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Abstract
As a large country with great development potential, China has been one of the most 
popular foreign direct investment destinations. However, foreign companies increas-
ingly face a variety of challenges especially during the “soft-landing” of the Chinese 
economy and amidst anti-globalization tendency. Based on a comprehensive review 
of the extant literature, we provide a critical overview of some of the key challenges 
for foreign companies in China, focusing on two challenges related to the business 
environment, namely regulatory and cultural challenges, and two management chal-
lenges, namely innovation and human resource management. We provide manage-
rial implications and outline directions for future research.

Keywords International business · China · Multinational enterprise · Innovation · 
Human resource management · Culture · Strategy · Foreign companies

Introduction

In November 1971, the Times magazine marked its cover page with “The Chinese 
Are Coming”, but back then, few would have expected the Chinese to have come 
quite as far as where they are today. Within five decades, China has undergone an 
economic miracle, rising from one of the least developed countries in the world to 
becoming its second largest economy. In 2018, the GDP of China was about 13.46 
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trillion U.S. dollars, with an annual 6.6 percentage growth (IMF 2018), ranking it 
between the U.S. and Japan in size. Although the estimated GDP growth rate for 
2019 is expected to slow down to 6.2% (IMF 2018), it still indicates huge economic 
expansion.

As a large country with great development potential, China has attracted enor-
mous volumes of foreign direct investments (FDI). It has been one of the most popu-
lar foreign direct investment destinations since the initiation of its economic reforms 
(Wu and Burge 2018; Zhang et al. 2016b). While in the 1980s domestic investment 
was of great significance, FDI became much more important over the 1990s, and 
increasingly has contributed to China’s overall economic growth (Wu and Burge 
2018). By the end of 2017, 136,997 foreign-invested companies were registered in 
China (NBSC 2018). In 2018 alone, 60,533 foreign-invested enterprises were newly 
established, and 134.97 billion U.S. dollars of foreign capital was invested in China 
(MOFCOM 2019), among which the U.K and Germany were distinct with 150.1% 
and 79.3% annual investment increases, respectively (MOFCOM 2019). Foreign 
companies have been and will continue to be important actors in the Chinese market.

There are many opportunities that foreign companies can take advantage of, 
including the large and fast-growing domestic market, an improving institutional 
environment, various investor-friendly policies in regional and centrally controlled 
special economic and high-tech development zones (Wu and Burge 2018), an ever 
improving quality of human resources (Ma et  al. 2016), and better infrastructure. 
Recent national nationally recorded development data illustrate an optimistic future. 
In 2017, China invested 12.59 billion U.S. dollars in transportation infrastructure, 
3.02 billion in energy and 1.43 billion in water, roughly equal to 4, 2, and 29 times to 
India respectively (World Bank 2019). Such impressive investments promise a better 
developed industrial society which is a good foundation for further business, human 
and social development. Nevertheless, the most attractive part of China is probably 
its sheer market size. Thanks to the 1.4 billion population, China has become the 
largest market for many products. In 2017, Volkswagen sold 41.58% of its passenger 
cars in the Chinese market (Volkswagen 2017), and many other giant multinational 
enterprises (MNEs) such as Nestlé and L’Oréal also reported their highest growth in 
China compared to other regions. Moreover, China can provide a good environment 
for exciting new business possibilities in the domestic market as a digitally advanced 
country. The thriving digitalization in China offers opportunities for foreign compa-
nies to break the fences and penetrate the market or access resources with new busi-
ness models. For instance, L’Oréal took the chance and evaluated its digital sales 
with “very good e-commerce results” (L’Oréal 2017, p. 51).

Despite these opportunities, foreign companies increasingly face a variety of 
challenges especially during the “soft-landing” of the Chinese economy. Perhaps 
due to the clear signals in 2018 of the anti-globalization tendency, the IMF fore-
casts decreases in some of the main economic factors in years ahead, not only in 
China but also in many other major economic entities (IMF 2018). The increasingly 
unfavorable international environment will have significant influences on foreign 
companies in China, such as causing fiercer competition from local companies who 
shift back to the domestic market. Another notable disadvantage that foreign com-
panies cannot ignore is the liability of being outsiders. A very recent example was 
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the backlash against the Italian luxury brand Dolce and Gabbana after it launched an 
advertisement with unflattering stereotypes. The founders of the brand apologized 
for delivering offensive messages due to “cultural misunderstandings” (BBC 2018), 
again confirming the importance of gaining local knowledge.

Doing business in a foreign country is not an easy task, and the dynamic Chinese 
market contributes to an even more challenging environment. Despite its impres-
sive economic development, China is still a transitional economy, as it is arguably 
still moving from a position were few market supporting institutions existed (i.e., a 
centrally planned economy). Thus, it may still be problematic to apply management 
approaches from advanced Western countries in China (Warner 2009; Zhao and Duc 
2012). This calls for more novel and contextualized research. Based on a review 
of the extant literature, we provide an overview of some of the key challenges for 
foreign companies in China, and provide directions for future research and busi-
ness practice. Building on international business (IB) research and recent business 
developments in China, we focus on two key challenges related to the business envi-
ronment, namely regulatory and cultural challenges, and two key management chal-
lenges, namely innovation and human resource management.

Regulatory challenges

Foreign businesses in China face government, legal, and regulatory challenges on 
two main fronts. First, China is an emerging market, characterized by a compara-
tively weak and fast evolving judicial and regulatory institutional environment. 
There is great flux in regulatory change across a broad range of spheres, including: 
environmental regulation and pollution prevention (He et al. 2016); capital/financial 
sector regulation (Zhang et al. 2016a); housing and real estate regulation (Glaeser 
et al. 2017); labor markets (Chang and Cooke 2015); and digital media content (Han 
2016), to name but a few areas. Related government procedures, moreover, are gen-
erally less transparent. This can mean that relatively standard everyday tasks, like 
obtaining permit and product approvals, for example, may potentially become a 
drain on management resources.

Second, and arguably of far greater importance owing to their asymmetric 
impacts, local and central level governmental actors can potentially exploit local 
institutional fragility and regulatory flux to preferentially favor and support domes-
tic firms. Indeed, China has long espoused ambitious domestic industrial policies 
to nurture national champions (Sutherland 2003). The policy to build a ‘national 
team’ of around one hundred large internationally competitive business groups, for 
example, follows an East Asian model of development (particularly Japanese and 
South Korean industrial policies, with their large keiretsu and chaebol groups). 
This Chinese development strategy actually dates back to the early 1980s (Guest 
and Sutherland 2009). Its evolution over four decades is now reaching its zenith. 
The current China ‘Manufacturing 2025’ policies, for example, target ten specific 
industries (including new advanced information technology, automated machine 
tools and robotics, aerospace and aeronautical equipment, maritime equipment 
and high-tech shipping, modern rail-transport equipment, new-energy vehicles and 
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equipment, power equipment, agricultural equipment, new materials, and biopharma 
and advanced medical products). In areas such as new electric vehicles and battery 
technology, semiconductors, solar panels/modules and wind power, interventions 
have been extensive, ongoing and highly prominent (World Bank & DRC 2013).1

One of the greatest geopolitical issues of our day, the China-US relationship, is 
intimately tied to these ongoing industrial policies. Ongoing trade negotiations in 
early 2019, for example, centered on Chinese state subsidies, government directed 
credit (via the state-controlled banking system) and public procurement, as well 
as forced technology transfer. In short, China appears to be using domestic legal, 
regulatory and government interventions to favor its domestic firms. Policy-makers, 
moreover, appear strongly committed to this type state orchestrated capitalism. In 
current trade negotiations, for example, which have been likened by US negotiators 
to “pulling teeth” owing to China’s “stonewalling on market access”, only “cos-
metic, non-impactful offers” on important matters like subsidies have been made. In 
the European Union, like the US, sentiment has also swung strongly against Chinese 
interventions. KUKA’s acquisition by Midea Group in 2016, for example, sparked 
a national debate within Germany leading to a significant change in mindset, led 
by Angela Merkel, of European Union leaders towards China. Greater reciprocity 
from China (i.e., market access, fewer institutional and regulatory blocks on foreign 
MNEs) has become a key issue, as has a strategic response from Europe. Recent EU 
attempts led by France and Germany, for example, to create a European champion in 
train-making (and engage with China using similar strategic approaches) have been 
launched. In early 2019 efforts were made by France and Germany to merge the 
train manufacturing operations of Alstom (France) and Siemens (Germany). This 
was a direct response to Chinese industrial support for CRRC (the biggest train 
maker in the world). The merger was blocked, however, by the EU’s very own com-
petition commission. Margarethe Vestager, its head, has however acknowledged that 
it is “more and more obvious” that the degree of market openness between the EU 
and China is very much “an asymmetrical thing” (Toplensky n.d.). As a result Euro-
pean leaders are now looking to reform competition rules to create a system that 
may be more in line with their own strategic industrial policy (i.e., China’s state 
capitalism model is drawing a strategic response from Europe). Current geopolitical 
interactions between the US, EU and China testify to deep concerns about asymmet-
ric industrial interventions that China has engaged into facilitate firm-level catch-up.

All firms, both domestic and foreign alike, face and may equally respond to 
domestic institutional voids. While these are interesting to understand, arguably of 
greater interest today is the question of how Chinese state industrial policies and 
government intervention interact with the legal and regulatory environment to give 

1 Semiconductors, for example, are reported to have received over $150 billion in government subsidies 
alone. According to the US President’s Council of Advisors on Science and Technology, Chinese indus-
trial policies in this sector "‘pose real threats to semiconductor innovation and US national security"’ 
(Lucas 16/01/2017). New battery technologies have similarly received great support, with large state-
owned groups like CATL now emerging as one of the largest players on the world stage (Sanderson, 
Hancock, and Lewis 05/03/2017). Similarly, support (and overcapacity) in wind and solar- power sectors 
have been prominent to date.
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domestic big businesses a leg-up over non-domestic rivals. To what extent do such 
policies actually discriminate against foreign competitors in China, putting them at 
a disadvantage? How effective, if at all, is current Chinese industrial policy to force 
technology transfer? Why might China be in a good position to orchestrate such a 
strategy? Do particular industries, like renewables, a recipient of Manufacturing 
2025, more strongly benefit from these policies or are they more widely diffused? 
In short, how justified are European and US policy-makers in making their current 
claims against China? To answer these questions, more detailed industry level stud-
ies are required.

Cultural challenges

China has a long history stretching over 5000 years. Chinese culture, unsurprisingly, 
has had a profound influence on Asia. Traditionally, under the influence of Con-
fucian, Taoist, and Buddhist faiths, Chinese culture generated a rich and profound 
system of values (Leung 2010) which have uniquely evolved in each region/munici-
pality of China (Kwon 2012). Culture can be defined as distinguished values, norms, 
behaviors, rules, and psychological and systematic assumptions among groups of 
people (Hofstede 1991). International Business (IB) has been about the various 
operations of businesses in the global arena, where different cultures among groups 
of people can both conflict and/or blend together with one other. However, before 
Hofstede’s (1980) seminal study on work-related values employing data based on 
employee attitude surveys from 88,000 employees of IBM subunits in forty coun-
tries, there was no appropriate cultural index that could be studied by IB scholars. 
However, after the development of Hofstede’s four cultural dimensions, and later 
Kogut and Singh (1988) cultural distance index, providing the first measures of cul-
tural differences between countries, there has been a quantum leap and flourishing 
of IB studies based on these pioneering works. IB scholars now commonly under-
take research on the international activities of MNEs across countries that have 
different cultures, to explore how these influence directly and indirectly critical 
decision-making, headquarter resource allocation, global network and embedded-
ness relationships, and MNE’ organizational performance (e.g., Ambos and Ambos 
2009; Dellestrand and Kappen 2012; Zeng et al. 2013).

While IB scholars have mainly studied cultural phenomena in the context of 
national cultural dissimilarities between home and host countries, there has been 
lesser attention given to subnational cultural dissimilarities within countries, and 
China specifically (e.g., Kwon 2012; Ma et  al. 2013a, b; Tung et  al. 2008). Tung 
(2008, p. 41) even emphasizes that “[g]iven the growing diversity of workforce 
within a country, intra-national variations can often be as significant as cross-
national differences.” Recently, the volume of studies on within-country cultures 
or cultural differences has increased. To empirically explore the work values of 
employees in China, for example, Kwon (2012) applies Hofstede’s national cul-
tural dimensions to measurements of subnational cultural variation within mainland 
China. Kwon finds there are differences in subnational cultures between Shenzhen 
(a southern region of China) and Taiyuan (a middle region of China). Ma et  al. 
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(2013b), moreover, report that intra-country dissimilarities are linked with foreign 
subsidiary outcome differentials in China. However, an issue with previous studies 
on national and subnational cultural differences is that they seldom investigate the 
interplay between national and subnational cultural differences, particularly, when 
foreign MNEs operate in China. One recent study, however, has contributed to this 
culture related literature by emphasizing cultural differences at both the within- and 
cross-country levels, exploring how these levels concurrently affect headquarters 
resource allocation for innovation transfer between sending and receiving subsidiar-
ies in China (Miao et al. 2016).

To date, limited studies have explored the effects of within-country and/or 
cross-country cultural differences. Comparative cultural studies between China 
and other countries (e.g., India), moreover, can make meaningful contributions to 
future research and allow for more generalizability. Also, when investigating sub-
national cultures, scholars may expand their understanding by using other cultural 
frameworks such as the GLOBE study (House et al. 2004), Ingelhart’s World Value 
Survey (1997), the Schwartz Values Survey (1994) and the like. Finally, these 
within-country and cross-country cultural differences can affect subsidiary staffing 
and cultural friction in local subsidiaries of foreign companies in China; thus such 
research may have important applications and use (Singh et al. 2019).

Innovation management challenges

Innovation management in China is an important topic for both foreign firms and 
domestic stakeholders. It has been manifested largely through collaborative partner-
ships between foreign firms and domestic ones (Collinson and Liu 2019) in the form 
of joint ventures (Zhou and Li 2008) in the last four decades. In the form of inter-
national partnerships, learning from collaboration partners (Tsang 2002) can con-
tribute to capacity building and industry upgrading (Herrigel et al. 2013). Despite 
many joint ventures facilitating knowledge, learning, and gaining experience in the 
development of innovation capabilities (Zhao and Anand 2013), foreign partners 
largely prefer not to share the core of innovation with Chinese domestic partners. 
This is in part due to the lack of intellectual property rights protection. Furthermore, 
when regulatory frameworks allowed, joint ventures tend to be converted into for-
eign wholly-owned subsidiary in China (Puck et al. 2009). In this way, foreign firms 
may develop and protect innovation within organizational boundaries. In addition, 
China’s rapid economic development demands the transformation from “Made in 
China” to “Created in China”, in order to move up the global value chain in global 
competition. Importantly, China’s innovation challenge is to overcome the middle-
income trap to become an innovation economy (Lewin et al. 2016).

Two emergent approaches in relation to innovation management have attracted 
significant attention in both scholarly inquiry and public policy initiatives, namely 
(1) Chinese cross-border mergers and acquisitions (M&A) for innovation and tech-
nological upgrading; (2) overseas high-skilled talent returning to China. First, Chi-
nese firms responded to the national “Go Abroad” strategy via M&A in the pur-
suit of acquiring advanced technology (Liu and Woywode 2013). This still nascent 
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phenomenon put challenges to Chinese acquirers, because they may not possess the 
necessary absorptive capability or lack understanding of institutional arrangements 
in host countries in managing strategic assets, such as brands and technologies (Liu 
et  al. 2018). In China’s globalization endeavors, one key motivation is learning. 
But the effective innovation management and knowledge transfer requires bound-
ary spanners with pertinent experience and ability (Liu and Meyer 2018). In other 
words, human side psychological micro-foundations can significantly affect innova-
tion management in collaborative partnerships between foreign firms and their Chi-
nese counterparts (Liu et  al. 2017). Second, overseas high-skilled talent returning 
to China became a national strategy (Wang and Liu 2016). Not only can returnees 
start their own entrepreneurial and innovative ventures (Liu and Almor 2016), but 
they can also join research institutions or universities and foreign firms in China 
to upgrade their research capacities (Zhang et al. 2013). Returnees may contribute 
to innovation and entrepreneurship on organizational-level (Liu 2017) and regional-
level (Xing et al. 2018). Notably, returnees can even compensate the lack of univer-
sity capability in China to foster innovation and regional entrepreneurship (Liu and 
Huang 2018). The presence of foreign firms and their interaction with returnee and 
domestic firms can contribute to innovation management.

In linking the global strategy and innovation management domain, we argue 
emerging economies may offer an experimental lab to cultivate new innovative ideas 
while addressing the global challenges faced by both foreign firms and domestic 
counterparts. For instance, reverse innovation may benefit both China and the rest 
of the world by delivering ‘value for many’ besides ‘value for money’ (Govindarajan 
and Ramamurti 2011). The rapid deployment of technological advancement, such 
as Artificial Intelligence and Big Data in the age of digital economy, provide oppor-
tunities for both Chinese and foreign firms to transform and innovate (Zeng 2018). 
We suggest China may lead innovation, even break-through innovation given the 
strong commitment from governments; foreign firms need to rethink their innova-
tion strategy in order to succeed in this dynamic digital economy (Li 2019; Ning 
et al. 2017). Nevertheless, China and the rest of the world ultimately hold a shared 
destiny together and innovation in China will potentially bring co-prosperity for the 
world. Collaboration and cooperation will be the way forward.

Human resource management challenges

Along with the development of the Chinese economy, HRM has become an 
increasingly important topic in China. Foreign capital brought modern HRM into 
the Chinese market, leveraging from foreign-owned enterprises (FOEs) to joint 
ventures (JVs) and further to large domestic companies (Warner 2009). Foreign 
companies introduced formalized high-performance HR practices, which have 
been attractive to Chinese employees (Ma et al. 2016; Zhang et al. 2016b). The 
transitional Chinese employment system has gradually changed from capital-
oriented to talent-oriented (Zhao and Du 2012) after several decades of indus-
trialisation. The Chinese HRM system is a hybrid model (Ma et al. 2016) with 
an “ongoing process of paradoxical integration” (Warner 2009, p. 2183). There 
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are theoretical and practical necessities to develop intensive research in HRM 
responding to up-to-date Chinese mechanisms of economic and social transition 
(Zhao and Du 2012).

Attracting and retaining highly qualified personnel has been one of the main 
challenges for foreign companies in China (Dewhurst et al. 2012; Hitotsuyanagi-
Hansel et  al. 2016; Ma et  al. 2016; Zhang et  al. 2016b). While the number of 
college graduates is abundant, (more than seven millions students graduated in 
2017) the number of highly qualified talent sought by foreign firms, particularly 
at higher managerial levels, remains scarce (Han and Froese 2010). In conse-
quence, highly qualified talent can demand high pay and can easily switch jobs, 
resulting in high employee turnover rates (Dewhurst et al. 2012; Han and Froese 
2010; Zhang et al. 2016b). This is costly for foreign companies. Although for-
eign companies offer desirable jobs with higher pay (Wu and Burge 2018), Chi-
nese talent in the new era require more than high pay, including career opportu-
nities, training opportunities, and job autonomy (Froese 2013; Froese and Xiao 
2012). Meanwhile, Chinese domestic companies have imitated the HRM system 
of foreign companies and become attractive employers (Dewhurst et  al. 2012). 
While foreign companies relied on expatriates in the past (Han and Froese 2010; 
Pak et al. 2019), Western expatriates are less willing to move to China (Dewhurst 
et al. 2012), making it even more difficult for foreign companies to attract talent. 
While foreign companies struggle, due to country of origin effects (Froese and 
Kishi 2013; Zhang et al. 2016b), Western companies may have fewer difficulties 
compared to their Asian counterparts (Froese and Kishi 2013). More research is 
needed to better understand how foreign companies can become more attractive 
to Chinese job candidates and how they may retain talent.

Increasing diversity is another emerging challenge for domestic and foreign 
companies alike. The demographic characteristics of the Chinese domestic labor 
force are changing. China is rapidly becoming an aging society. The Chinese fer-
tility rate was 1.6 children per female in 2016 (Word Bank 2019), far below the 
conventional replacement fertility rate (approximately 2.1). Most existing HRM 
research within the Chinese context focuses on the relatively younger genera-
tions. Given substantial value differences between generations in China (Froese 
2009), little is known about how companies can manage an age-diverse group of 
employees. Another diversity challenge comes from the endogenous complexity 
of the Chinese labor market. Regional imbalance is a notable characteristic of 
Chinese HRM practices (Zhao and Du 2012). Given the fact that current foreign 
companies agglomerate in certain regions (NBSC 2018), it will be theoretically 
and practically interesting to discover more relationships between the diverse 
regional conditions and the effectiveness of HRM in foreign companies. Mean-
while, within foreign companies, their expatriated talent also are becoming more 
diverse. The rise of non-traditional expatriates in China (Kang et al. 2017) sug-
gests challenges in supporting such flexible human allocation strategies in for-
eign companies (Kang et  al. 2017). Apart from international mobility, internal 
mobility of Chinese workers may become an ever more important issue.
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Conclusion

While China is an attractive market for foreign firms, our review reveals some of 
the key challenges of doing business in China. Table  1 provides a summary of 
these as well as the implications for future research and practice.

First, the business environment in China has become increasingly challeng-
ing for foreign MNEs in the past decade. The Chinese regulatory institutional 
environment involves a flux across a broad range of areas (i.e., Chang and Cooke 
2015; Glaeser et  al. 2017; Han 2016; He et  al. 2016; Zhang et  al. 2016a). The 
Chinese legislative system, moreover, lacks transparency and favors domestic 
firms, particularly in some high-tech related industries such as renewable ener-
gies and robotics (Sutherland 2003). Many current geopolitical conflicts between 
China and US/EU are related to such asymmetrical industrial policies. Thus, 
further research is needed to better understand the causes and consequences of 
these changing industrial policies. Foreign MNEs are advised to invest in human 
resources and political connections (Li et  al. 2018) to influence policies and/or 
find ways to deal with new policies.

Second, the cultural environment is a critical factor complicating business 
for foreign firms in China. Although many scholars have researched cultural dif-
ferences (e.g., Froese 2013; Hofstede 1980; House et  al. 2004) and the role of 
cultures in influencing the operations of MNEs (e.g., Ambos and Ambos 2009; 
Dellestrand and Kappen 2012; Zeng et al. 2013), within-country cultural dissimi-
larities are relatively less discussed (Tung 2008). Given the cultural and regional 
complexities in China (Kwon 2012), it is not surprising to find subnational cul-
tural differences within the country (e.g., Kwon 2012; Ma et al. 2013b). Future 
research is encouraged to investigate the influence of within-country and cross-
country cultural differences on leadership, staffing, and strategic management 
of foreign subsidiaries in China. In addition to localization (Bader et  al. 2017; 
Hitotsuyanagi-Hansel et al. 2016), foreign MNEs are advised to consider regional 
differences in their staffing strategies.

Third, foreign firms in China also come across significant management chal-
lenges, notably innovation management. Whereas China used to absorb knowl-
edge from foreign MNEs through international collaborations (Collinson and 
Liu 2019; Herrigel et al. 2013; Ning et al. 2017; Zhao and Anand 2013), it now 
encourages home-grown innovation by launching international M&As and attract-
ing high-skilled returnees. Consequently, foreign MNEs need to consider the new 
aspects of innovation management, such as micro-foundations in collaborative 
relationships with Chinese partners or the presence of indigenous innovation. As 
an emerging economy with abundant resources, China may lead innovation in the 
digital era. Foreign MNEs may want to learn from China via collaborations with 
local partners and setting up R&D centers in China. More research is needed to 
better understand how foreign MNEs can learn from foreign subsidiaries through 
coopetition and innovation in China.

Finally, HRM has been one of the top management challenges for foreign 
MNEs. Foreign companies have difficulties in attracting and retaining highly 
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qualified talent in China (Dewhurst et al. 2012; Han and Froese 2010; Ma et al. 
2016; Zhang et  al. 2016b). The situation is likely to continue, if not worsen, in 
the coming years, owing in part to the changing demographic situation. Evolv-
ing demographic and regional differences are likely to bring more diversity to 
the workforce. Already being familiar with these challenges, MNEs from West-
ern industrialized countries may be in better positions to manage such diversity 
(Bader et  al. 2019; Kemper et  al. 2016, 2019). Chinese companies might learn 
from Western MNEs regarding how to deal with an increasingly diverse work-
force (Kemper et  al. 2019). Foreign MNEs are advised to better understand the 
needs of Chinese talent and accordingly modify their HRM to attract and retain 
their employees (Froese 2013). Given these complex and unique characteristics, 
more research is needed to better understand talent management in China.

In summary, China presents great opportunities but also major challenges for for-
eign MNEs. In this article, we have reviewed some of these key challenges, possible 
managerial counter strategies and identified avenues for future research. To be suc-
cessful in China it is essential for foreign MNEs to understand the unique business 
environment and gain internal legitimacy. To achieve these goals, foreign MNEs 
are encouraged to engage with the local environment, hire local talent, and nurture 
important connections. By doing so, the scope of understanding Chinese manage-
ment by foreign MNEs may be further improved.
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