boudreau, J.W. (2016). The search for global competence: From
international HR to talent management. Journal of World Business, 51(1), pp.103—
114. doi:https://doi.org/10.1016/j.jwb.2015.10.002.

CEDEFOP. (2021). Automotive industry at a crossroads. [online] Available at:

https://www.cedefop.europa.eu/en/data-insights/automotive-industry-crossroads.

Chang-Howe, W. (2019). The challenge of HR integration: a review of the M&A HR
integration literature. Journal of Chinese Human Resource Management, 10(1/2),
pp-19-34. doi:https://doi.org/10.1108/jchrm-03-2019-0009.

Chen, Y., Dai, X., Fu, P., Luo, G. and Shi, P. (2024). A review of China’s automotive
industry policy: Recent developments and future trends. Journal of Traffic and
Transportation Engineering (English Edition), 11(5).
doi:https://doi.org/10.1016/j.jtte.2024.09.001.

Cheng, S., Davis , R. and Huang, R. (2024). WSJ News Exclusive | Having Overtaken
Tesla, BYD Is Running Into Problems Overseas. WSJ. [online] 12 Mar. Available at:
https://www.wsj.com/business/autos/having-overtaken-tesla-byd-is-running-into-

problems-overseas-7d883102.

China Daily (2024). Chinese vehicles made in EU keep costs edge. [online]
Chinadaily.com.cn. Available at:
https://www.chinadaily.com.cn/a/202407/29/WS66a6f95fa31095c51¢c51075a.html
[Accessed 3 Jan. 2025].

20



CoachHub (2023). Driving Top Talent Retention in the Automotive Industry. [online]
CoachHub. Available at: https://www.coachhub.com/blog/driving-top-talent-retention-

in-the-automotive-industry/.

Etoom, D. (2022). Influence of individualism and collectivism on talent management
practices. International Journal of Cross Cultural Management, [online] 22(1),
pp-137-155. doi:https://doi.org/10.1177/14705958221089500.

Freund, H., Janoskuti, L., Kadocsa, A., Svoboda, D. and Tschiesner, A. (2020).
Central and Eastern Europe R&D and European automotive industry competitiveness
| McKinsey. [online] www.mckinsey.com. Available at:
https://www.mckinsey.com/industries/automotive-and-assembly/our-
insights/rethinking-european-automotive-competitiveness-the-r-and-d-cee-
opportunity.

Froese, F.J., Shen, J., Sekiguchi, T. and Davies, S. (2020). Liability of Asianness?
Global talent management challenges of Chinese, Japanese, and Korean
multinationals. Human Resource Management Review, 30(4), p.100776.
doi:https://doi.org/10.1016/j.hrmr.2020.100776.

Gallardo, E.G., Thunnissen, M. and Scullion, H. (2020). Talent management: context
matters. The International Journal of Human Resource Management, 31(4), pp.457—
473. doi:https://doi.org/10.1080/09585192.2019.1642645

Gandasari, D., Tjahjana, D., Dwidienawati, D. and Ichsan, M. (2024). How to Attract
talents? the Role of CSR, Employer brand, Benefits and Career Development. Cogent
Business & Management, 11(1). doi:https://doi.org/10.1080/23311975.2024.2323774

Geely Auto International Corporation Public Relations (2023). Geely Auto
International successfully conducts Marketing Key Position Training for Distributors.

[online] www.geely.com. Available at: https://www.geely.com/en/news/2023/geely-
auto-marketing-key-position-training-distributors.

21



Geely Auto International Corporation Public Relations (2024a). Geely Auto 2023
Financial Results Released. [online] www.geely.com. Available at:
https://www.geely.com/en/news/2024/geely-auto-financial-results-2023.

Geely Auto International Corporation Public Relations (2024b). 2023 Annual Sales by
Geely Holding Brands Rise 20% to 2.79m Units. [online] Available at:
https://www.geely.com/en/news/2024/geely-holding-annual-sales-2023

Ghinita, E. (2023). 10 Emerging R&D Centers in CEE in 2023. [online]
TheRecursive.com. Available at: https://therecursive.com/10-emerging-r-d-centers-in-
cee-in-2023/ [Accessed 6 Jan. 2025].

Goodall, K., Li, N. and Warner, M. (2006). Expatriate Managers in China: The
Influence of Chinese Culture on Cross-Cultural Management. Journal of General
Management, 32(2), pp.57-76. doi:https://doi.org/10.1177/030630700603200204.

Holland, D. and Scullion, H. (2019). Towards a talent retention model: mapping the
building blocks of the psychological contract to the three stages of the acquisition
process. The International Journal of Human Resource Management, 32(13), pp.1-46.
doi:https://doi.org/10.1080/09585192.2019.1569546.

Hong Kong Exchanges and Clearing Limited (2024). Geely Automobile Holdings
Limited - Overseas Regulatory Announcement of Unaudited Financial Results for the
Second Quarter of 2024 by a Listen Subsidiary— Zeekr Intelligent Technology
Holding Limited. [online] Hong Kong Exchanges and Clearing Limited. Available at:
https://www1.hkexnews.hk/listedco/listconews/sehk/2024/0821/2024082100658.pdf.

22



Hossain, M. (2024). Why Does BYD Struggle to Penetrate Western Markets?
California Management Review Insights, [online] 66(4). Available at:
https://cmr.berkeley.edu/2024/05/why-does-byd-struggle-to-penetrate-western-

markets/.

Huang, S.C., River Davis and Raffaele (2024). WSJ News Exclusive | Having
Overtaken Tesla, BYD Is Running Into Problems Overseas. WSJ. [online] 12 Mar.
Available at: https://www.wsj.com/business/autos/having-overtaken-tesla-byd-is-

running-into-problems-overseas-7d883{02.

Japutra, A., Ringkar Situmorang, Mariani, M.M. and Pereira, V. (2023).
Understanding employer branding within MNC subsidiaries: Evidence from MNC

hotel subsidiaries in Indonesia. Journal of International Management, 30(1),
pp-101100-101100. doi:https://doi.org/10.1016/j.intman.2023.101100.

Jonsson, A. and Vahlne, J. (2021). Complexity offering opportunity: Mutual learning
between Zhejiang Geely Holding Group and Volvo Cars in the post-acquisition
process. Global Strategy Journal, 13(3). doi:https://doi.org/10.1002/gsj.1424.

Kraaijenbrink, J. (2011). Human Capital in the Resource-Based View. Oxford
Handbooks Online. Oxford University Press.
doi:https://doi.org/10.1093/0xfordhb/9780199532162.003.0009.

Liu, Y., Vrontis, D., Visser, M., Stokes, P., Smith, S., Moore, N., Thrassou, A. and
Ashta, A. (2020). Talent management and the HR function in cross-cultural mergers
and acquisitions: The role and impact of bi-cultural identity. Human Resource
Management Review, 31(3), p.100744.
doi:https://doi.org/10.1016/j.hrmr.2020.100744.

23



Lueke, S.B. and Svyantek, D.J. (2000). ORGANIZATIONAL SOCIALIZATION IN
THE HOST COUNTRY: THE MISSING LINK IN REDUCING EXPATRIATE
TURNOVER. The International Journal of Organizational Analysis, 8(4), pp.380—
400. doi:https://doi.org/10.1108/eb028924.

Macrotrends LLC (2023). Geely Automobile Holdings Research and Development
Expenses 2010-2023 | GELYY. [online] Macrotrends.net. Available at:
https://www.macrotrends.net/stocks/charts/GELY Y/geely-automobile-
holdings/research-development-expenses.

Mello, R., Suutari, V. and Dickmann, M. (2022). Taking stock of expatriates’ career
success after international assignments: A review and future research agenda. Human

Resource Management Review, [online] 33(1), p.100913.
doi:https://doi.org/10.1016/j.hrmr.2022.100913.

Reis, 1., Sousa, M.J. and Dionisio, A. (2021). Employer Branding as a Talent
Management Tool: a Systematic Literature Revision. Sustainability, [online] 13(19),
p-10698. Available at: https://www.mdpi.com/2071-1050/13/19/10698.

Reilly, M., Scott, P. and Mangematin, V. (2012). Alignment or independence?
Multinational subsidiaries and parent relations. Journal of Business Strategy, 33(2),
pp-4-11. doi:https://doi.org/10.1108/02756661211206690.

Revelio Labs, Inc. (2024). BYD Is Supercharging Its Workforce To Rule the Global
EV Market. [online] Revelio Labs. Available at:
https://www.reveliolabs.com/news/business/byd-is-supercharging-its-workforce-to-
rule-the-global-ev-market/.

Shin, S.J., Morgeson, F.P. and Campion, M.A. (2003). Expatriate Assignments:
Understanding the Skill, Ability, Personality, and Behavioral Requirements of
Working Abroad. . Purdue CIBER Working Papers. Paper 20.
http://docs.lib.purdue.edu/ciberwp/20

24



Si, X. (2023). Identifying Risks in Cross-border Mergers and Acquisitions: Taking
Geely as an Example. Journal of Education Humanities and Social Sciences, 23,
pp-813—-818. doi:https://doi.org/10.54097/ehss.v231.13942.

Stokes, P., Liu, Y., Smith, S., Leidner, S., Moore, N. and Rowland, C. (2015).
Managing talent across advanced and emerging economies: HR issues and challenges
in a Sino-German strategic collaboration. The International Journal of Human
Resource Management, 27(20), pp.2310-2338.
doi:https://doi.org/10.1080/09585192.2015.1074090.

Sulastri, L. (2024). Strategic Talent Management and Its Impact on Organizational
Performance: A Cross-Cultural Analysis. INFLUENCE: INTERNATIONAL
JOURNAL OF SCIENCE REVIEW, 6(2), 245-258.
https://doi.org/10.54783/influencejournal.v6i2.251

Teng, T. (2024). BYD may overtake Tesla to become the biggest EV seller in Europe.
[online] euronews. Available at: https://www.euronews.com/business/2024/07/02/byd-

may-overtake-tesla-to-become-the-biggest-ev-seller-in-europe.

Vashisht, D. and Vashisht, R. (2019). Global Talent Management — Challenges and
Role of HR Professionals. Pacific Business Review International, 11(6), pp.86-91.

Wang, H. (2024). The challenges of Internationalisation of Chinese companies in
Europe: A systematic review. International Journal of Advanced Economics, 6(8),
pp.340-351. doi:https://doi.org/10.51594/ijae.v6i8.1400.

25



Wang, L., Han, J., Ramasamy, B. and Peng, S. (2022). Incongruous Employer
Brand Signals and Organizational attractiveness: Evidence from Multinational
Companies in China. Human Resource Management, 61(5).

doi:https://doi.org/10.1002/hrm.22121.

Wellings, C. (2024). Conflict Management: Essential Skills For Expatriate
Managers. [online] International HR Adviser. Available at:
https://www.internationalhradviser.com/storage/downloads/Conflict%20Manag

ement.pdf.

Wittwer, J. (2024). The Microsoft-Nokia Deal: A Case Study in the Challenges of
Cross-Cultural Mergers. [online] Success Across Cultures. Available at:
https://successacrosscultures.com/2024/07/13/the-microsoft-nokia-deal-a-

case-study-in-the-challenges-of-cross-cultural-mergers/.

University of Sanya (2024). Geely Talent Development Group, University of Sanya
and East China Normal University Signed Strategic Cooperation Agreement.
[online] Sanyau.edu.cn. Available at:
https://www.sanyau.edu.cn/2024/0105/c572a75266/page.htm [Accessed 6 Jan.
2025].

Xie, Z., Wei, M., Ding, X. and Thomson, S.B. (2022). Managing global HRM
integration in international expansion: the case of Geely cross-border
acquisition. Emerald Emerging Markets Case Studies, 12(3), pp.1-18.
doi:https://doi.org/10.1108/eemcs-10-2021-0362.

26



Zheng, Q., Noorderhaven, N. and Du, J. (2022). Making the unlikely marriage
work: The integration process of Chinese strategic asset-seeking acquisitions.
Journal of World Business, 57(3), p.101305.
doi:https://doi.org/10.1016/j.jwb.2021.101305.

27



	OLE_LINK6
	OLE_LINK5
	OLE_LINK8
	OLE_LINK7
	OLE_LINK9
	OLE_LINK10
	OLE_LINK2
	OLE_LINK1

