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ABSTRACT

Knowledgetransfereffectivenessisconsideredoneofthemostimportantfactorsforensuringthe
successofanyenterprise,especiallyformultinationalenterprises.However,inthecaseofJapan,the
effectivenessofknowledgetransferbetweenJapanesemanagersandforeignemployeesisnothigh.
ThislimitedeffectivenessisunderstoodaslinkedtotheculturaldistancebetweenJapanesemanagers
andforeignemployees.Themaingoalofthisstudyistoexploretheimpactoforganizationalculture
onknowledge transfer in Japaneseenterprises.Quantitative survey researchwasconductedwith
365respondents,whoareVietnameselabourersworkinginJapan.Analysisshowedthattwofactors
hadapositiveimpactontheeffectivenessofknowledgetransfer:culturalopennessandmanagers’
communicationability.Thestudydrawsontheseresultstomakerecommendimprovementsinthe
knowledgetransferprocessbetweenJapanesemanagersandVietnameseemployees.
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1. INTROdUCTION

In the knowledge economy, knowledge is a strategic resource for developing any organization.
Moreover,formultinationalcompanies,knowledgemustbesharedandtransferredbetweenstaffand
businessunitsforincreasingcompetitivenessandensuringthesuccessofthecompany.Knowledgeis
amultidimensionalconceptwithseveralmeanings(Nonaka,1994).Thispaperpositionsknowledge
asthefacts,information,andskillsacquiredthroughexperienceoreducationwhicharetransferred
betweenJapanesemanagersandforeignemployees.

Recently, Japaneseenterprises receiveda large influxof foreignemployees,especially from
Vietnam,dueto labourshortage.Traditionally, theJapanesegovernmenthadanegativeviewon
opening labourmarkets. In1999, even though thegovernment adoptedapolicypositive toward
acceptanceofforeignworkerswithspecializedskills,unskilledlabourwasnotadmitted.However,
inthe2000sthegovernmentunofficiallyexpandeditsopennesstounskilledlabour,andin2019the
lawwasrelaxed.AccordingtoJapaneseMinistryofHealth,LabourandWelfarestatistics,attheend
ofOctober2018,some1.46millionforeignlabourerswereregistered,amongthem389,000from
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China(26.6%),and317,000fromVietnam(21.7%).However,theeffectivenessofknowledgetransfer
betweenJapanesemanagersandforeignemployeesisseenaslowbecauseoftheculturaldistance
betweenJapanandthelabourers’sendingcountries.

Japaneseculture–andbusinesscultureinparticular–isdistinctive.Accordingto(Nishiyama,
2000),thelongperiodofcontinuedisolationimposedbytheTokugawagovernmentgavetheJapanese
a strong and distinctive sense of self-identity. Because of this, the distinctive Japanese style of
communicationisbasedon‘3Hs’:humanity(warmconsiderationforothers),harmony(effortsnot
tohurtthefeelingsofothers),andhumility(modesty)(Kameda,2005).ModernJapaneseculturecan
beseenasthemutualreinforcingofancientShinto,BuddhistandConfuciantraditionsoverlaidwith
moderninstitutions.ConfucianismisoneofthefundamentalbeliefsystemsundergirdingJapanese
politeness.Confucianismstressesloyalty,justice,asenseofshame,refinedmanners,modestyand
honoramongothervalues(Stuart,1987).

Japanesecultureisknowntobehighlycomplicatedwithveryfinedistinctionsbetweenwhat
isseentobe‘right’and‘wrong’,andcontinuestohaveastronginfluenceonnon-Japanesewho
liveandworkinJapan.UnlikeinWesternsocieties,the‘group’isseenasmoreimportantthanthe
‘individual’.Ifagroupmemberstepsoutoflineinanyrespect,thisdeviancehasastrongimpacton
thewayJapanesepeopleperceivethatperson.ThisisreflectedveryclearlyintheJapaneselanguage
itself,whichhasbothaformalandacasualform.

Forcenturies,Japanesehavebeentaughtfromayoungagethat theyneedtoberesponsible
membersoftheirfamilies,theirorganizationandtheircountry,andserveothers’needsbeforetheir
own.Asaresult,acultureofobedienceandrelativepassivityhasdeveloped,aspeopleareusedto
havingtheirlivesregulatedbyrules.

Since Japan has a high-context culture, the Japanese management system relies heavily on
thesharedculturalcontext(AbegglenandStalk,1985;HallandHall,1987;HedlundandNonaka,
1993). Specific corporate management systems like kaizen (continuous improvement), lifetime
employment, multi-skilled labour, eigyo (sales force) intensive marketing, incrementalism, and
thekeiretsusystem(AbegglenandStalk,1985;AokiandDore,1994;Asanuma,1989;Johansson
andNonaka,1996;Ouchi,1981).Similarly,Japanesecorporateshavedistinctivefeaturesintheir
internationalinteractions,characterizedbythetendencytowardsethnocentrism(BartlettandGhoshal,
1989,1999).Organizationalculturehaslongbeenknowntoplayaveryimportantroleinthesuccess
ofJapanesecompanies.Thesevaluesandnormsgiveacleardirectionforhowthingsaredonein
Japanesemultinationalcompanies.

According to Schein, organisational culture is a pattern of basic assumptions – invented,
discovered,ordevelopedbyagivengroupasitlearnstocopewithitsproblemsofexternaladaption
andinternalintegration.Thisorganizationalculturehasworkedwellenoughtobeconsideredvalid,
andtherefore,tobetaughttonewmembersasthecorrectwaytoperceive,thinkandfeelinrelation
totheseproblems(Schein,1995).Scheinconsideredsharedbeliefsascentraltoorganisationalculture
whichisalearnedgroupexperienceresultingfromtheproblem-solvingprocessofagivengroup,
andthatapatternofbasicassumptionsaretheultimatesourceofvalueinaction(O’Donovan,2006).

Therefore,organizationalculture,intheJapanesecontext,mayhavegreatimpactonknowledge
transferbetweenJapanesemanagersandforeignemployees.Examplescanbegivenofanumber
ofcurrentproblemsrelatedtoknowledgeandcommunicationgapsandculturalpractices.Firstly,
culturaldifferencesbetweenJapanesemanagersandforeignstaffmakecommunicationdifficult.The
secondissueisthattherearegapsbetweenthepracticalandtheoreticalknowledgeofforeignstaffin
termsofapplyingJapanesetechniquesandmanagementstyles.Thirdly,thereisanincreasingtrend
towardsstaffmobilitybetweenJapaneseenterprisesaspartoftheIndustrialRevolution4.0,known
as‘Society5.0’inJapan.

InordertoensurethesuccessofJapaneseenterprisesintheglobaleconomyandtohelpmanage
knowledge resources effectively, a knowledge-oriented culture should be established. Previous
researchhasshowedthatorganizationalculturehasasubstantialimpactonthesuccessofknowledge
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management(Kimiz,2005;Al-Alawietal.,2007;Pham,2017;Afsharietal.,2020).Giventhenewly
multiculturalworkingenvironmentofJapaneseenterprises,culturalfactorsnowplayamoreimportant
roleinknowledgetransferfromJapanesemanagerstoforeignemployees.However,thereisalackof
researchabouttherelationshipbetweenorganizationalcultureandknowledgetransferinthecontextof
Japaneseenterprise.Aresearchquestioncanbeformedasfollows:“Howdoesorganizationalculture
impactonknowledgetransferbetweenJapanesemanagersandVietnameseemployeesinJapan?”
Thisquestionnecessitatesanexplorationoftheimpactoforganizationalcultureontheeffectiveness
ofknowledgetransferinJapaneseenterpriseswithVietnameseemployees.

Thespecificresearchobjectivescanbesummarizedasfollows:firstly,measuringtheimpactof
organizationalcultureonknowledgetransferinJapanesecompaniesemployingVietnameselabourers;
andsecondly,makingrecommendationsforencouragingknowledgetransferinJapanesecompanies
employingVietnameselabourers.Thestructureofthispaperwillbeorganizedasfollows:Section
2presentsthetheoriesonwhichthisstudyreliesthroughaliteraturereview;Section3proposesthe
researchmodelandhypotheses;Section4summarizestheresearchprocess;Section5reportsthe
resultsofanalysis,Section6presentsdiscussionandimplications,andfinally,Section7offerskey
conclusionsandsomelimitations.

2. THEORETICAL CONCEPTS ANd LITERATURE REVIEw

2.1. Knowledge 
Knowledgeisdefinedas“ajustifiedbelief”thatincreasesone’scapacityfordoingsomethingeffective
(Alavi et al., 2001).Knowledge is a familiarity,understandingor awareness about somebodyor
something,suchasanobject,information,descriptions,factsorskills,whichiscollectedthrough
educationorexperiencebylearning,discoveringorperceiving.Knowledgeisalsosaidtobeinvolved
in thecapacityofacknowledgment inhumanbeings. In thecontextofmultinationalenterprises,
knowledgereferstodata,information,talent,andanyintellectualassetsnecessaryfordoingbusiness,
includingbusinesssecret,know-how,patent,managementskills,etc.…Therefore,thecompetitive
advantagesofmultinationalenterprisescomefromthemanagementoftheknowledgeflowbetween
theirmanagersandemployeesthroughouttheirbranchesaroundtheworld.

2.2. Knowledge Management (KM)
Knowledgemanagementisdefinedastheprocessoforganizingandmanagingknowledgeinsideofan
organization,suchasidentifyinggapsinknowledge,andacquiring,developing,storing,distributing,
sharingandapplyingknowledge(VerburgandAndriessen,2011).AccordingtoKimiz(2005),KM
processes include:knowledgecreatingandcapturing;knowledgesharinganddissemination;and
knowledgeacquisitionandapplication.Alloftheseprocessesaredeterminedbyorganizationalculture
becauseofitsimportantroleinhumanbehavior.

2.3. Knowledge Sharing/ Transfer
Knowledgesharingisahottopicandconsideredanimportantstepoftheknowledgemanagement
process(Gaviria-Marinetal.,2018),inwhichoneorbothpartiesseekandgivetheirknowledge,
especially their tacitknowledge (know-how,attitude,experience, ideas...).Knowledge transfer is
similartoknowledgesharing,butfocusesmoreontheeffectivenessofthisbehavior,especiallyfrom
theknowledge receiver’sviewpoint.Theeffectivenessofknowledge transfer ismeasuredby the
satisfactionofknowledgereceiver,andtheperceptionabouttheusefulnessofknowledgereceived
indecisionmakingorproblem-solving.

InJapan,knowledgetransferisaffectedbythedevelopmentofabsorptivecapacityandinnovative
competenceswithinorganizations.IntheJapanesecontext,labourershavebeenspendsubstantial
timeintraininganduseco-workersasaprimarysourceoftechnicalinformationandrelyoncross-
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departmentinteractionstoworkeffectively.Thishasprovidedthebasisforabsorbingandapplying
newtechnologiesfromseveralsourcestoproductdevelopmentobjectivesandforusingorganizational
knowledgeandcompetenciestocreatenewproductsandprocesses.InJapan,intra-firmauthority
sharingandinvolvementofskilledstaffincontinuousandcollectiveproblem-solvingprocesseshave
interactedcloselywithinter-organizationalnetworksoflearningandknowledgeproduction.This
hasmeantthatfirmshaveaccumulatedinnovativecapabilitiesbyintegratingresearch,development,
investmentandmanufacturingactivitiesbothwithinandacrossfirmsandindustries(Brown,2006).

2.4. Organizational Culture
Organizational culture refers to the spiritual and physical environment of an organization that
determinestheattitudeandbehaviorofitsmembers.Itincludestacitvalues,beliefs,andregulations
ofanorganization(Kimiz,2005).Islametal.(2011)showedthattherewasastrongrelationship
betweenorganizationalcultureandknowledgesharingbehaviorofemployeesinserviceindustriesin
Bangladesh.BasedonastudybyMueller(2013),theimpactsoforganizationalcultureonknowledge
transferbetweenmembersofprojects inEuropeancountrieswerealsoconfirmed.Zhang(2018)
alsofoundastrongimpactoforganizationalcultureonknowledgesharingthroughincentivesand
businessprocessesdesign.Theaboveresultsindicatedthatorganizationalculturecouldbeasuitable
antecedentforknowledgetransferbehaviorinthecontextofJapaneseenterprises.

IneachJapaneseorganization,theleaderplaysapivotalroleinchoosingandapplyingcultural
valuesinthebusiness.Leadersandmanagershaveresponsibilitiesthatincludesettingthedirectionof
thebusinessactivities,leadingthebusinessesthroughchallenges,creatinganenvironmentoftrustand
cooperationamongmembers,andmanagingchangeintheorganization.Therefore,theorganizational
culturewilloftendependheavilyonthepersonality,abilityoftheleadersandmanagers(Mansouri
etal.,2018).MostofJapaneseleadersandmanagersarededicated,hardworking,attentivetotheir
employees’needs,andseektobeagoodexamplefor theiremployees(Nguyen,2015).Japanese
organizationalculturemakestwoassumptionswithregardtovaluesthatarecentraltotheformation
ofJapaneseorganizationalphilosophy.Thefirstisthatwithoutthecontextofvalues,actionbecomes
meaningless.Thesecondisthatworkersarebettermotivatediftheybelievethatwhattheyaredoing
issignificantbeyonditsimmediateapplication(Stuart,1987).Japaneseorganizationalculturegreatly
influencesallactivitiesoftheorganizationandnaturallyaffectsthewayknowledgeistransferred
betweenmanagersandforeignemployees.

2.5. Related Research
Somestudiesrelatingtoknowledgetransferinglobalenterprisesaresummarizedinthefollowingtable.

Ingeneral,theabovestudiesshowedtheimportantroleofculturalaspectsfrombothknowledge
sendersandreceiversperspectivesinknowledgetransferinthecontextofmulti-nationalorganization.
However,inJapaneseenterprises,themanagershavemorepowerandplayamoreimportantrole
inknowledgetransferringprocess.Inthestudydescribedinthispaper,theculturalpracticesofthe
Japanese managers (senders) are considered more important in determining the effectiveness of
knowledgetransferinJapaneseenterprises,becausetheJapanesemanagersaremoreactiveinthe
knowledge transfer process.Therefore, a researchmodel that emphasizes the cultural aspects of
JapanesemanagersandtheirimpactsonknowledgetransferinJapaneseenterprisesisnecessaryfor
fulfillingtheresearchobjectives.

3. RESEARCH MOdEL & HyPOTHESIS

Fromtheaboveanalysis,theresearchmodelusedbyParissa(2003)isconsideredthemostsuitable
forevaluatingtheimpactoforganizationalcultureonknowledgetransferinthecontextofJapanese
enterprises.ThisstudyadaptsParissa’smodelforquantitativeresearch.IncontrasttoParissa’swork,
thisresearchexaminesthedirectimpactsoforganizationalcultureonknowledgetransfer,ratherthan
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indirectimpactsthroughtheknowledgeprocess.ThereasonisthattheoriginalmodelofParissa(2003)
distinguishbetweenknowledgeprocessandthesuccessofknowledgetransferring,butinpractice,
itisdifficulttodifferentiatetheprocessandtheresultinthecontextofknowledgetransfer.Further,
“languageability”isrendered“communicationability”inthisstudy’smodelasthisapproachisa
betterfitintheJapanesecontext.“Knowledgetransfer”isusedasdependentvariableinsteadofthe

Table 1. Summary of related research

Authors Title Synopsis Possible gaps

Parissa(2003) DoesCultureReally
Matter?Culture

ontheKnowledge
TransferProcess

withinMultinational
Corporations

Thisstudyexploredtheimpactofcultureontheknowledge
transferprocessofmultinationalcompanies.Aresearchmodel

wasproposed,whichfocusedonculturalfactorsrelatedto
knowledgesenders,suchasculturalbackground,language

ability,perceivedculturaldistance,learningstyle,andcultural
openness.Thisresearchclarifiedtheimportantroleof

knowledgesendersinknowledgetransfer.

Thisstudyraisednomorethan
theindirectimpactofcultural
factorsonknowledgetransfer
throughthemediatingroleof

knowledgeprocesses.Further,the
proposedmodelwasnottestedby

quantitativeresearch.

Štrachand
Everett(2006)

Knowledgetransfer
withinJapanese
multinationals:

buildingatheory

Thepurposeofthisresearchistoexplorethetheoretical
underpinningsofknowledgetransferwithinJapanese

multinationals.Aconceptualmodelofknowledgetransfers
withinJapanesemultinationalcompaniesandtheiroverseas
affiliatesisproposed.Thismodelincorporatestwoprincipal
dimensions(facilitatingfactorsandknowledgeflows).An
examinationofJapanesemanagerialpracticesinlightof

thesedimensionsilluminatestherelationshipsbetweensome
recognizedtypicallyJapanesetraditionsandtheirimplications

forknowledgetransferapproachesandactivities.

Thisresearchonlyproposeda
conceptualframeworkwithouta
suitablemeasurementscalefor
aquantitativeanalysis.Besides,

thereisalackofanalysison
organizationalculture,which
mayhaveastrongimpacton

theknowledgeflowofJapanese
multinationalcompanies.

Leand
Felicitas(2007)

Acquiringtacitand
explicitmarketing
knowledgefrom

foreignpartnersin
IJVs

Thisresearchprojectfocusedontheacquisitionoftacit
andexplicitmarketingknowledgefromforeignpartnersin
internationaljointventures.Anumberofantecedentswere

identifiedandamodelwastestedusingdataobtainedfrom219
IJVsinVietnam.Factorsrelatedtobothknowledgeseekersand

knowledgeholders,andtheculturaldistancesbetweenthem
werefoundtohaveasignificantimpactontheacquisitionof

marketingknowledgefromforeignpartners.

Thisresearchfocusedon
marketingknowledgeonly,and
notcoverallaspectsofcultural
factors.Besides,theresearch

focusedonknowledgeacquisition
ofVietnameseworkersfrom
foreignpartnersingeneral.

Bastiaan(2009) Sharingknowledge,
beingdifferentand
workingasateam

Thisresearchprojectfocusedonknowledgetransferin
multinationalcompanies,knowledge-intensiveandproject-
basedcompanies.Inthesecompanies,membersofdifferent
groupsandprojectshavetocommunicatewitheachother

remotelyusingvariousmediaandplatforms.Somecultural
factorscouldbeidentified,includingsocialsimilarity,

interdependency,valuesvariations,andprofessionalvariations.

Althoughculturaldifferences
werementioned,theimportant

roleofknowledgegivers(foreign
managers)inknowledgetransfer

wasnotemphasizedinthis
researchproject.

PhamandLuu
(2016)

Impactof
organizationalculture
onknowledgesharing
behaviorofemployees

inVietnameseSME

Thisstudyexploredtheimpactoforganizationalculture
onknowledgesharingbetweenemployeesinVietnamese

SMEs.Basedonadatasampleof418employeesworkingin
VietnameseSMEs,analysisshowedthatknowledgesharingwas
affectedbyopenness,teamorientation,outputorientation,and

organizationalstructure.

Thisresearchonlyfocusedonthe
localemployeesandmanagers

ofVietnameseSMEs.Thereisa
lackofevaluationinthecontextof

multinationalcompany.

Nakagawaetal.
(2018)

JapaneseManagement
Styles:toChangeor
NottoChange?A
SubsidiaryControl

Perspective

ThisstudyexamineswhethertheJapanesemanagement
styleshouldbereconsideredinemergingmarkets,fromthe
subsidiarycontrolperspective.Usingoverseassubsidiary
controltheory,ahypotheticalstructurewasdevelopedand
hypothesesweretestedusingsurveydatafromJapanese

subsidiaries.TheresultsshowedthatthetransferofJapanese
waydidnotcontributetoimprovingsubsidiaryperformancein
emergingmarkets,butthedeparturefromitdid.Inaddition,the
acceptanceoflocalculture,headquarters’decentralization,and

creatinglocalpartnershippromotethatdeparture.

Thisresearchnotdirectly
examinedtheimpactof

organizationalcultureon
knowledgetransferring,but

providedsomeotherviewpoints
onknowledgeadoptionin

Japanesesubsidiaries.Thereisa
lackofsolutionforchangingthe
Japanesemanagementstylesto
supportknowledgetransferring.

Okyere-
Kwakyeetal.

(2019)

IntergroupContact
Theory:Examining
KnowledgeSharing
AmongIndividuals

FromDifferentTribes

Thisstudyexaminestheapplicabilityofintergroupcontact
theorytopromotepositiveattitudesamongindividualstoshare

knowledgeinamulti-tribalcontext.Aquantitativeapproach
wasadoptedusingquestionnairescollectedfrom293lecturers

inGhana.Multivariateanalysisrevealedthatequalstatus,
cooperativenessandcommongoalshavepositiveinfluence
onanindividual’sattitudetoshareknowledge.Theresults

suggestedtheapplicabilityoftheintergroupcontacttheoryto
promoteknowledgesharinginamulti-tribalcontext.

Thisresearchproposedahigh-
levelconceptualframeworkto
understandknowledgesharing

ofindividualfromdifferent
tribes.Butthereisnoanalysison
organizationalculture.Besides,

itdidn’tdistinguishbetween
knowledgegiverandknowledge

receiverinthemultinationals
context.
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similarconceptusedbyParissa;“successfulimplementationofknowledge”.Insummary,theresearch
modelthisstudyadoptscanbesummarizedinthefollowingfigure.

Manager’s cultural background:Differencesintheculturalbackgroundoftheforeignmanager
andlocalstaffinevitablyhaveanegativeimpactonknowledgetransferbetweenforeignmanagersand
localstaff(Williamsetal.,1998).Moreover,LeandFelicitas(2007)haveindicatedthatdifferences
intheculturalbackgroundsofforeignmanagersandlocalemployeesimpactssignificantlyonthe
effectivenessofknowledgeacquisitioninVietnameseFDIs.Therefore,HypothesisH1canbestated
asfollows:

H1(-):Themanagerhavingadifferentculturalbackgroundtothelocalstaffhasanegativeimpact
onknowledgetransferinJapaneseenterprises.

Communication ability of manager:Communicationabilityreferstothemanager’sabilityto
communicatewithforeignemployeesandtheemployees’abilitytounderstandtheforeignlanguage
ofthemanager(Redmond,2000).Thelanguageskillsofbothmanagersandstaffhaveapositive
impactonknowledgetransfereffectiveness(Parissa,2003).Thegreaterthecommunicationability
oftheforeignmanager,themorelikelyheorshewillprefertocommunicatedirectlytohisorher
localemployees.Therefore,HypothesisH2canbestatedasfollows:

H2(+):Thecommunicationabilityofthemanagerhasapositiveimpactontheknowledgetransfer
inJapaneseenterprises.

Perceived cultural distance: This factor is used to measure the personal cognition of the
VietnameseemployeesconcerningthedifferencesbetweenVietnamesecultureandJapaneseculture.
JohansonandVahlen (1977) confirmed that perceived cultural distance canprevent information
andknowledgeflowsbetweencompaniesandpartners.Thisrelationshipwasalsoindicatedinthe
resultsofotherstudies(LeandFelicitas,2007;Bastiaan,2009).Therefore,HypothesisH3canbe
statedasfollows:

H3(-):PerceivedculturaldistancehasanegativeimpactonknowledgetransferinJapaneseenterprises.

Manager’s learning style:Learningoccurredasaresultofknowledgeaccumulation(Sparkeset
al.,2000).Learningandteachingareprocessesaffectedbytheculturesofthelearnersandteachers.

Figure 1. Research model (Adapted from: Parissa, 2003)
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Pham&Huynh(2018)realizedthatthereisanimpactoflearningstyleonknowledgetransferof
Vietnamesestudents.Besides,peopleindifferentcultureshavedifferentlearningstyles(Hall,1973).In
learningnewthings,Japanesepeopleusuallyarecareful,payingattentiontodetails,whileVietnamese
peopletendtohaveanoverallviewratherthanfocusingondetailsandnegligenceisstilloneofthe
characteristicsmentionedwhentalkingaboutVietnameseemployees.Differencesinlearningstyles
betweenmanagersandemployeescouldleadtomiscommunicationandpreventsuccessfulknowledge
transfer.Therefore,HypothesisH4canbestatedasfollows:

H4(-):BarriersbetweenlearningstyleshaveanegativeimpactonknowledgetransferinJapanese
enterprises.

Cultural openness:Openness inorganizationalcultureallowspeople in thedifferentculture
tointeractwitheachother,andtolearnfromeachother.Theculturalopennessofamanagercan
improvenecessaryskillsandlearnnewmethodsofcommunication(GriffithandHarvey,2001).So,
theculturalopennessofthemanagercanhaveapositiveimpactonknowledgeflowsinamulticultural
environment.Inaddition,PhamandLuu(2016)confirmedthatculturalopennesshasasignificant
impactonknowledgesharingbetweenemployeesandmanagersinVietnameseenterprises.Therefore,
HypothesisH5canbestatedasfollows:

H5(+):CulturalopennesshasapositiveimpactonknowledgetransferinJapaneseenterprises.

4. RESEARCH PROCESS

Thismixed-methodresearchprojectwasconductedintwophases:primaryqualitativeresearchto
informthesurveycontent;andquantitativeresearchforevaluatingtheresearchmodel.

Thequalitativeresearchwasbasedonaliteraturereviewandsemi-structuredinterviewswith
expertstoexploreandmodifytheobservedvariablestobeusedinmeasurementscales.Thecriteria
fortheliteraturereviewwaspublicationsfocusingonknowledgesharingandtransfer.Thescope
focusedonorganizationalcultureandJapaneseenterprises.Alltheoriginalmeasurementscalesare
basedonParissa(2003),GriffithandHarvey(2001),Redmond(2000),Hameletal.(1989),Kim
(1988),Hedlund(1993),andZanderandKogut(1995).

Afterthequalitativephase,afinalsurveywaspreparedtogatherdataforquantitativeanalysis.
Thesurveyincludestwoparts:questionsgatheringdemographicinformationonparticipants,including
theirname,gender,age,yearsofexperienceandcompanyname;andsurveyquestionsusingafive-
pointLikertscaletoassessthemainfactorsintheresearchmodel.Themainquestionsandtheir
codingareshownintheappendix.Sampledatawerecollectedfromreadily-accessibleVietnamese
peoplewhoworkforJapaneseenterprisesinJapan,usingbothonlineandofflinechannels,inorder
totestthemeasurementscalesandevaluatetheresearchmodel.Thetargetsamplesizewasmore
than210employees.It’sabout10timesofthenumberofobservationvariables(Hairetal.,2006).
CollecteddatawasprocessedandanalyzedusingIBMSPSSsoftware(version20.0).Dataanalysis
processesincluded:obtainingthedescriptivestatisticsforthesample;Cronbach’salphaanalysisfor
testingthereliabilityofthemeasurementscales;exploratoryfactoranalysis(EFA)fortestingthe
discriminantvalidityandconsistencyofthemeasurementscales;andmultipleregressionanalysis
fortestingthehypotheses.
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5. ANALySIS RESULTS

5.1. Sample description
The finalized survey was used for collecting quantitative data across a month-long period from
February20th2020toMarch20th2020bytwomethods:onlinesurveys(sendinglinksthroughe-mail
andonlinecommunities)andpaper-basedsurveys(sentdirectlytoVietnameselabourers).Firstofall,
thesamplewasconductedbyrandomlyselecting5Vietnameseworkersworkingat5companiesin
Japanandaskingthemtoanswerthequestionnaireincludingthequestionsaboutculturalbackground
ofJapanesemanagersandVietnameseemployees;thecommunicationabilityofJapanesemanagers;
culturaldistancebetweenJapanesemanagersandVietnameseemployees;theculturalopennessof
bothofthem;learningstyleandknowledgetransferringbetweenthem.Throughthetrialsample,
somepuzzlingquestionshavebeenexplainedandcorrected.Thequestionnairehasbeenrefinedto
maketheofficialquestionnaireforthisresearch.

ThequestionnairewassentviaITMJointStockCompany(whichisanintermediarycompany
connectingVietnameselabourswithJapanesecompanies)toVietnameselabourerswhowereworking
inJapaneseenterpriseslocatedinsomeareasofJapanwheremanyVietnameseworkersareemployed,
including:Hiroshima,Nagoya,Fukuoka,Kanazawa,Shizuoka,NaganoandKagoshimaonFebruary
20th2020,thenafteronemonth,367responseswerecollected.

Datacleaningexcludedthosesurveyswheretheparticipantansweredaverysmallnumberof
questions,gavethesameanswerforallquestions,oransweringinconsistently.Thisleft365valid
sampleswhichwereusedfordataanalysis.Keydescriptivecharacteristicsseeninthesampledata
canbesummarizedasfollows:

Bygender,therewere62.5%femaleand37.5%malerespondents.Byage,themajoritywere
20-25yearsold(68.8%),followedbythosewhowereaged26-35years(26.0%),andthoseaged
<20years(5.2%).Turningtoparticipants’yearsofexperience, the largestgroupwas thosewith
3-4years’experience(46.3%),followedbythosewith1-2years(23.3%),andthosewith2-3years
(14.5%).Bycompanytype,themajorityworkedforamanufacturingcompany(88.2%),followedby
thosewhoworkedforothertypesofcompany(8.5%),andfinally,thoseemployedbytradingand
servicecompanies(3.3%).Thesefiguresaccordwiththeknownstatisticalprofileforthepopulation
ofVietnameselabourersinJapanasawhole.

5.2. Cronbach’s Alpha Analysis
ThereliabilityofthemeasurementscaleswasevaluatedusingCronbach’salphacoefficient.According
toHair et al. (2006), if theCronbach’salphacoefficient for the factorwas>0.6and item-total
correlationwas>0.3,thescalecanbeconsideredreliable.Ifnot,thescaleshouldberemoved.After
theinitialanalysis,theCronbach’salphacoefficientoffactor“Manager’slearningstyle”wasnot
satisfied(0.416<0.6)andshouldberemoved.ThefinalresultsofCronbach’salphaanalysiscould
besummarizedinthefollowingtable.

Accordingtothefinalresults,theCronbach’salphacoefficientsforallscaleswere>0.6,and
theitem-totalcorrelationswereall>0.3,soallfiveremainingscaleswereretainedforEFAanalysis.

5.3. Exploratory Factor Analysis (EFA)
AccordingtoHairetal.(2006),anEFAresultisconsideredsuitableiftheKMA(Kaiser-Meyer-Olkin)
valueis>0.5,thesignificancevalueofBartlett’stestis<0.05,allvariableshavefactorloadingthat
is>0.5,theEigenvalueis>1andthecumulativeextractionvarianceis>50%.Inthisstudy,the
principalcomponentanalysismethodwasusedwithaVarimaxrotationtechniqueforexploratory
factor analysis of independent and dependent variables. In the initial EFA running, 2 variables:
BCVH3(culturalbackground),KNGT4(communicationability)shouldberemovedbecausetheir
factorloadingsarelow(<0.5)andtheyareloadedinto2factors.InthesecondEFArunning,all
criteriaaresatisfiedandthefinalresultscouldbesummarizedinthefollowingtable.
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Table 2. Descriptive Statistics For Sample Data

Category Frequency Percent Cumulative Percent

Gender
Female 228 62.5 62.5

Male 137 37.5 100.0

Age

<20 19 5.2 5.2

20-25 251 68.8 74.0

26-35 95 26.0 100.0

Yearofexperience

<1 46 12.6 12.6

1-2 85 23.3 35.9

2-3 53 14.5 50.4

3-4 169 46.3 96.7

4-5 9 2.5 99.2

>5 3 .8 100.0

CompanyType

Manufacturing 322 88.2 88.2

Trading/Service 12 3.3 91.5

Others 31 8.5 100.0

Table 3. Cronbach Alpha Analysis Of The Measurement Scales

 

 

Scale Mean if 
Item  

Deleted

Scale  
Variance if 

Item Deleted

Corrected 
Item-Total 

Correlation

Cronbach’s  
Alpha if Item 

Deleted

Cronbach’s Alpha

Cultural
background

BCVH1 5.77 1.808 .589 .440 .667

BCVH2 5.70 1.718 .532 .498  

BCVH3 6.15 1.943 .342 .760  

Communication
ability

KNGT1 10.01 4.343 .632 .734 .797

KNGT2 10.10 4.213 .681 .710  

KNGT3 10.37 4.464 .528 .787  

KNGT4 9.75 4.472 .597 .751  

Culturaldistance KCVH1 5.53 2.392 .506 .658 .713

KCVH2 5.68 2.141 .529 .628  

KCVH3 5.44 1.934 .569 .578  

Cultural
openness

SCM1 10.36 5.721 .726 .858 .883

SCM2 10.48 5.492 .775 .839  

SCM3 10.36 5.582 .779 .837  

SCM4 10.49 5.811 .705 .866  

Knowledge
Transfer

CGTT1 6.75 2.311 .707 .827 .859

CGTT2 6.69 2.378 .711 .824  

CGTT3 6.78 2.045 .788 .750  

Note: See the appendix for the coding of the measurement scales
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BasedontheEFAresultsforindependentfactors,afterremoving2variables(BCVH3,KNGT4),
there were four remaining factors: “Cultural openness”; “Manager’s communication ability”;
“Perceivedculturaldistance”;and“Manager’sculturalbackground”thatcouldbeusedforthenext
step.TheEFAresultsforthesefactorsshowedthatallvariablessatisfiedthecriteriaandbelonged
toseparatefactors.

5.4. The Revised Model
Ingeneral,theresearchmodelcouldberevisedasfollows.

5.5. Multiple Regression Analysis
Thestudyusedregressionanalysistotesttheimpactofthefourindependentfactorsontheeffectiveness
ofknowledgetransfer inJapaneseenterprises.Theresultshowedthat thesignificancevaluesfor
“Manager’sCulturalBackground”and“Perceivedculturaldistance”were>0.05,suggestingthat
H1andH5werenotsupported.Thesignificancevaluesforotherfactorswere<0.05,suggestingthat
H2,andH3weresupportedbythesampledata(ata95%significancelevel).TheadjustedR-squareis
0.505,whichmeansthattheindependentvariablesinthemodelcouldaccountfornearly51%ofthe
varianceinknowledgetransferinJapaneseenterprises.Ingeneral,theseregressionanalysisresults
canbesummarizedbythefollowingformula:KnowledgeTransfer=0.546*CulturalOpenness+
0.260*Manager’sCommunicationAbility.

6. dISCUSSION ANd IMPLICATIONS

Inthisresearch,culturalopennesswasfoundtohavethestrongest impactonknowledgetransfer
effectiveness.Thismeansthatestablishinganopenorganizationalcultureisveryimportantinensuring
thesuccessofknowledgetransferinJapaneseenterprises.Anopenculturerequiresthecompanyto
paymoreattentiontocreatingafriendlyenvironmentforsharing,conversationandcollaboration
betweenJapanesemanagersandVietnameseemployees.ThisresultissimilartothefindingsofPham
&Luu(2016).Inthatstudy,culturalopennesswasfoundtoplayanimportantroleinencouraging
knowledgesharingbetweenemployees.Culturalopennessalsohelpstoreducethecommunication
gap,whichisnecessaryforchangingJapanesemanagementstyleandensuringthesuccessofJapanese
multinationalsasinpreviousstudy(Nakagawaetal.,2018).

Basedonthisresult,anotherfactortobeconsideredisthemanager’scommunicationability.In
thecontextofthisresearch,manager’scommunicationskillswereveryimportantinensuringeffective
communicationandknowledgesharingbetweenmanagersandforeignemployees.Thisresultissimilar
topreviousresultofPham&Hara(2011)abouttheimpactofcommunicationabilityonknowledge
managementofVietnameseenterprises.Itsuggeststhatmanagersshouldberequiredtoimprovetheir
verbalandnon-verbalcommunicationskills,aswellastheirforeignlanguageskills.Meananalysis
forsurveyquestionsrelatedtomanagers’communicationabilityshowedthatJapanesemanagersare
notstrongincommunicationskills(3.2onafive-pointLikertscale).Thesecommunicationskills
mustbeimprovedtoachievebetterunderstandingandeffectiveknowledgetransfer.

TheresultsofthisstudyaredifferentfromthosefoundbyLeandFelicitas(2007),whofocused
ontheroleofculturaldistanceandculturalbackgroundinknowledgetransfer.AccordingtoDe-long
andFahey(2000),culturesheavilyinfluencewhatisperceivedasuseful,important,orvalidknowledge
inanorganization,soculturaldistancecouldbeabarriertoknowledgemanagement.However,inthis
research,theimpactofthisfactorwasnotsignificant.Thereasoncouldbethattherearesimilarities
betweenJapaneseandVietnameseculture.Moreover,inthisstudy,theimpactofthe“Manager’s
LearningStyle”factoronknowledgetransferwasnotsupportedbythesampledata.Thereasoncould
bethatVietnameseemployeeslackedinformationonthelearningstylesoftheirJapanesemanagers.

Basedontheaboveresults,somemanagerialimplicationsforimprovingtheeffectivenessof
knowledgetransferinJapaneseenterprisescouldbesuggestedasfollows:
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Establishing an open organizational culture: Open culture requires both sides (employees
andmanagers)tocelebratetheculturaltraitstheyshare,aswellasacceptingtheirdifferencesand
practicingmutualempathyintheworkplace.Thetwocountrieshavehadhistoricalexchanges,and
enjoyculturalsimilaritiessuchasthepracticeofancestorworship,wetricecultivation,aswellas
sharedtraditionsinsilkwormraising,clothweaving,andfestivals.Thisisduetotheinfluenceof
Confucianism,whichiscommontobothJapanandVietnam.AsJapanesecultureischaracterized
bypoliteness,Japanesepeopleareknowntobeverygoodatcontrollingtheiremotions.Thevalue
ofharmonyinagroupiselevatedinJapan,soJapanesepeoplewilltrytonottohurtthefeelingsof

Table 4. Exploratory Factor Analysis Results

KMO and Bartlett’s Test for independent variables

Kaiser-Meyer-OlkinMeasureofSamplingAdequacy.   .792 >0.5

Bartlett’sTestofSphericity Approx.Chi-Square   1679.932  

Df   66  

Sig.   .000 <0.05

Rotated Component Matrixa

  1 2 3 4  

SCM1 .845       ExtractionMethod:
PrincipalComponentAnalysis.
RotationMethod:Varimaxwith
KaiserNormalization.
a.Rotationconvergedin6iterations.

SCM2 .845      

SCM3 .833      

SCM4 .819      

KNGT3   .824    

KNGT2   .809    

KNGT1   .693    

KCVH3     .826  

KCVH2     .800  

KCVH1     .726  

BCVH2       .902

BCVH1       .850

KMO and Bartlett’s test for dependent variables

Kaiser-Meyer-OlkinMeasureofSamplingAdequacy.   .717 >0.5

Bartlett’sTestofSphericity Approx.Chi-Square   513.396  

Df   3  

Sig.   .000 <0.05

Component Matrixa

1

CGTT3 .913 ExtractionMethod:PrincipalComponentAnalysis.
a.1componentextracted.

CGTT2 .870

CGTT1 .867
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others.VietnameseemployeesshouldlearntoadapttothisJapaneserelatingstyletoimprovethe
culturalopennessofJapaneseenterprises.

Inaddition,organizingsharedsportsactivities,socialevents,andteam-buildingeventsmayhelp
tocreateafriendlyworkplacecultureandconnectionsbetweenJapanesemanagersandnon-Japanese
employees.Theseeventsandactivities, ifmanagedwell,couldhelp toestablishanopenculture
gradually.Specialseasonaleventsshouldbeusedtoconnectpeoplefromdisparatebackgroundsand
toencourageasharedworkplaceculture.Managersshouldencouragenewideasfromallemployees,
andacceptacertainleveloffailureasprogressismade.

Improving Japanese managers’ communication ability:Communicationabilityisveryimportant
forimprovingtheeffectivenessofknowledgetransferandworkperformance.Thecompanyshould
institute trainingprograms for improving the language ability of bothmanagers and employees.
Japanesemanagersareencouragedtoimprovetheircommunicationskills,andVietnameseemployees
areencouragedtolearnJapanese,inadditiontoEnglish.Japaneseenterprisesshouldsupporttheir
employeesinpracticalwayssotheycanimprovetheirlanguageability.Thiswouldinvolvefinancial
support and work hours allocated to language acquisition. Organizing an English Speaking or
JapaneseSpeakingClubcouldbeagoodoptionforimprovingthelanguageskillsofbothmanagers
andemployees.

Figure 2. The revised research model

Table 5. Regression Analysis Results

Model

Unstandardized  
Coefficients

Standardized 
Coefficients

t Sig.B Std. Error Beta

1 (Constant) .760 .199   3.822 .000

Culturalbackground .016 .041 .015 .392 .696

Communicationability .267 .044 .260 6.117 .000

Culturalopenness .509 .040 .546 12.785 .000

Culturaldistance -.026 .041 -.025 -.639 .523

a.DependentVariable:Knowledgetransfer
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7. CONCLUSION ANd FUTURE RESEARCH 

ThisstudydrewontheworkofParissa(2003),toidentifyfiveculturalfactorswiththepotentialto
haveanimpactontheeffectivenessofknowledgesharinginJapaneseenterprises.Thesefactorswere
themanager’sculturalbackground,themanager’scommunicationability,perceivedculturaldistance,
themanager’slearningstyle,andculturalopenness.Afterquantitativedataanalysiswithasampleof
365VietnameseemployeesinJapaneseenterprises,twofactorswereconfirmedtohaveimpacton
knowledgesharinginJapaneseenterprises.Arrangedbydescendingbetacoefficientvalues,these
factorswereculturalopenness(beta=0.546),andthemanager’scommunicationability(beta=0.260).

Accordingtothisresult,theseresultshavecertainimplicationsforJapaneseenterprisesemploying
Vietnamese employees. They suggest that changes to managerial practices may improving the
effectivenessofknowledgetransferinJapaneseenterprises.Thesesuggestionscanbesummarized
asfollows:(1)establishinganopenorganizationalculturebyorganizingsocialactivitiesandcultural
events,and(2)improvingJapanesemanagers’communicationability,especiallytheircross-cultural
skills.

Thelimitationsofthisresearchareasfollows:(1)Theconveniencesamplingmethodandlimited
coverage to someareas in Japancould reduce theability togeneralize from the results; (2)The
adjustedR-squarevalueafterregressionanalysisis0.505,indicatingthatsomeotherfactorsshould
beincludedtoincreasetheexplanatorypossibilitiesofthemodel.

Somerecommendationsforfutureresearchcanbesummarizedasfollows:(1)Conductastudy
withalargersamplesize,orthatgathersdatafromawiderrangeofgeographicareasinJapan;(2)
Examinesomeotherfactorsaffectingknowledgetransfer,includinghumanresourcemanagement
(HRM),businessprocesses,leadership,technologicalfactors,andindividualfactors(Al-Nuaimi&
Jabeen,2020).
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Table 6. Final Questionnaire

Factor Code Measurement scales

Cultural
Background

BCVH1 Thedifferenceinthehabitoflocalmanagerandforeignemployeesishigh

BCVH2 Differenceintraditionalcustomsoflocalmanagerandforeignemployeesishigh

BCVH3 Differenceincommunicationstyleoflocalmanagerandforeignemployeesishigh

Communication
Ability

KNGT1 Speakingskillsofthemanageraregood

KNGT2 Listeningskillsofthemanageraregood

KNGT3 Writingskillsofthemanageraregood

KNGT4 Verbalcommunicationskillsofthemanageraregood

Cultural
Distance

KCVH1 Theperceiveddifferenceinculturaldistanceishigh

KCVH2 Theperceivedcommunicationgapsarehigh

KCVH3 Thesharedinformationintheorganizationisinconsistent

Cultural
Openness

SCM1 Openconversionchancebetweenlocalmanagerandforeignemployeeishigh

SCM2 Thewillingnessinknowledgesharingofthelocalmanagerishigh

SCM3 Thesharedinformationfromthelocalmanagerisinthedetails

SCM4 Thecollaborationinfindinganeffectivecommunicationmethodisgood

LearningStyle PCHT1 Thedifferenceinlearningstyleofthelocalmanagerishigh

PCHT2 Learningstyleofmanagerfocusingmoreonlistening(ratherthantalking)

PCHT3 Thelearningstyleofmanagerbasedonpracticalexperience(ratherthananabstraction)

PCHT4 Learningstyleofmanagerfocusingonlifelongworking(ratherthantaskspecific)

Knowledge
transferring

CGTT1 Satisfactioninreceivingnewknowledge

CGTT2 Feeleasyindoingtasksaccordingtothelocalmanager’srequirements

CGTT3 Feeleasyinapplyingacquiredknowledgeinvariouscontexts


