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Abstract

The research study explains how an organizational practice can configure employee integration experience
in multinational corporations operating specifically in Sweden. Here, we particularly focused on differences
between Blue-collar and White-collar employees. Previous research mainly acknowledged managerial
strategies, headquarters’ control and structural coordination for organizational integration, while
employees' experience was less explored, especially for those who work at the micro level. Itis a qualitative
case study where an abductive research approach was followed using primary data and then they were
analyzed using thematic analysis. A semi-structured interview was conducted to accumulate data from 12
participants all employed in multinational companies in Sweden. Both Blue-collar and White-collar

employees participated in the interview so that it can be easy to capture differences in communication, work
culture, integration experience and organizational practice. The findings of the analysis demonstrate that
organizational integration is strongly influenced by communication style, workplace culture and

organizational structures. White-collar employees have good communication access, career growth and

development opportunities rather than blue-collar employees.
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1.0 Introduction

This chapter gives an overview of the thesis objectives. The subsequent subsections present the background,
problem discussion, research purpose, research question, significance, delimitations, and the study's

structure.

1.1 Background

Globalization made it possible for firms to standardize products, specialize certain operations in particular
locations and transfer knowledge across subsidiaries in order to improve organizational performance
(Morschett et al., 2025: 37-38). As companies internationalize and grow, their managerial operations
become more complex as they operate across different locations. This complexity can create challenges
that require stronger coordination and greater flexibility across organizational units. As the global business
environment has become increasingly complex (S. M. Lee & J. S. Rha, 2016: 2), companies worldwide
must pursue multiple strategies simultaneously. They need to respond promptly, work effectively, and

continuously develop their skills (Tallman, 1990:156-157).

Complex integration can be managed effectively when a company operates as connected network system,
rather than relying on central management or hierarchical systems. Integration can be achieved by
knowledge share, differentiated responsibilities, and mutual understanding across units. This approach
helps to reduce coordination challenges compared to traditional models, as no single unit can dominate in
the organization. Effective integration also relies on ongoing collaboration, communication and

relationships between units rather than a single formal structure (Tallman,1990: 157).

If headquarters’ formal structures are adopted and followed by different subsidiaries, it can result in variant
organizational integration across the corporation. Human resource management practices in subsidiaries
are majorly influenced by headquarters’ demand, host country institutions, and global trends, leading to
modification in how integration is carried out and experienced (Pudelko & Harzing, 2007: 538-540).

Consequently, multinational companies must balance effective globalization with local adaptation while



maintaining consistent organizational practices across subsidiaries (Prahalad & Doz, 1987: 23-27). Even if
standard practices are implemented globally, differences in local environments and workplace conditions

can result in uneven employee experiences across all subsidiaries (Pudelko & Harzing, 2007: 538-540).

Effective integration is essential, as it facilitates knowledge sharing, enhances communication, and
coordinates activities across various locations and countries (Nohria & Ghoshal, 1997: 429-430).
Integration goes beyond formal structures and strategies, embracing social interactions that shape how
employees understand their roles, construct relationships, and feel associated to the workplace (Kostova &
Roth, 2002: 218-223). Understanding employees’ integration experiences is important, as they face these
directly in their daily work life. If we can examine employees’ perspectives, it can enlighten a clearer
understanding of how integration works in practice beyond these set of formal rules, regulations, and

guidelines.

Sweden provides an interesting frame for studying organizational integration because of its unique
workplace characteristics. According to a 2019 statistics report, over 1 million immigrants in Sweden are
economically active, with around 955,000 employed (Akay & Ahmadi, 2022: 2236). This growing
workforce can have an impact on how employees communicate and what they expect from their workplace.
Many people come from different countries and cultures, gather in Sweden, and then work together under
one roof. This can make employee integration in the work environment more difficult. So maybe employee

coordination can solve this problem.

We chose Sweden for our study due to its robust labor laws, proactive trade unions, and history of
welcoming immigrants. Trade unions have an influence on immigrant employment and encourage their
equal rights in the office. However, inequalities can happen, and further research is required to understand
their causes. Understanding immigrant workers’ experiences can further indicate the development of

improved workplace practices (Akay & Ahmadi, 2022: 2237).



Local and national contexts influence how MNC practices are implemented and employees experience them
(Kostova & Roth, 2002: 216-222). Sweden hosts numbers of multinational companies over various
industries, including manufacturing (Pontus Braunerhjelm et al.,1996: 2). Such environment creates
workplaces where global organizational practices meet local value. Consequently, studying organizational
integration in multinational corporations operating in Sweden can provide valuable insights into employees’

experiences of these processes.

1.2 Problem Discussion

An organizational integration in multinational companies is configured by the tension between
standardization and local adaptation. Practices developed by headquarters are often adjusted in local
subsidiaries because of local environment, which leads to differences in how integration is carried out and
later experienced by employees (Pudelko & Harzing, 2007: 538). This suggests formal structures alone
cannot fully explain employees' everyday experiences, making it important to study integration from an

employee perspective.

Organizational practices within corporations are usually a way an organization conducts its activities over
time. They are modified by the company’s long history, responsible people, and their experiences as
managers, and shared ways of working, and eventually embraced as the normal way of doing tasks within
the organization (Kostova, 1999: 309-310). Knowledge transfer is one of the organizational practices. When
knowledge transfer occurs between headquarters and subsidiaries, the top management measures managers'
actions and behaviors, hence tries to shape them to establish their goal (Ingmar Bjérkman et al., 2004: 446).
As a result, studies emphasize managerial roles and their decision-making, while employees are mostly
viewed as outcomes rather than active participants. Therefore, we think this leaves their experiences less
explored (Bos-Nehles et al., 2017: 516-518). Overall, we believe the organizational integration should be

understood not only as a strategic or structural concept but also as an employee experience shaped by



culture, communication, hierarchy, and job roles. Therefore, we believe there is a need for further

understanding of how employees across different occupational levels face integration in MNCs.

In every organization, there are some essential HRM practices such as internal communication of
employees, job training, performance evaluation and appraisal, and reward system. There are some essential
strategies for employee integration within multinational companies. These practices can persuade
employees to share knowledge, understand organizational goals, and feel connected to the workplace.
Differences in how these methods are implemented across subsidiaries can also shape integration
experiences differently for employees (Zhou et al., 2020: p.2). Organizational socialization and onboarding
play an important role in employee integration by helping new employees learn workplace values,
behaviors, and expectations. Through formal and informal support from HR and management, employees
can adapt more easily, reduce uncertainty, develop a sense of belonging, and become better integrated into
the organization (Frogéli et al. 2023: 2). Here, we will investigate whether all the employees, including blue

and white-collar employees, are getting an effective onboarding or not.

One major challenge in integration is cultural differences. Cultural differences in beliefs and practices can
lead to misunderstandings, tension, and division in multicultural workplaces. Minority employees may feel
excluded or that dominant values are imposed on them, which can weaken their sense of belonging and
hinder effective employee integration (Castaneda et al., 2013: 165). Cultural differences are therefore a
major challenge that cannot be ignored. Vlad & Stan (2018: 406), in their article, stated that Managers and
employees both need to concentrate on cultural awareness to work effectively and gain organizational goals.
For a successful employee integration, these cultural and communication challenges can make it hard for
employees, especially those who come from different countries and other cultural backgrounds. It can be

hard for them to completely adapt, work with others, and feel included within organizational environment.

Employees working in MNCs of Sweden often come from different cultural backgrounds, where growing
diversity in workplaces requires new management approaches. Traditional models focused mainly on

efficiency and profit, which may not extensively focus on the needs of multicultural organizations. More
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flexible and less hierarchical structures, along with an incorporating work atmosphere that values diversity,
can help organizations manage these challenges more effectively (D. I. Amaram, 2007: 5). Most of the
literature on MNCs is discussed and studied from Western perspectives; as a result, research particularly
inspecting the Nordic workplace environment remains limited and incomplete. The limited Nordic-focused
research is noted in Berg et al.'s (2024: 25) article, where only 15 of 972 studies met the criteria for

evaluating the Nordic model in international enterprises.

Previous studies on integration may not reflect enough on recent changes such as remote work, digital job
or global teamwork. This growing use of digital technologies is reshaping how people can connect and
interact within organizations, especially for skilled employees in the workforce. While these changes can
improve collaboration and productivity, they also create differences in expectations, communication styles,
and work practices. In terms of workplace integration, these differences can make it harder for employees
to align, communicate effectively, and adapt to shared ways of working, potentially leading to integration

challenges within organizations (Colbert et al., 2016: 731-732).

1.3 Research question

We aim to fulfill the purpose of this study by examining

How do organizational practices shape the integration experiences of employees in
multinational corporations, and how do these experiences vary for blue-collar and white-

collar employees?
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1.4 Purpose of the study

The purpose of this study is to see how some common organizational practices, such as communication,
employee onboarding, human resource management within organization, company culture, are perceived
by the blue-collar and white-collar employees in some multinational companies operating in Sweden.
Previous research has vastly focused on only managers and strategies from Headquarters, where the
employees' everyday organizational experience remains less noticed. In addition to that, employee
integration in Nordic MNCs, especially where diversity, hybrid work style, and digital communication are
less explored. There, we look forward to understand employee integration in practical life and if it is

different for blue-collar and white-collar employees or not.

1.6 Delimitations

The geographical scope of this study is limited to Sweden, which makes it possible to conduct a more
focused and detailed analysis of organizational integration in multinational companies operating in Sweden.
Therefore, the findings are mainly relevant to the Swedish atmosphere. Focusing on Sweden includes both
strengths and limitations, as studying only one country may reduce the chances of applying the results to
other landscapes. However, the relatively similar institutional environment and workplace characteristics
in Sweden can still provide valuable insights into how employees experience organizational integration in

multinational organizations.
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2. Theoretical Framework

The Theoretical framework covers the main theories used to understand organizational integration in
multinational corporations. It shows how employees experience integration at Multinational companies.
The chapter provides briefs about areas such as Organizational Integration, institutional context,

organizational culture, workplace practice, and the differences between blue-collar and white-collar jobs.

2.1 Organizational Integration in MNC

A multinational corporation is a network of geographically scattered units, consist of headquarters and
subsidiaries, that interact both internally and with external actors (Ghoshal & Bartlett, 1990: 603).
Organizational growth is shaped by effective employee management. Human resources are most essential
to any organizational success, as employees can contribute to decisions, work, and outcomes of those
decisions (Eneh & Awara, 2016: 27). An effective synchronization of employees, knowledge sharing, and
steady HR practices across subsidiaries is crucial to uphold organizational growth. Stronger internal
integration assists in ensuring that employees across different locations are aligned, which helps smoother

alliance and more sustainable expansion (Tan et al., 2020: 498-499).

Over time, HQ—subsidiary relationships in MNCs have shifted from rigid, hierarchical control and strong
headquarters dominance towards more flexible, network-oriented, and knowledge-driven approaches,
reflecting a broader move to more adaptive, people-focused, and context-sensitive management (Kostova
etal., 2016:176-177). Recent research shows that expatriates and global teams help connect different parts
of a company by improving communication, sharing knowledge, and working together across locations.
This reflects a shift away from strict top-down control toward more flexible, network-based management
in multinational companies (Kostova et al., 2016: 180-181). Overall, the literature suggests a shift from

control to collaboration in HQ-subsidiary relationships.

Most of the time, enterprises operating across multiple countries expose their subsidiaries to dual pressures.

Rosenzweig and Singh (1991: 344), in their article, note that subsidiaries face pressures to adapt to the local
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context while also maintaining alignment with the broader organizational practices of the multinational
corporation. In many cases, subsidiaries may also face pressure to stay structurally alike to the parent
company, which can create difficulty for them to fully adjust to local standards and expectations
(Rosenzweig & Singh, 1991: 356). It means organizations need to align HR practices across units while
allowing flexibility for local cultural and institutional differences. Effective integration can help employees
feel connected to the organization, while poor alignment can lead to inconsistencies, confusion, and weaker
employee engagement across subsidiaries. (Rosenzweig & Singh, 1991:340-341). The authors here mostly
talked about the importance of coordination and organizational coherence, but paid limited attention to how
these processes are experienced by employees at the micro level. So, there is a gap in understanding

organizational integration at the employee level.

Organizational integration indicates in what way the different parts of an organization, such as departments,
operations, people, and technologies, are coordinated and work together as a system. Across fields like
strategy, operations, and information systems, it is commonly understood as the coordination of
interdependent activities to achieve shared goals. This includes not only internal alignment among functions
such as R&D, production, and HR, but also integration with external partners such as suppliers and
customers. Organizational synthesis is both a structural and interpersonal concept that reflects how
effectively knowledge and resources flow between them, and how regularly actions are coordinated. Strong
integration means easy collaboration, fewer conflicts, and more efficient execution. On the other hand,
weak integration can lead to misinterpretation and inefficiencies across the organization (Barki &

Pinsonneault, 2005; 166).

The authors also pointed out that organizational integration can be challenging due to two key barriers.
Those are specialization and internal politics. When different departments focus on their own goals and
develop distinct ways of thinking, it becomes harder to coordinate activities effectively. Moreover, power
clash, competition, and reluctance to share information can further reduce cooperation. Using the right

coordination approach can reduce effort, while unsuitable methods can increase costs and make integration
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more difficult (Barki & Pinsonneault, 2005: 170-172). Another article states that poor management of
cultural differences often leads to failed integration, undermining knowledge sharing and overall
organizational success. Despite high failure rates, research has mainly focused on economic factors, while
the individual employee experience and cross-cultural challenges remain underexplored (Brannen &
Peterson, 2009: 468-469). Therefore, we believe examining integration from an employee perspective can
provide valuable insights into why integration succeeds or fails in practice, particularly in culturally diverse

environments.

2.2 Institutional Theory

Institutions are established systems of rules, beliefs, and practices that shape how people and organizations
behave over time. They influence communication, social behavior, and decision-making across
organizations and are often accepted as normal or taken-for-granted ways of acting in society. Some of the
examples of social systems include the state, family, markets, professions, and corporations. Institutional
theory seeks to explain how these patterns emerge, become established, and are pursued by organizations.
It also explores key processes such as legitimacy, shared norms, and similarities across organizations, as
well as the role of communication in maintaining and shaping institutional structures (Lammers et al., 2014:

195-196)

In a multinational corporation, this perspective is really important because companies do not function in a
single global environment. Each subsidiary works within a separate and specific economic, cultural, or
institutional environment where it is located (Rosenzweig & Singh, 1991: 344). Although headquarters may
introduce global strategies and policies, subsidiaries still need to adapt and adjust to local norms and
expectations. As a result, subsidiaries often need to balance corporate expectations from headquarters with

the local environment.

Subsidiaries often adapt to their local environments by gradually becoming more similar to other

organizations operating in the same context. Rosenzweig and Singh (1991: 345) explain that multinational
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subsidiaries frequently adjust their practices so that they reflect the values, norms, and commonly accepted
behaviors of the societies where they belong. Hence, this insight helps explain why organizational
integration within multinational corporations cannot be understood solely through global policies instead,

it needs adaptation of local institutions.

For subsidiaries operating in Sweden, the institutional environment is essential. The leadership structure in
Sweden is often known as a flat and participative system, where managers involve employees in decision-
making and seek consensus through involvement. It emphasizes strong interactive relations, adaptability,
and a balance between individual responsibility and shared values (Holmberg & Akerblom, 2006: 310-
311). These institutional attributes help configure expectations about how organizations should function

and how an employee can be involved in workplace decision-making.

The institutional approach is often criticized for being too extensive, whereas it needs to explain all
organizational behavior in terms of institutional forces, making it difficult to distinguish between cultural
and institutional influences. It also lacks clear definitions and measurable concepts, which limits its

practical application (Lammers et al., 2014: 210)

Institutional theory often overlooks power dynamics by treating hierarchies and inequalities as given. It
emphasizes norms and meanings over individual agency, paying limited attention to how people shape or
resist institutions. It also tends to view institutions as taken for granted and is often criticized for lacking

critical reflection and openness to alternative perspectives. (Willmott, 2015:105-106)

2.3 Organizational Culture and Workplace Practice

Organizational culture refers to how a group learns and evolves over time, consisting of basic assumptions
developed as members deal with external challenges and internal integration. It is often unconscious, deeply
embedded, and gives stability by helping members understand and respond to their environment. We can
experience it at both organizations and subdivisions, and it becomes stronger with joint experiences and

group stability (Schein, 1990: 7-9). Organizational culture is necessary to shape institutional procedures,
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employee behavior, and overall employee performance. A research article from the author suggested that
when employees share common values, norms, and work ethics aligned with the organization, it strengthens
commitment and improves performance. Strong cultures supported by consistency, adaptability, and good
communication can create a sense of identity within employees, which enhances productivity and helps
achieve organizational goals (Akpa et al., 2021:361). Although there are a lot of research on organizational
culture, the findings do not always tend to be applied in the same way across different contexts. This is
because of variations in culture, society, or economic environments. That’s why more research on how

employees experience and adapt to these cultural differences would be beneficial.

Organizational culture helps to reshape how knowledge is created, shared and used within a firm. It
influences what knowledge is valued, who controls or shares it, how people interact, and how new
knowledge is developed and accepted. Understanding these cultural factors helps managers design

strategies to better support effective knowledge use (De Long & Fahey, 2000: 113).

Most organizations rely on effective communication to integrate knowledge distributed across individuals.
It indicates that the nature of tasks shapes how knowledge is shared with communication mechanisms and
organizational culture playing a crucial role in coordination. By aligning structures and processes with these
factors, organizations can strengthen integration, support collaboration, and support long-term performance

(Garicano & Wu, 2012: 1382).

In MNCs, communication can become further complicated because subsidiaries and headquarters are often
geographically distant from each other and may operate in different languages and cultural environments.
In the past, from the 1960s and 1970s, many researchers stated that organizations focused only on the
headquarters for decision-making. On the other hand, subsidiaries were considered to pose management
challenges and to offer fewer strategic opportunities for MNCs because of home and host country
differences (Kostova et al, 2016: 177). According to Kostova et al. (2016: 177), Headquarters and
Subsidiaries’ relationship depends on several factors like home and host country context, role of knowledge

sharing, creation and utilization, and role of people (expatriates and global HRM). As Rosenzweig and
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Singh (1991: 346) mentioned in their article, these dissimilarities can make communication more difficult
and may influence how information is exchanged across organizational units. From this study's standpoint,
these communication obstacles are considered relevant because they may affect employee’s experiences in

organizational integration in multinational workplaces.

Schein (2010: 94) suggests that there are some problems of internal integration that refer to the challenges
organizations face in creating a shared understanding and cohesion among their members so they can
function effectively as a group. These hurdles include developing a common language and sharing concepts
for better communication, defining group boundaries to decide who belongs and who does not, and
establishing such systems of power, authority, and status. In addition, organizations must build norms that
consist of trust, relationship, and interaction, which guide on how people can work collectively. They also
need to follow the rules of having rewards and punishments to shape behavior. Groups must find a way to
interpret uncertainty or unexpected events and therefore help members to make sense of situations and
reduce anxiety. Together, these elements are essential for maintaining stability, coordination, and effective

collaboration within the organization.

In recent years, particularly after COVID-19 pandemic, there has been a significant technological shift,
with many organizational activities changing from physical to digital formats. This shift has a considerable
impact on organizing employees, altering how organizations manage employees, interact with each other,

and work systems.

Technological transitions causing major change in how work is organized, affecting not only tools and
techniques but also, at the same time, employee practices, workplace structures, and organizational
integration. As work becomes more digital, employees must adapt their work routines, communication
processes, and collaboration styles. This can create challenges for integration within organizations, as
existing systems, norms, and relationships need to be reconfigured to align with new technologies and ways

of working (Geels, 2002: 1257-1259).
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A perfect workplace always tries to balance employees’ well-being with organizational goals such as work
productivity and company profitability, which seeks equal focus on both. This can happen through effective
employee communication and HRM practices that ensure employee needs are heard, addressed, and aligned
with organizational objectives. Organizational health is an ongoing process configured by interconnected
factors like communication, collaboration, and supportive relations. Through continuous evaluation and
adaptive HRM strategies, organizations can respond to risks and growing employee needs, strengthening

integration and overall performance (Grawitch et al., 2006: 131-132).

Grawitch et al. identify five areas of healthy workplace practices. Those are involving employees in
decision making to increase autonomy and empowerment, supporting employee growth through training
and development opportunities, and acknowledging employees with both financial and non-financial
rewards. They also highlight the importance of promoting work—life balance through flexible arrangements
and benefits, as well as ensuring health and safety through initiatives like wellness programs, training, and
preventive measures (Grawitch et al., 2006: 132). However, the article does not deeply explore how
employees actually experience these practices in everyday work, for example, differences across roles,

cultures, or power dynamics.

Unions in Sweden proceed to act as an important supportive force, where even the possibility of action can
encourage managers to improve working conditions. Most employees consider unions as valuable in
negotiating with employers. The findings also show that white-collar workers are more likely than blue-
collar workers to raise issues directly with managers, reflecting a more individualistic approach (Furaker,

2009: 169).

2.4 Blue-Collar and White-Collar Work Context

Jobs are organized into classes or groups based on a structured system that defines job roles and how
employees contribute to specific tasks. This categorization depends on some factors such as the extent of

authority given to employee, their workplace behavior, and the nature of the job, which distinguishes work
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into two categories. One is white-collar (managerial and professional roles), and the other is blue-collar
(manual and factory work). White-collar jobs involve non-manual work focus on handling information and
require higher education and specialized skills, such as roles in management, finance, or professional
services (Anjum & Parvez, 2013: 421-422). White-collar work generally refers to salaried, non-manual
jobs, typically performed in office settings and including roles such as clerical staff, professionals, and
managers. It is often associated with knowledge-based work and involves activities like strategic thinking,
managing resources and priorities, taking responsibility, influencing others, and continuously improving

processes and performance (Hopp et al., 2009:; 2).

Blue-collar jobs involve manual or physical tasks which require technical training or basic skills, such as
mechanics, electricians, or factory workers. The responsibilities differ by role, but generally focus on
efficiency using resources to support productivity. White- and blue-collar employees vary in both job roles
and attitudes. White-collar workers normally hold higher-level positions and tend to value intrinsic aspects
of work, such as autonomy and meaningful tasks. In contrast, blue-collar workers are generally in lower-
level roles and place more importance on extrinsic factors like pay, rewards, and job security (Anjum &
Parvez, 2013: 421-422). Reward systems are an important HRM practice that helps motivate employees

and improve organizational effectiveness and growth (Eneh & Awara, 2016: 27)

Another author revealed distinguishes between blue-collar and white-collar work by arguing that blue-
collar workers typically hold jobs rather than pursue professional careers. These roles tend to involve
limited responsibilities and are not structured for upward progression. Instead of following a clear career
ladder, blue-collar workers often build work histories rather than advancing into professional or managerial

positions (Thomas, 1989: 354).

To better understand the employee perspective and their psychology, we can look deeper into the social
identity theory, where it explains how a person defines themselves based on the group he belongs to. In a
workplace, employees may build a sense of belongingness and identity through their job role, work team,

and organization, which impact on his or her communication, behavior towards others, and relationship
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with all (Tajfel & Turner,1986: 7-8). In our study, blue-collar and white-collar are two different groups
who have different workplace groups, separate job roles, separate access to communication, and level of
participation. According to the authors, when group differences are more visible, people can interact based
on their group identity, not on their individual identity (Tajfel & Turner,1986: 7-8). In MNCs, white-collar
people have more direct communication and involvement in decision making rather than blue- collar
people. This can result in blue-collar employees feeling more distant from the organization and identifying
themselves more with their own work group rather than with the organization. In addition to that, when
social structure is unequal and hierarchical, employees feel limited to move beyond their group position

(Tajfel & Turner,1986: 7-8).

An employee becomes aligned with organizational strategies by focusing on strategic knowledge and
commitment. Strategic knowledge refers to how well employees understand a strategy, while strategic
commitment reflects their willingness to support it. The organizational knowledge and individual factors
influence commitment that leads to behavior that supports the strategy. It contributes by shifting attention
from organizational-level strategy to the role of individual employees, particularly where employee
involvement is essential. A strategy implementation can be improved through better communication,
training, and organizational design (Gagnon et al., 2008: 425-426). So far, we understand that employee
integration is not only driven by structural or organizational factors but also by how well employees
understand and engage with the organization’s strategy. Employees who are engaged and committed to it
are more likely to display desired behaviors that support organizational objectives, thereby strengthening

overall integration.

Some authors have explained how organizational structure shapes performance by influencing how work
is organized and how employees behave, much like a building’s design guides movement. Structure
regulates individual differences and provides a system for decision-making, power distribution, and task
execution, ultimately affecting efficiency, morale, and overall performance (Dalton et al., 1980: 49).

Teixeira et al. (2012: 71-72) mentioned Organizational structure refers to how authority, responsibilities,
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and work processes are organized, as well as the relationships and communication patterns of an
organization. Research also stated that structure strongly influences internal communication by shaping

how information flows within the organization.

In Sweden, the union membership is generally high, meaning it offers limited distinction between workers.
While union support can encourage employees to address poor working conditions, factors such as age,
contract type, and working hours may be more influential. Employees who are less integrated into the
workplace are less likely to raise issues or engage with unions (Furaker, 2009: 162-163). Employee’s
hesitation to talk about weak work conditions can raise concerns about democracy and freedom of
expression. In Sweden, the codetermination law (1976) encourages employee participation through unions,
requiring employers to consult them before major decisions. However, this often excludes ordinary

workers, and its effectiveness can be declined, especially where unions are weak (Furaker, 2009: 171).

2.5 Conceptual Framework

Our research study inspects organizational integration in MNCs by examining how an employee experience
organizational practices in different workplace aspects. The framework consists of organizational,
institutional, employee-level, and, lastly, cultural-level factors to better realize how integration is

constructed in practice.

As demonstrated in Figure 1, organizational integration is placed as a central concept of the framework. In
MNCs, integration is influenced by global organizational practices such as corporate policies, rules,
regulations, management systems, and knowledge sharing systems established by the headquarters.
However, subsidiaries operating within the local institutional environments figure and construct how these
practices are implemented and experienced. In the Swedish perspective, workplace rules, participative

leadership, and influence by trade unions help in shaping employee expectations.

The framework also highlights the role of organizational culture and communication to help with

integration. Shared values, smooth information flow, and good workplace relations can influence how an
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employee interacts, shares knowledge with others, and develops a sense of belonging in the organization.
Effective communication systems and supportive and helpful HRM practices, such as onboarding,

employee involvement, and training can boost coordination and employee commitment in subsidiaries.

At the employee level, the framework highlighted differences between blue-collar and white-collar work.
As shown in Figure 1, employees experience integration differently from each other, depending on their
job position, extent of communication access, autonomy, and work system. White-collar employees are
much more involved in decision-making and communication with upper management, while blue-collar
employees may experience more operational and individual structured work environments. Such
differences can influence employee participation, workplace involvement, and overall integration

experiences.

In conclusion, the framework therefore suggests that organizational integration is not only influenced by
formal organizational structures but also through workplace -culture, institutional framework,

communication practices, HRM, and differences in employee work style.
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Local Institutional Context
Swedish workplace norms,
participative leadership,

(Rosenzweig & Singh, 1991;
Holmberg & Akerblom, 2006;

Organizational Integration
Employee experience of integration,
alignment, collaboration and
knowledge sharing
(Barki & Pinsonneault, 2005;
Brannen & Peterson, 2009)

Employee Participation & Involvement

> Voice, involvement in decision making, <

Organizational Culture &
Communication
Shared values, collaboration,
information flow, trust

(Schein, 1990, 2010; De Long & Fahey,
2000; Garicano & Wu, 2012)

empowerment
(Grawitch et al., 2006; Furaker, 2009)

v

Employee Differences in Work Contexts
Job roles, autonomy, communication access,
strategic knowledge, commitment
(Gagnon et al., 2008; Dalton et al., 1980)

.

s

Blue-Collar Work Context
Operational & production roles,
manual work, job security,
extrinsic rewards
(Anjum & Parvez, 2013; Thomas, 1989;
Hopp et al., 2009; Furaker, 2009)

White-Collar Work Context
Office & professional roles,
knowledge work, autonomy,
intrinsic rewards

(Anjum & Parvez, 2013; Hopp et al.,
2009; Furaker, 2009)

Figure 1: Conceptual framework of employee organizational integration. Source: Own compilation

3. Methodology

3.1 Research strategy

Figure 1: Conceptual framework of employee organizational integration. Source: Own compilation

The chapter is a description of the methodological approach we used to explore employee experience of
organizational integration. It explains areas like research design, which is a qualitative approach, followed
by the use of semi-structured interviews for data collection, sampling strategy, analysis process of the

accumulated data, ethical consideration, and lastly, how we used Al for the study.

The purpose of our research is to analyze the organizational integration experience of blue and white-collar

employees in Sweden. To do that, we opted for a qualitative research method, and we will explain here




why. According to Bell et al. (2019: 18), there are two types of research methods, including the qualitative
method and the quantitative method. The qualitative method consists of data collection comprised of written
or spoken words or images. Grossoehme (2014: 1) stated that qualitative research is a systematically
collecting and interpreting text-based data, such as conversations or personal stories, to understand how
people experience social situations in their real lives. It can be interviews, written materials, or visuals, and
may even focus on a single individual case. In accordance with (Bell et al., 2019: 18; Grossoehme, 2014:
1) and as per our research criteria, it is a qualitative strategy in nature since we collected and analyzed data

by observing participants closely within the Swedish context through interviews and meet-ups.

Bell et al. (2019:362) further talked about the validity and reliability of the qualitative research to measure
the quality of the data. Validity will happen successfully when a person observes, identifies, and measures
what they actually see, and reliability can be present to the extent that a study can be replicated. To do our
integration research, we tried to observe the participants to the extent possible to gather in-depth knowledge
and hence replicated the knowledge into the study. We also had the opportunity to cross-check information

for reliability by choosing more than one participant from an organization, as much as possible.
3.2 Research approach

Research approaches are followed in a way to collect data and analyze them to both describe things and
connect them to a theory (Bell et al.,2019: 19). There are three forms of research approaches known as
inductive, deductive, and abductive. Researchers use any one of the following approaches, which is most
appropriate for their study (Bell et al.,2019: 22-24). A deductive approach is conducted by testing a existing
theory related to the empirical phenomena and inductive approach is followed based on an empirical
phenomena and a theory is then set according to that (Bell et al.,2019: 20). According to Bell et al. (2019:
24), An Abductive research approach is appropriate when there is a surprising fact have seen in the theory
and empirical phenomena. An abductive research approach is used when researchers need to solve the

empirical phenomena with the help of theory and make the surprising fact into a visible action.
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For our research, we followed an abductive approach because our research aims to understand employee
experience of organizational integration by connecting empirical findings with existing theories. Previous
theories illustrated organizational integration from structural and managerial aspects, but in reality,
employees’ experiences can be different. Hence, our study moves back and forth between theories and

empirical findings to understand the differences.

3.3 Research Design

Research design is the overall plan or framework that guides how you will collect and analyze data in your
study. It shapes how the research is carried out and how results are interpreted (Bell et al., 2019: 45). The
Authors further mentioned five different research designs used by researchers to examine relevant data,
such as experimental design, cross-sectional design, longitudinal design, case study design, and

comparative design (Bell et al., 2019: 48).

After analyzing each research design, we believe a case study is appropriate for our study. The case study
research design helps to navigate a detailed and in-depth analysis of a specific case. The case can be a single
organization, workplace, location, or person. It can be an event as well. Researchers often use this research
design to understand complex situations and real-life experiences in the natural context (Bell et al., 2019:
63). We believe we chose such a research design for our study to gain an in-depth understanding of
employee integration in multinational corporations. The research focuses on the specific organizational
setting and helps to examine how organizational practice, communication, culture, and workplace
experience influence the blue-collar and white-collar employees. Since such a research design allows
detailed investigation of real-life situations within a natural context, it is appropriate to explore the

complexity of organizational integration (Bell et al., 2019: 63).
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3.4 Data Collection

The data for this study were collected through semi-structured interviews with employees working in some
multinational organizations operating in Sweden. Their responses helped us to collect primary data, and

related articles and books related to the topic helped to gather knowledge for secondary data.
3.4.1 Company and Respondent Selection

Primarily, we reached out to 20 people to assist us in our study, but due to time management and personal
privacy reasons, only 12 participants took part in our thesis study. We contacted them from four well-known
companies, and they are engaged in different sectors and work in separate job roles. There are both blue-
collar and white-collar employees present, so that we can capture different perspectives within workplaces.
It was important to do because employees in several organizational levels might experience integration
differently, which we want to learn in depth. Respondents were approached through professional and
personal contacts and selected based on their involvement in daily work and experience with integration

practices.

3.4.2 Interview

For our research, we took interviews with the participants, which lasted around 30 to 45 minutes
approximately. Before conducting the interviews, each of them was sent a set of questionnaires so they
could be aware of the topics we would discuss during the interview session and prepare accordingly in
advance. The interviews were recorded to ensure that information is being captured accurately, of course,

with the consent of participants.

The interview question guide for blue-collar and white-collar has overlapping themes such as
communication, culture, and integration, which allows us to compare the two groups. We slightly adapted

some of the questions to fit their different job roles and work contexts.
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Participants- White-collar:

Respondent | Designation company | Date Interview Interview
Duration Method

Participant | Manager Foodora 2026-03- | 50 mins Meet

1 07

Participant | Manager Foodora 2026-04- | 30 mins Meet

2 30

Participant | Assistant Manager Burger 2026-04- | 25 mins Zoom

3 king 29

Participant | System Verification Volvo 2026-03- | 50 mins Zoom

4 Engineer 08

Participant | Infotainment Volvo 2026-05- | 35 mins Meet

5 developer 02

Participant | Consultant Synopsis 2026-03- | 45 mins Meet

6 08
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Blue-collar:

Name Designation company Date Interview Interview
Duration Method

Participant 7 | Team leader | Foodora 2026-03- | 40 mins Zoom
14

Participant 8 | Rider Foodora 2026-03- | 30 mins Zoom
15

Participant 9 | Rider Foodora 2026-03- | 35 mins Zoom
17

Participant Rider Foodora 2026-03- | 30 mins Zoom

10 17

Participant Fleet Foodora 2026-03- | 50 mins Zoom

11 Associate 21

Participant Team Leader | Burger 2026-03- | 45 mins Meet

12 King 22

Table: List of interviews compiled by the author

3.5 Sampling

We did a purposive sampling in our research to focus on participants who were relevant to the research
topic. A purposive sampling is selecting participants based on the researcher’s understanding of group, so

that those with relevant characteristics are included. It helps to select specific cases, but the results are
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usually not widely generalizable (Berg, 2001, p.33). For our study, we selected individuals with experience
in multinational companies, working in different job levels, and different industries from Sweden. Our goal

was to capture a range of perspectives on organizational integration.

3.6 Analysis and Interpretation of Data

First, we followed an abductive research process for our study and analyzed data using the information
from the theoretical framework of the thesis. After collecting all the primary data from a semi-structured
interview, we needed to transcribe them. One of the difficulties in qualitative research is to organize
unstructured language and notes. In our study, since all the interviews were conducted in English, it was
easy to organize data, and we did not have to translate it (Bell et al., 2019: 517-518). A thematic analysis
is a commonly used method to analyze qualitative data through common structures and after that arrange
them into meaningful themes (Thompson, 2022:1410). Interview recording and notes can be transcribed to
better understand participant’s experience and locate patterns of that data. In our study, the interviews were
also transcribed after collecting the data, and then they were carefully read multiple times to recognize
meaningful patterns and themes related to workplace integration. Important statements and responses were
gathered using thematic analysis to understand employees’ experience (Thompson, 2022:1412-1413). Then
we coded the data in multiple stages. Coding is the process of managing data by specifying labels or short
phrases for statements and patterns in an interview. The method involves many rounds to group similar
ideas and develop large themes. In our study, first, we identify important statements like integration,
communication, workplace culture, and organization practices, and group them into initial codes. After that,
the similar codes were combined into wider themes to understand patterns and differences between blue-

and white-collar employees (Thompson, 2022:1413).
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3.7 Ethical Considerations

Before conducting each interview, the participants were informed of the research's purpose. A set of
interview questions was sent to them for prior knowledge, and also inform them how the collected data
would be used. They were asked if they had any questions before agreeing to participate. We ensured that
participants clearly understood that the study was important because it allowed them to decide whether they

felt comfortable sharing their thoughts.

Another important consideration was anonymity and confidentiality. Although the participants work in all
the well-known organizations, they were not identified in the research paper. Their names and personal
identification were removed from the transcripts. This was necessary to reduce individual employee-level

risk, which could be recognized based on statements.

The participants were informed as well that they could ignore any specific question or withdraw from the
interview at any point if they did not feel comfortable. It was necessary because workplace research can
sometimes create pressure on employees to participate and talk, specifically when they need to discuss their
own organizational practices. It is evident that voluntary participation helped to create a more open and

comfortable interview environment.

3.8 Limitations

While the data collection and analysis were designed carefully to explore employees’ experiences of
organizational integration, we have acknowledged several limitations here. One main limitation of our study
is the size of the sample we selected. The study relies on a small number of interviews, but it would have
been better if there were more participants and companies included, since a few companies and people can

not represent all the multinational companies.

Another limitation we found was the level of information the participants shared with us. Some participants
were cautious to discuss sensitive issues related to their work practices. Even though anonymity was

promised but still it is reasonable to assume that employees might have given moderate responses when
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speaking about their work place. This possibility raises the question of whether some experiences remained

unspoken during the interviews.

3.9 Use of Al

We used Al in accordance with the general Al policy of the IBT programme. Its use was limited,
transparent, and intended only to support the research process. Al tools were mainly used to understand and
review related articles more efficiently and quickly to support our understanding of the research-related
literature, and also to construct conceptual framework figure. We also used Grammarly to correct spelling

and grammar mistakes, as well as to improve the academic structure and clarity of the text.

4. Empirical Findings

This chapter consists of the findings we gathered from the interviews with employees working in
multinational companies in Sweden. The purpose is to show how employees experience organisational
integration in their regular work life. The findings are based on interviews with participants from different

companies and job roles, including both white-collar and blue-collar employees.

4.1 Participant Background and Work Context

The participants in our study come from different nations and professional backgrounds. They work in
multinational companies from different sectors, including logistics, food delivery, automotive, consultation,
and restaurant services. This diversity helps us provide a wide understanding of how organisational

integration is experienced in different workplaces.

Among the white-collar participants, Participant 1 works as a Manager at Foodora and has been associated
with the company for five years. He described the company culture as diverse, inclusive, flexible, and

action-oriented. Participant 4 works as a System Verification Engineer at Volvo for seven years. He
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described the company culture as “build, measure, learn, test,” which reflects a technological and
performance-focused environment. Participant 6 is a consultant who explained that her company culture is
customer-focused, agile, empowering, and respectful. These responses suggest, white-collar participants

generally see their organizations as professional, collaborative, and diverse.

The blue-collar participants also come from distinct backgrounds and have different roles. Participant 7 is
a team leader at Foodora, who works in the company for two years as a rider and six months as a team
leader. He described the company culture in words like loyal, healthy work environment, and comfortable
as well. Participant 8 is an entry-level rider who described the company as dynamic, tech-driven, and
resilient. Participant 9 is a moped rider who understands the company culture as flexible, independent, fast-
paced, and digital. Participant 12 is a team leader at Burger King who describes her workplace as fast-

paced, customer-focused, team-oriented, and quality-focused.

One common thing we observed among both blue- collar and white-collar groups is that the workplaces are
mixed with multicultural people. During the interviews, all participants mentioned that they work with
colleagues from Sweden, Bangladesh, India, Pakistan, Ukraine, Italy, Syria, Jordan, Iraq, Nepal, Nigeria,
Brazil, France, Germany, and the United States. Some participants expressed:

“In one shift, I can work with people from five or six different countries. It makes the environment very
dynamic.” (Participant 8)

“You learn a lot just by talking to colleagues from different cultures. It changes how you see problems.’
(Participant 6)

’

From the interviews, most of them shared that they feel positive about working in multicultural
environments. Participant 1 said working with people from other cultural backgrounds makes work
enjoyable and engaging for him. He also added, “t doesn 't feel boring because everyone brings something

different to the team.”
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Participant 6 also stated that it brings different perspectives and enhances teamwork. Similarly, Participant
12 said that working with people from other nationalities helped her learn new aspects and grow in her

work. Her workplace is welcoming and interesting for her.

Work contexts can also be different depending on job roles. White-collar employees often work in office-
based setups or in a professional manner where teamwork, meetings, and strategic communication are more
common. On the opposite of that some blue-collar employees, especially riders work alone which shows
an independent work style. For example, Participant 8 said he basically work alone because of the work
nature and Participant 9 explained that his workplace was the city streets and most of his communication
happens digitally. This shows that integration can be experienced differently depending on the nature of the

job role.

4.2 Workplace culture and Communication in MNC

Communication and organisational culture were some of the lead topics in our interviews. Many
participants described their workplaces as open, supportive, and collaborative but their own experiences of

communication mainly depend on job role.

Many participants stated that management was open for feedback and employees have opportunities to ask
guestions or share ideas. Participant 1 said, everyone is encouraged to ask questions and give ideas in an
open mind and management have already addressed several employees’ concerns. Participants 2 and 6 also
said that management listened to employees because feedback was encouraged. “If we have concerns, we
can bring them up, and management usually responds quite quickly.” (Participant 6). “There is no
hesitation in asking questions. It’s quite open.” (Participant 1). Participant 7 similarly explained that

management was open to feedback and willing to listen.

Good communication created a strong sense of belonging for some employees. Participant 10 said that clear

communication through apps made work more organized for them. Participants 5 and 8 said that
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communication between management and employees worked well because it helped both sides understand
expectations more clearly. Participants 3 and 11 also described communication channels such as e-mails,

meetings, and digital platforms are effective ways of staying up to date.

However, few participants in the interview feel not equally informed. Participant 1 said that he sometimes
does not feel fully aware of everything that is happening within the organization. Participant 12 also
mentioned that she is not informed about company decisions all the time. Participant 10 directly said that
he does not always get informed about company changes. “You get updates, but not always the full picture.”
(Participant 10). These responses indicate that although communication systems exist, access to information

is not equal for all employees in there.

Another difference was noticed between employees working in physical workplaces and those who work
digitally. For example, Participant 9 explained that communication was digital and formal because he spent
most of his working time on the road. He added that he feels included when he receives app updates, but
sometimes excluded because there is no physical breakroom or common spaces to meet colleagues. He
said, “The app tells you everything, but it doesn’t replace human interaction. There’s no breakroom or

place where you just talk to people.” Hence, we noticed a gap in social contact and shared spaces.

When we asked about organizational culture, many participants mentioned their workplace as friendly and
respectful. Participant 2 said he had a friendly and supportive relationship with his manager. Participant 5
described his relationship with the manager as friendly yet professional. Participant 4 said his relationship
with his manager was very friendly. These answers indicate that many participants experience a positive

relation with managers.

Some of the participants described their organizations as strict or vertical. Participant 4 described the

company hierarchy as strict. Participant 6 also states the structure is strict, where rules are closely followed.

34



Participant 8 described it as a vertical structure. This indicates that even if daily relationships feel friendly,

the broad organizational system may still be strongly structured.

4.3 Organizational Barriers to Integration

Our interviews with the participants revealed a few barriers that can make organizational integration more
difficult. These barriers are associated with communication gaps, cultural differences, uneven

opportunities, and the structure of work.

One of the barriers is uneven access to information. Although many participants said communication
worked well, some of them still feel they do not always know what is happening inside the company. It was
specifically visible among operational employees and those employees who work on digital platforms.

When employees do not receive full information, they might feel less connected to their organization.

Another barrier we noticed was the challenge of working around different cultural people. Most participants
see multicultural work in a positive aspect, but some also pointed out that it can generate misunderstandings
around work space. Participant 1 explained, cultural differences can create communication barriers and
misunderstandings, and that employees may need to adopt different ways. Participant 11 also said cultural
diversity has both advantages and disadvantages particularly in work styles and perceptions. These findings
show that diversity supports learning, but it can also generate practical challenges if not managed with

proper care. It’s good, but sometimes people interpret things differently (Participant 11).

Work structure was also a barrier we found in some job roles. For app-based workers and work from home
employees, most of the communication and monitoring happens through technology. This online system
created efficiency but at the same time it also reduced personal connection with others and made the
employees distant from their organizations. Here integration may depend more on online or digital systems

than on human relationships.
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Finally, unequal opportunities can be seen as another barrier here. Some participants feel blue-collar
employees have less career opportunities, less access to information than white-collar employees. This can

motivate them to face less fairness and less inclusion in the organization's goals.

4.4 Differences in Blue-Collar and White-Collar Employee Experiences

One of the evident findings in our study is organizational integration is not endured in the same way by
blue-collar and white-collar employees. Visible differences appear in access to information,

communication, career opportunities and in the work environment.

White-collar participants mentioned that they have better access to communication and more involvement
in workplace decisions. Participant 6 said that she is informed through a proper internal communication
system and quarterly meetings with managers. Participant 4 said that digital platforms help him stay
informed, and he also said that there are always opportunities to ask questions and share ideas. In reality, it
looks like white-collar employees seem to have more regular contact with management and more access to
organization related information. “We have regular meetings where we can directly talk to managers.”

(Participant 4)

Blue-collar participants, on the other hand, have mixed experiences. Some of them for example Participant
7 and Participant 11 said they feel well informed and get a chance to give feedback when needed. But others
mentioned having more limited communication. Participant 9 said that communication with management
was mostly digital and it felt like a one-way process of communication. He also believes that office staff
receive more direct communication than riders who work on the road. Participant 12 similarly added that

office staff and operational workers do not always receive the same information.

Differences were also observed in career development opportunities. Participant 1 pointed out that blue-
collar employees often had fewer opportunities for career development and less access to important

information than white-collar staff. Participant 11 also said there are differences between blue-collar and
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white-collar employees in doing tasks, sharing information, communication and lastly financial benefits.
Participant 9 explained that riders’ training is mostly limited to onboarding and their growth opportunities
are limited. These responses indicate that organizational integration is comparatively weak for blue-collar

employees and less chances are there for development.

Some employees in our study work from home. A few of them work mostly online and visit the office once
amonth or even less. This leads to less face-to-face interaction with others. Blue-collar workers, specifically

riders, work alone and they have limited contact with the main organization.

It is also observed that not every participant sees inequality in their respective organizations. Participant 7
said he did not see differences between blue-collar and white-collar employees in case of treatment or in
the case of access to information. Participant 8 also believes that office staff and operational workers receive
equal treatment. Participant 10 also gave a similar answer. This suggests that experiences may vary within

the same type of job role and not all employees interpret differences in a similar set.

5. Analysis

The analysis section emphasized on connecting findings with theories related to organizational culture,

communication, organizational barriers, and lastly blue-collar and white-collar employee integration.

5.1 Organizational Culture and Communication in MNCs:

Based on the theory, organizational culture plays an important role in shaping processes, employee
behavior, and overall performance (Akpa et al., 2021: 361). In the empirical findings, white-collar
participants from the case companies mentioned cultural difference make them professional, collaborative

and diverse.
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On the other hand, blue-Collar participants whose work patterns are different from the white-collar
employees also view cultural differences in a very positive and performance-oriented way. Hence, the
cultural difference mostly affected the working environment of blue-Collar employees because of their
work context.

De Long & Fahey (2000:113) mentioned cultural effectiveness for shaping knowledge within an
organization. Findings also show organization is the foundation of effective knowledge management.
Participants from case companies also mentioned in the empirical findings that collaborating with
colleagues of different nationalities can enhance the knowledge and add new insights to the team.

The nature of tasks can differentiate the way of communication within the organization. Empirical findings
show that white-collar employees and blue-collar employees have different tasks within the organization.
In this way, their way of communication within the organization is also different from their respective
roles.

According to Garicano & Wu (2012: 1382) with these two types of employee perspectives, the integration
within the organization can also be strengthened. As white-collar employees work closely with the
management, communication is much easier for them with the management level. Besides, it is revealed
that communication can be sometimes complex because of the headquarters and subsidiaries' perspectives,
where sharing information can take time because of the distant and cultural environment (Singh 1991:346).
Findings also strengthen this theory that sometimes employees feel unaware of the company information.
But mostly blue-collar employees experience this. Because blue-collar employees sometimes work on app-
based systems where they get all the information in the app, and therefore they do not feel connected with
the organization and feel one-way communication.

Finally, it is revealed from analysis that organizational culture and communication systems affect the
integration in an organization differently within the context of white-collar and blue-collar employee

perspectives.
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5.2 Perceived Organizational Barriers to Integration

One important barrier we identified was access to information. Many of the participants described that they
have communication in the workplace but several operational employees who work app-based feel
disconnected from communicating with the organization and decision making. This finding relates to
Garicano & Wu (2012: 1382), who argue, organization depends on an effective communication system.
When employees do not get equal access to information, their collaboration in the workplace becomes weak
and as a result, it reduces employees’ sense of belongingness in the particular organization. This also
supports the argument from Schein’s (2010:94) article, where he states internal integration happens through
shared communication and understanding within organizational members. Without a proper information

flow, employees can struggle to feel completely included in their organization and work environment.

Cultural barrier is another barrier that was discussed during the interviews. Where most employees shared
positivity towards the multicultural environment, some of them on the other hand indicated working with
different cultures leads to misunderstandings in communication, work behavior, interpretation of
information. This reflects Schein’s (1990:7-9) article, where he shared that organizational culture consists
of shared assumptions and understanding. In a multicultural workplace, different people may not always
interpret rules and norms in the same way which can create difficult integration. Rosenzweig & Singh
(1991: 346) also indicated that MNCs operating in different cultures and environments can complicate

communications between active organizational members.

Digital and technology-based work structures also can create barriers to integration. Employees who work
remotely or on an app-based system shared that they have very limited personal interaction with managers
and other colleagues. This supports an argument by Geel (2002: 1257-1259) that shows technological

transition changed workplace structure, communication style and work practice. After the Covid- 19
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pandemic, the work structure changed towards digital ways which now influence employee’s relationship

and experience with the organization.

The unequal opportunity and unequal treatment can be a barrier for the employees working in an
organization. Some of the participants believe that blue- collar employees get less communication access
and few career opportunities compared to white-collar employees which can be seen as a clear barrier. This
can be connected to the article from Furaker (2009: 171), where he indicates white-collar employees are
more participative and active in organizational discussions. Therefore, there can be unequal integration
experiences among different groups of employees. The idea also relates to Grawith et al. (2006: 132) who
talked about the importance of employee involvement and opportunity to establish a healthy and supportive

work environment.

5.3 Differences in Blue-collar and White-Collar Employee Experience

The empirical findings supported by Anjum & Parvez (2013: 421-422) highlight that white-collar and blue-
collar employee’s work responsibilities are different. While the white-collar employees are working in
administrative, technical and managerial roles, blue-collar employees are involved in operational,
production, or service-related tasks. But both types of employees contribute to the function and operation

of the organization smoothly from their respective work experience.

It is also mentioned in the theory by Hopp et al. (2009:2) that white-collar employees are often doing
knowledge-based work such as strategic thinking, managing resources, taking responsibilities, improving
organizational process and performance. In the Empirical findings white-collar participants disclose that,
to achieve this goal white collar employees conduct meetings most frequently with the management.

In terms of blue-collar employees, theory by Thomas (1989:354) and empirical findings reveal that they
are not always contributing in managerial roles. Besides, they only receive one-way information which is

sometimes app-based (especially riders from Foodora).
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Differences are also noticed in career development opportunities, whereas white-collar employees are more
focused on building a career and holding top-level positions, blue-collar employees on the other hand are
generally holding lower-level positions and do not pursue professional career (Thomas, 1989: 354). In the
empirical findings, participants also underlined the same difference in career development opportunities

based on tasks, information, communication and monetary benefits.

Finally, based on the theory and analysis research shows that white-collar and blue-collar employees
experience does affect organizational integration. As white-collar employees are transferring and involving
more into the management level and decision-making process. White-Collar employees are playing more

important roles than the blue-collar employees in developing organizational integration.

6. Conclusion

This study contributes to theory by examining organizational integration from an employee-oriented
perspective, which is often overlooked in previous research that focuses mainly on management or
structural sides. It also compares the experiences of white-collar and blue-collar employees, providing a
cross-level understanding of integration, and adds insights from the Swedish context, which has unique
workplace characteristics. From a practical perspective, the study can also help management to better
understand employee challenges and provide guidance for improving communication, leadership, and

overall integration skills in multinational organizations in Sweden.

6.1 Revisiting the research Question:

This research was conducted to examine the effects of integration on MNCs from an employee perspective.
To support this research, we have chosen four case companies from different types of operations, including
food delivery, restaurant and automobile in Sweden. Also, to deepen the research area, we have chosen a

consulting firm.
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To understand the employee perspective more specifically, we have chosen both blue-collar and white-
collar participants so that the research area is more focused on the practical experience of low to upper-
level employees. Findings from the different employee perspectives, their work culture, experience, and

different organizational operations help us to answer the following research question:

How do organizational practices shape the integration experiences of employees in MNCs and how

do these experiences vary for blue-collar and white-collar employees?

Overall findings from different perspectives show that mostly white-collar employees' experience is
affecting the integration as they are working closely with the management. In terms of culture and
communication process within the MNCs, blue-collar employees are sometimes unaware of what is going
on within the organization. On the other hand, depending on culture and communication process, white-
collar employees are mostly informed about the decision and organizational process. Based on the global
and local context, there is always pressure from the global context to adapt the knowledge to the local
context. In terms of Swedish work culture, where they practice openness, participation, and less visible
hierarchy, pressure from the global context will not always work for integration.

Finally, thesis results reveal that employees’ perspectives and work context, such as blue-collar and white-
collar categories, do affect the integration process. Based on the analysis and empirical findings for the
development of organizational integration, white-collar employees are playing a more important role than

blue-collar employees.

6.2 Managerial and Theoretical Implications

Our study offers both managerial and theoretical contributions through examining organizational
integration from employee perspective within MNC. From a managerial perspective, the findings
demonstrate that MNCs mostly focus on strategies, policies, and formal structures. In the past research,

there has been less focus on how employees adopt those policies or strategies based on their work context
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and experience. Managers working in MNCs should create more inclusive communication, equal access to
information particularly for blue-collar employees and strong employee involvement across all levels of
job. Organizations can also pay more attention to communication barriers created by digital and app-based

work structures particularly when there is a rise of hybrid and remote work environments.

From a theoretical perspective, our study contributes to existing literature through shifting concentration
from managerial perspective of integration to employee experience of integration. Previously researches
focused on headquarter control, organization, global strategies where employee experience was less
explored. Here we have added Blue-collar and White-collar employee comparison. We have also shown
organizational culture, communication, institution, workplace practice shape integration differently among

employees within the Swedish context.

6.3 Future Research:

To conduct this research, we have chosen four case companies from different operation sectors such as food
delivery, automobile, and restaurant. Future research can also include other important sectors for a better
understanding of the research area. Besides, this research is focused only on Swedish work culture. There
is room for choosing a different country’s work culture or comparing different countries' work culture in
terms of blue and white-collar employees. With the rise of hybrid work like a mix of digital and physical
presence, examining how this combination can enhance integration and performance can be a useful
research area for the future. Finally, Future research can be done on whether the employee’s perspectives

are truly beneficial to the organization's integration process.
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8. Appendices

Appendix 1.
Interview guide for White-collar employees
Interview questions-

1. What is your nationality, gender, job position, and how long have you worked in this company?

2. Have you worked in other companies before? If yes, how does this company compare to your

previous workplaces?

3. If you had to describe the company culture in four words, what would you say?

4. Do you usually work alone or in a team? Which do you prefer, and what does the company

encourage more?

5. If you work in a team, are your team members from different nationalities? If yes, which ones?

6. How do you feel about working with people from different cultural backgrounds? Why do you

feel that way?

7. Is your manager male or female? Are they Swedish, from your home country, or another

nationality?
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8. How would you describe your relationship with your manager? Is it friendly, formal, or

somewhere in between?

9. Do you feel there is a big difference in authority between you and your manager? Please explain.

10. What makes you feel like you belong to this organization?

11. What do you like most about the work environment here?

12. Are there opportunities for employees to ask questions, share ideas, or give feedback?

13. Do you think management listens to employees? Why or why not?

14. Do you feel informed about what is happening in the company?

15. How does the company usually communicate information or goals to employees (for example,

meetings, training, digital platforms, managers)?

16. Are workplace rules and procedures clearly explained to you?

17. Do you think company policies are fair to employees? Why or why not?

18. In your experience, are employees treated equally in the organization regardless of their

nationalities or cultural backgrounds?

19. What motivates you to do your job well?

20. Have you received support from the company when you needed help?

21. Do you notice influence from the company headquarters or global management in your daily

work?

22. Are decisions mostly made locally, or are they influenced by global management?
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23. Have you noticed differences between how things are done locally and how the company wants

them done globally?

24. What challenges arise when trying to follow both local practices and company policies?

25. How would you describe the hierarchy in the company (for example, flat or strict)?

26. Does the company have written values or cultural guidelines? If yes, how are they shown in

daily work?

27. Do you think employees from different cultural backgrounds are included in the company

culture? What are the advantages or disadvantages?

28. What challenges does the company face when people from different cultures work together?

How are these challenges handled?

29. Do you see differences between blue-collar and white-collar employees in terms of treatment,

opportunities, or access to information?

30. What improvements would you like to see in this company in the future?

Appendix 2.

Interview guide for Blue-coller employees

Interview questions-

1. What is your nationality, gender, job position, and how long have you worked in this company?

2. Have you worked in other companies before? If yes, how does this company compare to your

previous workplaces?
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3. If you had to describe the company culture in four words, what would you say?

4. Do you usually work alone or in a team? Which do you prefer, and what does the company

encourage more?

5. If you work in a team, are your team members from different nationalities? If yes, which ones?

6. How do you feel about working with people from different cultural backgrounds? Why do you

feel that way?

7. Is your manager male or female? Are they Swedish, from your home country, or another

nationality?

8. How would you describe your relationship with your manager? Is it friendly, formal, or

somewhere in between?

9. Do you feel there is a big difference in authority between you and your manager? Please explain.

10. What makes you feel like you belong to this organization?

11. How is the workplace organized (for example, offices, floors, or work areas)? Do managers

and employees share spaces? What do you think about this?

12. How would you describe the company hierarchy or structure?

13. What makes you feel included or excluded at work?

14. Do you have opportunities to ask questions or share your opinions?

15. Do you think communication between management and employees works well? Why or why

not?
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16. Do you feel informed about company decisions or changes?

17. Are workplace rules and procedures clearly explained to you?

18. Do you think company policies are fair for everyone?

19. In your experience, are employees treated equally in the organization regardless of their

nationalities or cultural backgrounds?

20. Do you feel valued as an employee? Why or why not?

21. What motivates you to perform well in your job?

22. Have you received support from the company when you needed it?

23. Do you feel that management listens to employees?

24. What could be improved to involve employees more in the organization?

25. How are your work tasks given and monitored?

26. Do you have control or freedom in how you do your work?

27. Do you think office staff and operational workers receive the same information and treatment?

28. Are there opportunities for training, learning, or career growth? Are they equal for everyone?

29. What challenges or difficulties do you face in your job? What changes would improve your

experience?

30. How has the company changed since you started working here? Is there anything else you

would like to share?
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