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ABSTRACT: 

During their expatriation assignments, repatriates have often gained skills and knowledge that 
can be beneficial to their company after their return. Gathering and sharing this knowledge can 
be referred to as repatriate knowledge transfer also known as RKT. Though RKT can be beneficial 
for a company battling in a global business environment, RKT is not researched extensively. Ad-
ditionally, companies often tend to overlook the value repatriate knowledge can offer for them. 
 
Prior studies have argued that both organizational and individual level aspects affect RKT. Indi-
vidual level aspects consists of ability and motivation. Organizational level aspects include career 
management, repatriation support, organizational culture and managerial attitudes. Moreover, 
prior studies have argued that RKT often depends on repatriates’ own motivation and efforts to 
actively find and utilize RKT opportunities. Organizational level aspects can enhance repatriates’ 
ability and motivation to engage in RKT. The aim of this thesis is to gain more information re-
garding what aspects affect RKT and how it can be enhanced. 
 
A qualitative research is conducted with nine repatriates, who all work in the same Finnish com-
pany. The results indicate that RKT is not actively practiced in the company. Additionally, it is 
found that repatriate support practices are not actively utilized in the company. The results high-
light that repatriates’ ability to engage in RKT is tightly connected to the position or role they 
have in the organization. However, regardless of the current state of repatriation support prac-
tices in the company, a majority of the repatriates appear to be motivated to engage in RKT. 
Instead, the lack of suitable knowledge sharing platform and a clear need for knowledge, which 
originates from the company itself, appear to have a greater impact on why RKT has not been 
an active part of the company’s functions. 
 
 
 
 
 
 
 
 
 
 
 

Key words: repatriation, repatriate knowledge transfer, knowledge management, knowledge 
sharing, human resource management 
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1 Introduction 

The growing globalization has made the different corners of the world more accessible 

for companies seeking to gain international presence. Multinational companies often 

view expatriation assignment as a leadership development tool. This is done in order to 

further develop the individuals’ international knowledge. (Lazarova & Caligiuri, 2001). 

Furthermore, it has been argued that due to the rabidly increasing globalization, the im-

portance of international assignments has gained more attention and more focus has 

been given to the different benefits they bring along (Knocke & Schuster, 2017).  

The rapid expansion of globalization and movability of the workforce has forced compa-

nies to focus on how they fill their key positions with talented and qualified individuals. 

Recruiting and maintaining talents appears to be the new trend word among companies, 

who wish to increase their competitiveness. (Beechler & Woodward, 2009). Tarique and 

Schuler (2010) have argued that the most significant development among the interna-

tional human resource management (IHRM) is the increased focus on the effective man-

agement of those individuals, who have a considerably amount of human capital. Simi-

larly, Riusala and Suutari (2000) have proposed that growing amount of focus in the re-

search area has shifted to international human resource management, of which both 

expatriation and repatriation represent. 

Expatriates are an important resource for international companies. Therefore, compa-

nies are often willing to invest in them significantly in order to ensure that the entire 

expatriation assignment is smooth and efficient. As expatriation is generally a short-term 

solution, lasting up to three to five years, organizations often expect that expatriates 

return to their original home country. This is referred as repatriation. However, repatri-

ation is often overlooked due to the general assumption that as the expatriate is return-

ing to their home country, where they are familiar with the culture and customs, there 

is no need to invest in the return process. Coincidentally, studies have proposed that 
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repatriation process may in some cases be even more challenging than expatriation pro-

cess. (Black, Gregersen, & Mendenhall, 1992; Lazarova & Cerdin, 2007) While repatria-

tion is the natural occurrence of expatriation, in academic literature repatriation is stud-

ied less than expatriation (Riusala et al., 2000; Kraimer, Shaffer, Harrison, & Ren, 2012). 

Moreover, Furuya, Stevens, Bird, Oddou, & Mendenhall (2009) have argued that the ma-

jority of repatriation research has focused on the re-entry adjustment issues. The 

knowledge that repatriates have gained during their expatriation assignment and the 

strategic advantage it brings to the organization, is often overlooked (Oddou, Osland, & 

Blakeney, 2009). The focus on repatriate knowledge transfer has only recently mani-

fested due to increase need for individuals with global knowledge. (Furuya et al., 2009; 

Stanek, 2000).  

Many prior studies have proposed that repatriates have gained a wide set of skills, abili-

ties and knowledge during their expatriation assignment, which could benefit the whole 

company and bring competitive advantage (Oddou, Szkudlarek, Osland, Deller, Blakeney 

& Furuya, 2013; Hocking, Brown, & Harzing, 2007). Additionally, in their research, Har-

zing, Pudelko and Reiche (2016) propose that companies could further improve their 

global business operations if they were able to extract the knowledge that these repat-

riates have, and further distribute it for the whole organization to use. This leads to the 

main topic of this thesis, repatriate knowledge transfer (RKT). 

Repatriate knowledge transfer consist of two different parts. The first part is related to 

retaining the repatriates after their expatriate assignment had ended. The second part 

of repatriate knowledge transfer is about encouraging repatriates to share their 

knowledge within the company.  (Davoine, Barmeyer, & Rossi, 2018). Oddou et al. (2013) 

have proposed that both individual and organizational aspects affect repatriate 

knowledge transfer. According to them, individual aspects consist of repatriates’ ability 

and motivation. Organizational aspects consist of support provided for repatriates, other 
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people’s attitudes towards RKT and organizational culture. Additionally, repatriates com-

mitment to their organization acts a one the main enforcers for their willingness to en-

gage in RKT. (Oddou et al., 2013). 

Furthermore, studies have shown that organizational support is connected to transfer-

ring repatriate knowledge (Oddou et al., 2009). However, Jayasekara and Takahashi 

(2014) have argued that there does not exist much empirical research on how organiza-

tional support practices during the repatriation process are connected to the repatriates’ 

post-assignment behavior, including the knowledge transfer. Despite its importance, re-

patriate knowledge transfer is not yet studied much (Burmeister & Deller, 2016). There-

fore, there is a need for further studies regarding repatriate knowledge transfer. 

1.1 Defining key terms 

There are two different types of expatriates: self-initiated expatriates and assigned ex-

patriates. Self-initiated expatriates do not stay in the foreign country for a pre-deter-

mined time. In other words, self-initiated expatriates might stay as long as they want. 

Self-initiated expatriates are not sent by their companies. Instead, they choose to go by 

their own free will. However, assigned expatriates are sent by their companies and they 

do not need to search for a new job. Assigned expatriates usually also have pre-deter-

mined goals and missions, which they are sent out to complete. They usually stay for a 

pre-determined time and thus are expected to return once their mission has been com-

pleted. (Andresen, Bergdolt, Margenfeld, & Dickmann, 2014).  

Similarly, repatriate is an expatriate who has returned to their home organization. Thus, 

repatriation is natural occurrence of expatriation, where the expatriate who has lived 

abroad returns to their home organization. (Szkudlarek & Sumpter, 2015). Expatriation 
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cycle can be studied from three different stages: prior the expatriation, during the ex-

patriation and post the expatriation process (Black, Mendenhall, & Oddou, 1991). This 

thesis focuses on repatriates. Therefore, the focus is on post expatriation process. 

Knowledge transfer, as the term suggests, is about transferring knowledge. Knowledge 

transfer can be defined as a process, through which different organizational actors can 

both exchange and receive knowledge.  In order for knowledge transfer to take a place, 

a difference must exist between the existing knowledge and the transferable knowledge. 

(van Wijk, Jansen, & Lyles, 2008). Lazarova and Tarique (2005) have defined repatriate 

knowledge transfer as reverse knowledge transfer, where repatriates bring back to their 

home organization the knowledge they have acquired during their assignment. 

1.2 Research question 

Oddou et al. (2009) have argued that transferring repatriate knowledge is often difficult, 

due to the challenging nature of repatriate knowledge. Transferring repatriate 

knowledge requires that both the repatriates themselves are motivated and interested 

in sharing it, and that the organization is willing to put effort in RKT. Additionally, prior 

studies have established that as the companies are often unaware of the strategic ben-

efits that repatriate knowledge brings, a majority of the responsibility to transfer repat-

riate knowledge is on the repatriates themselves. (Oddou et al., 2009; Oddou et al., 

2013).  

Oddou et al. (2013) have argued that both individual and organizational level aspects 

affect RKT. Therefore, in this thesis, repatriate knowledge transfer is studied via individ-

ual and organizational aspects. Individual aspects include repatriates’ ability and moti-

vation to engage in RKT as well as their commitment to the company. Organizational 
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aspects include support provided for repatriates, organizational culture and repatriates’ 

employees’ and co-workers’ attitudes towards RKT. 

Repatriate knowledge transfer will be studied from two different levels; hence the re-

search question is as follows: 

²Ƙŀǘ ƛƴŘƛǾƛŘǳŀƭ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ ƭŜǾŜƭ ŀǎǇŜŎǘǎ ŀŦŦŜŎǘ ǊŜǇŀǘǊƛŀǘŜ ƪƴƻǿƭŜŘƎŜ 
ǘǊŀƴǎŦŜǊΚ 

Through this research question, this thesis aims to gain more insight regarding different 

individual and organizational aspects that may affect RKT. This topic is chosen because 

there are not many studies done on RKT and how different organizational and individual 

level aspects can affect it (Furuya et al., 2009). Therefore, this thesis aims to give more 

information regarding this topic in the context of Finnish repatriates. 

1.3 Structure of this thesis 

This thesis is divided in six main sections, introduction being the first one. The second 

section discusses repatriation more in depth.  Repatriate adjustment alongside repatri-

ation support practices and repatriate turnover intent are discussed. These build a foun-

dation for understanding the different aspects behind repatriate knowledge transfer. The 

third section focuses on repatriate knowledge transfer. The section starts by discussing 

the general knowledge transfer theories- Afterwards, the focus turns on repatriate 

knowledge transfer and the added challenges it introduces. Individual level and organi-

zational level aspects are discussed as the main elements for a successful repatriate 

knowledge transfer. In the fourth section, empirical research method is discussed. The 

data is presented in the fifth section. Lastly, the results are discussed in the sixth section. 
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2 Repatriation 

Repatriation, also known as re-entry, occurs when an expatriate return to their home 

country after their assignment (Szkudlarek et al., 2015). Therefore, repatriation is a nat-

ural continuation of expatriation. Though one may consider repatriation as reverse ex-

patriation, the challenges included in repatriation differ greatly from those included in 

expatriation. For example, Sussman (2001) argues that there are notable cognitive dif-

ferences among repatriation and expatriation.  

However, both in the international research area and in everyday business practices, re-

patriation is often neglected (MacDonald & Arthur, 2005). In the early stages of the ex-

patriation practices, repatriation was viewed as a non-problematic occurrence. Further-

more, the potential repatriation issues were seen as individual matters that were a part 

of the repatriates’ personal life and thus, were not connected to the work life and the 

company. However, studies have identified that repatriation is a challenging process 

(Gregersen & Black, 1996). 

Though expatriates can create competitive advantage for multinational companies, it 

should also be noted that expatriation is very expensive. For example, Reynolds (1997) 

has stated that expatriates cost from 2 to 5 times more than the average employee, who 

is located in their home country.  On the other hand, repatriates have often gained val-

uable knowledge during their expatriation (Hocking et al., 2007). Furthermore, Lazarova 

et al. (2001) argue that this first-hand experience in the foreign culture has greatly in-

creased repatriate’s understanding of the local market atmosphere. Hence, from a com-

pany’s point of view, investing in repatriation should be beneficial.  However, majority of 

repatriates are dissatisfied with the repatriation process, which furthermore correlates 

with the percentage of repatriates who leave the company shortly after their return to 

the home country. (Black et al., 1992). 
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2.1  Repatriation adjustment 

Repatriate adjustment is not a simple manner of an individual merely returning to their 

home after a long journey. Instead, during their time abroad, both their home country, 

the company and the repatriates themselves have changed. After their return, repatri-

ates are faced with the changed environment, which may cause them to experience re-

verse culture shock. (Black, 1992). Therefore, Brewster and Suutari (2005) have sug-

gested that the repatriation process should be started early. Additionally, Furuya, Ste-

vens, Oddou, Bird, & Mendenhall (2007) have proposed that repatriates ability to self-

adjust back into the environment is the primary expectation for knowledge transfer to 

occur. Hence, it is important to understand the multilevel-phenomenon that repatriation 

adjustment is. 

Repatriation adjustment is divided into two categories: anticipatory adjustment and in-

country adjustment. Anticipatory adjustment refers to those adjustments that occur 

prior to the repatriation process, while in-country adjustment refers to those that take 

place after the relocation. (Black, 1992). Furthermore, prior studies have identified vari-

ous aspects that may affect repatriation adjustment. These issues include the time spent 

abroad, initial expatriation adjustment, country of origin and repatriation environment 

(Sussman, 2001).  

Moreover, Sussman (2001) argues that repatriates are often unprepared when it comes 

to the challenges included in the repatriation adjustment. This can be seen to origin from 

the individual’s underlying expectations that returning to one’s home country is merely 

a simple process. Hence, repatriates may be unprepared to manage both the psycholog-

ical challenges and the discomfort, which are associated with repatriation. Furthermore, 

the repatriate’s personal support group, which includes close family and friends, may 

also often be unprepared to both understand and support the repatriate during the crit-

ical time, which may reflect negatively on the repatriation process (Martin, 1984). 
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The emotional aspect of the repatriation process is connected to the reverse culture 

shock and sadness regarding expatriation coming to the end. Prior studies have indicated 

that up to 70 % of the repatriates experience some level of psychological distress during 

the repatriation process. The behavioral aspect is connected to the repatriate having to 

re-adapt to the home-country’s cultural and behavioral norms. The behavioral aspect of 

the repatriation process is often highlighted with growing frustration from both the re-

patriates and their colleagues, as the repatriate has to re-learn the home-organization’s 

social norms. Often, repatriates are unware of how their behavior differs from their ac-

tions before their expatriation assignment and they are often heavily affected by their 

colleagues’ negative reactions. (Szkudlarek et al., 2015).  

Reverse culture shock occurs as a result of disconnection between the repatriate’s ex-

pectations regarding the repatriation process and the reality (Black et al., 1992). More-

over, it has been argued that it takes up to one and a half year for the repatriate to fully 

re-adjust to the home country’s culture (Black et al., 1991). Notable changes that have 

occurred in the home country during the expatriation assignment as well the overall 

length of the assignment are connected to increased reverse culture shock. (Sussman, 

2001; Black et al., 1992). 

In their study on Spanish expatriates, Vidal, Valle, Aragón, & Brewster (2007) found that 

repatriation adjustment occurs in stages. They continue by arguing that time should be 

considered as one of the aspects that affect repatriate adjustment. Two separate times 

were considered in their study: 2 month and 9 months after returning to the home coun-

try. According to their results, the repatriates’ adjustment to the work is strongly con-

nected to the amount of time after returning home. There was a strong indication that 

at two months mark, the adjustment affected their work performance. Additionally, the 

nine months mark was also linked to with satisfaction. Moreover, if repatriates experi-

enced that they were not adjusted to their work within the first nine months, they were 

more likely to leave the organization and pursue new roles. (Vidal et al., 2007).  
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2.2 Antecedent factors related to repatriate adjustment 

Black et al. (1991) have created a framework, where repatriation adjustment consists of 

three facets: adjustment to work, adjustment to interacting with home nationals, and 

lastly, adjustment to both the general environment and the culture. Besides these three 

facets, there are four different categories of antecedent variables. These four categories 

are as follows: individual variables, job variables, organization variables and non-work 

variables. Individual variables refer to person’s attitudes, values, needs and characteris-

tics. Job variables are tasks and characteristics of one’s job. Organization variables are 

those characteristics of the home country’s organization. Non-work variables include re-

patriate’s friends, family and general environment. (Black et al., 1991; Macdonald et al., 

2005).  

Various studies have suggested that the length of the expatriation assignment can influ-

ence the repatriation process (Black et al., 1991; Vidal et al., 2007). The longer the ex-

patriation process has lasted, the more challenging the repatriation process might be. 

Additionally, potential significant changes may have occurred in the home country dur-

ing the expatriation assignment, creating additional difficulties for repatriation adjust-

ment. (Black et al., 1991). Repatriates’ family and other interpersonal relationships may 

also have changed drastically during the assignment (Suutari & Välimaa, 2002). 

Individual variables are connected to anticipatory expectations. Black et al. (1992) sug-

gest that the anticipatory changes often focus mainly on cognitive adjustments. Most 

important anticipatory expectations focus on interactions with others, work and general 

adjustment to the home country’s environment. In this case, repatriates would often 

create and modify their expectations regarding their new job at the home country, how 

to interact with others and how the environment would react on certain behaviors (Black 

et al., 1992).  
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If situations occur according to the repatriate’s anticipatory expectations, the element 

of surprise might be eliminated, hence reducing uncertainty in the situation. Therefore, 

it can be argued that creating these anticipatory expectations can in part enhance the 

overall preparedness of the repatriation process. (Black et al., 1992). Moreover, it is im-

portant to note that probably not all perceived changes are accurate. When living and 

working abroad, the repatriates have also changed themselves. These changes are re-

ferred to as psychological changes. At times, repatriate themselves might be unaware of 

these changes, hence perceiving them as an indicator of the home country’s changes. 

(MacDonald et al. 2005).  

According to Black et al. (1992), non-work variables include the dissimilarity between 

the repatriate’s home country and the prior host country. Furthermore, three non-work 

variables that repatriates should consider prior and during the repatriation process have 

been identified. These non-work variables are as follows: cultural distance, decrease in 

social status and spousal adjustment. (Black et al., 1992). 

Gregersen and Stroh (1997) argue that during their assignment in a host country, repat-

riates were continuously surrounded with the host country’s cultural norms, values and 

behavior. Upon returning home, the host country’s aforementioned aspects act as the 

latest cultural referral point for repatriates. Therefore, it can be argued that the similar-

ities and differences between these two countries are related to the repatriation adjust-

ment. Furthermore, in their study, Black et al. (1992) found that non-work variables can 

affect work adjustment. For example, loss of social status is negatively connected to work 

adjustment while housing arrangements are positively connected to work adjustment.  

While job variables are connected to the individual’s tasks and characteristics of the per-

son’s job, organization variables include the whole organization. Black et al. (1992) argue 

that maintaining a regular contact with the home country’s organization might benefit 

in creating more accurate expectations, hence decreasing the uncertainty associated 
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with repatriation. This is mainly because frequent communication enables greater infor-

mation flow among the organization and the expatriate. (Black et al., 1992).  As Mac-

Donald et al. (2005) have argued, due to the modern, improved technology maintaining 

communication flow between repatriates and the home country organization is easier 

than before. Communication tools, that allow SMTP/SIP/VOIP such as, skype, emails and 

telephone, act as a link between repatriates and home country organizations.  

However, regular visits in the home country and frequent contact with organization are 

not necessarily enough to give the repatriate realistic expectations. Black et al. (1992) 

suggest that re-entry training might be a viable tool, through which the repatriate is able 

to form expectations that correspond to the current organizational situation. Re-entry 

training will be discussed more in-depth later in this section. Other organizational varia-

bles include the relationship between the mentor and the expatriate. Black et al. (1992) 

suggest that maintain a good relationship with expatriate’s mentor can positively influ-

ence the repatriation adjustment. The importance of mentoring will be discussed further 

later in this section. 

2.3 Repatriation support 

In this thesis, organizational support carries from the repatriation section to the repatri-

ate knowledge transfer section. Perceived organizational support (POS) can be defined 

as the extent of individual’s beliefs regarding how much their organization values their 

contributions to the organization and cares about their mental and physical well-being. 

A higher POS is connected to a higher commitment. (Eisenberger, Huntington, 

Hutchinson, & Sowa,1986). In addition, Furuya et al. (2007) have proposed that via or-

ganizational practices and policies that provide support both repatriate adjustment and 

repatriate knowledge transfer, the company can show its appreciation for repatriates, 

thus motivating them to engage in RKT. 
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The following section will discuss organizational support in the context of repatriation. 

Mentoring and training are brought up as a form of organizational support in repatriation. 

While it is important to acknowledge that there are other ways how organizations can 

aid repatriation process, such as housing and spousal re-adjustment, they are not 

deemed as relevant in the context of this thesis. Hence, they won’t be discussed further.  

Later on in the knowledge transfer section, organizational support will be studied in the 

context of repatriate knowledge transfer. 

2.3.1 Re-entry training 

Martin and Harrell (2004) argue that re-entry transition is a multi-faced phenomenon, 

where repatriates’ emotions, behavior and cognition all play an important part. Jas-

sawalla, Connelly, & Slojkowski (2004) have proposed that repatrites view training as a 

form or organizational support, which increases their overall motivation and stratifica-

tion with the process. Though the concept of re-entry training has been introduced rel-

atively early on, interestingly prior studies suggest that there is a clear lack of support 

from the organizational perspective. Less than third of the companies offer support and 

training for their repatriates. (Osman-Gani & Hyder, 2008).  

In their study, Littrell and Salas (2005) found indications that the most accomplished 

cross-cultural training programs utilized high turnover rate, resulting from a poor repat-

riation, as an evaluation method. Therefore, the aforementioned researchers argue that 

expatriation process can only be viewed as successful if the repatriation process was also 

a success. Moreover, Hyder and Lövblad (2007) have argued that both repatriate train-

ings and support are necessary tools through which repatrites are able combat issues 

they face during repatriation. According to Black and Mendenhall’s (1990) theory, re-

entry training should focus on work adjustment, interactions with home-country nation-

als and general conditions. Moreover, focusing on these aforementioned aspects may 

help the repatriate to create realistic anticipatory expectations (Black et al., 1992).  
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Researchers have different views regarding the timing of optimal re-entry training. Re-

searchers supporting post repatriation re-entry training claim that potential experiences 

and changes that occur during the repatriation should be included in the re-entry train-

ing process. (Cox, 2004; Szkuldlarek et al., 2015). However, it appears that majority of 

the researchers argue that training should take a place prior the repatriation process 

(Szkuldlarek et al., 2015). Similarly, both individual training and group training have their 

own supporters among the researchers. Naturally, in a group re-entry training, repatri-

ates are able to discuss and share their experiences among their peers, who have en-

countered similar things. Moreover, group re-entry training may be positively connected 

to employee commitment. Additionally, it has been proposed that as repatriates often 

feel disconnected from their local home co-workers, a group re-entry training may pose 

a good alternative for connecting repatriates to the organization. (Szkudlarek et al., 

2015). 

In their study, Szkuldlarek et al. (2015) found that re-entry training often focuses on re-

viewing the repatriate’s international experience and the skills they have developed dur-

ing this time. A successful re-entry training should provide tools for repatriates to imple-

ment their new skills and knowledge to their current position. (Szkuldlarek et al., 2015). 

Furthermore, Greer & Stiles (2016) have stated that both pre-departure and post-arrival 

trainings are crucial as they have direct impact on the skills and expertise through, which 

a successful adaptation to the work environment in the new location is achieved.  

However, studies have found indications that repatrites do not necessarily always value 

re-entry training (Chang, 2005; Osman-Gani, 2001). According to Greer et al. (2016), the 

lack of interest for training indicates that both organizations as wells as repatriates view 

post-experience training as less important than pre-experience training. If the repatriate 

does not view training as a desirable method, training can cause a rift between the or-

ganization and the repatriate. (Vidal et al., 2007). Lastly, it has been argued that repatri-

ate’s personality is directly connected to the re-entry training process. Studies propose 
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that repatriates, who are more proactive are more likely to conduct their own research 

regarding the repatriation process, maintaining a positive outlook regarding re-entry and 

actively work towards their own re-entry process. This positive approach may further be 

utilized in the repatriation re-entry training process. (Szkuldlarek et al., 2015). 

2.3.2 Mentoring 

Black et al. (1992) defined a mentor as an individual, who is responsible of maintaining 

the contact with an expatriate during their stay abroad. MacDonald et al. (2005) state 

that potential mentors can range from co-workers and managers to human resource per-

sonnel. Mentors can aid individuals both during their expatriation and repatriation ad-

justment and they often act as the key link in maintaining communication between the 

expatriate and the home country organization. Furthermore, a mentor is generally re-

sponsible of informing expatriates of the important organizational changes that occur 

during the expatriation. Additionally, mentors can even aid with networking, by provid-

ing contacts and information of the host country. During repatriation process, mentors 

can aid with career management and the overall repatriation adjustment process. (Black 

et al., 1992; MacDonald et al., 2005). 

However, interestingly, Vidal et al. (2007) found a negative connection between mentor-

ing and repatriation adjustment. On the other hand, the aforementioned authors sug-

gested that the negative relation could be explained by poorly executed mentoring pro-

gram as well as whether or not mentoring lasted all through from the expatriation to the 

repatriation process. At times, repatriates do not view mentoring as a necessary support 

function in order to fulfil their personal career goals. (Vidal et al., 2007). 
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2.3.3 Career management 

Feldman and Thomas (1992) have argued that the relationship between expatriation and 

its influence on career path is not studied enough. Moreover, it has also been proposed 

that expatriation may affect negatively on individual’s career path. On the other hand, it 

has also been proposed that international career can open new career paths. (Riusala et 

al., 2000). Furthermore, Feldman et al. (1992) argue that individual’s own influence on 

their career path is often neglected in academic research. Expatriation can offer chances 

and experiences for individual growth, which may further open new career paths. These 

new career paths may encourage the employees to consider leaving the company (Stahl, 

Miller, & Tung, 2002). Moreover, studies have also stablished that these repatriates may 

in some cases actually quit their job in the company due to unsuccessful repatriation 

(Kraimer & Wayne, 2004). 

Career management can be understood as a more evolved version of career planning. 

Career management is emphasized by giving more attention to the employees’ individ-

ual career goal while still ensuring that companies can meet their goals. Career manage-

ment can provide repatriates with tools to better understand their own core competen-

cies and what is required from them in order to advance their own career. Moreover, 

career management is connected to maintaining realistic work expectations. (MacDon-

ald et al., 2005). 

In their study, Marquardt and Sofo (1999) found that in order to enhance the repatriates’ 

motivation and overall attitude, more focus should be placed on efficient career man-

agement. They continue by stating that the repatriates’ career plan should be developed 

around their expatriate experience, in a way that their expatriation can further enhance 

their career and allow them to meet their personal career goals. Planned career devel-

opment can be utilized to achieve career management objectives. Through planning, it 

is easier to maintain a better overview of the repatriate’s own personal career objectives 
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and how they are aligned with the overall organizational objectives. Additionally, it can 

be used in mapping repatriate’s competencies, including language knowledge and cross-

cultural interaction knowledge. (MacDonald et al., 2005). Moreover, companies can as-

sure to repatriates that after their expatriation assignment, they have a certain position 

to return to (Feldman et al., 1992).  

However, it should be noted that even when an expatriate has performed excellently 

during their assignment, this does not necessarily reflect on how they will perform after 

repatriation. Additionally, it is important to remember that while an expatriate might be 

satisfied with their career during their assignments, it does not necessarily mean that 

they are satisfied with it after returning to their home country. (Brewster, Bonache, Cer-

din, & Suutari, 2014). Therefore, defining what a good expatriation process is, is highly 

personal and challenging. Additionally, organizations and repatriates may have differing 

views on what makes repatriation successful. Repatriates themselves might consider 

their expatriation assignment successful, when they are gaining advanced career oppor-

tunities, opportunity for further development, higher salary and status (Yan, Zhu, & Hall, 

2002). However, from the organizational point of view, repatriation is typically seen as 

successful when they are able to retain the repatriate. (Lazarova et al., 2007). 

2.4 Repatriation turnover 

As mentioned earlier, Reynolds (1997) states that expatriates cost to the organization, 2 

to 5 times more than home country workers. Therefore, it can be argued that expatriates 

are one of the most expensive human resource investments for the organization. It has 

been further proposed that in order for the expatriates to be profitable for the organiza-

tion, it is essential to retain them after the expatriate assignment is over. (Vidal et al., 

2007). Therefore, discussing about repatriation turnover is essential.  
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Greer et al. (2016) state that while poor re-integration may cause repatriates to feel re-

sentment towards the company, there are multiple other reasons that may cause repat-

riates to be wary of the repatriation process. These reasons include, hostile behavior 

from co-workers, lack of promotion, existing stigmas regarding repatriation from former 

repatriates, limited career path options as well as reverse culture shock and potential 

demotion. Moreover, prior studies have proposed that repatriate’s are often unprepared 

to the distress caused by the repatriation process (Sussman, 2001).  

During their expatriation assignment, expatriates typically have a larger autonomy and 

a higher position, which allows them more control in decision making than what they do 

upon returning home (Vidal et al., 2007). Additionally, repatriates may also feel that com-

panies do not value their foreign experiences. In his study, Peltonen (1997) stated that 

around 60 % of the repatriates felt that companies undervalued the experiences they 

gained during their time abroad. Losing the autonomy, which the expatriate had during 

their abroad assignment may also cause negative feelings and act as a factor for repatri-

ate to leave the company (Lazarova et al., 2001).  

In addition, Sussman (2001) found evidence, which strongly supported that discomfort 

during the repatriation process often results in repatriates leaving the organization. The 

study continues by pointing out that repatriates often misinterpret the general discom-

fort, which is caused by the process, as a result of the organization’s actions. Therefore, 

repatriates often assume that by changing their job, they are able to relieve their dis-

comfort. (Sussman, 2001). Based on the aforementioned findings, it can be argued that 

repatriates often lack tools to mentally process the challenges, which are included in the 

repatriation process.  

Moreover, it has been argued that the lack of organizational support and coaching are 

reflected in increased repatriation turn-over rate (Lazarova et al., 2001). The lack of men-

toring and organizational coaching can be due to the fact that companies often do not 
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fully comprehend the challenges that are included in the repatriation processes (Mac-

Donald et al., 2005). Instead, it appears that companies tend assume that repatriates are 

able to adjust back to their previous roles without any further issues.  

Repatriates often view international assignments a hindrance to their career develop-

ment. Roughly 20 to 30 % of repatriates regard that the international assignment had a 

positive impact on their career. Previous studies have indicated that approximately 10 to 

25 % of repatriates leave the organization within the year of returning home. (Riusala et 

al., 2000).  Furthermore, Kim and McLean (2012) argue that between 20 and 50 per cent 

of repatriates quit their job in the organization within the first three years of return. Ad-

ditionally, in their study on Finnish expatriates, Suutari and Brewster (2003), found that 

even if expatriates chose to stay employed in the same organization, more than half of 

them had considered leaving the organization. Moreover, in case the repatriate decides 

to leave the company, they often remain in the same industry. Hence, from a company’s 

perspective, they transfer to the competitor (Vidal et al., 2007). Therefore, focusing on 

how to retain repatriates is one of the core interests in order for RKT to occur. 

Prior studies have identified multiple underlying issues that are linked to employees’ 

turnover intentions. One of these is the perceived employment opportunities and the 

amount of potential promotions. Additionally the level of perceived autonomy and con-

trol can affect repatriates’ turnover intentions. Potential alternative job opportunities 

can also act as a catalyst for employee turnover. The employees own commitment to the 

organization plays an important role, when considering the possibility of leaving the or-

ganization. For example, a highly committed employee is more willing to overlook more 

issues than an employee, who does not share the company’s values and goals. (Vanden-

berg & Nelson, 1999). 

Additionally, prior studies suggest that there is a connection between repatriation train-

ing and repatriation turnover. For example, it has been proposed that providing prior re-
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entry training that is embedded with personal career management, may prevent repat-

riates from searching other career options. Therefore, partly decreasing the repatriate 

turnover rate. Additionally, feeling that the organization values the experiences and 

knowledge they have gained during the expatriate assignment does decrease their turn-

over intent. Therefore, it can be argued that organizational support functions and career 

management may aid in helping repatriates to stay within the same organization (Laza-

rova et al., 2001; Feldaman et al., 1992). In their study on Taiwanese repatriates, Lee and 

Liu (2007) found that a higher level of perceived repatriate adjustment and commitment 

is connected to them staying in the company. 

Lastly, it has been argued that person-organization fit affects the employees’ attitudes 

towards their work as well as their work behavior. Work attitudes include such factors as 

employee engagement, job satisfaction and commitment to the organization. Work be-

havior includes both employees’ performance as well as their intent to turnover. (Chen, 

Sparrow, & Cooper, 2016). Moreover, it has been argued that person- organization fit has 

an important role in retaining employees. However, it is important to note that attitudes 

towards the organization have changed during the past decade. There is no longer the 

deep, mutual connection and trust between the employee and the organization. Hence, 

individuals are more prone to seek alternative career paths and positions outside their 

current organization. (Tarique et al. 2010). 
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3 Repatriate knowledge transfer 

This chapter discusses repatriate knowledge transfer. Knowledge transfer is not an un-

known topic in expatriation literature. In fact, there are multiple studies done on expat-

riate knowledge transfer with the foreign subsidiary. Moreover, it can be argued that 

knowledge transfer should be an integrated part of all strategic expatriation assignments. 

(Smale & Suutari, 2007, pp.261). However, in this thesis the focus is on repatriate 

knowledge transfer, where the knowledge transfer will occur after repatriates have al-

ready returned to their home country. This, as Furuya et al. (2009) have argued, is a rel-

atively less studied focus are.  

In organizations, knowledge transfer can be defined as a process, through which differ-

ent organizational actors, such as teams, units or even organizations, can both exchange 

and receive as well as be influenced by other’s experiences and knowledge. Knowledge 

transfer requires differentiation in the integrated knowledge. Hence, it occurs during 

changes in either the knowledge base or the performance. (van Wijk et al., 2008). In 

other words, for the transfer to be possible, new knowledge that the receiving unit does 

not possess, must exist.  

Besides differentiated knowledge, knowledge transfer also requires willingness between 

parties. Knowledge transfer is believed to occur when there is a fit between the individ-

ual’s willingness to transfer knowledge and the organization’s readiness to receive the 

knowledge. (Lazarova et al., 2005). Moreover, knowledge transfer appears as changes in 

the receiver unit’s knowledge or performance. Logically, knowledge transfer can there-

fore be measured in the organization by measuring the changes in either knowledge or 

performance. Additionally, it is possible to measure knowledge transfer by assessing 

changes that have occurred in the recipient unit. (Argote, Ingram, Levine, & Moreland, 

2000a) 
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In his research, Reiche (2012) has identified two separate knowledge benefits. The first 

one is more individual focused, where the focal point is on host-unit knowledge, which 

may benefit the individual repatriate upon their return. The second main knowledge 

benefit Reiche (2012) has identified, is more focused on the organizational viewpoint. In 

this, the focal point is on knowledge transfer to co-workers, which in the long run may 

benefit the whole organization. Furthermore, prior studies have found that engaging in 

knowledge transfer is connected to increased performance and innovation (van Wijk et 

al., 2008). Moreover, knowledge transfer in organizational units can lead into an im-

proved cooperation among the units and increased mutual learning (Tsai, 2001).  

As it can be seen, there are various reasons why RKT can be beneficial for the organiza-

tion. Firstly, there is a positive correlation between international assignments and in-

creased innovation. Secondly, RKT promotes communication between the parent com-

pany and its subsidiaries. Thirdly, it has been argued that RKT can even improve overall 

corporate financial performance. (Oddou et al., 2009). Moreover, in their study, Oddou 

et al. (2013) argue that during their assignment, repatriates have created a network po-

sition for themselves. Network position is further connected to repatriates’ future ability 

to manage international tasks, as they already have established existing contacts. 

(Oddou et al., 2013). 

As Kamoche (1997) has stated, expatriation offers the assignees an opportunity to accu-

mulate new knowledge from abroad. Upon returning home, these repatriates are then 

presented with the possibility of transferring and applying this knowledge in the organi-

zation. However, Lazarova et al. (2005) have pointed out that this repatriate knowledge 

is not automatically gathered and applied in the company. First of all, due to its nature, 

repatriate knowledge is difficult to gather. Additionally, repatriates and the company 

may have different goals, and the company or the repatriate might not see repatriate 

knowledge as a tool for further developing their competencies. (Lazarova et al., 2005). 
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While the focus in this thesis is more on the organizational benefits, it is important to 

acknowledge how the knowledge gained during the expatriation assignment also has an 

individual perspective. Furthermore, this gained knowledge or how it is received in the 

organization may result on certain behaviors upon returning. For example, this may be 

reflected in their willingness to apply for new positions either within the company or 

outside it, as discussed in the previous chapter. 

3.1 Knowledge management and organizational learning 

More and more organizations engage in knowledge management as a mean to utilize 

knowledge that already exists within the organization as well as to distribute it to their 

external stakeholders. Moreover, it has been argued that for knowledge management to 

enhance the organizations’ performance, it needs to be integrated into the organiza-

tion’s strategic goals. (Rubenstein-Montano, Liebowitz , Buchwalter, McCaw, Newman & 

Rebeck, 2001). Alavi and Leidner (1999) have proposed that organizations are developing 

information systems, which are utilized for both sharing and integrating knowledge.  

When discussing about knowledge transfer, the subject matter of organizational learning 

naturally arises. Organizational learning can be understood as transferring knowledge 

amongst the different organizational units. It is important to understand that organiza-

tional learning requires a shared social connection, where these different organizational 

units are connected one another. Therefore, it can be argued that organizational learning 

is built upon these interunit links and network sharing, through which new opportunities 

can be found. (Tsai, 2001).  

Each one of the organizational units have their own specialized knowledge. Organiza-

tional units also possess the capabilities to learn from each other. Therefore, this spe-
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cialized knowledge could be further transferred to other units within the same organiza-

tion. (Huber, 1991). Furthermore, Tsai (2001) has argued that in comparison to a more 

standard, hierarchical organizational structure, connecting different organizational units 

together creates a more flexible ground for knowledge sharing.  

However, Tsai (2001) has additionally argued that not all organizational units are able to 

learn from every other units within the same organization. For example, a unit may wish 

to have access to a certain knowledge, but cannot receive it. Similarly, though the 

knowledge may be available to the unit, they might be unable to utilize it due to not 

having the skills to absorb and use it in their own activities. Moreover, different units 

require different matters in order to absorb knowledge from other units. Organizational 

units require both external access as well as internal capabilities in order to be able to 

learn from each other. Therefore, each one of the organizational units differ from one 

another due to their access to knowledge and their skills to learn from others. Hence, 

not all units benefit equally through inter organizational learning. (Tsai, 2001). 

Network positions are directly connected to the unit’s ability to access knowledge that 

is crucial for developing new ideas or innovations. By having a central position in an inter-

organization network, units are able access external knowledge. Therefore, the unit’s 

position in the network also reflects its overall position in the organization. (Tsai, 2001). 

Based on this, it can be argued that selecting repatriates from these central units, would 

create most possibilities for inter-organizational knowledge transfer. 

Knowledge in organizations resides in multiple different repositories. This creates addi-

tional challenges in trying to assess organizational knowledge transfer. (Argote et al., 

2000a). According to Walsh and Ungson (1991), there are five different repositories: (1) 

individual members, (2) organizational structures and roles, (3) the organizational stand-

ard operation procedures and practices, (4) organizational culture, and (5) the physical 

structure of the workplace. In order to measure knowledge transfer as changes in 
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knowledge, it is essential to capture changes in knowledge in each one the aforemen-

tioned repositories. (Walsh et al.,1991). 

According to Argote et al. (2000a) knowledge repositories have a dual role in the 

knowledge transfer and they change as knowledge transfer occurs. Therefore, changes 

in the repositories also reflects changes in knowledge. However, at the same time, these 

repositories also affect the overall knowledge transfer process as well as its results.  

Moreover, the state of an organization’s current absorptive capacity, which is based on 

the already existing knowledge, affects how well it is able to assimilate new knowledge 

(Cohen & Levinthal, 1990).  

3.2 Knowledge transfer process 

Researchers have argued that knowledge transfer between different units in the same 

organization is easier than knowledge transfer between different organizations (Inkpen 

& Tsang, 2005). In this study, the focus is on assigned expatriates, who have returned 

home. Therefore, the discussion will revolve around knowledge transfer within the same 

organization. 

It has been argued that ambiguity is the most important factor in organizational 

knowledge transfer. Knowledge ambiguity refers to the uncertainty of what the 

knowledge components are, where they originate from and how they will act together. 

(van Wijk et al., 2008).  Reed and DeFilippi (1990) argue that knowledge ambiguity is a 

result of uncertainty, tacitness and complexity, which are inherited components of the 

knowledge being transferred.  

Because of its nature, knowledge ambiguity is related to creating differentiation from 

competitors. Moreover, ambiguity makes it more difficult for other companies to steal 
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and use the knowledge themselves. However, ambiguity makes it also more difficult to 

transfer knowledge within the organization itself. (Coff, Coff, & Eastvold, 2006). The more 

ambiguous knowledge is, the more time it will require to both teach and learn it. There-

fore, van Wjik et al. (2008) have argued that knowledge ambiguity is negatively con-

nected to organizational knowledge transfer.  

In their study, van Wjik et al. (2008) have identified three different knowledge anteced-

ents that are most commonly used in knowledge transfer literature. These antecedents 

are knowledge characteristics, network characteristics and organizational characteristics. 

Knowledge transfer process can also be understood via stickiness factors, where the 

challenges encountered in the process also consider the effects of including an addi-

tional factor, a repatriate. There are four stickiness factors: characteristics of knowledge, 

social context, organizational context and relationship context. (Smale et al., 2007, pp. 

262). As it can be seen, stickiness factors share similar components with the aforemen-

tioned knowledge antecedents. In this model, stickiness refers to how challenging the 

expatriate views the knowledge transfer process.  

3.2.1 Characteristics of knowledge  

There are two types of knowledge: tacit and explicit. Explicit knowledge refers to 

knowledge that can be documented and structured. In other words, explicit knowledge 

can be referred as visible knowledge. Because its nature, explicit knowledge is easily 

transferable. On the other hand, tacit knowledge refers to knowledge that cannot be 

documented easily. Tacit knowledge can also be understood as silent knowledge as it 

exists mainly in the individual’s brain. It is displayed in one’s behavior and perception. 

Because of its nature, tacit knowledge is more challenging to transfer than explicit 

knowledge. (Nonaka, 1994).  
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According to Simonin (1999), the term tacitness originates from an observation that pro-

poses that people often know more than they tell. In other words, tacit knowledge can 

be understood as a mere tip of a visible iceberg, where majority of what is known re-

mains hidden beneath the surface. Moreover, tacitness can also be understood as a set 

of skills, which are acquired by doing. This knowledge is often implicit and non-codifiable. 

Because of its nature, tacit knowledge is often connected to increased ambiguity in 

knowledge transfer. (Reed et al., 1990). Similarly, Nonaka (1994) has defined tacit 

knowledge as something deeply personal, which cannot be neither communicated nor 

shared with others easily. He continues by stating that tacit knowledge is hidden deep 

within one’s actions and it reflects in one’s involvement in the content at hand. 

It is important to note that majority of knowledge that is acquired in organizations is 

often tacit and not easily articulated (Nonaka, 1994). Furthermore, tacit knowledge is 

generally viewed as more valuable to organizations than explicit knowledge. This is most 

likely because explicit knowledge is codifiable and teachable. Thus, it can be easily trans-

ferred to other members in the organization. (Lazarova et al., 2005). Similarly, the more 

tacit the knowledge, the harder and slower its transfer is going to be. In a study done by 

Zander and Kogut (1995), it was found out that the more codifiable and teachable the 

knowledge is, the faster it will be transferred from knowledge holder to knowledge re-

ceiver. It can be argued that due to the nature of expatriation, most of the knowledge 

gained during these assignments is tacit knowledge. Therefore, transferring this 

knowledge is often difficult. 

Kogut and Zander (1993) have evaluated the degree of tacitness via codifiability. Accord-

ing to them, perceived codifiability measures the level of which the particular knowledge 

can be presented in an explicit, documented form. On the other hand, teachability refers 

to how difficult it is to teach the knowledge to others, whilst complexity is related to the 

manifestation of critical and interacting elements within the knowledge, which makes it 

more challenging to separate and measure (Smale et al., 2007, pp. 263). 
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3.2.2 Social context and social capital 

Knowledge transfer does not occur in isolation. Instead, both organizational and nation-

wide factors affect knowledge transfer processes. These national factors include regula-

tory, normative and cognitive aspects. Some scholars have argued that cultural distance 

between the host country and the home country play an important role in the cross-

cultural knowledge transfer. (Smale et al., 2007, pp. 263-264) 

It has been argued that social capital is one of the main motivations behind repatriate 

originated knowledge transfer (Reiche, 2012). Moreover, social capital can be viewed 

either from a public or an individual perspective. In the public perspective, social capital 

can be utilized to benefit the whole organization, whilst in the individual perspective it 

benefits the repatriates themselves. (Liu & Shaffer, 2005).  

In the van Wijk et al.’s (2008) knowledge antecedents’ model, social capital is studied 

from the perspective of network characteristics. It consist of social situations that are an 

inseparable part of human relationships. Social capital can be studied from three differ-

ent components: structural, relational and cognitive capital. Structural capital focuses on 

the relationship structures. Hence, it studies relationship configurations and patterns as 

well as linkages to other companies and other units. Prior studies have argued that the 

amount of these relations with other companies and other units is directly connected to 

the increased amount of relevant knowledge that is accessible. (van Wijk et al. 2008). 

While the number of relations creates an access to new knowledge, it has often been 

argued that a centralized position within these relationships is required in order for this 

knowledge to be utilized well. Moreover, it has been argued that central units, or mem-

bers from those units, are able to access more easily the knowledge actors, who act as 

gatekeepers for knowledge. Hence, a central network position is often associated with 

increased knowledge transfer. (van Wijk et al., 2008). Based on this, repatriates who are 
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from centralized units should have a better access to knowledge and be better equipped 

with the possibilities of transferring this knowledge further.  

Cognitive capital is the second social capital dimension. Shared visions and systems are 

essential elements in cognitive capital, as they both are connected to increased mutual 

understanding and play a factor in relationship bonding. Moreover, both factors are con-

nected to enhanced organizational knowledge transfer. Cultural distance is another focal 

point of cognitive capital. It has been argued that the more distance there is between 

the home country and the host country, the more difficulties there will be in obtaining 

relevant knowledge. (van Wijk et al., 2008). 

The third dimension of social capital is relational capital, where the focus is on the rela-

tionships themselves as well as the actions that are an essential part of these relation-

ships. The main components of relational capital are the strength of the relationship and 

mutual trust. (van Wijk et al., 2008). The more repatriates and knowledge recipients are 

given opportunities to interact with each other building trust, the higher quality the 

knowledge transfer is going to be (Huang, Chiu, & Lu, 2013). Therefore, based on prior 

studies as well as the evident importance of trust, more focus should be given in main-

taining a frequent contact between the repatriate and the home organization. This fur-

ther highlights the importance organizational support has in RKT.  

As it can be seen, social capital is one of the main elements that enables knowledge 

transfer between repatriates and their organizations. Additionally, social capital can be 

viewed from two different perspectives: private good and public good. In the private 

good viewpoint, the social capital benefits the individual actor while in the public good 

perspective, the focus is on social capital that benefits the whole organization. Prior re-

search suggests that increased trust is related to transferring both tacit and strategic 

knowledge. Moreover, it has been argued that the closeness of the relationship between 
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the knowledge sender, in this case the repatriate, and the receivers is connected to en-

hanced innovation and knowledge transfer. (Reiche, 2012). 

Trust plays an important part in repatriates’ willingness to share their knowledge. Ac-

cording to Argote, McEvily, and Reagans (2003), the level of trust between the 

knowledge sender and receiver, is directly connected to the quality and amount of 

knowledge sharing, knowledge screening and knowledge disclosure. Moreover, it has 

been argued that if repatriates trust their organization, they are more motivated to en-

gage in knowledge sharing (Lazarova et al., 2005). Similarly, Oddou et al. (2013) found 

that trust is an essential component of knowledge transfer. In their research, they found 

that repatriates who worked in a team, where there were members with whom they had 

a prior relationship, were more likely to be seen as a credible knowledge source.  

Alongside with organizational trust, prior research has found indications that power is 

connected to repatriates’ willingness to take part in knowledge transfer. The more power 

repatriates have upon returning home, the more likely it is that they will engage in re-

patriate knowledge transfer. (Lazarova et al., 2005). Power appears to be related to re-

patriate career management and their position in the organization upon their return. 

3.2.3 Organizational context 

Researchers have differing opinions regarding organizational characteristics that affect 

knowledge transfer processes. For example, age of the organization is one of the organ-

izational characteristics that has diverged opinions in academic field. It has been argued 

that the organization’s age is negatively connected to its ability to learn and adapt to 

new information and methods (Cyert & March, 1963). Hence, Frost, Birkinshaw, & Ensign 

(2002) have argued that younger organizations have an advantage in knowledge transfer. 

However, other studies have proposed that age does not affect organizational learning 

(Gray & Meister, 2004: Yli-Renko, Autio, & Sapienza, 2001). van Wjik et al. (2008) have 
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argued that  while age does not matter in external knowledge transfer, it does appear to 

affect units’ ability to engage in knowledge transfer. They continue by stating that older 

units are more accustomed in their own roles and become more self-sufficient, which 

causes them to experience difficulties when transferring knowledge within the same or-

ganization.  

There is also another organizational characteristic that has an impact on knowledge 

transfer. This is the organizations absorptive capacity. Absorptive capacity can be defined 

as an organization’s ability to recognize, assimilate and apply new knowledge. (Cohen & 

Levinthal, 1990). Moreover, it has been argued that this absorptive capacity is directly 

connected to the difficulty of the knowledge transfer process (Minbaeva, Pedersen, 

Björkman, Fey, & Park, 2003). Absorptive capacity can be divided in four stages: acquisi-

tion, assimilation, transformation and exploitation. (Cohen et al., 1990).  

Acquisition is connected to the company’s ability to both identify and acquire external 

knowledge. Assimilation refers to those routines that the company follows in order to be 

able to process, understand and examine the external knowledge. Transformation refers 

to the company’s ability to both develop and refine processes that are used in combining 

the acquired new external knowledge with the already exiting one. Lastly, exploitation is 

connected to creating routines that allow the company to leverage, refine and extend 

their knowledge by incorporating it as a part of their own functions. (Zahra & George, 

2002). Moreover, it has been proposed that absorptive capacity is connected to the 

amount of knowledge the organizations’ units are able to learn (Gupta & Govindarajan, 

2000). 

Alongside with the absorptive capacity, organizational culture can have either a positive 

or a negative effect on knowledge transfer. It has been argued that incompatibility be-

tween the organizational cultures can have a negative influence on the knowledge trans-



36 

fer process. (Bhagat, Kedia, Harveston, & Triandis, 2002). Therefore, it has been pro-

posed that knowledge transfer in international organizations can be maximized by cre-

ating and sustaining an atmosphere that promotes repatriates’ motivation to share the 

knowledge they have accumulated during their assignment. This can be achieved by of-

fering repatriates potential career paths that are aligned with their personal career de-

velopment aspirations. (Lazarova et al., 2005). 

3.3 Knowledge transfer process models 

There are no existing models that depict repatriate knowledge transfer processes. In-

stead, researchers often decide to use the process models from traditional knowledge 

transfer literature. (Burmeister, Deller, Osland, Szkudlarek, Oddou & Blakeney, 2015). 

Therefore, a few of these models will be discussed next. These models act as basis for 

mapping the knowledge transfer process in this thesis. 

According to one of the more popular models by Szulanski (1996), there are four phases 

in knowledge transfer: initiation, implementation, ramp-up and integration. Initiation 

consist of all the decisions that lead to the actual transfer process. These decisions in-

clude finding an opportunity for new knowledge, determining the scope of transfer as 

well as assessing the possible costs involved in the transfer process. The amount of trust 

between the knowledge transfer parties and the perceived value of the knowledge are 

factors in making the initiation phase easier. (Szulanski, 1996). Naturally, the challenges 

during this phase are related to how easy it is to find the opportunity to engage in 

knowledge transfer and whether or not the sender decides to act on it (Szulanski, 2000). 

The second phase, implementation, consists of the knowledge flow between the sender 

and the recipient. During this phase, it is important that the transferred knowledge 

meets each recipients needs in the most efficient manner while fitting in the recipients’ 
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context (Szulanski, 1996). The ease of the implementation phase is connected to how 

challenging it is to bridge the communication gap between the knowledge sender and 

the receiver. Poor coordination among the knowledge sender and the receiver may also 

cause issues during the implementation phase. While issues related to poor coordination 

can be at least partly solved through planning, its effectiveness depends on the quality 

of the relationship between the parties. (Szulanski, 2000). 

Ramp-up is the third phase following the implementation. Ramp-up starts when the re-

cipient begins to use the knowledge they have acquired during the previous phase. Dur-

ing this phase, the recipient’s performance should improve as a result of the transferred 

knowledge. (Szulanski, 1996). The issues that may arise during ramp-up phase are re-

lated to the unexpected problems that occur as the recipients begin to use this new 

knowledge. In addition, the ease of solving these arising unexpected problems is con-

nected to the eventfulness of this phase. The later these unexpected problems occur 

during this ramp-up phase, the harder their solving is going to be. (Szulanski, 2000). 

Integration is the last phase, where the application of the knowledge becomes a rou-

tinized function of the practice at hand. This results in these new practices becoming 

institutionalized. (Szulanski, 1996). The potential issues in this phase are related to how 

much effort is required to remove the obstacles that prevent the new practices becom-

ing fully institutionalized. Moreover, it has been suggested that organizations may have 

their own pace, when knowledge transfer could occur naturally. If the pace of transfer is 

too fast, the proposed changes may never be fully implemented. On the other hand, if 

the pace is too slow, these changes may become institutionalized, making it more diffi-

cult to change them in the future. (Szulanski, 2000). 

Kwan and Cheung (2006) have proposed an alternative four phased model for knowledge 

transfer processes. The phases in this model are following: motivation, matching, imple-
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mentation and retention. In this model, the initiation phase is combined from two dif-

ferent phases: motivation and matching. The model also combines both ramp-up and 

implementation in one phase, implementation. However, the retention phase is rela-

tively similar to the Szulanski’s (1996) integration phase. Kwan et al. (2006) have argued 

that motivation and matching have notable indifferences and driving forces, hence stud-

ying them from under one phase, initiation, is too limited. Therefore, this section will 

later discuss repatriates’ motivation to engage in knowledge transfer. 

3.4 Transferring repatriate knowledge 

As it has been discussed throughout this thesis, during their international assignments 

repatriates have gained both knowledge and skills that can aid in creating a competitive 

advantage. While not only gaining specific knowledge about the culture, they have also 

gained tacit skills and knowledge. These skills and knowledge include global mindset, 

language and management capabilities alongside with a global network. (Burmeister et 

al., 2016). 

Berthoin-Antal, Stroo, & Willems (2000) have identified five different types of knowledge 

that expatriates have gained while abroad. The first one is knowledge about what, which 

includes understanding customers preferences. The second is knowledge about why, 

which consist of understanding how cultural differences affect cross-cultural under-

standing. The third is knowledge about how, which is connected to repatriates’ manage-

ment skills. The fourth one is knowledge about when, which consist of understanding 

how timing affects different things. The fifth one is knowledge about who, which consist 

of the social networks repatriates have gained during their time abroad. (Berthoin-Antal 

et al., 2000). 
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Oddou et al. (2009) have described repatriate knowledge as thick, complex, highly con-

textual, silent and related to understanding the cognitive dimensions of silent knowledge. 

Repatriate knowledge can be categorized into the following four categories: cognitive, 

relational, attitudinal and behavioral. Cognitive knowledge is related to broader perspec-

tive, while relational knowledge consists of social networks. Attitudinal knowledge is re-

lated to tolerating differences, whilst behavioral knowledge is combined from both in-

tercultural and management skills. Nevertheless, it is important to remember that not 

all repatriate knowledge is essential for improved organizational performance. However, 

it has been argued that only a few companies are able to distinguish between essential 

and unnecessary knowledge. (Oddou et al., 2009). 

According to Lazarova et al. (2005), there is a difference in what type of knowledge is 

valuable to an organization and what is not. They continue by arguing that when discuss-

ing repatriate knowledge, two characteristics should be considered. The first one is to 

consider whether the knowledge is tacit or explicit. The second important characteristic 

in international knowledge is understanding whether the knowledge is specific or ge-

neric. Both the tacitness and specificity of the knowledge are considered to be the fac-

tors that best define the value of the acquired knowledge. (Lazarova et al., 2005). 

Nevertheless, prior studies have argued that harvesting this knowledge is not simple nor 

is it an automatic end-result of the expatriation assignment. There are various reasons, 

why knowledge transfer might not occur after repatriation. First of all, as it has been 

already discussed in this thesis, the tacitness of the acquired knowledge poses additional 

challenges. Additionally, the organization and the repatriate may not share similar views 

regarding the utilization of the knowledge as a basis for a competitive advantage. Repat-

riates may not necessarily benefit from sharing their knowledge with their organization. 

Instead, by applying their knowledge outside their organization, they might encounter 

more beneficial options, such as a new position in a different organization. On the other 

hand, organizations seek to keep the knowledge within its boundaries. Hence, there 
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might exist a contradiction between the organization’s needs and the repatriate’s wishes. 

(Lazarova et al., 2005). 

According to Oddou et al. (2009), there is not much knowledge regarding the variables 

that affect RKT nor regarding the overall process. Moreover, they continue by stating 

prior studies have found that companies do not often neither manage the RKT process 

consciously nor do they view the information as strategic. Furthermore, organizations 

seldom have an active role in initializing RKT processes. Instead, repatriates often them-

selves initiate knowledge transfer. 

Moreover, repatriate knowledge is difficulty to transfer as it requires both persistence 

and effort. Because repatriate knowledge is often tacit knowledge, including having a 

broader mindset and cultural appreciation, repatriates themselves are not necessarily 

aware of the knowledge they have acquired during their assignment, which creates ad-

ditional barriers in RKT process. (Oddou et al., 2009) . As a results, Oddou et al. (2013) 

have proposed that the repatriates’ ability to transfer knowledge is an element that de-

termines the overall success of RKT. Ability to transfer knowledge will be discussed fur-

ther later on in this chapter. 

Additionally, prior studies have established that knowledge receivers’ own absorptive 

capacities also affect the transfer process (Burmeister, Lazarova, & Deller, 2018). Further-

more, some researchers have gone so far as to argue that the receivers’ absorptive ca-

pacity determines the usefulness of knowledge transfer. This is because, without the re-

ceivers’ ability to absorb knowledge, they cannot apply it in processes. Thus, rendering 

the knowledge useless. (Chang, Gong, & Peng, 2012). Therefore, knowledge receivers’ 

ability to understand the importance of the transferred knowledge and how it is con-

nected to their already existing knowledge as well as how they can apply it into their 

own work, is essential for a successful knowledge transfer. Moreover, the knowledge re-

ceivers own motivation and interest in the repatriate knowledge is essential factor for 



41 

them to put their own time and effort to seek and accept the knowledge. (Oddou et al., 

2009: Burmeister et al., 2015).  

Furthermore, prior studies have shown a connection between the recipients own inter-

national background and their ability to absorb the knowledge. It has been argued that 

recipients, who have done prior international assignments, are more easily able to ab-

sorb the repatriate knowledge as their own assignments may have helped them to de-

velop a global mindset. Thus, they might be more open for repatriate’s knowledge and 

might be more interested to seek it out. Additionally, via prior international assignments, 

the co-workers may share a more mutual cognitive ground, which makes absorbing the 

repatriate knowledge easier. (Burmeister et al., 2018). 

Lazarova et al. (2005) have discussed of high-intensity, medium-intensity and low-inten-

sity knowledge transfer tools. High-intensity tools have rich information processing 

mechanisms and they are mainly used in transferring knowledge that is highly tacit 

and/or specific.  Moreover, high-intensity tools often include knowledge transfer in a 

team setting. These team settings may include assigning repatriates in teams that have 

strategic importance or assigning them as team leaders in groups with international ac-

tivities. In turn, low-intensity knowledge tools can be used in transferring knowledge that 

is generic and non-tacit. These low-intensity tools contain less personal human interac-

tion than the other two tools. (Lazarova et al., 2005). Presentations and lectures are good 

examples of these tools that can be used to transfer low-intensity knowledge in the or-

ganization. Medium-intensity tools are used with knowledge combinations that are be-

tween low-tacit knowledge and highly tacit-knowledge. Additionally, medium-intensity 

tools are suitable for knowledge that is located between generic and highly specific 

knowledge on the spectrum. These tools can be used to transfer knowledge both in a 

group setting as well as more individually. (Lazarova et al., 2005). For example, simula-

tions, case study discussions and behavior modelling can all be used transferring me-

dium-intensity information. 
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3.5 Individual aspects in repatriate knowledge transfer 

It has been argued that there are two main elements that facilitate RKT. The first factor 

is related to repatriates’ personal motivation and ability to engage in knowledge transfer 

as well as the process through which they conduct knowledge transfer. The second factor 

is related to the organization’s effort to make it easier for repatriates to conduct 

knowledge transfer. However, it has been argued that other employees in the same unit 

do not often seek to initiate the knowledge transfer themselves. Therefore, it has been 

argued that the main responsibility in knowledge transfer is often on repatriates’ shoul-

ders. (Oddou et al., 2013). Therefore, studying the individual aspects and organizational 

aspects that can affect the RKT process are an essential part of this thesis. The individual 

aspects will be studied first, after which the focus shifts to the organizational factors. 

3.5.1 Ability 

In their repatriate knowledge model, Oddou et al. (2009) proposed that ability and mo-

tivation are the main individual level aspects affecting RKT. In their research they argued 

that repatriates’ ability to engage in RKT consist of their expertise, social network, posi-

tion power and position responsibilities. Oddou et al. (2009) define expertise as the de-

gree of knowledge the repatriate has gained during their assignment. The amount of 

repatriate’s expertise is connected to the higher probability of RKT.  

Oddou et al. (2013) have proposed that repatriates’ ability to initiate and conduct 

knowledge transfer can be divided into four segments. The first segment is related to 

having the right knowledge. The second segment is related to the right moment. It is 

important that the repatriate is able to identify when their knowledge can create addi-

tional benefits in their unit. Choosing to engage in knowledge transfer when their 

knowledge can benefit others is an essential factor in a successful knowledge transfer 
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process. The third segment is connected to having the right attitude regarding 

knowledge transfer. It is essential that repatriates remain positive regarding transferring 

their knowledge to the rest of their unit. (Oddou et al., 2013). For example, if a repatriate 

tries to actively engage in knowledge transfer with a member, who does not have a per-

sonal motivation in it, repatriate may feel discouraged to initiate further knowledge 

transfer with other members.  

The last segment is related to having the right job positions, which has been discussed 

more in depth earlier in this thesis. Alongside with what was discussed prior in both this 

and the previous chapter, Oddou et al. (2013) propose that a higher and a more strategic 

position offers repatriates with more chances to engage in knowledge transfer. However, 

it is important to remember that knowledge transfer does not occur in solitude. Instead, 

it is a collaborative process, where repatriates only represent one factor. Watson and 

Hewett (2006) have argued that the ongoing process of knowledge transfer is tightly 

connected both to the knowledge senders’ and receivers’ motivation to engage in the 

transfer process.  

Previous studies has found that repatriates’ position in the organization upon their re-

turn is connected to their ability to engage in RKT (Berthoin-Antal, 2001). Oddou et al. 

(2009) refer this as position power. The importance of the position repatriates receive 

after their assignment has been discussed in the earlier chapter. Additionally, it has been 

proposed that there is a connection between RKT and repatriates’ job position upon 

their return. A similar position with similar responsibilities is said to positively enhance 

repatriates’ ability to engage in RKT. (Oddou et al., 2009). Job design will be further dis-

cussed in the organizational level aspects that can affect RKT.  

Social networks can be defined as a collection of nodes and ties that represent a rela-

tionship amongst nodes (Brass, Galaskiewicz, Greve, & Tsai, 2004). Repatriates’ expertise 

is made known via the social networks they have managed to create (Oddou et al., 2009). 
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Social networks enforce knowledge transfer amongst its members. Prior researches have 

argued that especially tacit knowledge, which the majority of repatriate knowledge is, 

requires regular interactions in order to be transferred (Szulanski, 1996). Therefore, it 

can argued that repatriates’ ability to engage with other members is an essential factor 

in RKT (Oddou et al., 2009).  

In addition to the aforementioned aspects, time is another essential matter in repatri-

ates’ ability to engage in RKT. As Lazarova el al. (2005) have stated, RKT requires both 

significant amount of time and effort. Therefore, it is essential that repatriates are willing 

to invest their own personal resources in RKT. Coincidentally, this means that repatriates 

both want to and have time to share their knowledge with their co-workers, instead of 

only focusing in their own work progress. (Burmeister et al., 2018). 

3.5.2 Motivation 

Prior studies have established that rewards are not necessarily essential factors in repat-

riates’ motivation to engage in knowledge transfer. Instead, motivation appears to stem 

from their personal commitment to the organization and wanting it and its employees 

to succeed. Furthermore, repatriates may feel as if transferring the knowledge is one of 

their professional responsibilities. (Oddou et al., 2013). Another aspect of motivation is 

whether or not repatriates view their knowledge as a tool to boost their own benefits or 

do they see it as a way to promote the company’s common good (Davoine et al., 2018). 

Similarly, Burmeister et al. (2016) found that financial compensation does not neces-

sarily reflect positively in RKT. Instead, it may even hinder RKT, as its positive influence 

wears off quickly. Additionally, they argue that repatriates are often personally inter-

ested in transferring their knowledge amongst their co-workers, hence they may even 

view financial compensations offending. Instead of financial compensations, repatriates 

are more interested in other non-monetary rewards. These may be enhanced visibility, 
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recognition or a possibility to transfer their knowledge to a wider audience. (Burmeister 

et al., 2016). Repatriates’ motivation to engage in RKT can be further enhanced by the 

organization’s actions. According to Lazarova et al. (2005), the main reason why repatri-

ates choose to engage in knowledge transfer process is connected to perceived organi-

zational support. Similarly, Nery-Kjerfve & McLean (2012) have argued that repatriates, 

who feel valued by their company are more willing to engage in RKT. Therefore, organi-

zational level aspects will be studied next. 

3.6 Organizational level aspects in repatriate knowledge transfer 

While repatriates have a large role in both initiating and conducting RKT, there are vari-

ous ways how organizations can aid the RKT process. The first one is connected to per-

ceived career and repatriate support (PCRS), which Reiche (2012) has defined as the ex-

tent of which the company offers them both imminent support after their arrival in the 

home organization and their long-term career development. He continues by arguing 

that this is positively connected to future career development as well as their abilities to 

engage in RKT. The study’s findings indicated that there is a positive connection between 

repatriate and career support and enhanced repatriate knowledge transfer. (Reiche, 

2012). Earlier in this thesis, mentoring was discussed as one the means through which 

organizations can aid the repatriation process.  

Moreover, Reiche (2012) states that prior studies have found that perceived organiza-

tional support is connected to repatriates’ re-adjustment, their commitment to their or-

ganization and their intentions to leave the organization. Furthermore, as it was dis-

cussed earlier in this thesis, commitment to organization is related to both repatriates’ 

turnover intentions as well as their willingness to initiate knowledge transfer process.  
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Lazarova et al. ( 2005) have argued that in order for companies to utilize their repatriates’ 

knowledge, it is essential that the companies can both create and enforce motivation for 

the repatriates to share their knowledge. They continue by stating that repatriate’s mo-

tivation to share their knowledge is tied to the career development opportunities, which 

are provided for them and how well they meet the repatriate’s personal wishes. Similarly, 

Reiche (2012) argues that career and repatriation support is one of the most important 

forms of organizational support. According to Burmeister et al. (2016),  there are three 

elements that should be taken into a consideration in job design. The first element is to 

involve the repatriate in finding a suitable position for them. The second important ele-

ment in job design is matching the knowledge they have gained during their assignment. 

The study indicated that repatriates found it easier to adjust in a position, which con-

tained overlapping with their previous position they held during their expatriation as-

signment. (Burmeister et al., 2016). 

The third important element in job design revolves around a well-structured search pro-

cess for a suitable position for each repatriate. Companies tend not to allocate enough 

time to find a new position for repatriates. In Burmeister et al.’s (2016) study, the inter-

viewees stated that they preferred if the search for their new position would begin 6 to 

12 months prior returning to their home country. They continue by stating that a slow 

uptake in begin the search for a new position was connected to increased uncertainty 

from the repatriates’ part. (Burmeister et al., 2016). Similarly, Lazarova et al. (2007) sug-

gest that career development practices, where repatriates’ international career plans are 

taken into consideration, are connected to enhancing RKT. Repatriate career manage-

ment and their turnover intent were discussed more in depth earlier in this thesis. 

Allocating repatriates in strategic positions is connected to enhanced repatriate 

knowledge transfer. However, companies are often unaware of repatriates’ strategic im-

portance. Additionally, companies do not necessarily have a clear vision of the skills and 

knowledge repatriates have accumulated. Perhaps, companies even lack the motivation 
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to utilize repatriates’ global knowledge in their business practices. All of these factors 

play a role in why repatriates may not find a position that would enable them to capital-

ize their skills. As a result, RKT may suffer or remains non-existent. (Oddou et al., 2013). 

Moreover, most companies do not view repatriate knowledge as a valuable tool or some-

thing that can provide them with a competitive edge. In some cases, repatriate 

knowledge can even be seen as an unwanted information (Oddou et al., 2009). Similarly, 

Berthoin-Antal (2001), states that the biggest issue in RKT process is that companies do 

not assigning repatriates in proper roles upon their return. 

Studies have shown that also other organizational support practices alongside career 

management, are connected to repatriates’ willingness to share their knowledge. Laza-

rova et al. (2005) have argued that it is important that companies can show their reci-

procity for repatriates.  They continued by suggesting that organizations can create an 

inter-organizational platform for repatriates’ to share their knowledge. Bonache and Zá-

rraga-Oberty’s (2008) findings support the aforementioned by arguing that international 

and local support practices are positively connected to increased motivation and ability 

to share international knowledge amongst both local and international staff. Tools for 

knowledge sharing were discussed further earlier in this chapter. 

Similarly, in her research Berthoin-Antal (2001) found that a lack of organizational inter-

est regarding RKT alongside with un-organized information exchange processes were 

connected to decreased RKT as well as overall poor organizational learning. In addition 

to poor communication platforms and interest, the study found that if the parent organ-

ization did not have a global mindset, nor did it have a desire to become a true multina-

tional enterprise, RKT was not seen as essential part of repatriation. (Berthoin-Antal, 

2001).  
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In their research, Burmeister et al. (2016) report that training can be positively con-

nected with RKT. For example, administrative reintegration briefings appear to be posi-

tively connected to RKT. These administrative reintegration briefings are used to gather 

feedback regarding the support practices that were offered to the repatriates during 

their expatriation assignment as well as offering information regarding the repatriation 

process. The aforementioned study found that the repatriates were mainly offered ad-

ministrative organizational support. Moreover, knowledge transfer related organiza-

tional support practices, such as knowledge-transfer related to training or knowledge-

transfer debriefings, were least available to repatriates. (Burmeister et al., 2016). 

Similarly, Burmeister et al.’s (2016) study found a positive correlation between intercul-

tural reintegration training and RKT. Intercultural reintegration training was used to aid 

repatriates to reintegrate more easily. However, they found that this training was only 

offered if the assignment had lasted over two years and the cultural distance between 

the countries was considered as significant. Lastly, knowledge-related debriefings are 

also positively connected to RKT. These were used to increase transparency regarding 

the type of and nature of repatriate’s knowledge. Therefore, based upon this, it would 

be possible to identify the potential areas, where their knowledge could be applied. (Bur-

meister et al.,  2016). 

Internal communication is another important factor in RKT. Hansen (1999) has proposed 

that the quality of the relationship between the knowledge sender and the recipient is 

positively connected to knowledge transfer behavior. Additionally, maintaining commu-

nication throughout the expatriation assignment alongside with promoting the 

knowledge repatriate has acquired during their assignment are essential factors in RKT 

(Burmeister et al., 2016). Yet, while frequent communication with the home work unit is 

important, repatriates may still feel as if they are outsiders and their knowledge and 

experiences are not valued by others. Additionally, organizational changes that have oc-

curred during repatriates’ assignments may cause a distance between the home unit and 
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the repatriate as repatriates often feel that they have to re-learn how to be a part of 

their home organization. (Oddou et al., 2013).   

As repatriates need to re-engage into their current position and with their co-workers, 

prior studies have argued that interaction opportunities can further enable mutual un-

derstanding and thinking process between repatriates and their co-workers. Hence, cre-

ating a shared cognitive field amongst them, further enhancing RKT. (Burmeister et al., 

2018).  Therefore, creating opportunities for interaction between repatriates and their 

co-workers can positively enhance the knowledge transfer process. (Oddou et al., 2009). 

Managers’ attitudes towards repatriates’ knowledge can affect the transfer process ei-

ther positively or negatively. It has been argued that managers’ interest in repatriates’ 

knowledge is directly connected to how the rest of the team views this knowledge. If 

managers both understand how this knowledge can benefit the work unit and value it, 

their actions can further promote knowledge transfer. For example, managers can allow 

repatriates to take an active part in strategic meetings, where they are able to utilize 

their experience and knowledge. Managers can also create an open learning environ-

ment, where repatriates’ knowledge is both valued and welcomed. Furthermore, in an 

open environment, knowledge transfer may occur almost automatically as open com-

munication enables the ease of knowledge transfer. (Oddou et al., 2013).  

Lastly, it has been argued that a larger attention should be given to RKT in performance 

appraisal. Otherwise, a repatriate may view knowledge transfer as an additional factor 

on top of their own work, which may cause conflicts. (Bonache et al., 2008). However, in 

their study Burmeister et al. (2016) found that hard appraisal criteria may not create best 

results as all repatriation experiences are unique. Instead, they suggest a softer appraisal 

approach, where RKT would be included. 
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3.7 Summary of theoretical learnings 

For RKT to occur, it is required that repatriates are able to adapt back into their organi-

zation. Therefore, the first theoretical section discussed repatriation process and adjust-

ment from a more general perspective. At the same time it created a foundation for 

understanding the complexity of repatriation and the influence repatriates can have on 

their organization. The repatriation chapter focused on the complexity of returning 

home as well as re-adjusting back into the home organization. Mentoring, training and 

communication were mentioned as positive factors that enabled both repatriates’ ad-

justment and their POS.  

The second theoretical section discussed repatriate knowledge transfer. The chapter be-

gun by discussing knowledge management and different aspects related to general 

knowledge transfer. The knowledge transfer process models were also discussed. These 

discussions created a foundation for understanding repatriate knowledge transfer. In the 

second half of this section, the focus turned on repatriate knowledge transfer. The po-

tential value of repatriate knowledge was highlighted. RKT was discussed from the per-

spective of both the individual and the organizational aspects. 

 The individual aspects consisted of motivation and ability. Based on the prior literature, 

repatriates’ own motivation to engage in RKT was seen as one of the main aspects in 

initiating RKT. Repatriates ability to engage in RKT consisted of their own individual skills 

to find relevant RKT opportunities. The organizational aspects consisted of mentoring, 

suitable job position, opportunities and sharing platforms for RKT, internal communica-

tion, organizational support and manager’ and co-worker’s attitudes. Next, the focus is 

turned to the empirical study. 



51 

4 Empirical research 

This section focuses on empirical research. The chosen research method is discussed first, 

after which, the data collection and analysis are described. This is followed by presenting 

the interview themes and question. Afterwards, the quality of the research is discussed. 

Lastly, this section present more detailed information regarding the participants. 

4.1 Research method 

The chosen empirical approach is a qualitative research. Due to the nature of business 

research, qualitative research is a viable option. This is because business studies often 

focus on human interactions and behavior as well as organizations as a whole. Human 

related matters are constantly changing and occur differently in each setting, hence iso-

lating them for inspection is often difficult. Moreover, while numbers can offer infor-

mation regarding various factors in organizations, studying how people view the issues 

on an individual level is a good way to enlighten the everyday aspect of organizational 

life. (Greener, 2008, pp. 80). In this research, the focus is on repatriates own experiences, 

hence qualitative study allows more in depth approach to the subject. 

Quantitative research requires more data in order to offer valid results than what a qual-

itative study requires. As Furuya et al. (2009) have argued, repatriate knowledge is a 

relatively less studied field in research. Moreover, prior studies, which were discussed in 

the earlier sections, have found that organizations do not often invest much time and 

resource in repatriation and RKT. Therefore, considering the scope of this thesis, quali-

tative research is more likely to offer more valid responses than what a quantitative ap-

proach would. Additionally, repatriate knowledge transfer can be seen as a complex and 

dynamic research topic. Hence, a qualitative approach may offer more flexibility regard-

ing the subject matter. (Saunders, Lewis & Thornhill, 2009, pp. 328). 
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The success of knowledge transfer will be studied from repatriates’ perspective. One of 

the main reasons for this is the overarching focus on the repatriation cycle and the 

knowledge transfer. Additionally, while it is possible to study the success of knowledge 

transfer from the recipients’ point of view, it has been argued that knowledge receivers 

do not necessarily realize that they have acquired new knowledge or cannot identify the 

source of this new knowledge (Argote & Ingram, 2000b). Therefore, it is logical to study 

the phenomenon from repatriates’ point of view. 

4.2 Data collection and analysis 

Semi-structured interview is chosen as the data collection method in this thesis. A semi-

structured interview utilizes pre-determined themes and questions. However, these 

themes and questions may change from one interview to another to better gather rele-

vant information. Furthermore, the questions may be presented in a different order de-

pending on the flow of the interview. Additional questions may also arise depending on 

the context. (Saunders et al., 2009, pp. 320). As it can be seen, semi-structured inter-

views are affected by human interaction between the interviewee and the interviewer. 

In semi-structured interviews, it is essential to understand the interviewees’ explana-

tions and meanings. Therefore, attentive listening is a core element when conducting 

these interviews. (Saunders et al. 2009, pp. 334). 

There are a few reasons why this method is chosen. First of all, interviews are one of the 

main qualitative data collection methods. (Greener, 2008, pp. 81). Secondly, based on its 

inter-active nature, semi-structured interviews present an opportunity to acquire 

knowledge that may not have been found and collected in a more structured data col-

lection method (Saunders et al., 2009, pp. 324). Developing the themes and questions 

for the interview is a crucial step in a qualitative research. Open questions offer the in-
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terviewee a chance to define and describe the phenomenon. It also encourages the re-

spondent to provide an extensive and developmental answer that may then be used to 

reveal attitudes or obtain facts. Probing questions are used to expand responses that 

pose a significant value from the research question’s point of view. While they can be 

worded similarly to open questions, probing questions present a certain direction or a 

defined focus. (Saunders et al., 2009, pp. 337-338). This research utilizes a mixture of 

open and probing questions. The interviews were structured in five main interview 

themes, which were studied through sub-questions, as presented below. Through these 

questions, it is possible to gain information on different individual level and organiza-

tional level antecedents that may affect RKT. 

Table 1. Interview themes. 

1. Discuss your expatriation assignment. - Job 
- Location 
- Length 
- Type of knowledge acquired during your as-

signment 

2. Discuss RKT from your experience 

 

- utilizing your knowledge after return 
- What type of knowledge have you been able 

to transfer  
- What kind of expectations did you have re-

garding knowledge transfer prior your return 

3. Based on your own experience, discuss 
elements that interact with RKT process. 

- Positive 
- Negative 

4. How/ what individual level aspects af-
fect RKT? 

- Ability 
- Commitment  
- Motivation 

5.  How/ what organizational level as-
pects affect RKT? 

 

- Organizational support and involvement 
- Career planning 
- Managerial attitude 
- Co-workers attitudes 
- Internal communication 
- Performance management 
- Others 

The data collection process began by approaching the company representative via e-mail. 

Afterwards, the topic and the scope of the study was discussed more in-depth with them 
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via telephone. During the phone call, the research questions and the interview themes 

were discussed. The company sent out an inquiry to participate in this thesis via their 

internal communication platform. Five participants responded to this inquiry, agreeing 

to participate in this study. The other four participants were reached personally via the 

author’s personal contacts inside the company. The interviews took place during late 

April and early May in 2019. 

These interviews were conducted in one-on-one situations, either in Finnish or in English 

based on the interviewees’ personal preferences. A brief summary of the topic was pre-

sented to the interviewees before the actual interview in order for them to have time to 

familiarize themselves with the topic. To ensure the anonymity of the interviewees, they 

are referred to as person A, person B and so on. Around one hour was reserved for each 

interview. The overall approximate length of one interview was around fifty-five to sixty 

minutes. Two of the interviews were held over the phone, while the other seven inter-

views were conducted in a face-to-face situation. A permission to record the interview 

was asked from all participants in advance and all of the nine participants gave their 

permission to record the interviews. Each interview was transcribed shortly after the 

interview was conducted. After transcribing all nine interviews, interviews held in Finn-

ish were then translated into English. Quotations from these interviews where then or-

ganized in an additional document according to the interview themes and questions. 

From this, it was possible to see each participant’s answer to each topic, making it easier 

to see re-emerging themes. 

4.3 Quality of research 

The quality of research can be studied via reliability and validity. Reliability refers to con-

sistency and repeatability. A reliable research is auditable. In other words, the research 

must be transparent and clear. If others were to conduct the same research, they would 
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receive the same results. (Greener 2008, pp. 37). Therefore, reliability can be understood 

via three questions. The first question is whether or not the chosen method will deliver 

the same results on other occasions as well. The second question is will others reach the 

same observations. The third question revolves around transparency on how the obser-

vations were made from the original data. (Saunders et al., 2009, pp. 156). 

Due to its nature, semi-structured interviews as a data collection method may cause re-

liability issues. One of the main issues in a qualitative method is the interviewer bias, 

where the interviewer’s either verbal or non-verbal behavior affects how the inter-

viewee may answer to the questions. Additionally, the quality and the value of the an-

swers may be connected to the interviewers’ ability to create a trusting atmosphere be-

tween them and the interviewee as well as their professionalism. (Saunders et al., 2009, 

pp.326). Furthermore, as with any research, there is always the possibility that the re-

spondents may be lying or otherwise withholding information. Moreover, due to its hu-

man interaction element, interviews can be seen as a more intrusive data collection 

method than online questionnaires. Hence, respondents may feel the need to give a bet-

ter opinion of either the organization or of themselves. (Saunders et al., 2009, pp. 327). 

Validity refers to how well the empirical research actually measures or represents what 

it was originally meant to describe or measure. Selecting a viable research method and 

utilizing a wide variety of concepts to explain meanings, are a form of validity in empirical 

research. (Saunders et al., 2009, pp. 157). Issues related to the validity of a research are 

mainly related to whether or not the researcher actually sees what they think they are 

seeing (Flick, 2009, pp. 387). Concerning validity, three errors may occur. The first type 

of error is related to seeing a relation in a place, where it does not exist. The second type 

of error is about rejecting a relation, when it does exist. Lastly, the third type of error is 

to ask wrong question. (Kirk et al., 1986, pp. 29-30). While reliability and validity are 
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related to both quantitative and qualitative research, it has been argued that in a quali-

tative research, additional care should be invested to ensure the validity of the research 

(Flick, 2009, pp. 387). 

It should be noted that reliability can be achieved without validity. Both validity and re-

liability are based on the idea of objective truth and reality. Moreover, it can be argued 

that all research should aim for objectivity. Objectivity refers to a consistency of a mean-

ing. This can be achieved, when two or more researches reach the same conclusion in-

dependently by analyzing the same data. (Kirk & Miller, 1986, pp.20; Flick, 2009, pp. 391).   

The reliability of interview data can be increased by practicing interviewing beforehand 

and by studying how to conduct a proper interview from research method books. Addi-

tionally, the questions for following interviews can be improved or new questions can be 

added, based on the first interview. (Flick, 2009, pp. 386). In this thesis, all these afore-

mentioned methods were done in order to increase the reliability of the interview data. 

Additionally, reliability was increased via creating solid and clear interview themes that 

were formed based on prior researches discussed in the theoretical section. 

In a qualitative study based on interview themes, the quality of research can be en-

hanced by creating a good frame for interviews. Additionally, creating potential follow-

up questions in order to gain more insight into a certain theme can increase the quality 

of the research. Furthermore, the quality can be improved by ensuring that the technical 

aspects, in this case the recording, function as intended. (Hirsjärvi & Hurme, 2000, 

pp.184-185). All of the above discussed matters were conducted in this thesis in order 

to raise the quality of the research.  
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4.4 Interviewees 

Nine people were interviewed: seven of them were male and two were female. Eight out 

of the nine participants were born and raised in Finland. One of the participants is born 

abroad, but has lived in Finland over a decade and thus, is well adapted to the country. 

The interviews were held either in Finnish or in English. Seven of the nine interviews 

were done in Finnish, while two were done in English. Quotations from person D and 

person G are direct quotes as those interviews were done in English. The quotations 

from person A, person B, person C, person E, person F, person H and person I are trans-

lated from Finnish.   

Each participant had a higher educational background. Two participants had a back-

ground in business studies while the rest had a technical studies background. All of the 

interviewees worked in the same company, but each one of them are in a different po-

sitions. The company wishes to remain anonymous. However, a short description is pro-

vided for context. The company in question is a Finnish multinational company that ex-

cels both in marine and in energy markets. The company has employees in several Euro-

pean, Asian and American countries.   

Eight out of the nine people interviewed went abroad with an expatriate contract. One 

person went abroad with a local contract. While this person did not have an expatriate 

contract, they returned to the same company after their local contract ended. Hence, 

they were deemed to qualify in participating this study. Moreover, during the interviews, 

it turned out that many of the people interviewed believed that in the company’s future 

more people will be send abroad with local contracts instead of expatriate contracts due 

to financial reasons. This topic will be discussed more in the results section. 
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All nine of the interviewed repatriates had stayed abroad at least for two years. Further-

more, in order for providing enough time for RKT to occur, it was required that at least 

three to six months had passed since their return. Additional information can be found 

from the table below. In this thesis, all participants are referred using they pronoun to 

ensure their gender anonymity. 

Table 2. Information about participants 

PERSON LENGTH (YEARS) LOCATION RETURN 

A 1+5 Brazil, China, Korea 2018 

B 2+1 China, Singapore 2018 

C 2 China 2018 

D 2 China 2018 

E 2+1 Africa 2018 

F 5 China 2015 

G 2 Singapore 2014 

H 3.5 Singapore 2018 

I 2 Singapore 2018 
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5 Results 

The empirical research was described in the previous section. In this section, the re-

search data is presented. The knowledge that repatriates have gained during their as-

signment and how they have been able to use it after their return is discussed first. This 

is followed by presenting whether or not repatriates have been able to transfer their 

knowledge to others and in what situation RKT had typically occurred. Afterwards, the 

results for both individual and organizational level aspects are presented. Lastly, repatri-

ates recommendations for future improvements are presented. 

5.1 Repatriate knowledge 

Before discussing about the individual and organizational level aspects that may affect 

repatriate knowledge transfer, the result for repatriate knowledge are first presented. 

This allows to gain more understanding about different types of knowledge repatriates 

have gained during their assignments, creating a base for understanding the knowledge 

transfer in their case. Based on the interviews, it appears that during their assignments 

repatriates have gained two different types of knowledge. One type can be understood 

as a professional knowledge, while the other can be seen as gaining a deeper under-

standing of the culture they were in, as indicated by the quotations below. 

άLǘΩǎ ǘǿƻ ǇŀǊǘƛŎǳƭŀǊ ŦƛŜƭŘ ƻŦ ƪƴƻǿƭŜŘƎŜ ǘƘŀǘ L ŀŎǉǳƛǊŜŘΦ hƴŜ ƛǎ ŀōƻǳǘ ŘƻƛƴƎ ōǳǎƛƴŜǎǎ 
ƛƴ /ƘƛƴŀΣ ǘƻ ǳƴŘŜǊǎǘŀƴŘ /ƘƛƴŜǎŜ ŎǳƭǘǳǊŜΣ ōǳǎƛƴŜǎǎ ŎǳƭǘǳǊŜ ŀƴŘ ǘƻ ǳƴŘŜǊǎǘŀƴŘ /Ƙƛπ
ƴŜǎŜ ŜŎƻƴƻƳȅΦ ώΧϐΦ¢ƘŜƴΣ ŀƴƻǘƘŜǊ ŦƛŜƭŘ ƻŦ ƪƴƻǿƭŜŘƎŜ ǿŀǎ ǇŀǊǘƛŎǳƭŀǊƭȅ ōŜŎŀǳǎŜ ƛǘ 
ǿŀǎ ŀ Ƨƻƛƴǘ ǾŜƴǘǳǊŜ ƛƴ ŀ ŦƻǊŜƛƎƴ ŎƻǳƴǘǊȅΦ ώΧϐΦ {ƻΣ ƛǘ ǿŀǎ ǎƻǊǘ ƻŦ ŀ ǎƳŀƭƭΣ ǎǘŀƴŘπŀƭƻƴŜ 
ŎƻƳǇŀƴȅΦ !ƴŘ ǊǳƴƴƛƴƎ ǘƘŀǘ ŎƻƳǇŀƴȅ ŦǊƻƳ ŜƴŘ ǘƻ ŜƴŘ ŀǎ ŦƛƴŀƴŎƛŀƭƭȅ ǿŀǎ ǎƻǊǘ ƻŦ ƭƛƪŜ 
ŀ ǎƳŀƭƭ /Ch ǊƻƭŜΦ ώΧϐΦ {ƻΣ ǘƘŜ ŀƳƻǳƴǘ ƻŦ ƪƴƻǿƭŜŘƎŜ ǘƘŀǘ L ƭŜŀǊƴŜŘ ǘƘŜǊŜΣ L ǿƻǳƭŘ 
ƴƻǘ ƘŀǾŜ ƭŜŀǊƴŜŘ ƛŦ L ƘŀŘ ǿƻǊƪŜŘ ƘŜǊŜ ŦƻǊ ŀōƻǳǘ ǘŜƴ ȅŜŀǊǎΦέόǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ /Ƙƛƴŀύ 
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ά̧ƻǳΩƭƭ ƭŜŀǊƴ ƳƻǊŜ ŀōƻǳǘ ǘƘŜ ŎǳƭǘǳǊŜ ǘƘŀƴ ǿƘŀǘ ȅƻǳ ǿƻǳƭŘ ƛŦ ȅƻǳ ƻƴƭȅ ǘǊŀǾŜƭƭŜŘ ǘƘŜǊŜ 
ŦƻǊ ŀ ŦŜǿ ǿŜŜƪǎΦ ώΧϐΦ ¢Ƙŀǘ ƪƛƴŘ ƻŦ ǘƘƛƴƎǎ ȅƻǳΩƭƭ ǎǘŀǊǘ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ƻƴƭȅ ŀŦǘŜǊ ȅƻǳΩǊŜ 
ǎƻƳŜǿƘŜǊŜ ƭƻƴƎŜǊΦ ώΧϐΦ ²ƘŜƴ ȅƻǳ ƭƛǾŜ ǘƘŜ ǎŀƳŜ ŘŀȅπǘƻŘŀȅ ƭƛŦŜ ŀǎ ǘƘŜƳΣ ȅƻǳΩƭƭ ǎǘŀǊǘ 
ǘƻ ǳƴŘŜǊǎǘŀƴŘ ǘƘƛƴƎǎ ŘƛŦŦŜǊŜƴǘƭȅΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

All nine participant argued that they were able to form new networks, as shown from 

the quotations below. 

ά²ŜƭƭΣ ƻŦ ŎƻǳǊǎŜΣ ƛƴ ŀ ǇǊƻŦŜǎǎƛƻƴŀƭ ǎŜƴǎŜΣ ƛǘ ǘŀǳƎƘǘ ƳŜ ŀ ƭƻǘ ŀƴŘ L Ǝƻǘ ƭƻǘ ƻŦ ŎƻƴǘŀŎǘ 
ŜǾŜƴ ŦǊƻƳ CƛƴƭŀƴŘΦ L Ǝƻǘ ōǊŀƴŘ ƴŜǿ ŎƻƴǘŀŎǘǎ ƛƴ CƛƴƭŀƴŘΣ ŜǾŜƴ ŦǊƻƳ ŘƛŦŦŜǊŜƴǘ ǇŀǊǘǎ 
ƻŦ ǘƘŜ ŎƻƳǇŀƴȅΣ ƭƛƪŜ ŦǊƻƳ ƻǇŜǊŀǘƛƻƴǎ ŀƴŘ ŦǊƻƳ ƳŀƛƴǘŜƴŀƴŎŜΦ bƻǘ Ƨǳǎǘ CƛƴƴƛǎƘ Ŏƻƴπ
ǘŀŎǘǎΣ ōǳǘ ŀƭǎƻ ŦƻǊŜƛƎƴ ŎƻƴǘŀŎǘΦ L ǊŜŎƪƻƴ ǘƘŀǘ ǘƘŜȅ Ŏŀƴ ōŜ ǳǎŜŦǳƭ ŜǾŜƴ ƛƴ ǘƘŜ Ŧǳπ
ǘǳǊŜΦέόǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 

Additionally, many argued that their assignment helped them to broaden their perspec-

tives.  

ά5ǳǊƛƴƎ ǘƘŜ ǘƛƳŜ L ƭƛǾŜŘ ƛƴ {ƛƴƎŀǇƻǊŜΣ L ǿŀǎ ƳǳŎƘ ŎƭƻǎŜǊ ǘƻ ǘƘŜ ŎǳǎǘƻƳŜǊΦ {ƻΣ L ŀŎǘǳπ
ŀƭƭȅ ƎŀƛƴŜŘ ŀ ƭƻǘ ƻŦ ƪƴƻǿƭŜŘƎŜ ƛƴ ǿƻǊƪƛƴƎ ŎƭƻǎŜƭȅ ǿƛǘƘ ŎǳǎǘƻƳŜǊǎ ŀƴŘ ƳƻǊŜ ŜȄǇŜǊƛπ
ŜƴŎŜ ŦǊƻƳ ǘƘŜ ŦǊƻƴǘ ƭƛƴŜ ǎŀƭŜǎΣ ŀƴŘ ƎŀƛƴŜŘ ǎƻƳŜ ǇŜǊǎǇŜŎǘƛǾŜ ǘƘŀǘ ŎƻƳŜǎ ǿƛǘƘ 
ǘƘŀǘΦέόǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

5.1.1 Personal utilization of knowledge after repatriation 

All nine participants argued that they had been able to use the knowledge they had 

gained during their assignment after their return. Some participants have a position that 

enabled them to use their knowledge more than others.  

ά̧ ŜǎΣ ƛǘ Ƙŀǎ ōŜŜƴ ǳǎŜŦǳƭ ŦƻǊ ƳŜΦ L ƘŀǾŜ ŀƭƭ ǘƘƻǎŜ ŎƻƴǘŀŎǘǎΦ !ƴŘ ǿƘŀǘ L ǿŀǎ ŘƻƛƴƎ ƻǾŜǊ 
ǘƘŜǊŜΣ ƛǘ ǿŀǎ ǾŜǊȅ ŘƛŦŦŜǊŜƴǘ ŦǊƻƳ ǿƘŀǘ LΩƳ ŘƻƛƴƎ ƻǾŜǊ ƘŜǊŜΣ ǎƻ ƛǘ ŘƛŘ ƛƴŎǊŜŀǎŜ Ƴȅ 
ƪƴƻǿπƘƻǿΦέόǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 



61 

Some repatriates argued that while they have been able to use some parts of the 

knowledge they gained during their assignment, their current position limits their ability 

to fully utilize their knowledge.  

ά̧ Ŝǎ ŀƴŘ ƴƻΦ hŦ ŎƻǳǊǎŜΣ ŀǎ L ǿŀǎ ƪƛƴŘ ƻŦ ƭƛƪŜ ƛƴ ŦǊƻƴǘ ƭƛƴŜǎ ƻǾŜǊ ǘƘŜǊŜΣ ŀƴŘ ƴƻǿ L ŀƳ 
ƳƻǊŜ ƛƴ ōŀŎƪ ƻŦŦƛŎŜ ŎƻƴŎŜǊƴƛƴƎ ǘƘŜ ǇǊƻŘǳŎǘƛƻƴ ƭƛƴŜǎΣ ǎƻ ƛǘ Ƙŀǎ ƴƻǘ ōŜŜƴ ǇŜǊƘŀǇǎ ƛƴ 
ŜǾŜǊȅŘŀȅ ƳŀǘǘŜǊǎΦ .ǳǘ ǇŜǊƘŀǇǎ ǘƘŜ Ƴƻǎǘ ƛƳǇƻǊǘŀƴǘ Ƙŀǎ ōŜŜƴ ōƻǘƘ ǘƘŜ ƛƴǘŜǊƴŀƭ ŀƴŘ 
ŎƭƛŜƴǘŀƭ ƴŜǘǿƻǊƪǎΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 ά²ŜƭƭΣ L ǎŀȅ ǘƘŀǘ L ƘŀǾŜ ƎƻǘǘŜƴ ǘƻ ǳǎŜ ŀ ǇŀǊǘ ƻŦ ǘƘŀǘ ŀǎ L ǿƻǊƪ ǿƛǘƘ ǇǊƻŎŜǎǎ ŘŜǾŜƭƻǇπ
ƳŜƴǘΦ !ƴŘΣ ǿƘŜƴ ȅƻǳ ƭŜŀǊƴ ǘƘŜ ŎǳƭǘǳǊŜ ŀƴŘ ǘƘŜ ƭŀƴƎǳŀƎŜΣ ƛǘ ŀƛŘǎ ǿƛǘƘ ǘƘŜ /ƘƛƴŜǎŜ 
ǎǳōƻǊŘƛƴŀǘŜǎ ŜǾŜƴ ŀŦǘŜǊΦ .ǳǘΣ Ƴȅ ŀōƛƭƛǘȅ ǘƻ ǎǘŀƴŘ ǇǊŜǎǎǳǊŜ ŀƴŘ ǘƘŜ ƭŀǊƎŜǊ ǇǊƻƧŜŎǘΣ 
ǘƘŀǘ ǎƻǊǘ ƻŦ ǎƛŘŜΣ ȅŜǘ ǊŜƳŀƛƴǎ ǘƻ ōŜ ǳǘƛƭƛȊŜŘΦ L ŎƻǳƭŘ Řƻ ƳƻǊŜΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ /Ƙƛƴŀύ 

On the other hand, there were also individuals, who have returned during times, when 

the company was going through major organizational changes. According to them, the 

organizational instability has impacted negatively on their ability to utilize their 

knowledge to its full capacity.  

ά²Ŝƭƭ L ǘƘƛƴƪ ǘƘŀǘ ŜǾŜǊȅ ǘƛƳŜ L ƘŀǾŜ ǊŜǘǳǊƴŜŘΣ L ǊŜǘǳǊƴ ǘƻ ŀ ƳƻƳŜƴǘ ǘƘŀǘ ƛǎ ƴƻǘ ŀ 
ƴƻǊƳŀƭ ƳƻƳŜƴǘΦ .ǳǘ L ǊŜǘǳǊƴŜŘ ǘƻ ŀ ōǊŀƴŘπƴŜǿ ƻǊƎŀƴƛȊŀǘƛƻƴΣ ǳƴŘŜǊ ŀ ōǊŀƴŘπƴŜǿ 
ōƻǎǎΦ L ƘŀŘ Ƨǳǎǘ ǎǘŀǊǘŜŘ ŜǾŜǊȅǘƘƛƴƎ ŀƴŘ ǘƘŜǊŜ ǿŀǎ ŀ ǊǳǎƘ ǘƻ ƳƻǾŜ ŦƻǊǿŀǊŘΦ {ƻΣ ǇŜǊπ
ƘŀǇǎ ƴƻǘ ƛƴ ǘƘŜ ǎŎŀƭŜ ƛƴ ǿƘƛŎƘ L ŎƻǳƭŘ ƘŀǾŜ ǳǎŜŘΣ L ƘŀǾŜ ƴƻǘ ǳǎŜŘΦ .ǳǘ ǇŜǊƘŀǇǎ ǘƘŜ 
Ǉƭŀƴ ǿŀǎ ǘƘŀǘ ǘƘŜ ƪƴƻǿƭŜŘƎŜ L ƘŀǾŜ ƎŀǘƘŜǊŜŘΣ ǿƻǳƭŘ ōŜ ǿƘŀǘ L ŎƻǳƭŘ ǳǎŜ ƛƴ Ƴȅ 
ŎǳǊǊŜƴǘ Ǉƻǎƛǘƛƻƴ ƛƴ ŦǳǘǳǊŜΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

It should also be noted that repatriates’ own activity can affect their ability to utilize their 

knowledge. For example, repatriates can actively apply and search for positions that en-

able them to utilize their skills. 

ά²ƘŜǊŜ L ŀƳ ƴƻǿ ŀƴŘ ǿƘŀǘ L Řƻ ƴƻǿΣ ȅŜǎΣ L ƘŀǾŜ ōŜŜƴ ŀōƭŜ ǘƻ ǳǘƛƭƛȊŜ Ƴȅ ƪƴƻǿƭŜŘƎŜ 
ǉǳƛǘŜ ǿŜƭƭΦ L ŦŜŜƭ ƭƛƪŜ L ƘŀǾŜ ƘŀŘ ŀ ƭƻǘ ǘƻ ƎƛǾŜ ƛƴ Ƴȅ ǇƻǎƛǘƛƻƴΦ .ǳǘΣ ƛǎ ƛǘ ōŜŎŀǳǎŜ ƻŦ ǘƘŜ 
ŎƻƳǇŀƴȅ ƻǊ ƛǎ ƛǘ ƳƻǊŜ ŘǳŜ ǘƻ Ƴȅ ƻǿƴ ŀŎǘƛǾƛǘȅ ŀƴŘ Ǉƭǳǎ ŎƻƛƴŎƛŘŜƴŎŜ ǘƘŀǘ ǘƘƛǎ Ƙŀǎ 
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ƘŀǇǇŜƴŜŘΚ {ƻΣ L ǿƻǳƭŘƴΩǘ ƴŜŎŜǎǎŀǊƛƭȅ ƎƛǾŜ ǘƘŀǘ ƳǳŎƘ ŎǊŜŘƛǘ ŦƻǊ ǘƘŜ ŎƻƳǇŀƴȅ ŀōƻǳǘ 
ǘƘŀǘΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

It is interesting to notice that most have been able to use at least some parts of the 

knowledge they gained during their assignments. Additionally, it appears that the timing 

of the repatriation and the current organizational situation can affect repatriates’ ability 

to use their knowledge. Furthermore, as it can be seen from these quotations, many 

repatriates referred to their current position when discussing whether or not they have 

been able to utilize their knowledge after the assignment. All of these above findings are 

similar to those discussed in the theoretical section. 

5.1.2 Transferring knowledge to others after repatriation 

In order to understand the different processes that have taken a place during repatriate 

knowledge transfer and how it can be improved, it is essential to first understand if the 

people interviewed have been able to engage in knowledge transfer with others. The 

repatriates interviewed in this study had varying answers to whether or not they have 

been able to transfer their knowledge to other people.  

One of the most common themes was that the repatriates did not think that their 

knowledge was something that could be easily transferred to other people. The main 

reasons why the repatriates felt like it was difficult to transfer their knowledge to others 

is due to the knowledge being more about personal experiences and gaining another 

perspective. Furthermore, many argued that in order for someone to learn what they 

have learned, it is necessary for them to experience it. 

 ά¢ƘŜ ƪƴƻǿƭŜŘƎŜ L ƎŀƛƴŜŘΣ ǘƘŀǘ ǿŀǎ ƳƻǊŜ ƭƛƪŜ ƎŜǘǘƛƴƎ ŀ ŘƛŦŦŜǊŜƴǘ ǇŜǊǎǇŜŎǘƛǾŜ ŀƴŘ 
ǎŜŜƛƴƎ Ƙƻǿ ǘƘŜ ŦǊƻƴǘ ƭƛƴŜ ǎŀƭŜǎ ǿƻǊƪǎΣ ƳƻǊŜ ǘƘŀƴ ǿƘŀǘ ǿŜ Řƻ ƛƴ ǘƘŜ ōŀŎƪ ƻŦŦƛŎŜΦ 
!ƴŘ L ǘƘƛƴƪ ǘƘŀǘ ǘƘŀǘ ƪƛƴŘ ƻŦ ƪƴƻǿƭŜŘƎŜ ƛǎ ŘƛŦŦƛŎǳƭǘ ǘƻ ǘǊŀƴǎŦŜǊΣ ōŜŎŀǳǎŜ ƛǘ ƛǎ ǾŜǊȅ 
ƳǳŎƘ ǇŜǊǎƻƴŀƭ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ƭƛƪŜ ǎŜŜƛƴƎ ǘƘƛƴƎǎ ŦǊƻƳ ŀƴƻǘƘŜǊ ŀƴƎƭŜΦ !ƴŘ L ǘƘƛƴƪ 
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ȅƻǳ ƘŀǾŜ ǘƻ ŜȄǇŜǊƛŜƴŎŜ ǘƘŀǘ ǘƻ ōŜ ŀōƭŜ ǘƻ ƭŜŀǊƴ ƛǘΦέόǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴπ
ƎŀǇƻǊŜύ 

άLǘΩǎ ǇǊŜǘǘȅ ŘƛŦŦƛŎǳƭǘΦ 9ǎǇŜŎƛŀƭƭȅ ǘƘŜǎŜ ŎǳƭǘǳǊŀƭ ŘƛŦŦŜǊŜƴŎŜǎΣ ȅƻǳ Ŏŀƴƴƻǘ Ƨǳǎǘ ǘŜƭƭ ǘƘŜƳ 
ǘƻ ǎƻƳŜƻƴŜ ŜƭǎŜ ƛƴ ŀ ǿŀȅ ǘƘŀǘ ǘƘŜȅΩŘ ƭŜŀǊƴ ǘƘŜƳ ƛƴǎǘŀƴǘƭȅΦ .ǳǘΣ ǇŜǊƘŀǇǎ ƛǘ ǿƻǳƭŘ ōŜ 
ǇƻǎǎƛōƭŜ ǘƻ ŀŘǾƛŎŜ ŀƴŘ ƘŜƭǇ ƻǘƘŜǊǎΦ ώΧϐΦ .ǳǘΣ L ŘƻƴΩǘ ǘƘƛƴƪ ƛǘΩǎ ǇƻǎǎƛōƭŜ ǘƻ ǘǊŀƴǎŦŜǊ 
ǘƘƻǎŜ ǘƘƛƴƎǎ ŘƛǊŜŎǘƭȅ ǘƻ ǎƻƳŜōƻŘȅ Ƨǳǎǘ ōȅ ǘŜƭƭƛƴƎ ǘƘŜƳΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
{ƛƴƎŀǇƻǊŜύ 

Some repatriates claimed that the current organizational set-up as well as their position 

has made it more difficult for them to engage in RKT. 

άtŀǊǘƭȅ L ƘŀǾŜ ōŜŜƴ ŀōƭŜ ǘƻ ŀƴŘ ǇŀǊǘƭȅ L ƘŀǾŜƴΩǘ ōŜŜƴΦ ώΧϐΦ tŜǊƘŀǇǎΣ ƛǘ ǿƻǳƭŘ ƘŀǾŜ 
ōŜŜƴ ŜŀǎƛŜǊ ƛŦ L ǿƻǳƭŘ ƘŀǾŜ ǊŜǘǳǊƴŜŘ ǘƻ ǘƘŜ ǎŀƳŜ Ǉƻǎƛǘƛƻƴ L ƘŀŘ ōŜŦƻǊŜ L ǿŜƴǘ ǘƻ 
!ǎƛŀΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άL ǘƘƛƴƪ ƛǘϥǎ ŘƛŦŦŜǊŜƴǘ ǿƘŜƴ ȅƻǳ Ǝƻ ƻǳǘ ŀƴŘ ȅƻǳ Řƻ ǎƻƳŜǘƘƛƴƎǎ ŎƻƳǇƭŜǘŜƭȅ ŘƛŦŦŜǊŜƴǘΦ 
¢ƘŜƴ ƛǘϥǎ ŜŀǎƛŜǊ ǘƻ Řƻ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΣ ǿƘŜƴ ȅƻǳ ƎŜǘ ǎƻƳŜǘƘƛƴƎ ŎƻƴŎǊŜǘŜ ŀƴŘ 
ȅƻǳ ƘŀǾŜ ƭŜŀǊƴŜŘΦ .ǳǘ ǿƘŜƴ ȅƻǳ Řƻ ǘƘŜ ǎŀƳŜ ǘƘƛƴƎ ƻǾŜǊ ǘƘŜǊŜ ŀƴŘ ƻǾŜǊ ƘŜǊŜΣ ǘƘŜƴ 
L ǘƘƛƴƪ ƛǘϥǎ ŘƛŦŦƛŎǳƭǘ ǘƻ ǘǊŀƴǎŦŜǊ ǘƘŜ ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

However, some repatriates argued that they had been able to provide knowledge about 

how certain things are done in the country they were assigned in or give another per-

spective. In addition, they argued that they have been able to aid others via their net-

works as well as by offering cultural understanding. 

άLƴ ōŀŎƪ ƻŦŦƛŎŜ ǎŀƭŜǎ ǘƘŜȅ ƘŀǾŜ ƭƛƪŜ ŀ ŎŜǊǘŀƛƴ ǎǘǳōōƻǊƴƴŜǎǎ ŀƴŘ ǘƘŜȅΩǊŜ ǎǳǊŜ ŀōƻǳǘ 
their own way of working. But when you gain more experience from the other side 
of the coin, and you can understand that. And that's something that I try to bring 
back and I try to tell to people when I'm working with them and trying to make 
ǘƘŜƳ ǘƻ ƭƻƻƪ ŀǘ ǘƘƛƴƎǎ ŦǊƻƳ ŀƴƻǘƘŜǊ Ǉƻƛƴǘ ƻŦ ǾƛŜǿ ŀƭǎƻΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
Singapore) 

 ά²ƘŜƴ ǿŜΩǊŜ ǿƻǊƪƛƴƎ ǿƛǘƘ ƻǳǊ /ƘƛƴŜǎŜ ǎǳǇǇƭƛŜǊǎ ŀƴŘ ŎǳǎǘƻƳŜǊǎΣ LΩǾŜ ōŜŜƴ ŀōƭŜ ǘƻ 
ƎƛǾŜ ŀŘǾƛŎŜ ǘƻ Ƴȅ ƻǿƴ ǘŜŀƳ ŀƴŘ ƭŜŀŘ ǘƘŜ ǇǊƻŎŜǎǎΦ L ƪƴƻǿ Ƙƻǿ ǘƻ ŀŎǘ ŀƴŘ Ƙƻǿ ƴƻǘ 
ǘƻΣ ǿƘŀǘ ǎƘƻǳƭŘ ōŜ ŘƻƴŜ ƛƴ ǿƘŀǘ ǎƛǘǳŀǘƛƻƴΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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One participant, person D, had been unable to engage in knowledge transfer due to their 

current arrangements, where they do not have any local team members. When asked 

why they have not been able to engage in knowledge transfer with other people, person 

D said that for knowledge transfer to occur, it requires somebody who has the knowledge 

and somebody who requires the knowledge. However, identifying this need can be diffi-

cult for a repatriate as can be seen from the statements below. 

άL Ŏŀƴƴƻǘ Ƨǳǎǘ ǎǘƻǇ ǎƻƳŜƻƴŜ ƻƴ ǘƘŜ ŎƻǊǊƛŘƻǊ ŀƴŘ ǎŀȅ ǘƘŀǘ ΨƘŜȅΣ Řƻ ȅƻǳ ǿŀƴǘ ǘƻ ƭƛǎǘŜƴ 
ŀōƻǳǘ /ƘƛƴŀΩΦ ¢Ƙŀǘ ǿƻǳƭŘ ƴƻǘ ǿƻǊƪΦ {ƻΣ ȅƻǳ ƘŀǾŜ ǘƻ ƘŀǾŜ ŀ ǎƻǊǘ ƻŦ ŀ ŦƻǊǳƳ ƻǊ ȅƻǳ 
ƘŀǾŜ ǘƻ ƘŀǾŜ ǎƻƳŜ ƪƛƴŘ ƻŦ ǇƭŀǘŦƻǊƳΣ ǿƘŜǊŜ ȅƻǳ Ŏŀƴ Ǝƻ ŀƴŘ ǘŀƭƪΦ !ƴŘ ǎƻƳŜōƻŘȅ Ƙŀǎ 
ǘƻ ƛƴǘŜǊŜǎǘ ŀōƻǳǘΣ ƛǘϥǎ ƴƻǘ ŦƻǊ ƳŜ ǘƻ ǇǳǎƘ ƛǘ ƻǳǘΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Repatriates also argued that they hoped that there would have been a more structural 

mean through which the knowledge would have been collected, as shown below. Addi-

tionally, some of those who have been able to engage in RKT argued that it has been 

mainly due to their own activity and the organization has not tried to actively encourage 

it. 

άLƴ ŀ ǿŀȅΣ ǘƘŜǊŜ ŎƻǳƭŘ ƘŀǾŜ ōŜŜƴ ŀ ƳƻǊŜ ǎǘǊǳŎǘǳǊŜŘ ƳŜŀƴ ǘƻ ǎƘŀǊŜ ǘƘŜ ƭŜŀǊƴƛƴƎǎΦ 
aƻǎǘ ǇŜƻǇƭŜ Ƨǳǎǘ ŀǎƪ ƭƛƪŜ Ƙƻǿ ǿŀǎ ƛǘ ƛƴ /Ƙƛƴŀ ǘƻ ǿƘŀǘ L ǎŀȅΣ ƛǘ ǿŜƴǘ ŦƛƴŜΣ L ƭŜŀǊƴŜŘ ŀ 
ƭƻǘΦ .ǳǘ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ǎǘŀȅǎ ƻƴ ǘƘŀǘ ƭŜǾŜƭΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
/Ƙƛƴŀύ 

 άώΧϐΦ Lƴ ŀ ǿŀȅ ƛǘ Ƙŀǎ ōŜŜƴ ŀ ŎƻƛƴŎƛŘŜƴŎŜΦ Lǘ Ƙŀǎ ōŜŜƴ Ƨǳǎǘ Ƴȅ ƻǿƴ ǇŜǊǎƻƴŀƭ ŀŎǘƛǾƛǘȅ 
ŀƴŘ ƻǿƴ ŜŦŦƻǊǘΦ ¢ƘŜǊŜ ƘŀǎƴΩǘ ōŜŜƴ ŀƴȅ Ǉƭŀƴ ōŜƘƛƴŘ ƛǘΦ Wǳǎǘ ǇǳǊŜ ŎƻƛƴŎƛŘŜƴŎŜΦέ όǇŜǊπ
ǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Repatriates were also asked how well they had been able to maintain communication 

while abroad. All participants argued that the communication flow between the home 

organization and them had decreased during their assignment and they were not up-to 

date of the latest organizational events occurring back home. Otherwise, no notable is-

sues related to RKT emerged concerning maintaining communication. 
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5.1.3 Repatriate knowledge transfer situations 

This study aims to gain more understanding regarding the situations where RKT typically 

occurs. By understanding what the most common situations are and where repatriates 

typically engage in RKT, it is possible to gain more insight in how RKT could be improved. 

Based on the data, one of the most common RKT situations occur during normal work 

settings. These include, such as, meetings and developing current practices alongside 

with their team members. Additionally, casual settings, like coffee table discussions, pro-

vide another common opportunity for RKT. 

άL ǘƘƛƴƪ ƛǘ Ƙŀǎ Ƴŀƛƴƭȅ ōŜŜƴ ǘƘǊƻǳƎƘ ƻǳǊ ǇǊŀŎǘƛŎŜ ŘŜǾŜƭƻǇƳŜƴǘΦ !ƴŘ ǘƘŜƴ ƛǘ Ƙŀǎ ŀƭǎƻ 
ōŜŜƴ Ŏŀǎǳŀƭ ŎƻŦŦŜŜ ǘŀōƭŜ ŎƻƴǾŜǊǎŀǘƛƻƴǎΦ !ŎǘǳŀƭƭȅΣ ƛŦ ǘƘŜǊŜ Ƙŀǎ ōŜŜƴ ƭŀǊƎŜǊ ǿƻǊƪǎƘƻǇǎΣ 
ǿƘŜǊŜ ǘƘŜǊŜ ŀǊŜ ǇŜƻǇƭŜ ŦǊƻƳ ǾŀǊƛƻǳǎ ǎŜŎǘƛƻƴǎ ŀƴŘ ŀǎ ǿƘƻƭŜ ŀƴŘ ǿŜ ǘƘƛƴƪ Ƙƻǿ ǿŜ 
ŎƻǳƭŘ Řƻ ǘƘƛƴƎǎ ǎƳŀǊǘŜǊΣ ǘƘŜƴ ǘƘƻǎŜ ƘŀǾŜ ōŜŜƴ ǇǊŜǘǘȅ ƎƻƻŘ ǎƛǘǳŀǘƛƻƴǎ ŦƻǊ 
ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΦ ώΧϐΦ !ƴŘΣ ǎƻƳŜǘƛƳŜǎ ǇŜƻǇƭŜ ŎƻƳŜ ǳǇ ǘƻ ŀǎƪ ƳŜ ŀōƻǳǘ ǘƘŜ Ŏǳƭπ
ǘǳǊŜ ŀƴŘ ǎƻ ŦƻǊǘƘΦ .ǳǘΣ Ƴŀƛƴƭȅ ƛǘ Ƙŀǎ ōŜŜƴ Ƨǳǎǘ ŎŀǎǳŀƭΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
/Ƙƛƴŀύ 

 άaƻǎǘƭȅ ƛƴ ƳŜŜǘƛƴƎǎΦ !ƴŘ ǘƘŜƴ ƛŦ ǘƘŜǊŜ Ƙŀǎ ōŜŜƴ ŀ ǇǊƻōƭŜƳ ǘƘŀǘ ǿŜ ƘŀǾŜ ǘǊƛŜŘ ǘƻ 
ǎƻƭǾŜ ǘƻƎŜǘƘŜǊΦ Lǘ Ƙŀǎ ōŜŜƴ ŀ ǇŀǊǘ ƻŦ Řŀƛƭȅ ǿƻǊƪ ƭƛŦŜΦ Lǘ ŘƻŜǎ ƳŀƪŜ ƛǘ ŜŀǎƛŜǊ ŦƻǊ Řŀȅ ǘƻ 
Řŀȅ ōǳǎƛƴŜǎǎΣ ƛŦ ȅƻǳΩǊŜ ŀōƭŜ ǘƻ ŦƛƴŘ ŀ ŎƻƳƳƻƴ ƴƻǘŜΣ ƛǘ ƳŀƪŜǎ ƛǘ ŜŀǎƛŜǊ ŦƻǊ ŜǾŜǊȅπ
ōƻŘȅΦέόǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 

It should be mentioned that the amount of RKT situations that occur during everyday 

business settings, are varying from team to team. Therefore, some repatriates may have 

had more opportunities, where it has been natural to transfer their knowledge than oth-

ers. Additionally, while many people may be interested in learning more from repatriates, 

they may not necessarily feel comfortable in approaching them. Therefore, it could be 

beneficial for RKT to occur in a natural setting. It is also worth noting that only one re-

patriate had taken part in a workshop, where they were able to share their knowledge 

with others.  
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άLǘ ŎƻǳƭŘ ōŜ ōŜǘǘŜǊ ǘƻ ŦƛƴŘ ŀ ƴŀǘǳǊŀƭ ǿŀȅ ǘƻ ǎƘŀǊŜ ǘƘŜ ƪƴƻǿƭŜŘƎŜΣ ǿƘŜǊŜ ƛǘ ŎƻǳƭŘ ōŜ 
ŜŀǎƛŜǊ ǘƻ ǎƘŀǊŜ ƛƴŦƻǊƳŀǘƛƻƴΦ L ǎǳǇǇƻǎŜ ǘƘŀǘ Ƴŀƴȅ ǇŜƻǇƭŜ ǿƻǳƭŘ ƭƛƪŜ ǘƻ ƪƴƻǿΣ ōǳǘ 
ǘƘŜȅ Řƻ ƴƻǘƘƛƴƎ ƛƴ ƻǊŘŜǊ ǘƻ ŀǎƪ ŦǊƻƳ ǊŜǇŀǘǊƛŀǘŜǎ ŀōƻǳǘ ǘƘŜǎŜ ǘƘƛƴƎǎΦ hǊ ǘƘŜȅ ƳƛƎƘǘ 
ƴƻǘ ŜǾŜƴ ƪƴƻǿ ǘƘŀǘ ȅƻǳ ƘŀǾŜ ōŜŜƴ ǎƻƳŜǿƘŜǊŜΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 ά²Ŝ ώǘƘŜ ŎƻƳǇŀƴȅϐ ƻǊƎŀƴƛȊŜŘ ǘƘƛǎ ǿƻǊƪǎƘƻǇΣ ǿƘŜǊŜ ǘƘŜȅ ƴŜŜŘŜŘ Ǝƭƻōŀƭ 
ƪƴƻǿƭŜŘƎŜ ŦǊƻƳ ŜŀŎƘ ǳƴƛǘǎΦ {ƻΣ L ǿŀǎ ƛƴǾƛǘŜŘ ǘƘŜǊŜ ŀƴŘ L ƭƛƪŜ ōǊƻǳƎƘǘ ǘƘŜǊŜ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ ǿŜ ƴŜŜŘŜŘ ǘƘƛǎ ȅŜŀǊ ŀƴŘ ƛƴ ŦǳǘǳǊŜΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, in the interviews it was proposed that from the perspective of knowledge 

receiver, a video would be one of the best knowledge transfer tools. 

άLŦ ȅƻǳ ǘƘƛƴƪ ŀōƻǳǘ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǊŜŎŜƛǾŜǊ ŀƴŘ ƛƴ ǿƘŀǘ ǿƻǳƭŘ ōŜ ǘƘŜ ŜŀǎƛŜǎǘ ǿŀȅ 
ǘƻ ǎƘŀǊŜ ǘƘŜ ƛƴŦƻǊƳŀǘƛƻƴ ǇŀŎƪŜǘΣ L ǿƻǳƭŘ ǎŀȅ ŀ ǾƛŘŜƻΦ {ƻΣ ƛŦ ƛǘ ǿƻǳƭŘ ōŜ ǇƻǎǎƛōƭŜ ǘƻ 
ŎǊŜŀǘŜ ŀ ǾƛŘŜƻ ǇŀŎƪŜǘ ōŀǎŜŘ ƻƴ ǘƘŜ ƛƴŦƻǊƳŀǘƛƻƴ ǘƘŀǘ Ƙŀǎ ōŜŜƴ ŎƻƭƭŜŎǘŜŘΦ !ƴ ŜŘǳŎŀπ
ǘƛƻƴŀƭ ǇŀŎƪŜǘ ǘƘŀǘ ƛǎ ƴƻǘ ǘƻƻ ƭƻƴƎ ŀƴŘ ǿƘŜǊŜ ǘƘŜǊŜ ŎƻǳƭŘ ōŜ ŘƛŦŦŜǊŜƴǘ ƭŜǾŜƭǎΦέ όǇŜǊǎƻƴ 
LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

However, there were also alternative views presented regarding RKT situations. One par-

ticipant, person D argues that while they have been engaging in discussion regarding 

their experiences during their expatriation assignment, they do not consider this to be 

knowledge transfer. Instead, they consider these occurrences to be something akin to 

storytelling and argue that knowledge transfer for them means that the person who re-

ceives the knowledge is then able to utilize it. 

ά¢ƻ ƳŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ƛǎ ǘƘŀǘ ƛŦ ȅƻǳ ƴŜŜŘ ǎƻƳŜǘƘƛƴƎΣ ŀƴŘ ȅƻǳ ǘŀƪŜ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ ŀƴŘ ȅƻǳ Řƻ ǎƻƳŜǘƘƛƴƎ ǿƛǘƘ ƛǘΦ !ƴŘ Ƴȅ ŎƻƭƭŜŀƎǳŜǎ ŀǊŜ ƛƴ ƴƻ ŎƻƴǘŀŎǘ ǿƛǘƘ 
/ƘƛƴŀΦ {ƻΣ ƛŦ L ǘŜƭƭ ǘƘŜƳΣ ǘƘŜȅ Řƻƴϥǘ ǳǎŜ ƛǘ ŦƻǊ ǘƘŜ ōŜƴŜŦƛǘ ƻŦ ǘƘŜ ŎƻƳǇŀƴȅ ƛƴ ŀƴȅǿŀȅΦ 
Lǘϥǎ Ƨǳǎǘ ǎǘƻǊȅǘŜƭƭƛƴƎΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

None of the nine individuals interviewed had utilized presentations, videos or other 

means as knowledge transfer tools. However, as shown from the above quotations, 

some repatriates have been in meetings, where they have been able to share knowledge 

in a natural business setting. Additionally, some participants argue that their co-workers 
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have been approaching them via emails when they have required some specific 

knowledge. Furthermore, another quite reoccurring situation for RKT was in a causal 

setting. This causal setting could be talking with co-workers during lunch or while on a 

coffee break. 

5.2 Individual aspects affecting repatriate knowledge transfer 

In the theoretical section, three main individual aspects affecting repatriate knowledge 

transfer were discussed. These are ability, motivation and commitment to the organiza-

tion. Next, the result for individual aspects that can affect repatriate knowledge transfer 

are presented.  

5.2.1 Ability 

Based on the interviews, there appear to be three reoccurring themes that can affect 

repatriates’ ability to engage in RKT. These are position, time and the ability to identify 

where the need for the knowledge is.  

Position 

In the theoretical section it was discussed that one of the main reasons why expatriates 

may choose to embark on their assignments is due to its potential effect on advancing 

their careers. In this thesis, the data indicates that there is a positive connection between 

expatriate assignments and career development. Many of the participants argued that 

they believe that their current position is due to their expatriation assignment. 

άL ǘƘƛƴƪ ƛǘ ƎŀǾŜ ŀ ōƻƻǎǘ ŦƻǊ Ƴȅ ŎŀǊŜŜǊ ǘƘŀǘ L ǿŀǎƴΩǘ ŀŦǊŀƛŘ ƻŦ ǘŀƪƛƴƎ ǊƛǎƪǎΣ ŀƴŘ ǿŜƴǘ 
ǘƘŜǊŜ ŦƻǊ ǘƘǊŜŜ ȅŜŀǊǎΦ !ƴŘ ǿƘŜƴ ȅƻǳ Řƻ ȅƻǳǊ ǿƻǊƪ ǿŜƭƭΣ L ǘƘƛƴƪ ƛǘ ŘƻŜǎ ƎƛǾŜ ǎƻƳŜ 
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ǊŜǿŀǊŘǎ ŀƴŘ ȅƻǳ Ŏŀƴ ŦǳǊǘƘŜǊ ȅƻǳǊ ŎŀǊŜŜǊ ŜǾŜƴ ƛƴ ȅƻǳǊ ƘƻƳŜ ŎƻǳƴǘǊȅΦέ όǇŜǊǎƻƴ 9Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 

 άL ǎŜŜ ǘƘŀǘ L ǿŀǎ ŎƘƻǎŜƴ ǘƻ ǘƘƛǎ Ǉƻǎƛǘƛƻƴ ōŜŎŀǳǎŜ ƻŦ Ƴȅ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ƪƴƻǿƭŜŘƎŜ 
ŘǳŜ ǘƻ Ƴȅ ŜȄǇŀǘǊƛŀǘƛƻƴ ŀǎǎƛƎƴƳŜƴǘΦ {ƻΣ L ǎŜŜ ƛǘ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ƛǎ ƎƻƛƴƎ ǘƻ 
ƘŀǇǇŜƴ ǎǇƻǊŀŘƛŎŀƭƭȅ ŀǎ ǿŜ ƳƻǾŜ ŦƻǊǿŀǊŘ ǿƛǘƘ ǘƘŜǎŜ ǎǳōƧŜŎǘǎΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛπ
ŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

However, there was one individual who argued that in their own personal belief, expat-

riation assignment does not add any additional value on one’s career development pro-

spects. 

ά¢ƘŜ ŜȄǇŀǘǊƛŀǘƛƻƴ ŜȄǇŜǊƛŜƴŎŜ ŘƻŜǎƴΩǘ ǊŜŀƭƭȅ ŀŘŘ ŀƴȅ ǇƻǎƛǘƛǾŜ ŜŦŦŜŎǘΦ ώΧϐΦ ¢ƘŜǊŜ ǊŜŀƭƭȅ 
ƛǎƴΩǘ ŀƴȅ ƎǳŀǊŀƴǘŜŜ ŀōƻǳǘ ǘƘŜ Ǉƻǎƛǘƛƻƴ ȅƻǳ ǊŜŎŜƛǾŜ ŀŦǘŜǊ ȅƻǳ ǊŜǘǳǊƴΣ ŀƴŘ ŜȄǇŀǘǊƛŀπ
ǘƛƻƴ ŘƻŜǎƴΩǘ ŀŘŘ ŀƴȅ ǾŀƭǳŜΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

As discussed in the theoretical section, previous studies have found that the repatriate’s 

position is directly related to their ability to engage in RKT (Berthoin-Antal, 2001: Oddou 

et al., 2009). According to them, if the repatriate is in a higher position or in an expert 

role, they have more authority through which to enforce the RKT process. This thesis 

supports these previous studies via similar findings. For instance, some repatriates had 

received a position that according to their own personal views enabled them to engage 

in RKT more easily. 

άL ƘŀǾŜ ŀ ǇǊŜǘǘȅ ƎƻƻŘ Ǉƻǎƛǘƛƻƴ ǘƻ ǘǊŀƴǎŦŜǊ ƪƴƻǿƭŜŘƎŜ ƛƴ ǘƘƛǎ ƻǊƎŀƴƛȊŀǘƛƻƴΦέ όǇŜǊǎƻƴ 
!Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άL ƳŀƴŀƎŜŘ ǘƻ ƳƻǾŜ ƻƴΣ ǘŀƪŜ ŀƴƻǘƘŜǊ ǎǘŜǇ ƛƴ Ƴȅ ŎŀǊŜŜǊ ŀƴŘ ƛƴ ǘƘŀǘ Ǉƻǎƛǘƛƻƴ ƴƻǿ L 
ƘŀǾŜ ƳƻǊŜ ƻŦ ŀΣ ƭŜǘϥǎ ǎŀȅΣ ŎƭŜŀǊ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ǘƻ ǘǊŀƴǎŦŜǊ ƪƴƻǿƭŜŘƎŜΦ .ŜŎŀǳǎŜΣ ώΧϐ 
ǿƘŜƴ L ŎŀƳŜ ōŀŎƪΣ L ǿŀǎ ƻƴ ǘƘŜ ǎŀƳŜ ƭŜǾŜƭ ŀǎ Ƴȅ ŎƻƭƭŜŀƎǳŜǎΦ !ƴŘ ǘƘŜƴ ƛǘ ǿŀǎ ŘƛŦŦƛπ
Ŏǳƭǘ ǘƻ ǘǊŀƴǎŦŜǊ ƪƴƻǿƭŜŘƎŜ ƭƛƪŜ ǘƘƛǎ ǳƴƭŜǎǎ ȅƻǳ ƘŀǾŜ ŀ ŎƭŜŀǊ ǊƻƭŜ ǘƘŀǘ ȅƻǳϥǊŜ ǎǳǇπ
ǇƻǎŜŘ ǘƻΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 
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On the other hand, there were also participants, whose current position has negatively 

affected their ability to engage in RKT. 

 άLŦ L ƘŀŘ ŀ ƳƻǊŜ ƻǇŜǊŀǘƛƻƴŀƭ ǊƻƭŜ ƛƴ ǘƘŜ ǎŀƭŜǎ ƳŀƴŀƎŜƳŜƴǘΣ ǘƘŜƴ L ǿƻǳƭŘ ƘŀǾŜ ŀƭπ
Ƴƻǎǘ Řŀƛƭȅ ŎƘŀƴŎŜǎ ǘƻ ǳǘƛƭƛȊŜ Ƴȅ ƪƴƻǿƭŜŘƎŜΦ .ǳǘ ŀǘ ǘƘƛǎ ƳƻƳŜƴǘΣ ƛǘΩǎ ƭƛƪŜ ǇǳǎƘƛƴƎ 
ǿƛǘƘ ŀ ǎǘǊƛƴƎΣ ōŜŎŀǳǎŜ ǘƘŜǊŜ ŀǊŜ ƴƻ ŎƭŜŀǊ ǊŜǎǇƻƴǎƛōƛƭƛǘƛŜǎ ƻŦ ǿƘƻ ǎŜƭƭǎ ŀƴŘ ǿƘƻΩǎ 
ƭŜŀŘƛƴƎ ŀǎ ŜǾŜǊȅǘƘƛƴƎ ƛǎ ǎǇƭƛǘ ƛƴǘƻ ƴƛƴŜ ƎǊƻǳǇǎΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

It is important to note that repatriates’ own activity in searching and applying for new 

positions after their assignment has ended, plays an essential role in finding the new 

position. Moreover, repatriates’ own activity in searching for a suitable position can af-

fect their ability to engage in RKT. 

άL ǘƘƛƴƪ ƛǘ ŘŜǇŜƴŘǎ ǉǳƛǘŜ ŀ ƭƻǘ ƻŦ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭΣ ŀǊŜ ǘƘŜȅ ŀŎǘƛǾŜƭȅ ŀǇǇƭȅƛƴƎ ŦƻǊ ƻǇŜƴ 
Ǉƻǎƛǘƛƻƴǎ ǘƘŀǘ ŀǊŜ ōŜǘǘŜǊ ƻǊ Ƙƻǿ ǘƘŜȅ ǿŀƴǘ ǘƻ ŎƘŀƴƎŜ ǘƘŜƛǊ ŎŀǊŜŜǊΦ L ŘƻƴΩǘ ǘƘƛƴƪ ǘƘŀǘ 
ŀ ōŜǘǘŜǊ Ǉƻǎƛǘƛƻƴ ƛǎ Ƨǳǎǘ ƎƛǾŜƴ ǘƻ ǘƘŜƳ ŀǳǘƻƳŀǘƛŎŀƭƭȅΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
{ƛƴƎŀǇƻǊŜύ 

άtŜǊƘŀǇǎ L ƘŀǾŜ ŀƭǎƻ ǎƻǳƎƘǘ ŀƴŘ ŜƴǘŜǊŜŘ ƛƴǘƻ ǇƻǎƛǘƛƻƴǎΣ ƛƴ ǿƘƛŎƘ L ƪƴŜǿ ǘƘŀǘ L ƘŀŘ 
ǎƻƳŜǘƘƛƴƎ ǘƻ ƎƛǾŜ ŀƴŘ L ŎƻǳƭŘ ōŜ ƻŦ ƘŜƭǇΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

This data provides similar findings to those presented in the theoretical section, where 

repatriates position is connected to their ability to engage in RKT. There are a few poten-

tial explanations for this. One may be related to their co-workers attitudes’, where they 

are not receptive to what can be perceived as foreign knowledge that comes from some-

one on the same level. The other factor may be that repatriates feel like they do not have 

a clear responsibility to share their knowledge with others who are on the same level. 

Additionally, the lack of authority and clear role might also affect negatively on finding 

opportunities for RKT. 

ά.ŜŎŀǳǎŜΣ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ ŀƴŘ ŀƭƭ ǿŜǊŜ ǘƘŜ ǎŀƳŜΦ ¢ƘŜ ǘŜŀƳ ǿƛǘƘ ǿŀǎ ƻƴ ǘƘŜ ǎŀƳŜ 
ƭŜǾŜƭ ŀǎ ƳŜΦ L ŘƛŘƴϥǘ ƘŀǾŜ ǇŜƻǇƭŜ ōŜƴŜŀǘƘ ƳŜ ǿƘƻ L ŎƻǳƭŘ ǘŜŀŎƘ ƻǊ ŎƻŀŎƘΦ {ƻΣ ǎƻƳŜ 
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ƪƛƴŘ ƻŦ ŦƻǊǳƳ ŀƴŘ ǘƘŜƴ ŀ ƳŜŜǘƛƴƎ ƻǊ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ƎƛǾŜ ŀ ǇǊŜǎŜƴǘŀǘƛƻƴ ƻǊ ǎƻƳŜπ
ǘƘƛƴƎ ƭƛƪŜ ǘƘŀǘΦ hǊ ǘƘŜƴ Ƨǳǎǘ ŀƴ ƻǳǘǎǇƻƪŜƴ ǊƻƭŜ ƛƴ ǘƘŜ ƎǊƻǳǇ ǘƘŀǘ LϥƳ ŀōƭŜ ǘƻ ƘŜƭǇ 
ǿƛǘƘ ǘƘƛǎ ŀƴŘ ǘƘƛǎΣ ōŜŎŀǳǎŜ L ƘŀǾŜ ǘƘƛǎ ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴπ
ƎŀǇƻǊŜύ 

άLǘΩǎ ǾŜǊȅ ƛƳǇƻǊǘŀƴǘ Ƙƻǿ ȅƻǳΩǊŜ ōŜƛƴƎ ǊŜŎŜƛǾŜŘ ǿƘŜƴ ȅƻǳ ǊŜǘǳǊƴ ŀƴŘ ǿƘŀǘ Ǉƻǎƛǘƛƻƴ 
ȅƻǳΩƭƭ ƘŀǾŜΦ LŦ ȅƻǳ ƎŜǘ Ƨǳǎǘ ǎƻƳŜ ōŀǎƛŎ ƭŜǾŜƭ Ǉƻǎƛǘƛƻƴ ǘƘŀǘ ŀ ŦǊŜǎƘƭȅ ƎǊŀŘǳŀǘŜŘ ǇŜǊǎƻƴ 
ŎƻǳƭŘ ŘƻΣ ǘƘŜƴ ƛǘ ŦŜŜƭǎ ŀǎ ƛŦ ȅƻǳ ŀƴŘ ȅƻǳǊ ŜȄǇŜǊƛŜƴŎŜǎ ŀǊŜ ōŜƛƴƎ ǳƴŘŜǊŜǎǘƛƳŀǘŜŘΦέ 
όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Seven out of the nine repatriates interviewed returned in a position, which they did not 

have prior their assignment. Additionally, majority argued that their team members had 

changed during their time abroad. However, these factors did not to appear to have a 

notable effect on repatriates’ ability to engage in RKT. 

Time 

Prior studies have argued that RKT might suffer if repatriates do not have enough time 

to find situations where to engage in it (Burmeister et al., 2018; Lazarova et al. 2005). 

Hence, available time to engage in RKT is another individual level aspect included in this 

thesis. Based on the interviews, some of the participating repatriates argued that there 

could have been more time allocated for engaging in RKT. 

ά¢ƘŜǊŜ ŀǊŜ ǘƛƳŜǎΣ ǿƘŜƴ ǿŜΩǊŜ ǎƻ ōǳǎȅ ǘƘŀǘ ƛǘΩǎ ƛƳǇƻǎǎƛōƭŜ ǘƻ ǘƘƛƴƪ ŀōƻǳǘ ŀƴȅǘƘƛƴƎ 
ŜƭǎŜ ōŜǎƛŘŜǎ ƻǳǊ ƻǿƴ ƧƻōΦ .ǳǘΣ ƛǘ ŎƘŀƴƎŜǎ Ŏƻƴǎǘŀƴǘƭȅ ŀƴŘ L ŘƻƴΩǘ ǘƘƛƴƪ ǘƘŀǘ Ƴƻǎǘ 
ǇŜƻǇƭŜ ƘŀǾŜ ǘƘŀǘ ƳǳŎƘ ǇǊŜǎǎǳǊŜ ŀƭƭ ǘƘŜ ǘƛƳŜΦ .ǳǘΣ L ǊŜŎƪƻƴ ƛǘ Ƴŀȅ ǇŀǊǘƭȅ ŀŦŦŜŎǘ ƛǘΦέ 
όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

 άtŜǊƘŀǇǎΣ ǿŜ ǎƘƻǳƭŘ ǎƭƻǿ ŘƻǿƴΦ ²ƘŜƴ L Ƨǳǎǘ ǘƘƛƴƪ ŀōƻǳǘΣ ƛǘ ŦŜŜƭǎ ǘƘŀǘ L ƘŀǾŜ ǘƛƳŜΦ 
.ǳǘΣ ǿƘŜƴ L ǘƘƛƴƪ ŀōƻǳǘ Ƴȅ ŎŀƭŜƴŘŀǊΣ ƛǘΩǎ ǇǊŜǘǘȅ ŦǳƭƭΦ {ƻΣ ǇŜǊƘŀǇǎ ǿŜ ǎƘƻǳƭŘ ƻǊƎŀƴƛȊŜ 
ŀ ǎƭƻǿŜǊ Řŀȅ ŦƻǊ ƛǘΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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However, there was also a different perspective amongst the participants, where it is 

seen that the lack of RKT has not been due to time limitations. Instead, it has been due 

to repatriates not having been aware of RKT and that it would be expected from them.  

άL Řƻƴϥǘ ǘƘƛƴƪ ƛǘ ƛǎ ƭŀŎƪ ƻŦ ǘƛƳŜΦ L ǘƘƛƴƪ ƛǘϥǎ ƳƻǊŜ ǘƘŀǘΣ ƛƴ Ƴȅ ŎŀǎŜ ŀǘ ƭŜŀǎǘΣ ƛǘ ǿŀǎ ƳƻǊŜ 
ǘƘŀǘ ƛǘ ǿŀǎ ƴƻǘ ǊŜŀƭƭȅ ǎǇƻƪŜƴ ŀ ƭƻǘ ƻŦΦ !ƴŘ ƴƻōƻŘȅ ŜǾŜǊ ǎŀƛŘ ǘƘŀǘ ƛǘ ǿŀǎ ŜȄǇŜŎǘŜŘ ƻŦ 
ƳŜ ǘƘŀǘ L ǿƻǳƭŘ ǘǊŀƴǎŦŜǊ Ƴȅ ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Additionally, some argued that the current organizational set-up has had a larger nega-

tive impact on their ability to engage in RKT than time.  

 ά²ŜƭƭΣ ƛƴ ǘƘŀǘ ǎŜƴǎŜΣ ǿƘŀǘ ǿŀǎ ŘƻƴŜΣ ƛǘ ǿŀǎƴΩǘ ŘǳŜ ǘƻ ƭŀŎƪ ƻŦ ǘƛƳŜΦ LƴǎǘŜŀŘΣ ƛǘΩǎ 
ƳƻǊŜ ŀōƻǳǘ ŘǳŜ ǘƻ ǘƘŜǊŜ ōŜƛƴƎ ǎƻ Ƴŀƴȅ ƳƻǾƛƴƎ ŦŀŎǘƻǊǎΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
/Ƙƛƴŀύ 

However, unlike prior studies had suggested, time did not play as important role in en-

forcing RKT as what was expected. Additionally, it appears that while time may affect 

how actively repatriates are able to engage in RKT, if repatriates are unaware of its exist-

ence, the relevance of time becomes less important. Therefore, it should be discussed 

more widely amongst repatriates that RKT is something that is expected from them.  

Attitude 

Oddou et al. (2013) have proposed that having the right attitude is essential part of re-

patriates’ ability to engage in RKT situations. A majority of the participants claimed to be 

open towards sharing their knowledge with others. 

άL ƘŀǾŜ ŀ ŎƻŀŎƘƛƴƎ ŀǘǘƛǘǳŘŜ ŀƴŘ L ǿŀƴǘ ǘƻ ƘŜƭǇ Ƴȅ ƻǿƴ ǘŜŀƳ ƳŜƳōŜǊǎ ǘƻ Ǝƻ ŦƻǊπ
ǿŀǊŘΦ L ǎǳǇǇƻǎŜΣ Ƴȅ ǘƘƛǊǎǘ ŦƻǊ ƪƴƻǿƭŜŘƎŜ ƛǎ ǎƻ ŘŜŜǇ ǘƘŀǘ LΩŘ ƭƛƪŜ ǘƻ ōŜ ŀōƭŜ ǘƻ ǎƘŀǊŜ 
ƛǘ ǘƻ ƻǘƘŜǊǎ ǿƘŜƴ ǘƘŜȅΩǊŜ ƛƴǘŜǊŜǎǘŜŘΦέ 
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While a majority of the participants claim that they are open for sharing their knowledge 

with others, there were also arguments that it has been challenging for them to initiate 

these RKT situations frequently due to a fear of being labelled and risking to be isolated 

from their peers. 

άLŦ ȅƻǳΩǊŜ Ŏƻƴǎǘŀƴǘƭȅ ǘǊȅƛƴƎ ǘƻ ǎǇŜŀƪ ŀōƻǳǘ ȅƻǳǊ ǘƛƳŜ ŀōǊƻŀŘ ƭƛƪŜ ΨƘŜȅΣ L ǿŀǎ ƛƴ 
CǊŀƴŎŜ ŦƻǊ ǘƘǊŜŜ ȅŜŀǊǎΣ ƭŜǘ ƳŜ ǘŀƭƪ ŀōƻǳǘ ƛǘΩΦ ¢ƘŜƴΣ ǘƘŜǊŜΩǎ ŀ ŎƘŀƴŎŜ ǘƘŀǘ ȅƻǳ ŜƴŘ ǳǇ 
ǿƛǘƘ ŀ ƴŜƎŀǘƛǾŜ ǎǘƛƎƳŀ ŀƴŘ ƻǘƘŜǊǎ ǿƛƭƭ ǘƘƛƴƪ ǘƘŀǘΩǎ ŀƭƭ ȅƻǳΩǊŜ ŜǾŜǊ ƎƻƛƴƎ ǘƻ ǘŀƭƪ 
ŀōƻǳǘΦ L ǘƘƛƴƪ ǘƘŀǘΩǎ ŜǎǇŜŎƛŀƭƭȅ ƴƻǘŀōƭŜ ƛƴ CƛƴƴƛǎƘ ŎǳƭǘǳǊŜΦ !ƴŘ ŦƻǊ ǘƘŀǘ ǊŜŀǎƻƴ ǊŜπ
ǇŀǘǊƛŀǘŜǎ ŀƛƳ ǘƻ ŀǾƻƛŘ ƎŜǘǘƛƴƎ ǘƘŀǘ ǎǘƛƎƳŀΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Additionally, there were some participants, who argued that they do not think that other 

people truly value their knowledge. This rift between repatriates’ knowledge and how 

they perceive its role in their organization, may affect negatively on their attitude to con-

tinue finding new RKT situations. 

ά²ŜƭƭΣ L ƳŜŀƴ ǘƘŀǘ LΣ ƳȅǎŜƭŦΣ ƪƴƻǿ ǿƘŀǘ L ƪƴƻǿ ƴƻǿ ŀƴŘ ǿƘŀǘ L Ŏŀƴ ŘƻΦ L ƪƴƻǿ ǿƘŀǘ 
L ƪƴƻǿΣ ōǳǘ ǘƘŜǊŜ ŀǊŜ ƻƴƭȅ ŦŜǿ ƛƴ ǘƘƛǎ ŎƻƳǇŀƴȅ ǿƘƻ ƪƴƻǿ ǿƘŀǘ L Řƻ ƪƴƻǿΦ !ƴŘ ǘƘŜȅ 
ŘƻƴΩǘ ƪƴƻǿ ǿƘŀǘ ǘƘŜȅ ŘƻƴΩǘ ƪƴƻǿΦ !ƴŘ ƛƴ ǘƘŀǘ ƪƛƴŘ ƻŦ ǎƛǘǳŀǘƛƻƴΣ ǘƘŜȅ ŘƻƴΩǘ ǊŜǎǇŜŎǘ 
ƛǘΣ ōŜŎŀǳǎŜ ƛŦ ǘƘŜȅ ƘŀǾŜƴΩǘ ǎŜŜƴ ƛǘ ǘƘŜȅ ƘŀǾŜ ŘƛŦŦƛŎǳƭǘƛŜǎ ƛƴ ŎƻƳǇǊŜƘŜƴŘƛƴƎ ƛǘΦέόǇŜǊπ
ǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Identifying the need 

Identifying the need appears to be a combination of Oddou et al.’s (2013) having the 

right moment for knowledge transfer and having the right knowledge, which are argued 

to be connected to an increase of RKT situations. In order to identify the need, repatri-

ates need to know the correct situation and possess the correct knowledge for it. How-

ever, most participants argued that they had not been able to engage in RKT due to not 

knowing where the need for their knowledge is. Additionally, some argued that in order 

for them to engage in RKT, it is necessary that someone needs their knowledge. 
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άL ŘƻƴΩǘ ƪƴƻǿ ǿƘŜǊŜ ǘƘŜ ƴŜŜŘ ƛǎΣ ǿƛǘƘ ǿƘƻƳ L ǎƘƻǳƭŘ ǎƘŀǊŜ ƪƴƻǿƭŜŘƎŜΦ ¢ƘŜǊŜŦƻǊŜΣ 
ƛǘ ƛǎ ƴŜŎŜǎǎŀǊȅ ǘƻ ǎŜŜ ŀ ŎƭŜŀǊ ƴŜŜŘΣ ōŜŦƻǊŜ ȅƻǳ Ŏŀƴ Ŏŀƭƭ ǘƻ ǎƻƳŜƻƴŜ ŀƴŘ ǎŀȅ ǘƘŀǘ ΨLΩǾŜ 
ƪƴƻǿƭŜŘƎŜ ǊŜƎŀǊŘƛƴƎ ǘƘƛǎΩΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

In addition, the participating repatriates claim that there is a lack of tools through which 

they can engage in RKT. 

 ά¢ƘŜǊŜ ƛǎ ƴƻ ǇƭŀǘŦƻǊƳ ŀǘ ǘƘƛǎ ƳƻƳŜƴǘ ǘƻ ǎƘŀǊŜ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ōŀǎŜŘ ƻƴ ǘƘŜ ǊŜǇŀǘπ
ǊƛŀǘƛƻƴΦ !ǘ ƭŜŀǎǘΣ L ƘŀǾŜƴϥǘ ōŜŜƴ ƛƴǾƻƭǾŜŘ ƛƴ ŀƴȅ ƛƴ ǘƘŜ ƭŀǎǘ ƻƴŜ ŀƴŘ ƘŀƭŦ ȅŜŀǊΦ ώΧϐΦ 
¢Ƙŀǘ ƛǎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǇŀǊǘƳŜƴǘ ǎƘƻǳƭŘ ŎǊŜŀǘŜΦ ¢ƘŜǊŜ ƳƛƎƘǘ ōŜ 
ŀ ǇƭŀǘŦƻǊƳΣ ǿƘŜǊŜ ǎƻƳŜ ǇŜƻǇƭŜ ƳƛƎƘǘ ƘŀǾŜ ōŜŜƴ ǇǊƻǾƛŘƛƴƎ ƭŜŎǘǳǊŜǎ ŀƴŘ ǎǳǇǇƻǊǘƛƴƎΦ 
L ƘŀǾŜ ƘŜŀǊŘ ƻŦ ǎǳŎƘ ŎŀǎŜǎΦ .ǳǘΣ ǇǊƻōŀōƭȅ ƛǘϥǎ Ƨǳǎǘ ǘƘŀǘ ŦƻǊ Ƴȅ ŎŀǎŜΣ L ƘŀǾŜƴϥǘ ōŜŜƴ 
ŎƻƴǘŀŎǘŜŘΦ {ƻΣ ƛǘ ƳƛƎƘǘ ŀƭǎƻ ōŜ ǎƻΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Furthermore, it was proposed that as the company in question is large and has activities 

in many countries, HR should act as a link for finding those project where repatriates’ 

knowledge would be useful. 

ά¢ƘŜ ŎƻƳǇŀƴȅ ŀǎ ŀ ǿƘƻƭŜ ƴŜŜŘǎ ǘƻ ǊŜŀƭƛȊŜ ƛǘǎŜƭŦ ǿƘŀǘ ǘȅǇŜ ƻŦ ƪƴƻǿƭŜŘƎŜ ǎƘƻǳƭŘ ōŜ 
ǘǊŀƴǎŦŜǊǊŜŘΣ ŀƴŘ ǘƘǊƻǳƎƘ ǘƘŜ IwΣ ǘƘŜ ŎƻƳǇŀƴȅ ƪƴƻǿǎ ǿƘƻ Ƙŀǎ ōŜŜƴ ǘƻ ǿƘƛŎƘ Ŏƻǳƴπ
ǘǊƛŜǎΦ {ƻΣ ǇŜǊƘŀǇǎ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ǎƻƳŜ ƪƛƴŘ ƻŦ ƭƛƴƪ ǘƘǊƻǳƎƘ IwΣ ǿƘŜƴ ŀ ƴŜǿ ǇǊƻƧŜŎǘ 
ƛǎ ǎǘŀǊǘƛƴƎΣ ǿƘƛŎƘ ǊŜǉǳƛǊŜǎ ŀ ǎǇŜŎƛŦƛŎ ǘȅǇŜ ƻŦ ƪƴƻǿƭŜŘƎŜ ŦǊƻƳ ŀ ŎŜǊǘŀƛƴ ŎƻǳƴǘǊȅΦ ¢ƘŜƴΣ 
Iw ŎƻǳƭŘ ŎƻƴǘŀŎǘ ǘƘŜǎŜ ǊŜǇŀǘǊƛŀǘŜǎ ŀƴŘ ƻǊƎŀƴƛȊŜ ŦƻǊ ŜȄŀƳǇƭŜ ŀ ǿƻǊƪǎƘƻǇ ƻǊ ǎƻƳŜπ
ǘƘƛƴƎ ƭƛƪŜ ǘƘŀǘΦ ώΧϐΦ L ǎŜŜ ǘƘŀǘ ƛǘΩǎ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ǊŜǎǇƻƴǎƛōƛƭƛǘȅ ǘƻ ƪƴƻǿ ǘƘƻǎŜ ǇŜƻǇƭŜ 
ǘƘŀǘ ŎƻǳƭŘ ƎƛǾŜ ƛƴŦƻǊƳŀǘƛƻƴ ǘƻ ǘƘƻǎŜ ǇǊƻƧŜŎǘǎΣ ōŜŎŀǳǎŜ ŀǎ ŀƴ ƛƴŘƛǾƛŘǳŀƭ ȅƻǳ Ŏŀƴƴƻǘ 
Ǉƻǎǎƛōƭȅ ƪƴƻǿ ŀƭƭ ǘƘŜ ǇǊƻƧŜŎǘǎ ǘƘŀǘ ŀǊŜ ƘŀǇǇŜƴƛƴƎΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
/Ƙƛƴŀύ 

5.2.2 Motivation 

In the theoretical section it was discussed that repatriates’ own motivation is directly 

connected to their activity in searching situations for RKT (Oddou et al., 2013). Therefore, 

the participants’ motivation to engage in RKT is one of the key areas of interest in this 

thesis. Eight out of the nine participants claimed that they were motivated to engage in 

RKT.  
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ά!ōǎƻƭǳǘŜƭȅΣ L ƳŜŀƴ L ƭƛƪŜ ǘƻ ǎƻǊǘ ƻŦΣ ƛŦ ȅƻǳ ƎŜǘ ƪƴƻǿƭŜŘƎŜΣ ƛǘ ŘƻŜǎƴϥǘ ƘŀǾŜ ŀƴȅ ǾŀƭǳŜ 
ǳƴƭŜǎǎ ȅƻǳ ǎƘŀǊŜ ƛǘ ǿƛǘƘ ǎƻƳŜƻƴŜΦ {ƻ ȅŜŀƘΣ L ǿƻǳƭŘ ōŜ ŀōǎƻƭǳǘŜƭȅ ƘŀǇǇȅ ǘƻ Ǝƻ ŀƴŘ 
ǎǳǇǇƻǊǘ ƻǊ ǇǊƻǾƛŘŜ ƘŜƭǇ ǿƘƻŜǾŜǊ ƴŜŜŘǎ ƛǘΦ ¢Ƙŀǘϥǎ ƴƻǘ ŀ ǇǊƻōƭŜƳΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘπ
ǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

However, there were many issues that have affected their ability to engage in RKT be-

sides their motivation. One of these is related both to the organizational structure and 

repatriate’s position.  

ά̧ Ŝǎ ŀƴŘ ƛǘ ƻŦ ŎƻǳǊǎŜ ǇŀǊǘƭȅ ŘŜǇŜƴŘǎ ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ ǎŜǘπǳǇ ǿƘŀǘ ǿŜ ƘŀǾŜ 
ǘƻŘŀȅΦ ώΧϐΦ ²ŜƭƭΣ ŀǘ ƭŜŀǎǘΣ ƛƴ Ƴȅ ŎŀǎŜΣ ƛǘ ŘŜǇŜƴŘǎ ƻŦ ǘƘŜ Ǉƻǎƛǘƛƻƴ L ƘŀǾŜ ŀǎ ǿŜƭƭ ŀǎ Ƴȅ 
ǿƻǊƪƭƻŀŘΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

In addition, while they might be motivated to share their knowledge with others, some 

participants contemplated that they do not think that the demand for repatriate 

knowledge and the supply of that knowledge match up. 

ά.ǳǘΣ ǘƘŜǊŜ ƛǎ ƴƻ ǇǊƻōƭŜƳ ǿƛǘƘ Ƴȅ ƳƻǘƛǾŀǘƛƻƴ ǘƻ ǘŜƭƭ ǘƘƻǎŜ ǎǘƻǊƛŜǎΣ ōǳǘ ώΧϐ L ŘƻƴΩǘ 
ǘƘƛƴƪ ǘƘŀǘ ŘŜƳŀƴŘ ŀƴŘ ǎǳǇǇƭȅ ƳŜŜǘ ƛƴ ǘƘŀǘ ǿŀȅΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

In addition to clear need for knowledge as well as repatriates’ position and organiza-

tional structure that supports RKT, personal positive experiences may also encourage 

repatriates to share their knowledge. 

άtŜǊƘŀǇǎΣ ƛǘΩǎ ōŜŎŀǳǎŜ Ƴȅ ŜȄǇŜǊƛŜƴŎŜǎ ŀƴŘ ǿƘŀǘ L ƭŜŀǊƴŜŘ ǿŀǎ ǇƻǎƛǘƛǾŜΦ L ŘƻƴΩǘ 
ƪƴƻǿ ƛŦ ƛǘ ǿƻǳƭŘ ōŜ ǘƘŀǘ ƴƛŎŜ ǘƻ ǎƘŀǊŜΣ ƛŦ ƛǘ ǿƻǳƭŘ ƘŀǾŜ ōŜŜƴ ƴŜƎŀǘƛǾŜΦ .ǳǘ ōŜŎŀǳǎŜ 
ƳƛƴŜ ŀǊŜ ǇƻǎƛǘƛǾŜΣ ƛǘΩǎ ƴƛŎŜ ǘƻ ǎƘŀǊŜ ǘƘŜƳ ǿƛǘƘ ƻǘƘŜǊǎΦέ όǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
!ŦǊƛŎŀύ 

Based on the data, repatriates believed that if others around them would actively indi-

cate that they are interested in their knowledge, they would be more motivated to share 

it.  
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άLŦ ǇŜƻǇƭŜ ǎƘƻǿ ǘƘŀǘ ǘƘŜȅΩǊŜ ŀŎǘǳŀƭƭȅ ƛƴǘŜǊŜǎǘŜŘΣ ƭƛƪŜ ΨƘŜȅΣ ȅƻǳ ƘŀǾŜ ǎƻƳŜǘƘƛƴƎ ŦǊƻƳ 
ǿƘŀǘ ǘƘŜ ǊŜǎǘ ƻŦ ǳǎ ŎƻǳƭŘ ƭŜŀǊƴ ǎƻƳŜǘƘƛƴƎ ƻŦΩΦ {ƻΣ ǘƘŜ ƛƴǘŜǊŜǎǘ ǊŜƎŀǊŘƛƴƎ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ ƛǎ ŀ ƘǳƎŜ ƳƻǘƛǾŀǘƛƻƴŀƭ ŦŀŎǘƻǊΦ LΩŘ ƎƭŀŘƭȅ ƘŜƭǇΣ ƛŦ ǎƻƳŜōƻŘȅ ŀǎƪǎ ƳŜ ƻǊ ƛŦ 
ǘƘŜǊŜΩǎ ŀƴ ƛƴŘƛǾƛŘǳŀƭ ǿƘƻΩǎ ƛƴǘŜǊŜǎǘŜŘ ƛƴ ƛǘΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

The data proposes that repatriates found it easier engage in RKT with those, who they 

are already familiar with.  Additionally, most participants claimed that with those who 

they are not familiar with, they expect them to approach and show their interest. These 

results are aligned with those of Argote et al. (2003) that argue the higher the level of 

trust is between repatriates and knowledge receivers, the more likely it is that 

knowledge transfer will occur. 

άώΧϐ ¸ŜǎΣ L Ŏŀƴ ōǊƛƴƎ ƪƴƻǿƭŜŘƎŜ ǘƻ ǘƘƻǎŜ ŎƭƻǎŜ ǘƻ ƳŜ ŀƴŘ ǿƘƻ L ƪƴŜǿ ōŜŦƻǊŜ L ǿŜƴǘΣ 
ƛǘ ƛǎ Ŝŀǎȅ ǘƻ ōǊƛƴƎ ǘƘŜƳ ƪƴƻǿƭŜŘƎŜΦ .ǳǘ ǘƘŜƴ ŀƎŀƛƴΣ ǘƻ ƴŜǿ ǇŜƻǇƭŜΣ ȅƻǳ ŘƻƴΩǘ Ƨǳǎǘ 
Ǝƻ ǎǳŘŘŜƴƭȅ ǘŜƭƭ ǘƘŜƳ ǘƘŀǘ ǘƘƛǎ ƛǎ Ƙƻǿ ǘƘƛƴƎǎ ŀǊŜΦ {ƻΣ ƛŦ ƛǘ ƛǎ ŀ ƴŜǿ ǇŜǊǎƻƴΣ ǘƘŜƴ L 
ǎǳǇǇƻǎŜ ƻƴŜ ƛǎ ǿŀƛǘƛƴƎ ŦƻǊ ǘƘŜƳ ǘƻ ŀǎƪΣ ōǳǘ ƛŦ ǘƘŜȅΩǊŜ ŦŀƳƛƭƛŀǊΣ ǘƘŜƴ ƛǘΩǎ Ŝŀǎȅ ǘƻ Ƨǳǎǘ 
ŘƛǎŎǳǎǎ ǘƘŜǎŜ ǘƘƛƴƎǎ ŜǾŜƴ ŀǘ ŀ ŘƛƴƛƴƎ ǘŀōƭŜΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦƻǊƳ /Ƙƛƴŀύ 

ά̧ ŜǎΣ L ǎǳǇǇƻǎŜ ƛǘΩǎ ǎƻΦ LǘΩǎ ǉǳƛǘŜ ƴƻǊƳŀƭ ǘƘŀǘ ǘƘŜ ǘƘǊŜǎƘƻƭŘ ƛǎ ƭƻǿŜǊ ƛŦ ǘƘŜ ǇŜǊǎƻƴ ƛǎ 
ǎƻƳŜƻƴŜ ȅƻǳ ƪƴƻǿ ŀƴŘ ǘƘŜƴ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǎǘŀǊǘǎ ǘƻ ƳƻǾŜ ƳƻǊŜ ǉǳƛŎƪƭȅΦ LŦ ǘƘŀǘ 
ǇŜǊǎƻƴ ƛǎ ƴƻǘ ŦŀƳƛƭƛŀǊΣ ǘƘŜƴ ƛǘ ǘŀƪŜǎ ǘƛƳŜ ǘƻ ōǳƛƭŘ ǘǊǳǎǘ ŀƴŘ ŀƭƭ ǘƘŀǘΣ ǿƘƛŎƘ L ǎǳǇǇƻǎŜ 
ƛǎ ƻƴŜ ǊŜǉǳƛǊŜƳŜƴǘ ŦƻǊ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ŀƴŘ ŎƻƳƳǳƴƛŎŀǘƛƻƴΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘπ
ǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, prior studies have proposed that if repatriates consider RKT as a part of 

their professional duty, they are more active in searching for RKT opportunities (Oddou 

et al., 2013). Hence, the participants in this study were also asked if they think that RKT 

is a part of repatriates’ professional duty. The results were mixed, with some repatriates 

arguing that the RKT should be considered as their duty.   

ά̧ ŜǎΣ ǘƘŀǘ ƛǎ ǘǊǳŜΦ L ƳŜŀƴ ƛŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ ŘƻŜǎƴϥǘ ǇǊƻǾƛŘŜ ŀƴȅ ǘƻƻƭǎ ƻǊ ŜȄǇŜŎǘ ǘƘŀǘ 
ǘƘƛǎ ǿƻǳƭŘ ƘŀǇǇŜƴΣ ǘƘŜƴ ŦƻǊ ǎǳǊŜ ƛǘϥǎ ǳǇ ǘƻ ŜŀŎƘ ƛƴŘƛǾƛŘǳŀƭ ǘƻ Řƻ ƛǘΦέ όǇŜǊǎƻƴ DΣ ǊŜπ
ǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 
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άL ǘƘƛƴƪ ƛǘ ǎƘƻǳƭŘ ōŜ ŀƴŘ L ǎǳǇǇƻǎŜ ƛǘ ƛǎ ǘƘŜ ǊŜǇŀǘǊƛŀǘŜΩǎ ǊŜǎǇƻƴǎƛōƛƭƛǘȅΣ ōǳǘ ƛŦ ǘƘŜ 
ǎǳǇŜǊǾƛǎƻǊ ƛǎ ƴƻǘ ŜȄŎƛǘŜŘ ŀƴŘ ƛƴǘŜǊŜǎǘŜŘΣ ǿƘŀǘ ŘƻŜǎ ƛǘ ƘŜƭǇΣ Ƙƻǿ Ŏŀƴ ǘƘŜȅ ǳǘƛƭƛȊŜ ǘƘŜ 
ƛƴŦƻǊƳŀǘƛƻƴ ǘƘŜ ǊŜǇŀǘǊƛŀǘŜ ƘŀǎΚ ώΧϐΦ ¢ƘŜǊŜŦƻǊŜΣ Iw ǎƘƻǳƭŘ ŀǎ ŀ ǘƘƛǊŘ ǇŀǊǘȅ ŀƴŘ ǎŜŜ 
ƛŦ ǘƘŜ ǊŜǇŀǘǊƛŀǘŜ Ƙŀǎ ŎƻƳŜ ƛƴ ŀƴ ƻǇǘƛƳŀƭ Ǉƻǎƛǘƛƻƴ ŦǊƻƳ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ǇŜǊǎǇŜŎǘƛǾŜΦ 
!ƴŘ ƛŦ ƴƻǘΣ ǘƘŜƴ ǘƘŜȅ ŎƻǳƭŘ ƎƛǾŜ ǎƻƳŜ ŀŘǾƛŎŜ ǘƘŀǘ ǘƘŜ ǊŜǇŀǘǊƛŀǘŜ ŎƻǳƭŘ ŀǇǇƭȅ ŦƻǊ 
ǎƻƳŜǘƘƛƴƎ ŜƭǎŜ ƻǊ ǘƘŜȅ ŎƻǳƭŘ Ǉǳǘ ǘƘŜƳ ƛƴ ǎƻƳŜ ƘƛƎƘπǇƻǘŜƴǘƛŀƭ ƭƛǎǘΦέ όǇŜǊǎƻƴ .Σ ǊŜπ
ǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

ά̧ ŜǎΣ L ǘƘƛƴƪ ǎƻΦ .ŜŎŀǳǎŜ ƛŦ L ƘŀǾŜ ŀƴ ŀƴǎǿŜǊ ǘƻ ŀ ǇŀǊǘƛŎǳƭŀǊ ǇǊƻōƭŜƳΣ ǘƘŜƴ L ǘƘƛƴƪ ƛǘΩǎ 
Ƴȅ Řǳǘȅ ǘƻ ǘŜŀŎƘ ƻǘƘŜǊǎΦ !ŦǘŜǊ ŀƭƭΣ ƛǘΩǎ ŜŀǎƛŜǊ ǿƘŜƴ ŜǾŜǊȅǘƘƛƴƎ ƛǎ ǊƛƎƘǘΣ ŀƴŘ ǘƘŜ ƻǘƘŜǊ 
ǇŜƻǇƭŜ ǿƛƭƭ ŀƭǎƻ ƭŜŀǊƴ ŦǊƻƳ ƛǘΦέ όǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 

However, there were also those, who argued that they do not consider it to be a part of 

their professional responsibilities since it was not discussed prior to their expatriation 

assignment. 

άL ŘƻƴΩǘ ƴŜŎŜǎǎŀǊƛƭȅ ǘƘƛƴƪ ƻŦ ƛǘ ŀǎ ŀ ŘǳǘȅΦ .ǳǘΣ ƛŦ ƛǘ ƘŀŘ ōŜŜƴ ŀ ǇŀǊǘ ƻŦ ǘƘŜ ŘƛǎŎǳǎǎƛƻƴ 
ŦǊƻƳ ǘƘŜ ōŜƎƛƴƴƛƴƎΣ ǿƘŜƴ ǿŜ ǿŜǊŜ ƛƴƛǘƛŀƭƭȅ ǘŀƭƪƛƴƎ ŀōƻǳǘ ǘƘƛǎ ŀǎǎƛƎƴƳŜƴǘ ǘƘŀǘ ƛǘΩǎ 
ŀ ǇŀǊǘ ƻŦ ǊŜǇŀǘǊƛŀǘƛƻƴΦ ¢ƘŜƴΣ ǎǳǇǇƻǎŜ ǘƘŜ ǎƛǘǳŀǘƛƻƴ ǿƻǳƭŘ ōŜ ŘƛŦŦŜǊŜƴǘΦέ όǇŜǊǎƻƴ IΣ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Furthermore, the data proposes that engaging in RKT can make repatriates feel more 

valuable to the company after their return, which in turn may motivate them to engage 

in it.  

άL ǘƘƛƴƪ ƛǘ ǿƻǳƭŘ ōŜ ƎƻƻŘΦ L ǘƘƛƴƪ ƛǘ ǿƻǳƭŘ ƎƛǾŜ ǘƘŜ ǊŜǇŀǘǊƛŀǘŜ ǎƻǊǘ ƻŦ ƳŜŀƴƛƴƎ ŀƴŘ 
ƳŀƪŜ ƘƛƳ ƻǊ ƘŜǊ ŦŜŜƭ ōƛǘ ƳƻǊŜ ǳǎŜŦǳƭ ōŀŎƪΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

While a majority of the people interviewed in this thesis argued that they had a high 

motivation to engage in RKT, there can also be cases where repatriates do not have ele-

vated motivation to engage in RKT situations. For example, person H does not have a 

high motivation to search for potential situations for RKT. Instead, they argue that the 

initiative for it should come from somewhere else. This is due to person H not wanting 

to come off to their co-workers as someone who only talks about their time abroad. 
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άL ŘƻƴΩǘ ƘŀǾŜ ƳƻǘƛǾŀǘƛƻƴ ǘƻ ǇǳǊǎǳŜ ƻǊ ƻǊƎŀƴƛȊŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ǎƛǘǳŀǘƛƻƴǎ ǎǇƻƴπ
ǘŀƴŜƻǳǎƭȅΦ LƴǎǘŜŀŘΣ ƛǘ ǎƘƻǳƭŘ ŎƻƳŜ ŦǊƻƳ ǎƻƳŜǿƘŜǊŜΦ L ƎǳŜǎǎ ƛǘΩǎ ǇŀǊǘƭȅ ōŜŎŀǳǎŜ L 
ŘƻƴΩǘ ǿŀƴǘ ǘƻ ōŜŎƻƳŜ Ƨǳǎǘ ǎƻƳŜƻƴŜ ǿƘƻ ŀƭǿŀȅǎ ǘŀƭƪǎ ŀōƻǳǘ {ƛƴƎŀǇƻǊŜ ŀƴŘ Ƙƻǿ 
ǘƘƛƴƎǎ ǿŜǊŜ ǘƘŜǊŜΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Interestingly, while repatriate knowledge transfer has not necessarily occurred signifi-

cantly amongst those who were interviewed, majority of them claimed that they have a 

high motivation themselves to engage in RKT. Furthermore, based on the data, elevated 

motivation alone is not enough to encourage RKT to happen. For example, it appears 

that there should be a clear need for their knowledge. Moreover, determining this need 

should come from the organization itself. Furthermore, even though repatriates may 

consider engaging in RKT as a part of their duty, if their boss does not show any interest 

regarding their knowledge, then it can decrease their motivation to seek out opportuni-

ties for it.  

In addition, all nine of the interviewed repatriates argued that repatriate knowledge is 

important for the company, giving various reasons. One of these reasons is that it can 

aid in offering a new perspective 

ά̧ ŜǎΣ ƛƴ Ƴȅ ƻǇƛƴƛƻƴ ƛǘ ƛǎΦ .ŜŎŀǳǎŜΣ ǿŜ ŀƭƭ ƘŀǾŜ ǎƻ Ƴŀƴȅ ǘƘƛƴƎǎ ǘƘŀǘ Ŏŀƴ ōŜ ƭŜŀǊƴŜŘ 
ŦǊƻƳΦ ώΧϐΦ LŦΣ ǿŜ ŀƭƭ ŎƻƳŜ ŦǊƻƳ ǘƘŜ ǎŀƳŜ ǎŎƘƻƻƭ ǿƛǘƘ ǎƛƳƛƭŀǊ ōŀŎƪƎǊƻǳƴŘǎΣ ǘƘŜƴ ǿŜ 
ƘŀǾŜ ŀ ǾŜǊȅ ƴŀǊǊƻǿ ǾƛŜǿ ƻŦ ǘƘŜ ǿƻǊƭŘΦ ¢ƘƻǎŜ ǿƘƻ ƘŀǾŜ ƭƛǾŜŘ ŀƴŘ ǿƻǊƪŜŘ ŀōǊƻŀŘ 
ŎƻǳƭŘ Ǉƻǎǎƛōƭȅ ōǊƛƴƎ ǎƻƳŜǘƘƛƴƎ ƴŜǿ ǘƻ ǘƘŜ ǘŀōƭŜΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

On the other hand, it was argued that while RKT is important, knowledge transfer does 

not occur merely because it is considered as important. Furthermore, it should be noted 

that knowledge transfer is related to the environment. Hence, it needs to be valued by 

the whole community, as shown from quotation below. 

ά̧ ŜǎΣ ōǳǘ L ŘƻƴΩǘ ǘƘƛƴƪ ƛǘΩǎ ǘƘŀǘ ǎƛƳǇƭŜ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ Ƨǳǎǘ ǘǊŀƴǎŦŜǊǎΦ LǘΩǎ ŀōƻǳǘ ǘƘŜ 
ŜƴǾƛǊƻƴƳŜƴǘΣ ƛǘΩǎ ŀōƻǳǘ ǘƘŜ ǿŀȅ ƻŦ ŘƻƛƴƎ ōǳǎƛƴŜǎǎΦ LǘΩǎ ŀōƻǳǘ ŀƭƭ ǘƘŀǘΣ ǎǘŀǊǘƛƴƎ ŦǊƻƳ 
ƛŦ ǘƘŜǊŜΩǎ ǊŜǎǇŜŎǘΦ LǘΩǎ ŀōƻǳǘ ƘƻǿΣ ǎƘƻǳƭŘ L ǎŀȅΣ ǘƘŜ ǿƘƻƭŜ ǎȅǎǘŜƳ Ƙŀǎ ōŜŜƴ ōǳƛƭǘ ǎƻ 
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ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ƛǎ ƴŀǘǳǊŀƭ ŀƴŘ ŀ ǇŀǊǘ ƻŦ ǘƘŜ ǿƘƻƭŜ ŎƻƳƳǳƴƛǘȅΦέ όǇŜǊǎƻƴ /Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, it was argued that as expatriates are expensive for the company, there 

should be a way through which the company could utilize this knowledge. 

ά¢ƘŜ ŎƻƳǇŀƴȅ ǎƘƻǳƭŘ ōŜ ŀōƭŜ ǘƻ ǳǘƛƭƛȊŜ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ƻǊ ŜȄǇŜǊƛŜƴŎŜΣ ōŜŎŀǳǎŜ 
ǎŜƴŘƛƴƎ ŜȄǇŀǘǊƛŀǘŜŘ ŀōǊƻŀŘ ŦƻǊ ǘƘǊŜŜ ȅŜŀǊǎ ƛǎ ŀ ƘŜŀǾȅ ŦƛƴŀƴŎƛŀƭ ƛƴǾŜǎǘƳŜƴǘΦ .ǳǘ ƻŦ 
ŎƻǳǊǎŜΣ ǘƘŜ ƻǘƘŜǊ ǉǳŜǎǘƛƻƴ ƛǎ Ƙƻǿ ƳǳŎƘ ƻŦ ƛǘ Ŏŀƴ ōŜ ǳǎŜŘΣ ŀǎ ǘƘŜ ōǳǎƛƴŜǎǎ ŜƴǾƛǊƻƴπ
ƳŜƴǘ ŎƘŀƴƎŜǎ ŎƻƴǎǘŀƴǘƭȅΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

On the other hand, while the participating repatriates consider RKT to be important, it 

is essential to remember that repatriate’s knowledge is based solely on their own expe-

riences. Therefore, the knowledge receiver also has a responsibility to evaluate the 

knowledge critically. 

ά̧ ƻǳ ƘŀǾŜ ǘƻ ōŜ ŀōƭŜ ǘƻ ōǊƛƴƎ ǘƘŀǘ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ǘƘŀǘ ǿƘŀǘ ǿŜ ŀǊŜ ǘŜƭƭƛƴƎ ȅƻǳ ƛǎ 
Ƨǳǎǘ ŀ ǎƴŀǇǎƘƻǘ ƻŦ ǿƘŀǘ ǿŜ ƘŀǾŜ ƭŜŀǊƴŜŘ ƻǊ ǿƘŀǘ ǿŜ ǳƴŘŜǊǎǘŀƴŘΦώΧϐΦ {ƻΣ ȅƻǳ ƘŀǾŜ 
ǘƻ ƘŀǾŜ ŀ ōǊƻŀŘŜǊ ƳƛƴŘ ǿƘŜƴ ȅƻǳ ƭƛǎǘŜƴ ǘƻ ƛǘΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

5.2.3 Commitment to the organization 

In the theoretical section it was proposed that repatriates’ commitment to the organiza-

tion can affect their motivation to engage in RKT (Oddou et al., 2013). Quite a few repat-

riates claimed that they were committed to their company. There were various reasons 

behind their commitment to the company. One of the reasons that appears to affect 

repatriates’ commitment is related to their assignment having been a successful experi-

ence. Additionally, the time they have spent in the company can also affect positively on 

their commitment to it.  

 άL ƘŀǾŜ ōŜŜƴ ǉǳƛǘŜ ǎŀǘƛǎŦƛŜŘ ŀŎǘǳŀƭƭȅΦ ώΧϐΦ L ǎǳǇǇƻǎŜ ƛǘ ƘŜƭǇŜŘ ǉǳƛǘŜ ŀ ƭƻǘ ǘƘŀǘ L ƪƴŜǿ 
ǘƘǊŜŜ ǘƻ ŦƻǳǊ ƳƻƴǘƘǎ ǇǊƛƻǊ Ƴȅ ǊŜǘǳǊƴΣ ǿƘŜǊŜ LΩƳ ŀǎǎƛƎƴŜŘΦ L ǿŀǎ ŀōƭŜ ǘƻ ƎŜǘ ǘƻ ƪƴƻǿ 
ǘƘŜƛǊ ǎƛǘǳŀǘƛƻƴΣ ǿƘŀǘ ŀǊŜ ǘƘŜƛǊ ŦƻŎŀƭ ŀǊŜŀǎ ŀƴŘ ǎƻǊǘ ƻŦ ōŜ ŀ ǇŀǊǘ ƻŦ ǘƘŜƳ ōŜŦƻǊŜƘŀƴŘΦ 
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ώΧϐΦ  ¢ƘŜǊŜ ŀǊŜ ǎƻ Ƴŀƴȅ ƴŜǿ ǘƘƛƴƎǎΣ ǎƻ ƛǘ Ƙŀǎ ōŜŜƴ ǇǊŜǘǘȅ ƛƴǘŜǊŜǎǘƛƴƎ ǘƘŀǘ L Ǝƻǘ ǘƻ 
ƭŜŀǊƴ ǎƻƳŜǘƘƛƴƎ ƴŜǿ ŀƴŘ ƴƻǘ ƻƴƭȅ Řƻ ǘƘŜ ǎŀƳŜ ƻƭŘ ǘƘƛƴƎǎ ǘƘŀǘ L ŀƭǊŜŀŘȅ ƪƴŜǿ Ƙƻǿ 
ǘƻ ŘƻΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

ά̧ ŜǎΣ L ǿƻǳƭŘ ǎŀȅ ƛǘ ƛǎ ƻƴ ǘƘŜ ǇƻǎƛǘƛǾŜ ǎƛŘŜΣ ȅŜǎΦ 9ǎǇŜŎƛŀƭƭȅΣ ŀŦǘŜǊ Ƴȅ ŜȄǇŀǘǊƛŀǘƛƻƴ 
ŀǎǎƛƎƴƳŜƴǘ ǿŀǎ ŀ ǎǳŎŎŜǎǎŦǳƭ ŜȄǇŜǊƛŜƴŎŜΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άL ƘŀǾŜ ōŜŜƴ ƘŜǊŜ ŦƻǊ ǘǿŜƴǘȅ ŦƛǾŜ ȅŜŀǊǎΣ L ŘƻƴΩǘ ǘƘƛƴƪ LΩƳ ƭŜŀǾƛƴƎ ƘŜǊŜέ όǇŜǊǎƻƴ .Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

However, there were also those, who argued that initially after returning, they were not 

completely committed to the company and argued that they had considered leaving the 

company after their assignment. 

 ά²ŜƭƭΣ ƛǘ Ƙŀǎ ŘŜŎǊŜŀǎŜŘΦ hǊ ǎƘƻǳƭŘ L ǎŀȅ ǘƘŀǘ L ƘŀǾŜ ƴŜǾŜǊ ǊŜŀƭƭȅ ōŜŜƴ ƴŀƠǾŜΣ ōǳǘ 
ƴƻǿ ƛǘ Ƙŀǎ ōŜŎƻƳŜ ǉǳƛǘŜ ŎƭŜŀǊ ŀƴŘ Ƴȅ ǘǊǳǎǘ ŦƻǊ ǘƘŜ ŎƻƳǇŀƴȅ Ƙŀǎ ŀƭǎƻ ƎƻǘǘŜƴ ŀ ōƭƻǿΦ 
bƻΣ L ŘƻƴΩǘ ǘǊǳǎǘ ǘƘŀǘ ŀƴȅōƻŘȅ ŘƻŜǎ ŀƴȅǘƘƛƴƎΦ Lƴ ǘƘƛǎ ŎƻƳǇŀƴȅΣ ŜǾŜǊȅōƻŘȅ Ƙŀǎ ǘƻ 
ǎǘŀƴŘ ǳǇ ŦƻǊ ǘƘŜƳǎŜƭǾŜǎΣ ƴƻōƻŘȅ ŘƻŜǎ ƛǘ ŦƻǊ ȅƻǳΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 ά¢Ƙƛǎ Ǉƻǎƛǘƛƻƴ ƻǇŜƴŜŘ ǳǇ ǎƻ ǎǳŘŘŜƴƭȅΦ L ǿŀǎƴΩǘ ǊŜŀƭƭȅ ǇƭŀƴƴƛƴƎ ƻƴ ǊŜǘǳǊƴƛƴƎ ǘƻ Cƛƴπ
ƭŀƴŘ ƻǊ ŜǾŜƴ ǎǘŀȅƛƴƎ ƛƴ ǘƘƛǎ ŎƻƳǇŀƴȅΦ {ƻΣ L ǿŀǎ ǎŜŀǊŎƘƛƴƎ ƻǇŜƴ Ǉƻǎƛǘƛƻƴǎ ƎƭƻōŀƭƭȅΦ 
!ƴŘ L ǿŀǎ ǘƘƛƴƪƛƴƎ ǘƘŀǘ L ǿƻǳƭŘ ƴƻǘ ǊŜǘǳǊƴ ƘŜǊŜΦ .ǳǘ ƴƻǿ ǘƘŀǘ LΩƳ ƘŜǊŜΣ L ǘƘƛƴƪ ƛǘ ƛǎ 
ŀŎǘǳŀƭƭȅ ǉǳƛǘŜ ƴƛŎŜ ǘƻ ōŜ ƘŜǊŜΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

However, all repatriates argued that their commitment did not affect either positively or 

negatively on their motivation to engage in RKT. Instead, commitment appears to have 

affected more on their turn-over intentions, which were discussed earlier. 

5.3 Organizational aspects affecting repatriate knowledge transfer 

Next, the result regarding organizational aspects affecting repatriate knowledge transfer 

are presented. 
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5.3.1 Valuation of repatriate knowledge in the company 

Based on the theoretical section, if the organization sees RKT as an important factor, they 

are more likely to invest in it and ensure that it occurs at various organizational levels. 

According to the interviews, majority of the participants felt like their company does not 

value repatriates and does not actively aim to gather their knowledge.  

άL ŘƛŘƴϥǘ Ŧƛƭƭ ŀƴȅ ŦƻǊƳǎΣ L ŘƛŘƴϥǘ Ŧƛƭƭ ƛƴ ŀƴȅ ƻŦ ǘƘŜ ǊŜǇƻǊǘǎ ƻŦ ǿƘŀǘ ƘŀǇǇŜƴŜŘ ƛƴ /ƘƛƴŀΣ 
ƻǊ L ŘƛŘƴϥǘ ǇǊƻǾƛŘŜ ŀƴȅǘƘƛƴƎ ǘƻ ǘƘŜ ŎƻƳǇŀƴȅΦ {ƻΣ ƛŦ L ƭƻƻƪ ŀǘ ŦǊƻƳ Ƴȅ ǇŜǊǎǇŜŎǘƛǾŜΣ L 
ǘƘƛƴƪ ǘƘŜ ŎƻƳǇŀƴȅ ƛǎ ƴƻǘ ƛƴǘŜǊŜǎǘŜŘ ŀōƻǳǘ ǊŜǇŀǘǊƛŀǘƛƻƴ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΣ ŦǊƻƳ 
ǎƻƭŜƭȅ ƭƻƻƪƛƴƎ ŀǘ Ƴȅ ŜȄǇŜǊƛŜƴŎŜΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 άbƻΣ ƴƻǘ ǊŜŀƭƭȅΦ L Ŏŀƴƴƻǘ ǊŜŀƭƭȅ ǎŀȅ ǘƘŀǘ ǘƘŜ ŎƻƳǇŀƴȅ Ƙŀǎ ǎƘƻǿƴ ƳǳŎƘ ƛƴǘŜǊŜǎǘΦ Lǘ 
Ƙŀǎ ōŜŜƴ ƳƻǊŜ ƻƴ ǘƘŜ ƎǊƻǳƴŘ ƭŜǾŜƭΦ .ŜǎƛŘŜǎΣ ǘƘŜ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩǘ ǊŜŀƭƭȅ ŀǎƪ ŀōƻǳǘ 
ǘƘŜǎŜ ǘƘƛƴƎǎΣ ƛǘΩǎ ǘƘŜ ǇŜƻǇƭŜ ǿƘƻ ŘƻΦέ όǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ !ŦǊƛŎŀύ 

It should be noted that right after their return, repatriates may feel like their company 

does not value them, companies may show their appreciation later through various 

means, one of them being a promotion.  

άL ƘƻǇŜ ǘƘŜȅ Řƻ ƴƻǿΦ ²ƘŜƴ L ŎŀƳŜ ōŀŎƪΣ L ŦŜƭǘ ǘƘŜȅ ŘƛŘ ƴƻǘΦ bƻǘ ƛƴ ǘƘŜ ōŜƎƛƴƴƛƴƎ ŀǘ 
ƭŜŀǎǘΦ Lǘ ǿŀǎ ŀǘ ƭŜŀǎǘ ǿƘŀǘ L ŦŜƭǘ ǘƘŜƴΦ .ǳǘ ƴƻǿ ǘƘƛƴƪƛƴƎ ōŀŎƪΣ L ƘŀǾŜ ŀƭǎƻ ōŜŜƴ ǇǊƻπ
ƳƻǘŜŘ ǘƻ ŀ ƴŜǿ Ǉƻǎƛǘƛƻƴ ƳǳŎƘ ǘƘŀƴƪǎ ǘƻ ǘƘŜ ŦŀŎǘ ǘƘŀǘ L ǿŀǎ ƻƴ ǘƘƛǎ ŀǎǎƛƎƴƳŜƴǘΦ {ƻ 
ƴƻǿΣ ŦŜǿ ȅŜŀǊǎ ƭŀǘŜǊΣ L Ŏŀƴ ǘƘƛƴƪ ōŀŎƪ ŀƴŘ ǎŜŜ ǘƘŀǘ ǘƘŜȅ ŘƻΣ ƻǊ ǘƘŜȅ ŘƛŘ ƛƴ Ƴȅ ŎŀǎŜΦέ 
όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Additionally, there were arguments that the company has many things undergoing at 

once, which may cause the company to pay less attention to RKT. Moreover, it was pro-

posed that the company might not even fully realize RKT’s potential. 

ά{ƻ Ƴŀƴȅ ǘƘƛƴƎǎ ŀǊŜ ƎƻƛƴƎ ƻƴ ƘŜǊŜ ǘƘŀǘ ǇŜǊƘŀǇǎ ǘƘŜȅ ŘƻƴΩǘ ƎŜǘ ǘƻ ōŜ ŜȄŎƛǘŜŘ ŀōƻǳǘ 
ŀƭƭ ƻŦ ǘƘŀǘ ƻǊ ǘƘŜȅ ŘƻƴΩǘ ƘŀǾŜ ǘƛƳŜΦ ώΧϐΦ .ǳǘ ǘƘŜǊŜ ŀǊŜ ǎƻ Ƴŀƴȅ ǇǊƻƧŜŎǘǎ ŀƴŘ ǘƘƛƴƎǎ 
ŀǊŜ ƳƻǾƛƴƎ ǎƻ Ŧŀǎǘ ǘƘŀǘ ǇŜǊƘŀǇǎ ǘƘŜȅ ŘƻƴΩǘ ŜǾŜƴ ǊŜŀƭƛȊŜ ǘƘŜȅ ŎƻǳƭŘ ŀǎƪΦέ όǇŜǊǎƻƴ !Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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However, although the company has not shown interest regarding their knowledge, one 

participant argued that they do know the company organizes workshops for repatriates. 

However, it appears that these are not frequent as only one participant has been to one 

of them and none of the others have been aware of them. 

άL ƘŀǾŜ ƘŜŀǊŘ ǘƘŀǘ ƻƴŜ ƻŦ Ƴȅ ŎƻƭƭŜŀƎǳŜ ǿŜƴǘ ǘƻ ŀ ǿƻǊƪǎƘƻǇΣ ǿƘŜǊŜ ƘŜ ƎŀǾŜ ŀ ƭŜŎπ
ǘǳǊŜ ŀōƻǳǘ ǿƘŀǘ ƘŀǇǇŜƴŜŘ ƛƴ /ƘƛƴŀΦ {ƻΣ ǘƘŀǘϥǎ ǿƘȅ LϥƳ ƘŜǎƛǘŀƴǘ ǘƻ ǎŀȅ ǘƘŀǘ ǘƘŜ 
ŎƻƳǇŀƴȅ ƛǎ ƴƻǘ ƛƴǘŜǊŜǎǘŜŘΦ Lǘ ŎƻǳƭŘ ōŜ ǘƘŀǘ LϥƳ ǘƘŜ ƻƴƭȅ ƻƴŜ ǿƘƻ Ƙŀǎ ƴƻǘ ōŜŜƴ Ŏƻƴπ
ǘŀŎǘŜŘ ƻǊ ǘƘŜȅ ǇǊƻōŀōƭȅ Řƻ ƛǘ ōǳǘ ƴƻǘ ŦƻǊ ŜǾŜǊȅƻƴŜΦ tǊƻōŀōƭȅ ǘƘŜȅ ŜǾŜǊȅ ƴƻǿ ŀƴŘ 
ǘƘŜƴ ǘƘŜȅ ƻǊƎŀƴƛȊŜ ǎƻƳŜ ƪƛƴŘ ƻŦ ŀ ǿƻǊƪǎƘƻǇ ŀƴŘ ǘƘŜƴ ǘƘŜȅ ǇƛŎƪ ƻƴŜ ƻǊ ǘǿƻ ǘƻ ƎƛǾŜ 
ǘƘŀǘ ƪƴƻǿƭŜŘƎŜΦ {ƻΣ ƛǘ ŎƻǳƭŘ ōŜ ƭƛƪŜ ǘƘŀǘΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

It was also brought forward during the interviews that one of the potential reasons why 

RKT has not actively occurred in the company is because there is not any systematic 

mean to collect the said knowledge. Additionally, it was argued that RKT should be 

clearly defined and promoted by the organization. Otherwise, it will likely have lower 

priority. 

ά!ǘ ƭŜŀǎǘ ƛƴ ǘƘƛǎ ŎƻƳǇŀƴȅΩǎ ŎŀǎŜΣ ǘƘŜǊŜ ƘŀǎƴΩǘ ŜǾŜƴ ōŜŜƴ ŀƴȅ ŜŦŦƻǊǘ ǘƻ ƎŀǘƘŜǊ ǘƘƛǎ 
ƪƴƻǿƭŜŘƎŜ ƛƴ ŀ ǎȅǎǘŜƳŀǘƛŎ ƳŀƴƴŜǊΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

 άhǳǊ ŎƻƳǇŀƴȅ ƛǎ ǾŜǊȅ ǇǊƻŎŜǎǎ ƻǊƛŜƴǘŀǘŜŘΣ ǎƻ ƛǘ ǎƘƻǳƭŘ ōŜ ŘŜŦƛƴŜŘ ǘƘŀǘ ƛǘ ƴŜŜŘǎ ǘƻ 
ōŜ ŘƻƴŜΦ !ƴŘ ƛǘ ǎƘƻǳƭŘ ōŜ ōŜǘǿŜŜƴ ǘƘŜ ǎǳǇŜǊƛƻǊ ŀƴŘ ǘƘŜ ǎǳōƻǊŘƛƴŀǘŜΦ tŜǊƘŀǇǎ Iw 
ŎƻǳƭŘ ōŜ ǇŀǊǘ ƻŦ ƛǘΦ .ǳǘ ƛǘ ƴŜŜŘǎ ǘƻ ōŜ ŘŜŦƛƴŜŘΣ ōŜŎŀǳǎŜ ǿŜ ŀƭƭ ƘŀǾŜ ƻǳǊ ƻǿƴ Ƨƻōǎ ƭƛƪŜ 
ƻƴŜ ŦƛŦǘȅ ώ҈ϐΣ ǎƻ ƛŦ ȅƻǳ Ƨǳǎǘ ŘƻƴΩǘ ƎƛǾŜ ƛǘ ŜƴƻǳƎƘ ǘƛƳŜ ŀƴŘ ƛǘΩǎ ǎƻ ƭƻǿ ƛƴ ǘƘŜ ǇǊƛƻǊƛǘȅ 
ƭƛǎǘΣ ƛǘ ǿƻƴΩǘ ōŜ ŘƻƴŜΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Even if the company as a whole has not shown interest regarding repatriate knowledge, 

some participants argued that the units, where they work at and their co-workers value 

their knowledge. 

ά5ƛŦŦƛŎǳƭǘ ǘƻ ǎŀȅ ŦƻǊ ǘƘŜ ŎƻƳǇŀƴȅ ŀǎ ŀ ǿƘƻƭŜΦ .ǳǘΣ L ƳŜŀƴ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ ǘƘŀǘ LϥƳ 
ǇŀǊǘ ƻŦ ƘŀǎΣ L ǿƻǳƭŘ ǎŀȅΣ ŘŜŦƛƴƛǘŜƭȅ ǎƘƻǿƴ ǘƘŀǘ ǘƘŜȅ ǳƴŘŜǊǎǘŀƴŘ ŀƴŘ ŀǇǇǊŜŎƛŀǘŜ ŀƴŘ 
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ŀƭǎƻ ƘŀǾŜ ǊŜǿŀǊŘŜŘ ƳŜ ǿƛǘƘ ǘƘƛǎ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ǳǎŜ ǘƘŜ ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ DΣ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

 άCƻǊ ƻǇŜǊŀǘƛƻƴŀƭ ǎŀƭŜǎ ǘƘŀǘ ǎǘŀȅŜŘ ƛƴ !ǎƛŀ ƛǘ Ƙŀǎ ōŜŜƴ ƛƳǇƻǊǘŀƴǘΣ ōŜŎŀǳǎŜ ƛƴ ŀ ǿŀȅ 
ǘƘŜȅ ƘŀǾŜ ƎƻǘǘŜƴ ƻƴŜ ƳƻǊŜ ǇŜǊǎƻƴ ǿƘƻ ƪƴƻǿǎ ŀƴŘ ǳƴŘŜǊǎǘŀƴŘǎ Ƙƻǿ ōǳǎƛƴŜǎǎ ƛǎ 
ŎƻƴŘǳŎǘŜŘ ǘƘŜǊŜΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Furthermore, there were arguments that when companies start to understand how 

much talent they have in-house, the organizational atmosphere will become more open 

for RKT. 

άL ǘƘƛƴƪ ƛǘ ǿƛƭƭ ōŜ ƳƻǊŜ ƛƴ ŦƻŎǳǎΣ ǿƘŜƴ ŎƻƳǇŀƴƛŜǎ ƴƻǘƛŎŜ ǘƘŀǘ ΨƘŜȅΣ ǿŜ ŘƻƴΩǘ ŀƭǿŀȅǎ 
ƘŀǾŜ ǘƻ ŀǎƪ Ŏƻƴǎǳƭǘǎ ǘƻ ƘŜƭǇ ǳǎΣ ōŜŎŀǳǎŜ ǿŜ ƘŀǾŜ ǎƻ Ƴŀƴȅ ǘŀƭŜƴǘŜŘ ǇŜƻǇƭŜ ƛƴ ƘƻǳǎŜΩΦ 
tŜǊƘŀǇǎΣ ǿŜΩƭƭ Ǝƻ ǘƻ ŀ ƳƻǊŜ ƻǇŜƴ ŘƛǊŜŎǘƛƻƴΦ ώΧϐΦ tŜǊƘŀǇǎΣ ƻǊƎŀƴƛȊŀǘƛƻƴǎ ǿƛƭƭ ŎƘŀƴƎŜ 
ŀƴŘ ǇŜƻǇƭŜ ǎŜŜƪ ƻǳǘ ƳƻǊŜ ƛƴŦƻǊƳŀǘƛƻƴ ŀǎ ƭƻƴƎ ŀǎ ǘƘŜȅ ƪƴƻǿ ǿƘƻ ƳƛƎƘǘ ƘŀǾŜ ƛǘΦέ 
όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, the data proposes that if the company does not actively show that they are 

interested in repatriate knowledge, repatriates may start to feel like they do not have to 

share knowledge with anybody, because it is not something that is expected from them.  

 άLŦ ǇŜƻǇƭŜ ƴƻǘƛŎŜ ȅƻǳΣ ǎƻ ǘƘŀǘ ƛǘΩǎ ƴƻǘ Ƨǳǎǘ ōŜƛƴƎ ǇǳǎƘŜŘ ŀǎƛŘŜ ŀƴŘ ŦƻǊƎƻǘǘŜƴΦ !ƴŘ 
ǎǳŘŘŜƴƭȅΣ ƛǘΩǎ ŀǎ ƛŦ ȅƻǳΩǾŜ ƴŜǾŜǊ ŜǾŜƴ ōŜŜƴ ŀōǊƻŀŘΦ CƻǊ ŜȄŀƳǇƭŜΣ ώΧϐ ƛŦ ǘƘŜ ŎƻƳǇŀƴȅ 
ŘƻŜǎƴΩǘ ǘƘƛƴƪ ŀǘ ŀƭƭ Ƙƻǿ ǘƘŜȅ ŎƻǳƭŘ ƛƳǇǊƻǾŜ ǘƘƛƴƎǎ ŀƴŘ ǿƘŀǘ  ȅƻǳǊ ŎƻπǿƻǊƪŜǊǎ ƳƛƎƘǘ 
ōŜ ŀōƭŜ ǘƻ ƭŜŀǊƴ ŦǊƻƳ ȅƻǳ ŀƴŘ ȅƻǳ ŎƻǳƭŘ ōŜ ŀōƭŜ ǘƻ ǎƘŀǊŜ ǿƛǘƘ ǘƘŜƳΦ ¢ƘŜƴΣ ȅƻǳΩƭƭ 
ǎƻƻƴ ǎǘŀǊǘ ǘƻ ŦŜŜƭ ǘƘŀǘ ȅƻǳ ŘƻƴΩǘ ƘŀǾŜ ǘƻ ǎƘŀǊŜ ŀƴȅǘƘƛƴƎΣ ōŜŎŀǳǎŜ ǘƘŜ ŎƻƳǇŀƴȅ ƛǎ 
ƴƻǘ ƛƴǘŜǊŜǎǘŜŘΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άL ŦŜƭǘ ǘƘŀǘ L ƘŀǾŜ ŀƭƭ ǘƘƛǎ ƴŜǿ ŜȄǇŜǊƛŜƴŎŜΣ ōǳǘ ƴƻōƻŘȅ ǎŜŜƳŜŘ ǘƻ ŎŀǊŜΦ LŦ ǎƻƳŜōƻŘȅ 
ǿƻǳƭŘ ƘŀǾŜ ŎŀǊŜŘΣ L ǿƻǳƭŘ ƘŀǾŜ ƎƭŀŘƭȅ ǎƘŀǊŜŘΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀπ
ǇƻǊŜύ 

As it can be seen from the above comments, all of the repatriates argued that the com-

pany has not shown interest in their knowledge. A few proposed that as it had been a 

few years since their return, the system may be currently more developed. However, 



83 

there were also those who had return during the past year and had not experienced any 

interest in their knowledge. Based on this, it can be argued that repatriate knowledge is 

not actively collected in the company. 

5.3.2 Managerial and co-workers’ attitudes towards repatriate knowledge transfer 

In the theoretical section it was discussed that repatriates’ supervisors’ or their co-work-

ers’ attitudes towards them and RKT, can impact how easy it is for them to engage in RKT 

(Oddou et al., 2013). Most participants felt that their bosses valued their knowledge. 

Moreover, in some cases, their bosses have had an active role during their repatriation 

process. 

ά̧ ŜǎΣ L ǘƘƛƴƪ ǘƘŀǘ ƘŜ ǘƻƻƪ ƳŜ ǳƴŘŜǊ Ƙƛǎ ǿƛƴƎǎ ōŜŎŀǳǎŜ ǿŜ ŀǊŜ ǘƘƛǎ Ǝƭƻōŀƭ ǘŜŀƳ ώΧϐ 
ǎƻ ǘƘŜǊŜ ƴŜŜŘǎ ǘƻ ōŜ ǎƻƳŜƻƴŜ ǿƘƻ ƪƴƻǿǎ ǇŜƻǇƭŜ ŀƴŘ Ŏŀƴ ŎƻƳƳǳƴƛŎŀǘŜ ǿƛǘƘ ǘƘŜƳΦ 
ώΧϐ {ƻΣ L ǘƘƛƴƪ ƘŜ ǿŀǎ ǇƭŜŀǎŜŘ ǿƛǘƘ Ƴȅ ŜȄǇŜǊƛŜƴŎŜ ŦǊƻƳ ŀōƻŀǊŘΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘπ
ǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 ά̧ ŜǎΦ ¢ƘŜȅ ƘŀǾŜ ǊŜŎƻƳƳŜƴŘŜŘ ƳŜ ǘƻ ǎƘŀǊŜ Ƴȅ ƪƴƻǿƭŜŘƎŜΦ !ŦǘŜǊ ŀƭƭΣ ǿŜΩǊŜ ŀƭƭ ƛƴ 
ǘƘƛǎ ǘƻƎŜǘƘŜǊΦ ώΧϐΦ ¢ƘŜȅ ƘŀǾŜ ōŜŜƴ ǉǳƛǘŜ ŜȄǇŜŎǘƛƴƎ ƛǘ ŀŎǘǳŀƭƭȅΣ ōŜŎŀǳǎŜ L ƘŀǾŜ ŀ ƭƻǘ 
ǘƻ ǎƘŀǊŜ ǘƘŀǘ ƳƛƎƘǘ ƛƴǘŜǊŜǎǘ ǎƻƳŜōƻŘȅΦ !ŦǘŜǊ ŀƭƭΣ ǿƘŀǘ L ƭŜŀǊƴŜŘ ƻǾŜǊ ǘƘŜǊŜ ǿŀǎ 
ǉǳƛǘŜ ŘƛŦŦŜǊŜƴǘΣ ǎƻ ƛǘΩǎ ǉǳƛǘŜ ƴƛŎŜ ǘƻ ǎƘŀǊŜ ƪƴƻǿƭŜŘƎŜ ƘŜǊŜΦ .ŜŎŀǳǎŜΣ ǿƘŜƴ ȅƻǳΩǊŜ ƛƴ 
ŀƴƻǘƘŜǊ ŎǳƭǘǳǊŜΣ ƛǘ ŘƻŜǎ ƻŦŦŜǊ ŀƴƻǘƘŜǊ ǇŜǊǎǇŜŎǘƛǾŜ ƻƴ ǘƘƛƴƎǎΦέ όǇŜǊǎƻƴ 9Σ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ !ŦǊƛŎŀύ 

In some cases, the repatriates’ bosses have been on a prior international assignments 

themselves. Hence, they might have even deeper understanding and appreciation for 

repatriate knowledge. This is aligned with previous Burmeister et al.’s (2018) research. 

 άIŜ ǾŀƭǳŜǎ ǘƘŀǘ ǉǳƛǘŜ ŀ ƭƻǘ ǘƘŀǘ L ŀƭǎƻ Ŏŀƴ ǊŜƭŀǘŜ ǘƻ ǘƘŜ ǎŀƳŜ ƭŜǾŜƭΣ ōŜŎŀǳǎŜ Ƙƛǎ 
ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƛǎ ōŜǘǘŜǊ ǘƘŀƴ ƻǘƘŜǊ ǇŜƻǇƭŜ ǿƘƻ ƘŀǾŜ ƴŜǾŜǊ ōŜŜƴ ǘƻ ǿƻǊƪ ƛƴ !ǎƛŀΦ {ƻΣ 
ƘŜ ƘƛƳǎŜƭŦ ǿŀǎ ǎǘǳŘȅƛƴƎ ƛƴ WŀǇŀƴΣ ƘŜ ǿŀǎ ǿƻǊƪƛƴƎ ƛƴ {ƛƴƎŀǇƻǊŜΦ ώΧϐΦ ¢Ƙŀǘ ƘŜƭǇŜŘ 
ǳǎ ǘƻ ōŜ ŀōƭŜ ǘƻ ōƻƴŘ ƛƴ ǘƘŜ ǎŀƳŜ ǿŀȅ ŀƴŘ ŀŎǘƛƴƎ ǘƘŜ ǎŀƳŜ ǿŀȅΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘπ
ǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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Some repatriates worked closely during their assignment with their current boss. Hence, 

their current boss might have a better understanding of their knowledge and what value 

they can bring to the table. 

ά¢ƘŜ ōǳǎƛƴŜǎǎ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ǎŀƭŜǎ ƳŀƴŀƎŜǊ L ǿŀǎ ǿƻǊƪƛƴƎ ŎƭƻǎŜƭȅ ǿƛǘƘ ǿƘŜƴ L 
ǿŀǎ ƛƴ {ƛƴƎŀǇƻǊŜΣ ƘŜ ƛǎ ƴƻǿ Ƴȅ ōƻǎǎΦ {ƻΣ ƘŜ ŀƭǎƻ ǊŜŎƻƎƴƛȊŜŘ ǘƘŜ ǘƘƛƴƎǎ L ƘŀŘ ƭŜŀǊƴŜŘ 
ŘǳǊƛƴƎ ǘƘŀǘ ǘƛƳŜΣ ǿƘŜƴ ƘŜ ƘƛǊŜŘ ƳŜ ŦƻǊ ǘƘƛǎ ŎǳǊǊŜƴǘ ǇƻǎƛǘƛƻƴΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Some repatriates have had several different bosses. Additionally, some bosses might ex-

pect them to automatically include their knowledge to the task at hand, without any 

further discussion.  

άLΩǾŜ ƘŀŘ ǉǳƛǘŜ ŀ ŦŜǿ ōƻǎǎŜǎ ŀŦǘŜǊ L ǊŜǘǳǊƴŜŘΦ .ǳǘΣ ǘƘŜ ŀǘƳƻǎǇƘŜǊŜ ƛǎ ƳǳŎƘ ƳƻǊŜ 
ƻǇŜƴ ƴƻǿ ǘƘŀƴ ǊƛƎƘǘ ŀŦǘŜǊ L ŎŀƳŜ ōŀŎƪΦ bƻǘ ƻƴƭȅ ǘƘŜȅ ŀǎƪ ƳŜ ƳƻǊŜ ŀōƻǳǘ ǘƘŜǎŜ 
ǘƘƛƴƎǎ ǘƘŀƴ ōŜŦƻǊŜΣ ōǳǘ ŀƭǎƻ ƛƴ ǘƘŜ ōŜƎƛƴƴƛƴƎ ƛǘ ǿŀǎ ƛƴ ŀ ǿŀȅ ŜȄǇŜŎǘŜŘ ǘƘŀǘ LΩŘ ƛƴπ
ŎƭǳŘŜ Ƴȅ ƪƴƻǿƘƻǿ ƛƴ ǘƘŜ ǘŀǎƪ L ǿŀǎ ŘƻƛƴƎ ŀǘ ǘƘŀǘ ǘƛƳŜΦ .ǳǘ ƴƻōƻŘȅ ŎŀƳŜ ǘƻ ŀǎƪ 
ƳŜ ƛŦ L ƘŀŘ ǎƻƳŜ ŀŘǾƛŎŜ ƻǊ ǘƘƻǳƎƘǘǎ ƻǊ ǿƘŀǘ L ƘŀŘ ƭŜŀǊƴŜŘΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ /Ƙƛƴŀύ 

However, it is important to note that even if the repatriate’s boss values their knowledge, 

this does not necessarily result in active RKT. 

ά/ŜǊǘŀƛƴƭȅΣ ȅŜǎΣ L ƘŀǾŜ ŦŜƭǘ ǘƘŀǘ ƛǘ Ƙŀǎ ōŜŜƴ ǾŀƭǳŜŘΦ .ŜǎƛŘŜǎΣ ǘƘŜ ǿƘƻƭŜ ƻǊƎŀƴƛȊŀǘƛƻƴ 
ōŜƴŜŦƛǘǎ ŦǊƻƳ ƛƴŎǊŜŀǎŜŘ ƪƴƻǿƭŜŘƎŜΦ .ǳǘ ǘƘŀǘ ŘƻŜǎƴΩǘ ŀǳǘƻƳŀǘƛŎŀƭƭȅ ƳŜŀƴ ǘƘŀǘ ǿŜΩŘ 
ŀŎǘƛǾŜƭȅ Ǝƻ ŀǊƻǳƴŘ ǎǇǊŜŀŘƛƴƎ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀπ
ǇƻǊŜύ 

As it can be seen from the above statements, many repatriates felt that their bosses have 

been supportive regarding their new knowledge. If the repatriates’ bosses have had their 

own prior expatriation assignment, they might be even more open regarding the repat-

riates’ knowledge. Furthermore, they might even encourage the repatriate to engage in 
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RKT.  However, there was more divergence amongst co-workers’ attitudes. Some repat-

riates argued that they feel like their co-workers do indeed valued their knowledge. 

άLϥƳ ǾŜǊȅ ǇƭŜŀǎŜŘ ǿƛǘƘ ǘƘŜ ǇŜƻǇƭŜ L ǿƻǊƪ ǿƛǘƘ ŀƴŘ ǘƘŜƛǊ ŀǘǘƛǘǳŘŜ ǘƻǿŀǊŘǎ Ƴȅ ǎŀƭŜǎ 
ƪƴƻǿƭŜŘƎŜΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Some repatriates argued that while their direct team members value their knowledge, 

the other teams, with whom they collaborate with do not necessarily place much value 

on it. If the repatriate is seen as an outsider, this might negatively affect their ability to 

engage in RKT situations. These are similar to Oddou et al.’s (2013) findings. 

ά̧ ŜǎΣ ōŜŎŀǳǎŜ ǘƘŜȅ ǎŜŜ ǘƘŜ ƴŜǘǿƻǊƪǎ L ƘŀǾŜ ōǳƛƭǘ ƻǾŜǊ ǘƘŜǊŜΣ ŀƴŘ ǿƘŀǘ ŎǳǎǘƻƳŜǊǎ 
ǿƛǎƘ ŀƴŘ ǎƻ ŦƻǊǘƘΦ ¢ƘŜ ōƛƎƎŜǊ ǇǊƻōƭŜƳ ƛǎ ώΧϐ ǘƘŜǎŜ ǿƘƻ ŀǊŜ ƴƻǘ ŘƛǊŜŎǘƭȅ ƛƴ Ƴȅ ƎǊƻǳǇ 
ōǳǘ ŀǊŜ ƭƛƪŜ ƛƴ ŀ ŎƻƭƭŀǘŜǊŀƭ ƻǊƎŀƴƛȊŀǘƛƻƴΣ ǘƘŜȅ Řƻ ƴƻǘ ƴŜŎŜǎǎŀǊƛƭȅ ǎŜŜ ƛǘ ŀƴŘ ǘƘŜȅ ŘƻƴΩǘ 
ƪƴƻǿ ǿƘŜǊŜ L ƭŜŦǘ ŦǊƻƳ ǘƘǊŜŜ ȅŜŀǊǎ ŀƎƻΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 ά²Ŝ ƘŀǾŜ ǘƘƛǎ ŎǳƭǘǳǊŜΣ ǿƘŜǊŜ ǘƘŜ bƻǊǿŀȅΩǎ ǘŜŀƳ Ƙŀǎ ǇǊŜǘǘȅ ƳǳŎƘ ƭƛǾŜŘ ǎƻƭŜƭȅ ƛƴ ƛǘǎ 
ƻǿƴ ōǳōōƭŜΦ ¢ƘŜȅ ƘŀǾŜƴΩǘ ǎƘŀǊŜŘ ǘƘŀǘ ƳǳŎƘ ƛƴŦƻǊƳŀǘƛƻƴ ƻǊ ǘƘŜȅ ŘƻƴΩǘ ǘǊǳǎǘ ǘƘŜ ǊŜǎǘ 
ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΦ ώΧϐΦ L ƘŀǾŜ ǎŜŜƴ ǘƘŀǘ ǊŜǎǇŜŎǘ ǇǊŜǘǘȅ ƳǳŎƘ ŘŜǇŜƴŘǎ ƻƴ ǘƘŜ ƴŀπ
ǘƛƻƴŀƭƛǘȅΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, based on the interviews, some repatriates argued that in the beginning they 

felt like an outsider and the information flow with the rest of their team was not neces-

sarily that good. 

άL ǎŀȅΣ ƴƻǿ ǘƘŀǘ L ƘŀǾŜ ƎƻǘǘŜƴ ƛƴǎƛŘŜ ǘƘŀǘ ƎǊƻǳǇΣ ǘƘŜ ƪƴƻǿƭŜŘƎŜ Ŧƭƻǿǎ ǿŜƭƭΦ .ǳǘΣ 
ǿƘŜƴ ǘƘŜǊŜ ǿŀǎ ǘƘƛǎ ǊŜǇŀǘǊƛŀǘƛƻƴ ŀƴŘ ǘƘŜ ǎǘŀƎŜΣ ǿƘŜǊŜ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ƛǎ ƎŀǘƘŜǊŜŘΣ 
ƛǘ ŘƛŘƴΩǘ ŜȄŀŎǘƭȅ ƘŀǇǇŜƴΦ L ƘŀǾŜ ŜȄǇŜǊƛŜƴŎŜŘ ǘƘŀǘ L ƘŀǾŜ ŀ ƭƻǘ ǘƻ ƎƛǾŜ ƛƴ ǘƘŀǘ ƎǊƻǳǇΣ 
ŀƴŘ ƛǘ ǿƻǊƪǎ ƴƻǿ ǘƘŀǘ L ƘŀǾŜ ƎƻǘǘŜƴ ƻǾŜǊ ǘƘŜ ŦƛǊǎǘΣ ƘƻǊǊƛōƭŜ ŜȄǇŜǊƛŜƴŎŜΣ ǿƘŜǊŜ L ǿŀǎ 
ƭƛƪŜ ƻǳǘǎƛŘŜ ƻŦ ǘƘŜ ŘƻƻǊΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 άLƴ ǘƘŜ ōŜƎƛƴƴƛƴƎ ƛǘ ŦŜƭǘ ƭƛƪŜ ǘƘŜǊŜ ǿŀǎ ŀ ǇƘŀǎŜΣ ǿƘŜǊŜ ǘƘŜȅ ǿŜǊŜ ǿƻƴŘŜǊƛƴƎ ƛŦ L ǿŀǎ 
ǎǘƛƭƭ ǘƘŜ ǎŀƳŜ Ǝǳȅ ŀǎ ōŜŦƻǊŜ L ƭŜŦǘ ƻǊ ƛŦ L ƘŀŘ ŎƘŀƴƎŜŘ ŀ ƭƻǘΦ .ǳǘ ǘƘŀǘ ǿŀǎ ƻƴƭȅ ŦƻǊ ŀ 
ǎƘƻǊǘ ǿƘƛƭŜΣ ƭƛƪŜ ŀ ƴŜǿ ƎŜǘπǘƻπƪƴƻǿ ǇŜǊƛƻŘΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 
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5.3.3 Organizational culture 

In the theoretical section, it was mentioned that organizational culture can either aid in 

knowledge transfer or hinder it (Bhagat et al. 2002). In this study the focus is on under-

standing if the organizational culture supports RKT. Organizational culture in the focus 

company was studied from the participating repatriates’ perspective. Some repatriates 

argued that the company has become more open during the past few years as a result 

of wider digitalization. Furthermore, due to the more open atmosphere, they felt like 

the company might be more open to improving RKT. 

ά²Ŝ ŀǊŜ ƳƻǊŜ ƻǇŜƴ ǘƘŀƴ ŀ ŦŜǿ ȅŜŀǊǎ ŀƎƻΦ 5ƛƎƛǘŀƭƛȊŀǘƛƻƴ Ƙŀǎ ōǊƻǳƎƘǘ ŀ ƳƻǊŜ ƻǇŜƴ 
ŀǘƳƻǎǇƘŜǊŜΦ .ŜŦƻǊŜΣ ǿŜ ǿŜǊŜ ƳƻǊŜ ƛƴ ƻǳǊ ƻǿƴ ŎǳōƛŎƭŜ ŀƴŘ ǘƘƻǳƎƘǘ ƻŦ ƻǳǊ ƻǿƴ YtL 
ŀƴŘ ƻǳǊ ƻǿƴ ŀŘǾŀƴǘŀƎŜǎΦ bƻǿΣ L ǊŜŎƪƻƴ ǘƘŀǘ ƛǘ ǿƻǳƭŘ ōŜ ŀ ƎƻƻŘ ǘƛƳŜ ǘƻ ŀŘǾŀƴŎŜ 
ǘƘŜǎŜ ǘȅǇŜǎ ƻŦ ǘƘƛƴƎǎΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Quite a few repatriates argued that the organizational culture does support knowledge 

transfer. Additionally, many felt like the company is transparent, making it easier to ap-

proach others in case they need to know something. 

ά̧ ŜǎΦ hŦ ŎƻǳǊǎŜΣ ǘƘŜǊŜ ŀǊŜ ƛƴŘƛǾƛŘǳŀƭǎ ǘƘŀǘ ŀǊŜ ƴƻǘ ǎƻ ƻǇŜƴΣ ōǳǘ L ǿƻǳƭŘ ǎŀȅ ȅŜǎΣ ǘƘŜ 
ƻǊƎŀƴƛȊŀǘƛƻƴ ŀǎ ŀ ǿƘƻƭŜ ƛǎΦ L ƘŀǾŜ ŀ ŦŜŜƭƛƴƎ ǘƘŀǘ ƛǘϥǎ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ ƛǎ ǾŜǊȅ ƻǇŜƴ 
ŘƻƻǊŜŘ ƛƴ ǘƘƛǎ ƻǊƎŀƴƛȊŀǘƛƻƴΦέ όǇŜǊǎƻƴ DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

ά²ŜƭƭΣ L ǘƘƛƴƪ ƛǘΩǎ ǉǳƛǘŜ ǘǊŀƴǎǇŀǊŜƴǘΦ !ǘ ƭŜŀǎǘΣ ǿŜ ƻǊƎŀƴƛȊŜ ŘƛŦŦŜǊŜƴǘ ƘŀǇǇŜƴƛƴƎǎ ŀƴŘ 
ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ǎŜǎǎƛƻƴǎΦ !ƴŘ ƛƴ ŎŀǎŜ ȅƻǳΩǊŜ ǿƻƴŘŜǊƛƴƎ ŀōƻǳǘ ǎƻƳŜǘƘƛƴƎΣ ȅƻǳ 
Ŏŀƴ ŀƭǿŀȅǎ ŀǎƪ ŀƴȅǘƘƛƴƎ ŦǊƻƳ ŀƴȅōƻŘȅΦ {ƻ ƛǘΩǎ ƴƻǘ ƭƛƪŜ ǿŜ ǘǊȅ ǘƻ ƘƛŘŜ ŀƴȅǘƘƛƴƎΦέ 
όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

However, there were also repatriates, who felt that the organizational culture does not 

necessarily support RKT. Furthermore, it was proposed in the interviews that these is-

sues stem from the organization being divided into too many smaller sections that have 
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their own individual goals, which they focus on. This in turn, may make them lose the 

focus of the whole company’s overall goals. 

άL ǘƘƛƴƪ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ŀǎ ǿƘƻƭŜ Ƙŀǎ ŀƭǿŀȅǎ ōŜŜƴ ŘƻƴŜ ǿŜƭƭ ƛƴ ǘƘƛǎ ŎƻƳπ
ǇŀƴȅΦ .ǳǘ ǘƘŜ ǊŜǇŀǘǊƛŀǘƛƻƴ ǇǊƻŎŜǎǎ ŀƴŘ ƎŀǘƘŜǊƛƴƎ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǘƘŀǘ ǿƘƻƭŜ 
ǇǊƻŎŜǎǎΣ ǿŜƭƭ ŦǊŀƴƪƭȅ ǎǇŜŀƪƛƴƎΣ ǎǳŎƪǎΦέ  όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

άLΩŘ ǎŀȅ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ōŜǘǘŜǊ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΦ hŦ ŎƻǳǊǎŜΣ ǘƘŜǊŜ ƛǎ ŀ ŎƘŀƭƭŜƴƎŜ 
ŀǎ ǘƘŜ ŎƻƳǇŀƴȅ ƛǎ ƭŀǊƎŜ ŀƴŘ ǘƘŜ ƛƴŦƻǊƳŀǘƛƻƴ Ƙŀǎ ǘƻ ǘǊƛŎƪƭŜ ŦǊƻƳ ǘƘŜ ǘƻǇ ŘƻǿƴǿŀǊŘǎΦ 
L ǘƘƛƴƪ ǘƘŀǘ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀǾŜƭǎ ǉǳƛǘŜ ǿŜƭƭ ŦǊƻƳ ǘƘŜ ǘƻǇ ǘƻ ŀ ŎŜǊǘŀƛƴ ƭŜǾŜƭΣ ōǳǘ 
ǘƘŜƴ ƛǘ ƳƛƎƘǘ ǎǘŀȅ ǘƘŜǊŜΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

It was also proposed that the organizational culture itself does not hinder their ability to 

engage in RKT. Instead, the greater issue is in identifying the need for knowledge and 

knowing who needs what. 

 άL ƳŜŀƴ ǘƘŜ ŎǳƭǘǳǊŜ ƛǎ ƴƻǘ ŀƴ ƛǎǎǳŜΦ ²Ŝ ƘŀǾŜ ƻǇŜƴπƳƛƴŘŜŘ ǇŜƻǇƭŜΣ ǿŜ ƘŀǾŜ ƎƻƻŘ 
ƭƛǎǘŜƴŜǊǎΣ ǎƳŀǊǘ ǇŜƻǇƭŜ ǿƻǊƪƛƴƎ ŦƻǊ ǳǎΦ {ƻΣ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ƛǎ ƴƻǘ ŀƴ ƛǎǎǳŜΦ 
.ǳǘ ƛǘϥǎ Ƨǳǎǘ ǘƘŜ ƛŘŜƴǘƛŦȅƛƴƎ ǘƘŜ ƴŜŜŘ ōȅ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΣ ǘŜƭƭƛƴƎ ƛǘ ǘƻ Iw ŀƴŘ ǘƘŜƴ 
Iw ǎƘƻǳƭŘ ŎƻƴƴŜŎǘ ǘƘƛǎ ƴŜŜŘ ǾŜǊǎǳǎ ǿƘƻ Ŏŀƴ ŦǳƭŦƛƭ ǘƘŀǘ ƴŜŜŘΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ /Ƙƛƴŀύ 

As can be seen from the statements above, there are mixed opinions regarding the com-

pany’s organizational culture and how it effects on knowledge transfer. According to the 

above statements, it appears that while the organizational culture has changed focus 

during the past few years, it does not necessarily have a negative impact on knowledge 

transfer. Furthermore, some repatriates argued that the recent increase in digitalization 

has improved access to knowledge. Additionally, it was argued that organizational cul-

ture itself does not hinder repatriate knowledge transfer. Instead, it was argued that a 

bigger issue that RKT faces, is related to identifying the need for knowledge. 
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5.3.4 Repatriation process and support 

Prior studies have often proposed that repatriation is a difficult process and companies 

often underestimate the many challenges included in it (Sussman, 2001). Majority of the 

participating repatriates admitted that repatriation process was challenging for them. 

Some repatriates even argued that it is the most difficult aspect of the whole expatria-

tion assignment. 

ά¢ƘŜ ǊŜǘǳǊƴ ƛǎ ǘƘŜ Ƴƻǎǘ ŘƛŦŦƛŎǳƭǘ ǇŀǊǘΦ ²ƘŜƴ ȅƻǳ ƳƻǾŜ ŀōǊƻŀŘΣ ŜǾŜǊȅǘƘƛƴƎ ƛǎ ǎƻ ƴŜǿ 
ŀƴŘ ƛƴǘŜǊŜǎǘƛƴƎΦ ¢ƘŜǊŜ ŀǊŜ ƴŜǿ ǘƘƛƴƎǎ ǘƻ ƭŜŀǊƴΦ .ǳǘΣ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪΣ ȅƻǳ ƳƛƎƘǘ 
ŦŜŜƭ ǘƘŀǘ ǇŜƻǇƭŜ ŦƻŎǳǎ ǘƻƻ ƳǳŎƘ ƻƴ ƭƛǘǘƭŜ ǘƘƛƴƎǎ ŀƴŘ ȅƻǳΩƭƭ ŦŜŜƭ ŀǎ ƛŦ ȅƻǳ ǿŜǊŜ ŀ ŦƻǊπ
ŜƛƎƴŜǊ ƛƴ ȅƻǳǊ ƻǿƴ ŎƻǳƴǘǊȅΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άώΧϐΦ²ƘŜƴ ȅƻǳ Ǝƻ ǘƘŜǊŜΣ ȅƻǳΩǊŜ ǇǊŜǇŀǊŜŘΦ ¸ƻǳ ƪƴƻǿ ǘƘŀǘ ȅƻǳΩǊŜ ƎƻƛƴƎ ƛƴǘƻ ŀ ƴŜǿ 
ŎǳƭǘǳǊŜ ŀƴŘ ŀ ƴŜǿ ǇƭŀŎŜΦ .ǳǘΣ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪ ǘƻ CƛƴƭŀƴŘΣ ȅƻǳΩƭƭ ŜȄǇŜŎǘ ǘƘŀǘ 
ȅƻǳΩǊŜ ǊŜǘǳǊƴƛƴƎ ǘƻ ǿƘŜǊŜ ȅƻǳ ǿŜǊŜ ōŜŦƻǊŜ ŀƴŘ ŜǾŜǊȅǘƘƛƴƎ ŀǊƻǳƴŘ ȅƻǳ ƛǎ ŀǎ ōŜŦƻǊŜΦ 
ώΧϐΦ LƴǎǘŜŀŘΣ ŜǾŜǊȅǘƘƛƴƎ ƛǎ ŜǾƻƭǾƛƴƎΣ ǇŜƻǇƭŜ ƭƛǾŜ ǘƘŜƛǊ ƭƛǾŜǎ ŀƴŘ ŜǾŜǊȅǘƘƛƴƎ ŎƘŀƴƎŜǎΦ 
Lƴ ǘƘŜ ŜƴŘΣ ƛǘΩǎ ƴƻǘ ǘƘŀǘ Ŝŀǎȅ ǘƻ Ǝƻ ōŀŎƪ ǘƻ ǘƘŀǘ ŎƻƳƳǳƴƛǘȅ ȅƻǳ ƘŀŘ ōŜŦƻǊŜΦέ όǇŜǊǎƻƴ 
LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

However, there were also those who argued that they did not face any difficulties during 

their repatriation process.  

άL ŘƻƴΩǘ ŎƻƴǎƛŘŜǊ ǘƘŜ ǊŜǘǳǊƴ ōŜƛƴƎ ǾŜǊȅ ŘƛŦŦƛŎǳƭǘ ŀǘ ŀƭƭΦ !ƴŘ ǘƘŜ ǊŜǘǳǊƴ ƛǘǎŜƭŦ ŘƛŘ ƴƻǘ 
ŀŦŦŜŎǘ ƴŜƎŀǘƛǾŜƭȅ ƻƴ ǘƘƛǎ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΦ Lǘ Ƙŀǎ ōŜŜƴ ƳƻǊŜ ǘƘŀǘ ǿŜ ŘƛŘƴΩǘ ŜǾŜƴ 
ŀŎǘƛǾŜƭȅ ǘǊȅ ǘƻ Řƻ ǘƘŀǘ ώƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊϐΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

άL ǿŀǎ ǎƻ ƭƻƴƎ ŀōǊƻŀŘ ǘƘŀǘ L ǿŀƴǘŜŘ ǘƻ ŎƻƳŜ ōŀŎƪ ǘƻ CƛƴƭŀƴŘΣ ǎƻ ǘƘŜǊŜ ǊŜŀƭƭȅ ǿŀǎƴΩǘ 
ŀƴȅ ǇǊƻōƭŜƳǎ ǿƛǘƘ ŀŘƧǳǎǘƳŜƴǘΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

In addition to clarifying if repatriates considered their return to be difficult, they were 

also asked if they had received support from the company. Based on the interviews, ma-

jority of the participants had not received any organizational support after their return. 
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 άL ŘƻƴΩǘ ǊŜƳŜƳōŜǊ ǊŜŎŜƛǾƛƴƎ ŀƴȅ ǎǳǇǇƻǊǘΦ .ǳǘ ǘƘŀǘ Ƴŀȅ ōŜ ŘǳŜ ǘƻ ǘƘŜ ŦŀŎǘ ǘƘŀǘ L 
ŎŀƳŜ ƘŜǊŜ ōŀŎƪ ŀǎ ŀƴ ƻƭŘπǘƛƳŜǊ ŀƴŘ ƪƴŜǿ Ƙƻǿ ǘƘƛƴƎǎ ǿƻǊƪ ŀǊƻǳƴŘ ƘŜǊŜΦέ όǇŜǊǎƻƴ 
LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

άbƻǘ ǊŜŀƭƭȅΦ ώΧϐΦ L ǿƻǳƭŘ ƘŀǾŜ ŀǎǎǳƳŜŘ ǘƘŀǘ ǘƘŜ ŎƻƳǇŀƴȅ ǿƻǳƭŘ ƘŀǾŜ ƘŀŘ ŀ ƳƻǊŜ 
ǎȅǎǘŜƳŀǘƛŎ ǇǊƻŎŜǎǎ ƻŦ ŘƻƛƴƎ ǘƘƛƴƎǎ ǿƘŜƴ ǇŜƻǇƭŜ ŎƻƳŜ ōŀŎƪΦ CƻǊ ŜȄŀƳǇƭŜΣ ŀ ŘƛǎŎǳǎπ
ǎƛƻƴ ǿƛǘƘ ȅƻǳǊ ƻǿƴ ǘŜŀƳΦ ²ƘŜƴ L ŎŀƳŜ ōŀŎƪΣ L ǿŀǎƴΩǘ ǘƘŀǘ ǎǳǊŜ ǿƘŀǘ ǘƻ ŘƻΦέ όǇŜǊπ
ǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

In the theory section it was proposed that training may have a positive influence when 

repatriates adapt back into their home country (Burmeister et al. 2016). However, none 

of the individuals interviewed for this thesis received training. This finding is similar to 

what Black et al. (1992) have proposed that organizations do not often provide support 

for the returning employees. What is notable is that the result in this study indicate a 

similar situation even decades later. Therefore, the collected data in this thesis cannot 

support nor dismiss that training in repatriation might be beneficial. The lack of training 

may be due to the organizational practices not yet supporting repatriation. As the organ-

izational practices develop, more data regarding trainings influence in RKT may arise. 

This leaves a gap for future studies. However, interestingly eight out of the nine people 

interviewed were offered training prior expatriation. The one person who did not receive 

training went abroad with a local contract instead of an expatriate contract. 

5.3.5 Career planning   

In the theoretical section it was discussed that providing career planning support for 

repatriates is one way how organizations can support repatriation process (Burmeister 

et al., 2016). In this study, none of the nine individuals interviewed received career plan-

ning upon their return. However, for many their expatriation assignment was a part of 

their personal career plan. Furthermore, eight out of the nine people interviewed felt 

that the expatriation was an important factor in advancing their career. 
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Some argued that RKT and repatriates are not necessarily highly ranked amongst others. 

To combat this, the participants recommend that the company should encourage people 

to seek out new positions. Additionally, it was argued that the company should focus 

more on planning expatriates careers’ even before their assignment ends 

ά¢ƘŜ ŎƻƳǇŀƴȅ ǎƘƻǳƭŘ ŜƴŎƻǳǊŀƎŜ ƳƻǊŜ Ƨƻō Ǌƻǘŀǘƛƻƴ ŀƴŘ ǾŀƭǳŜ ƳƻǊŜ ǘƘƻǎŜΣ ǿƘƻ Řƻ 
ǘƘŀǘ ŀǎ ƛǘ ŀƭǎƻ ǘŀƪŜǎ ŎƻǳǊŀƎŜ ǘƻ ƭŜŀǾŜ ƻƴŜΩǎ ƻǿƴ ǇƻǎƛǘƛƻƴΦ !ƴŘ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪΣ 
ƛǘ ǎƘƻǳƭŘ ƎƛǾŜ ȅƻǳ ǎƻƳŜ ƪƛƴŘ ƻŦ ŀŘǾŀƴǘŀƎŜ ŀƴŘ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ƳƻǊŜ ŎŀǊŜŜǊ Ǉƭŀƴπ
ƴƛƴƎ ƛƴǾƻƭǾŜŘΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 άLŦ ȅƻǳΩǊŜ ƎƛǾŜƴ ŀ ōŜǘǘŜǊ ǇƻǎƛǘƛƻƴΣ ǿƘŜǊŜ ȅƻǳΩǊŜ ŀōƭŜ ǘƻ ǳǎŜ ȅƻǳǊ ƪƴƻǿƭŜŘƎŜ Řŀƛƭȅ 
ǘƘŀǘ ǿƻǳƭŘ ōŜ ŀƴ ƛŘŜŀƭ ǎƛǘǳŀǘƛƻƴΦ tŜǊƘŀǇǎΣ ǘƘŜ ŎƻƳǇŀƴȅ ǎƘƻǳƭŘ ŀƛƳ ǘƻ ƳŀǇ ƻǳǘ 
ǇŜƻǇƭŜΩǎ ŎŀǊŜŜǊ Ǉƭŀƴ ǎƻ ǘƘŀǘ ƛŦ ǘƘŜȅΩǊŜ ǎŜƴǘ ŀōǊƻŀŘ ǘƻ ǘŀƪŜ ŎŀǊŜ ƻŦ ƭŀǊƎŜ ǇǊƻƧŜŎǘǎΣ 
ǘƘŜƴ ǿƘŜƴ ǘƘŜȅ ŎƻƳŜ ōŀŎƪΣ ǘƘŜǊŜΩŘ ōŜ ŀ Ǉƭŀƴ ǘƻ ǳǘƛƭƛȊŜ ǘƘŜƛǊ ǎƪƛƭƭǎΦέ όǇŜǊǎƻƴ CΣ ǊŜπ
ǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

While most repatriates felt that the company should offer more support and a clear ca-

reer path for repatriates, it was also proposed that their performance abroad should be 

taken more in to a consideration when placing them in new roles. For example, if the 

repatriate has had a good performance while abroad, it should have a positive impact 

on the role they receive after their return. 

άL ƳŜŀƴΣ ǘƘŜ ŎƻƳǇŀƴȅ ǎƘƻǳƭŘ ǇǊƻǾƛŘŜ ƳƻǊŜ ŎŀǊŜ ŀƴŘ ŀ ǇƭŀƴƴŜŘπƻǳǘ ǊƻǳǘŜ ŦƻǊ  ǘƘŜƳΣ 
ǿƘŜƴ ǘƘŜȅ ŎƻƳŜ ōŀŎƪΣ ŀ ǇƭŀŎŜ ƎǳŀǊŀƴǘŜŜŘ ƻǊ ǎƻ ōŀǎŜŘ ƻƴ ǘƘŜƛǊ ǇŜǊŦƻǊƳŀƴŎŜ ǿƘƛƭǎǘ 
ŀōǊƻŀŘΦ ώΧϐΦ .ǳǘΣ ƛŦ ǘƘŜ ǇŜǊǎƻƴ Ƙŀǎ ŘƻƴŜ ŀƴ ŜȄǇŜŎǘŜŘ Ƨƻō ŀƴŘ ŘƻƛƴƎ ǿƘŀǘ ǿŀǎ ǎƻǊǘ 
ƻŦ ŜȄǇŜŎǘŜŘ ƻŦ ȅƻǳΣ ǘƘŜƴ ǿƘŜƴ ƘŜ ǊŜǘǳǊƴǎ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ǇƻǎƛǘƛƻƴΦ !ƴŘ Iw ǎƘƻǳƭŘ 
ǘŀƪŜ ŀ ƳƻǊŜ ǇǊƻŀŎǘƛǾŜ ǊƻƭŜ ǘƻ ǎŜŜƪ ƛǘ ƻǳǘΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Furthermore, there were arguments that a poor career planning during repatriation pro-

cess affects negatively on the trust between the company and the repatriate. 

ά̧ ŜŀƘΣ L ǘƘƛƴƪ ƛǘΩǎ ǘƘŜ ōƛƎƎŜǎǘ ƛǎǎǳŜΦ LŦ ƛǘ ǿƻǳƭŘ ōŜ ŘƻƴŜ ǿŜƭƭΣ ǘƘŜƴ ǘƘŜǊŜ ǿƻǳƭŘ ōŜ 
ǘǊǳǎǘΣ ǿƘƛŎƘ ǿƻǳƭŘ ŎǊŜŀǘŜ ŀ ŦƻǳƴŘŀǘƛƻƴ ŦƻǊ ŎƻƳƳǳƴƛŎŀǘƛƻƴΣ ǳǇƻƴ ǿƘƛŎƘ ǘƘŜǎŜ ǇǊƻπ
ŎŜŘǳǊŜǎ Ŏŀƴ ōŜ ōǳƛƭǘ ƻƴΦ ¢ƘŜƴ ǘƘŜǊŜ ǿƻǳƭŘ ōŜ ǘǊǳǎǘ ŀƴŘ ŦƻŎǳǎΦ bƻǿΣ ǘƘŜ ŜƴŜǊƎȅ ƎƻŜǎ 
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ǘƻƻ ƳǳŎƘ ƛƴǘƻ ƻǘƘŜǊ ǘƘƛƴƎǎΦ Lǘ ƪƛƴŘ ƻŦ ǿŀǘŜǊǎ Řƻǿƴ ǘƘŜ ǿƘƻƭŜ ǘƘƛƴƎΦέ όǇŜǊǎƻƴ /Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Moreover, some repatriates did not have a position after their assignment had ended 

nor was there any clarity about what their position would be. Additionally, it is indicated 

that the inability to place repatriates in a suitable position after their return can have a 

negative effect on them. Even if repatriates end up receiving a position, the process may 

have left them feeling invaluable. 

ά¢ƘŜǊŜ ǊŜŀƭƭȅ ǿŀǎƴΩǘ ŀƴȅ ŎŀǊŜŜǊ ǇƭŀƴƴƛƴƎΣ ǿƘŜǊŜ ǎƻƳŜōƻŘȅ ǿƻǳƭŘ ƭƻƻƪ ƻǾŜǊ ǘƘŀǘ 
ȅƻǳ ƘŀǾŜ ŘƻƴŜ ǘƘŀǘ ŀƴŘ ȅƻǳ ƪƴŜǿ Ƙƻǿ ǘƻ Řƻ ǘƘŀǘ ōŜŦƻǊŜΣ ǘƘƛǎ ȅƻǳ ƘŀǾŜ Ƨǳǎǘ ƭŜŀǊƴŜŘ 
Ƙƻǿ ǘƻ ŘƻΣ ŀƴŘ ǘƘƛǎ ƘŜǊŜ ŎƻǳƭŘ ōŜ ǎǳƛǘŀōƭŜ Ǉƻǎƛǘƛƻƴ ŦƻǊ ȅƻǳΦ !ǎ ŀƴ ŜƳǇƭƻȅŜŜ ǎŜŜƪƛƴƎ 
ŀ ƴŜǿ ǇƻǎƛǘƛƻƴΣ ǘƘŀǘ ŜȄǇŜǊƛŜƴŎŜ ǿŀǎ ǊŜŀƭƭȅ ƘǳƳƛƭƛŀǘƛƴƎΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ 
/Ƙƛƴŀύ 

άCƻǊ ŀ ǿƘƛƭŜΣ L ŘƛŘ ƴƻǘ ƘŀǾŜ ŀ ŘŜǎƛƎƴŀǘŜŘ ǇƻǎƛǘƛƻƴΣ ƛǘ ǿŀǎ ƻƴƭȅ ǘǿƻ ǘƻ ǘƘǊŜŜ ƳƻƴǘƘǎΦ 
¢Ƙŀǘ ǇŜǊƛƻŘ ǿŀǎ ŀ ƭƛǘǘƭŜ ōƛǘ Řƻǿƴ ǎƛŘŜŘΦ .ǳǘ ǎǘƛƭƭΣ Ƴȅ ǇǊŜǾƛƻǳǎ ōƻǎǎ ŀƴŘ ŎǳǊǊŜƴǘ ōƻǎǎ 
ǘƘŜȅ ƘŀǾŜ ƳŀŘŜ ǎǳǊŜ ǘƘŀǘ L ƘŀǾŜ ŀ ŎƻƴǘǊŀŎǘΦ .ǳǘ ǘƘŀǘ ŜȄǇŜǊƛŜƴŎŜ ŎƻǳƭŘ ƘŀǾŜ ōŜŜƴ 
ōŜǘǘŜǊΦέ όǇŜǊǎƻƴ 5Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

5.3.6 Human resource management and repatriate knowledge transfer 

Throughout the interviews, HR’s role in supporting RKT was brought up by the repatri-

ates several times. There was a common consensus amongst the participating repatri-

ates that HR should have a greater role during the repatriation process. This may include 

acting as a contact person and aiding during the return process.  

ά!ǎ ȅƻǳΩǊŜ ǊŜǘǳǊƴƛƴƎΣ ǘƘŜȅ ǎƘƻǳƭŘ ƎƛǾŜ ȅƻǳ ǎǳǇǇƻǊǘ ŀƴŘ ǎŜƴŘ ȅƻǳ ŀ ƳŜǎǎŀƎŜ ŀ ŦŜǿ 
ƳƻƴǘƘǎ ōŜŦƻǊŜ ȅƻǳ ŀŎǘǳŀƭƭȅ ŎƻƳŜ ōŀŎƪ ǘƻ ƛƴǉǳƛǊŜ ȅƻǳǊ ŎǳǊǊŜƴǘ ǎƛǘǳŀǘƛƻƴ ŀƴŘ ƛŦ ȅƻǳ 
ƴŜŜŘ ƘŜƭǇ ǿƛǘƘ ƳƻǾƛƴƎ ōŀŎƪ ƻǊ ŀǊŜ ȅƻǳǊ ǿƻǊƪ ƳŀǘǘŜǊǎ ƛƴ ƻǊŘŜǊΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛπ
ŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Based on the interviews, repatriates argued that HR could support both the repatriation 

process and RKT by holding return interviews. In addition to HR, it was recommended 
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that repatriates’ superiors should also take part in the interview. Additionally, it was 

mentioned that these return interviews should occur a few months after the actual re-

turn, in order to give repatriates time to re-adjust. 

ά{ǳǊŜƭȅ ǎǳǇŜǊƛƻǊ ǎƘƻǳƭŘ ōŜ ǇŀǊǘ ƻŦ ƛǘΣ ōǳǘ ǇŜǊƘŀǇǎ ŀƭǎƻ Iw ǎƘƻǳƭŘ ōŜ ŀ ǇŀǊǘ ƻŦ ƛǘΣ ǘƻ 
ǇǊŜǎŜƴǘ ǘƘŜ Iw ǇǊƻŎŜǎǎ ŀƴŘ ǿƘŀǘ ǿƻǊƪǎ ŀƴŘ ǿƘŀǘ ŘƻŜǎƴΩǘΦ .ǳǘ ǇŜǊƘŀǇǎΣ ŀ ǇǊƻǇŜǊ 
ŦŀŎŜπǘƻπŦŀŎŜ ōǊƛŜŦƛƴƎ ǿƻǳƭŘ ōŜ ŀ ƎƻƻŘ ǘƻƻƭΦ .ǳǘ ƴƻǘ ŀǎ ǎƻƻƴ ŀǎ ȅƻǳ ƘŀǾŜ ǊŜǘǳǊƴŜŘΣ 
ƛƴǎǘŜŀŘ ƛǘ ǎƘƻǳƭŘ ōŜ ƘŜƭŘ ŀŦǘŜǊ ŀ ŎƻǳǇƭŜ ƻŦ ƳƻƴǘƘǎΣ ōŜŎŀǳǎŜ ǿƘŜƴ ȅƻǳΩǊŜ ƳƻǾƛƴƎ 
ōŀŎƪ ƛǘΩǎ ǊŜŀƭƭȅ ŀ ōǳǎȅ ǘƛƳŜΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Additionally, based on the interviews, repatriates argue that HR should evaluate properly 

different positions for repatriates, and then based on their knowledge and skills, decide 

where to place them. 

ά¢ƘŜǊŜ ǎƘƻǳƭŘ ōŜ ǎƻƳŜ ǎǇŜŎƛŀƭ ǘǊŜŀǘƳŜƴǘ ŦƻǊ ǘƘƻǎŜ ǿƘƻ ƭŜŀǾŜΦ bƻǘ ƻƴƭȅ ŦǊƻƳ ŀ Ƨǳπ
ǊƛŘƛŎŀƭ ǇŜǊǎǇŜŎǘƛǾŜ ǿƘŜƴ ǘƘŜȅ ƳƻǾŜ ōŀŎƪΣ ōǳǘ ƛǘ ǎƘƻǳƭŘ ŀƭǎƻ ƛƴŎƭǳŘŜ ŎŀǊŜŜǊ ǇƭŀƴƴƛƴƎΦ 
¢ƘŜ Iw ŘŜǇŀǊǘƳŜƴǘ ǎƘƻǳƭŘ ōŜ ŀŎǘƛǾŜ ǿƘŜƴ ǘƘŜ ŀǎǎƛƎƴƳŜƴǘ ƛǎ ŎƻƳƛƴƎ ŎƭƻǎŜ ǘƻ ŀƴ 
ŜƴŘΦ ¢ƘŜȅ ǎƘƻǳƭŘ ǎŜŀǊŎƘ ŀƴŘ ǘƘƛƴƪ ǘƘƻǳƎƘ ǾŀǊƛƻǳǎ ŀƭǘŜǊƴŀǘƛǾŜ ƻǇǘƛƻƴǎΦ !ƴŘ ǘƘŜƴ ǘƘŜ 
ǊŜǇŀǘǊƛŀǘŜ ǿƻǳƭŘ ŀƭǎƻ ƪƴƻǿ ǘƘŀǘ ǿƘŜƴ ǘƘŜȅ ǊŜǘǳǊƴΣ ǘƘŜȅ ƘŀǾŜ ŀ ǇƻǎƛǘƛƻƴΦέ όǇŜǊǎƻƴ 
/Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Many argued that HR should actively ensure that RKT occurs. For example, it was argued 

that as HR has the widest perspective, they have the best tools to understand what kind 

of knowledge the company needs. 

ά¢ƘŜȅ ƘŀǾŜ ǘƘŜ ǿƛŘŜǎǘ ǇŜǊǎǇŜŎǘƛǾŜ ŀǎ ǘƘŜȅΩǊŜ ƴƻǘ ŦƻŎǳǎŜŘ ƻƴƭȅ ƛƴ ǘƘŜƛǊ ƻǿƴ ƻǊƎŀƴƛπ
ȊŀǘƛƻƴΦ Iw ǎƘƻǳƭŘ ŀƭǎƻ ōŜ ŀ ǇŀǊǘ ƻŦ ǊŜǇŀǘǊƛŀǘƛƻƴ ŀƴŘ ƻŦŦŜǊ ŀ ƳƻǊŜ ŀŎǘƛǾŜ ƘŜƭǇ ŘǳǊƛƴƎ 
ƛǘΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

There were also arguments that knowledge transfer requires structures in order for it to 

occur. Furthermore, it was argued that after confirming with the repatriate that they are 

willing to share their knowledge and experiences with others, HR should be the one to 

connect the knowledge provider and receiver together. 
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άYƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ ƛǎ ŀ ǇǊƻŎŜǎǎ ǘƘŀǘ ǊŜǉǳƛǊŜǎ ǘǿƻ ǎƛŘŜǎΥ ǎƻƳŜƻƴŜ ǿƘƻ Ƙŀǎ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǎƻƳŜ ǇƭŀŎŜΣ ǿƘŜǊŜ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ƛǎ ƴŜŜŘŜŘΦ ώΧϐΦ ¢ƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ 
ǎƘƻǳƭŘ ǾŜǊƛŦȅ ƛŦ ǘƘŀǘ ƛƴŘƛǾƛŘǳŀƭ ƛǎ ǿƛƭƭƛƴƎ ǘƻ ǎƘŀǊŜ ǘƘŀǘ ƪƴƻǿƭŜŘƎŜ ǿƛǘƘ ŀ ƎǊƻǳǇ ƻǊ 
ŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴ ǘƘŀǘ ŘƻŜǎ ōǳǎƛƴŜǎǎ ǿƛǘƘ ǘƘƻǎŜ ƳŀǊƪŜǘǎΦ Lǘ Ƴŀȅ ōŜ ǘƘŀǘ ǘƘŜȅ ŎǳǊπ
ǊŜƴǘƭȅ ǎŜŜ ƻƴƭȅ ƻƴŜ ǎƛŘŜ ƻŦ ǘƘŜ ŎƻƛƴΣ ǎƻ ǇŜǊƘŀǇǎ ǘƘŀǘ ǇŜǊǎƻƴ Ƙŀǎ ǎƻƳŜǘƘƛƴƎ ǘƻ ƎƛǾŜΦ 
ώΧϐΦ .ǳǘ ǘƘŀǘ ǊŜǉǳƛǊŜǎ ǘƘŀǘ ǘƘŜǊŜ ƛǎ ŀ Ǉƭŀƴ ƻǊ ǎƻƳŜ ƪƛƴŘ ƻŦ ǎǘǊǳŎǘǳǊŜŘ ǇǊƻŎŜǎǎΣ ǿƘŜǊŜ 
ǘƘŜ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊ Ŏŀƴ ƘŀǇǇŜƴ ƛƴ ŀ ǇǊƻŘǳŎǘƛǾŜ ƳŀƴƴŜǊΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ 
ŦǊƻƳ /Ƙƛƴŀύ 

5.4 Repatriates’ recommendations for improvements 

Each one of the nine participants provided their thought on how they personally would 

like to develop RKT in the future. This provides valuable information regarding what is-

sues repatriates themselves consider to be essential in improving RKT. One of the most 

common recommendations was organizing a lessons learned session, where people 

could learn from repatriates regarding certain topics. Additionally, it was proposed that 

the company could organize workshops, where there would be multiple repatriates who 

have been in the same country, sharing their experiences, and providing a wider per-

spective. 

 ά̧ ƻǳ Ŏŀƴƴƻǘ ƘŀǾŜ ƻƴŜ ǇŜǊǎƻƴ ǎŀȅƛƴƎΣ ƎƛǾƛƴƎ ŀ ƭŜŎǘǳǊŜΦ ¢Ƙŀǘ ǎŀƛŘΣ ȅƻǳ ƘŀǾŜ ǘƻ ƘŀǾŜ 
ƳƻǊŜ ǘƘŀƴ ƻƴŜ ǇŜǊǎƻƴΣ ǎƻ ǘƘŀǘ ȅƻǳ ƎŜǘ ƳƻǊŜ ǘƘŀƴ ƻƴŜ ǾƛŜǿΦ !ƴŘ ǘƘŜƴ ȅƻǳ ŀǊŜ ŀōƭŜ 
ǘƻ ŦƻǊƳ ȅƻǳǊ ƻǿƴ ǾƛŜǿΦ ώΧϐΦ {ƻΣ ǿƘŜƴ ȅƻǳ ƻǊƎŀƴƛȊŜ ŀ ǿƻǊƪǎƘƻǇΣ ƛǘ ǎƘƻǳƭŘ ōŜ ƭƛƪŜ 
ǘƘǊŜŜ ǇŜƻǇƭŜ ƻƴ ǘƘŜ ǎŀƳŜ ǘƻǇƛŎΦ ώΧϐΦ ¢ƘŜƴ ȅƻǳ ƎŜǘ ŀ ƳƻǊŜ осл ǾƛŜǿΦέ όǇŜǊǎƻƴ 5Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

ά5ŜŦƛƴƛǘŜƭȅ ƛŦ ǎƻƳŜƻƴŜ ŦǊƻƳ ǘƘŜ ǘŜŀƳ Ƙŀǎ ƎƻƴŜ ŀōǊƻŀŘΣ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ƭŜǎǎƻƴǎ 
ƭŜŀǊƴŜŘ ǎŜǎǎƛƻƴ ƻǊ ŀ ƪƴƻǿƭŜŘƎŜ ǎƘŀǊƛƴƎ ǎŜǎǎƛƻƴΣ ǿƘŜǊŜ ƛǘ ǿƻǳƭŘ ōŜ ǇƻǎǎƛōƭŜ ŦƻǊ ǘƘŜ 
ǊŜǇŀǘǊƛŀǘŜǎ ǘƻ ǘŜƭƭ ǘƘŜƛǊ ŜȄǇŜǊƛŜƴŎŜǎΦ !ƴŘ ǘƘŜ ǊŜǎǘ ƻŦ ǘƘŜ ǘŜŀƳ ǿƻǳƭŘ ŀƭǎƻ ōŜ ŀōƭŜ ǘƻ 
ŀǎƪ ǉǳŜǎǘƛƻƴǎ ŦǊƻƳ ǘƘŜƳΦ .ŜŎŀǳǎŜΣ ƛǘΩǎ ƴƻǘ ŀƭǿŀȅǎ ǇƻǎǎƛōƭŜ ǘƻ ƪƴƻǿ ǿƘŀǘ ƳƛƎƘǘ 
ƛƴǘŜǊŜǎǘ ƻǘƘŜǊǎΣ ōǳǘ ƛŦ ǘƘŜȅ Ŏŀƴ ŀǎƪ ŦǊŜŜƭȅΣ ǘƘŜƴ ƛǘ ǘȅǇƛŎŀƭƭȅ ōŜŎƻƳŜǎ ŎƭŜŀǊΦέόǇŜǊǎƻƴ 
IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 
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Repatriates have also proposed that a de-briefing session should be held with repatriates. 

During this it would be possible to map out the repatriate’s new skills and knowledge.  

άtŜǊƘŀǇǎ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ǇǊƻǇŜǊ ŘŜπōǊƛŜŦƛƴƎ ǎŜǎǎƛƻƴΣ ǿƘŜǊŜ ŀ ǿƻǊƪǎƘƻǇ ƻǊ ŀ 
ōǊŀƛƴǎǘƻǊƳƛƴƎ ǎŜǎǎƛƻƴ ƛǎ ƘŜƭŘ ǿƛǘƘ ǘƘŜ ǎŜƴŘƛƴƎ ǎǳǇŜǊƛƻǊ ŀƴŘ ǘƘŜ ƴŜǿ ǎǳǇŜǊƛƻǊΣ 
ǿƘŜǊŜ ǿƘŀǘ Ƙŀǎ ōŜŜƴ ƭŜŀǊƴŜŘ ŀƴŘ ǿƘŀǘ Ŏŀƴ ōŜ ǳǎŜŘ ŦǊƻƳ ƴƻǿ ƻƴ ƛǎ ōŜƛƴƎ Řƛǎπ
ŎǳǎǎŜŘΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 άLΩŘ ǎŀȅ ǘƘŀǘ ŀŦǘŜǊ ŀ ǿƘƛƭŜ ǿƘŜƴ ȅƻǳΩǾŜ ŎƻƳŜ ōŀŎƪΣ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ƳŜŜǘƛƴƎ ǿƛǘƘ 
ŀƴ Iw ǊŜǇǊŜǎŜƴǘŀǘƛǾŜΣ ǿƛǘƘ ǿƘƻƳ ȅƻǳΩŘ Ǝƻ ǘƘǊƻǳƎƘ ǉǳŜǎǘƛƻƴǎΥ ǿƘŀǘ Ƙŀǎ ōŜŜƴ ȅƻǳǊ 
ƻǿƴ ŜȄǇŜǊƛŜƴŎŜ ǊŜƎŀǊŘƛƴƎ ƪƴƻǿƭŜŘƎŜ ǘǊŀƴǎŦŜǊΣ ƛǎ ǘƘŜǊŜ ǎƻƳŜǘƘƛƴƎ ǘƘŀǘ ŎƻǳƭŘ ōŜ 
ƛƳǇǊƻǾŜŘΣ ǿŜǊŜ ȅƻǳ ƻǾŜǊŀƭƭ ǎŀǘƛǎŦƛŜŘ ǿƛǘƘ ȅƻǳǊ ŜȄǇŜǊƛŜƴŎŜ ŀōǊƻŀŘ ŀƴŘ Ƙƻǿ ǘƘƛƴƎǎ 
ŀǊŜ ƎƻƛƴƎ ƻƴ ƘŜǊŜΦ {ƻ ǘƘŀǘ ȅƻǳ ŀǎ ŀ ǿƘƻƭŜ ǿƻǳƭŘ ōŜ ŎƻƴǎƛŘŜǊŜŘΣ ƴƻǘ Ƨǳǎǘ ȅƻǳǊ ǿƻǊƪΦ 
ώΧϐΦ aŀƛƴƭȅΣ ƛǘΩǎ ŀōƻǳǘ ŦŜŜƭƛƴƎ ǘƘŀǘ ȅƻǳ ŀǊŜ ŎŀǊŜŘ ŦƻǊ ŀƴŘ ȅƻǳΩǊŜ ŀ ǾŀƭǳŀōƭŜ ŜƳπ
ǇƭƻȅŜŜ ƛƴ ǘƘŀǘ ŎƻƳǇŀƴȅΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Additionally, as it can be seen from the quotations throughout this thesis, many of the 

participating repatriates felt that there is not a good place for them to share their 

knowledge. Therefore, it has been proposed to create a forum, where it would be possi-

ble to ask question from repatriates on different topics. 

άtŜǊƘŀǇǎ ǎƻƳŜ ƪƛƴŘ ƻŦ ŦƻǊǳƳΣ ǎƛƳƛƭŀǊ ǘƻ CŀŎŜōƻƻƪΣ ŀƴ ŎƻƳǇŀƴȅΩǎ ƛƴǘŜǊƴŀƭ ŦƻǊǳƳΣ 
ǿƘŜǊŜ ǘƘŜǊŜ ŎƻǳƭŘ ōŜ ŀ ŀǎƪ ŦǊƻƳ ŀƴ ŜȄǇŀǘǊƛŀǘŜ ƻǊ ǎƻƳŜǘƘƛƴƎ ǎƛƳƛƭŀǊέ όǇŜǊǎƻƴ !Σ 
ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Furthermore, it has been argued that a forum would function well with Finnish culture, 

where people may be too hesitant to approach strangers to ask them information. 

άL ŘƻƴΩǘ ƪƴƻǿ ƛŦ ǇŜƻǇƭŜ ŀǊŜ ǇŜǊƘŀǇǎ ǘƻƻ ƎǊǳƳǇȅ ǘƻ ŀǎƪ ŀŘǾƛŎŜ ŦǊƻƳ ǎƻƳŜōƻŘȅ ǿƘƻΩǎ 
ŀōƻŀǊŘΦ ώΧϐΦ {ƻΣ ƻǾŜǊ ƘŜǊŜ ƛǘΩǎ ŀ ōƛǘ ƻŦ ŀ ŎǳƭǘǳǊŀƭ ǿŀȅ ƻŦ ǘƘƛƴƎǎ ǘƘŀǘ ȅƻǳ Ƨǳǎǘ ǿƻƴΩǘ 
Ǝƻ ōƻǘƘŜǊ ƻǘƘŜǊ ǇŜƻǇƭŜ ŀƴŘ ŀǎƪ ǘƘƛƴƎǎ ŦǊƻƳ ǘƘŜƳΦ .ǳǘΣ ǘƘŜǊŜŦƻǊŜ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ 
ǎƻƳŜ ƪƛƴŘ ƻŦ ŦƻǊǳƳΣ ǿƘŜǊŜ ƛǘ ǿƻǳƭŘ ōŜ Ǉƻǎǎƛōƭȅ ǘƻ ŘƛǎŎǳǎǎ ƳƻǊŜ ƻǇŜƴƭȅ ǊŜƎŀǊŘƛƴƎ 
ǘƘƛǎ ǎǳōƧŜŎǘΦέ όǇŜǊǎƻƴ !Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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In addition to creating a forum, it was also suggested that the company could create a 

database, from where it would be possible to find out who has been where. Furthermore, 

this could aid in making the data collection process more organized, which was another 

recommendation. 

άLŦ ǘƘŜǊŜ ǿƻǳƭŘ ōŜ ŜǾŜƴ Ƨǳǎǘ ŀƴ ŜȄŎŜƭ ǎƘŜŜǘΣ ǿƘŜǊŜ ǘƘŜǊŜΩŘ ōŜ ŀ ƭƛǎǘ ƻŦ ǘƘŜ ǇŜƻǇƭŜ 
ǿƘƻ ƘŀǾŜ ōŜŜƴ ŀōǊƻŀŘ ŀƴŘ ǿƘŜǊŜ ǘƘŜȅ ƘŀǾŜ ōŜŜƴΦ ¢ƘŜƴΣ ƛŦ ȅƻǳ ƘŀǾŜ ǎƻƳŜǘƘƛƴƎ 
ȅƻǳ ǿŀƴǘ ǘƻ ŀǎƪΣ ƛǘ ǿƻǳƭŘ ōŜ ǇƻǎǎƛōƭŜ ǘƻ ŎƻƴǘŀŎǘ ǘƘŜƳ ǇŜǊǎƻƴŀƭƭȅΦέ όǇŜǊǎƻƴ IΣ ǊŜπ
ǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

ά²ŜƭƭΣ ŀǘ ǘƘƛǎ ǇƻƛƴǘΣ ŜǾŜǊȅǘƘƛƴƎ ƛƴ ǘƘƛǎ ŎƻƳǇŀƴȅ ŘŜǇŜƴŘǎ ƻƴ ƘǳƳŀƴǎΦ !ƴŘ ƛŦ ǘƘŜ 
ŎƻƳǇŀƴȅ ǿƛǎƘŜǎ ǘƻ ǳǘƛƭƛȊŜ ǘƘƛǎ ƪƴƻǿƭŜŘƎŜΣ ǘƘŜȅ ƴŜŜŘ ǘƻ ŎǊŜŀǘŜ ǘƘŜ ƳŜŀƴǎ ǘƻ Řƻ ǎƻΦ 
¢ƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ǎǘǊǳŎǘǳǊŜŘ ǿŀȅ ƻŦ ŎƻƭƭŜŎǘƛƴƎ ǘƘŜ ƪƴƻǿƭŜŘƎŜΣ ŀƴŘ ǳǘƛƭƛȊƛƴƎ ƛǘ ŀƴŘ 
ƳŀƪƛƴƎ ǎǳǊŜ ǘƘŀǘ ǇŜƻǇƭŜ ŀǊŜ ƛƴ ŎƻǊǊŜŎǘ ǇƭŀŎŜǎΦ !ƴŘ ǘƘŜƴΣ ƛƴ ǘƘŜ ŦǳǘǳǊŜ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ Ŏŀƴ ōŜ ǳǘƛƭƛȊŜŘ ōŜǘǘŜǊΦέ όǇŜǊǎƻƴ .Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

Some argued that the company should focus more on the whole repatriation process. 

Additionally, it was suggested that repatriates could benefit from having a contact per-

son, who could support them during the repatriation process. Moreover, some men-

tioned that the current mentoring program could be expanded to include mentoring dur-

ing the whole expatriation assignment.  

άIw ǎƘƻǳƭŘ ōŜ ƛƴǾƻƭǾŜŘ ƛƴ ǊŜǇŀǘǊƛŀǘƛƻƴΦ ¢ƘŜǊŜ ŎƻǳƭŘ ōŜ ǎƻƳŜƻƴŜΣ ƛŦ ƴƻǘ ƳŜƴǘƻǊΣ ǘƘŜƴ 
ŀǘ ƭŜŀǎǘ ǎƻƳŜƻƴŜ ǿƘƻ ǿƻǳƭŘ ƭƻƻƪ ŀŦǘŜǊ ȅƻǳΦ !ƴŘ ŀƭǎƻ ǿƛǘƘ IwΣ ƛǘΩǎ ǳƴŘŜǊǎǘŀƴŘŀōƭŜ 
ǘƘŀǘ ǎǳǇŜǊƛƻǊǎ ŀƴŘ ǘƘŜ ŦƻŎǳǎ ŎƘŀƴƎŜ ŎƻƴǎǘŀƴǘƭȅΣ ōǳǘ ƴƻǿ ǿƘŜƴ ǿŜΩǊŜ ǘŀƭƪƛƴƎ ŀōƻǳǘ 
ǇŜǊǎƻƴΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ƪƴƻǿƭŜŘƎŜΦ L ǘƘƛƴƪΣ ǘƘŜ ŎƻƳǇŀƴȅ ǎƘƻǳƭŘ ōŜ ƛƴǘŜǊŜǎǘŜŘ 
ŀƴŘ ǎƘƻǳƭŘ ƭƻƻƪ ŀŦǘŜǊ ǘƘŜǎŜ ǇŜƻǇƭŜΦ {ƻ ǘƘŀǘ ǘƘŜ ŎƻƳǇŀƴȅ ŎƻǳƭŘ ƳŀȄƛƳƛȊŜ ǘƘŜ 
ƪƴƻǿƭŜŘƎŜ ŀƴŘ ƎŀǘƘŜǊ ƛǘΦ {ƻΣ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ŀ ŎƻƴǘŀŎǘ ǇŜǊǎƻƴ ŦǊƻƳ Iw ŜŀǊƭȅ 
ŜƴƻǳƎƘΦέ όǇŜǊǎƻƴ /Σ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

 άtŜǊƘŀǇǎ ǘƘŀǘ ǘȅǇŜ ƻŦ ƳŜƴǘƻǊƛƴƎ ŎƻǳƭŘ ōŜ ƛƴŎƭǳŘŜŘ ƛƴ ƻǳǊ ŎǳǊǊŜƴǘ ƳŜƴǘƻǊƛƴƎ ǇǊƻπ
ƎǊŀƳΦ ¢ƘŜǊŜ ŎƻǳƭŘ ōŜ ŀ ƭƛǎǘ ƻŦ ƛƴŘƛǾƛŘǳŀƭǎΣ ǿƘƻ ŀǊŜ ŀōǊƻŀŘ ŀƴŘ ǿƘŀǘ ǘƘŜȅ ŎƻǳƭŘ 
ōǊƛƴƎ ǘƻ ǘƘŜ ǘŀōƭŜΦ L ŘƻƴΩǘ ǘƘƛƴƪ ǘƘŀǘ ǘƘƻǎŜ ǿƘƻ ŎǊŜŀǘŜ ƳŜƴǘƻǊƛƴƎ ǇǊƻƎǊŀƳǎ ƪƴƻǿ 
ǿƘƻ ƘŀǾŜ ōŜŜƴ ŀōǊƻŀŘΦ tŜǊƘŀǇǎΣ Iw Ƙŀǎ ǎƻƳŜǘƘƛƴƎ ƎƻƛƴƎ ƻƴ ōŜƘƛƴŘ ǘƘŜ ǎŎŜƴŜǎΣ 
ōǳǘ ŀǘ ƭŜŀǎǘ LΩƳ ƴƻǘ ŀǿŀǊŜ ƻŦ ƛǘΦέ όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 
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As local contracts might become more desirable in the future, it was proposed that HR 

should also offer support for those, who have gone abroad with a local contract. 

άLΩŘ ǎŀȅ ƛǘ ƛǎ ǊŜŀƭƭȅ ƛƳǇƻǊǘŀƴǘ ƛŦ ƛƴ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ ǘƘŜǊŜΩŘ ōŜ ŀƴ ƛƴŘƛǾƛŘǳŀƭΣ ǿƘƻ 
ƘŜƭǇǎ ǘƘƻǎŜ ǿƘƻ Ǝƻ ŀōǊƻŀŘ ƻƴ ŀ ƭƻŎŀƭ ŎƻƴǘǊŀŎǘΦ ¢ƘŜǊŜ ǎƘƻǳƭŘ ōŜ ǎƻƳŜ ƪƛƴŘ ƻŦ ƛƴŦƻǊπ
Ƴŀǘƛƻƴ ǇŀŎƪŜǘ ƳŀŘŜ ŦƻǊ ǘƘŜƳ ŀƭǎƻΣ ǘƘŀǘ ǿƻǳƭŘ ƻŦŦŜǊ ǎƻƳŜ ƘŜƭǇ ǘƻ ǘƘŜƳ ǎƻ ǘƘŀǘ 
ǘƘŜȅΩǊŜ ƴƻǘ ŀōŀƴŘƻƴŜŘΦ tƭǳǎΣ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪ ǘƘŜǊŜ ǎƘƻǳƭŘ ōŜ ǎƻƳŜ ƪƛƴŘ ƻŦ 
ŘƛǎŎǳǎǎƛƻƴ ƳŜŜǘƛƴƎ ǿƛǘƘ IwΣ ƭƛƪŜ ǿƘŀǘ ǿŀǎ ȅƻǳǊ ŜȄǇŜǊƛŜƴŎŜΣ Ƙƻǿ ŘƛŘ ƛǘ Ǝƻ ŀƴŘ ǿƘŀǘ 
ǘƘŜȅ ŎƻǳƭŘ Řƻ ōŜǘǘŜǊ ƛƴ ǘƘŜ ŦǳǘǳǊŜΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

RKT can also be improved by finding repatriates correct roles. However, it is important 

to note that finding the correct position does not necessarily have to mean a promotion. 

Instead, repatriates can be given a key user role, which would make it easier for them to 

initiate RKT situations. 

άhƴŜ ǿŀȅΣ ƻŦ ŎƻǳǊǎŜ ƛǎ ƛŦΣ ǿƘŜƴ ƳƻǾƛƴƎ ōŀŎƪ ȅƻǳ ƎŜǘ ŀ ǇǊƻƳƻǘƛƻƴ ƻǊ ǎƻƳŜǘƘƛƴƎ ƭƛƪŜ 
ǘƘŀǘΦ .ǳǘΣ ƛǘ ŘƻŜǎƴϥǘ ƘŀǾŜ ǘƻ ōŜ ǘƘŀǘΦ Lǘ Ŏŀƴ ōŜ ǘƘŀǘ ȅƻǳ ƎŜǘ ŀ ŎŜǊǘŀƛƴ ǊƻƭŜΣ ƭƛƪŜ ŀ ƪŜȅ 
ǳǎŜǊ ƻǊ ƪŜȅ ǇŜǊǎƻƴ ŦƻǊ ǎƻƳŜ ǎǇŜŎƛŦƛŎ ŀǊŜŀ ǘƘŀǘ ȅƻǳ ƘŀǾŜ ƭŜŀǊƴŜŘ ǿƘŜƴ ȅƻǳϥǾŜ ōŜŜƴ 
ŀōǊƻŀŘΣ ǎƻƳŜǘƘƛƴƎ ƭƛƪŜ ǘƘŀǘΦ hǊ ŎƻƴǘŀŎǘ ǇŜǊǎƻƴ ŦƻǊ ŎŜǊǘŀƛƴ ƛǎǎǳŜǎ ǇŜǊƘŀǇǎΦέ όǇŜǊǎƻƴ 
DΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

Additionally, if RKT would become an integrated part of the overall repatriation process, 

this might in its own right already improve RKT in the company. Furthermore, some re-

patriates argued that if they had been aware that RKT is something that would be ex-

pected from them after their return, they would have tried to engage in it more. 

 άLŦ ƛǘ ǿŀǎ ƭƛƪŜ ƻƴ ŀ ƳŀǇ ǘƘŀǘ ΨƘŜȅΣ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪΣ ȅƻǳ ǎƘƻǳƭŘ ƻǊƎŀƴƛȊŜ ǎƻƳŜ 
ƪƛƴŘ ƻŦ ǎŜǎǎƛƻƴ ŀƴŘ ǎƘŀǊŜ ƪƴƻǿƭŜŘƎŜΦέ Lǘ ǿƻǳƭŘ ŀƭǎƻ ōŜ ŜŀǎƛŜǊ ǘƻ ǊŜƳŜƳōŜǊΣ ōŜπ
ŎŀǳǎŜ ǿƘŜƴ ȅƻǳ ŎƻƳŜ ōŀŎƪΣ ȅƻǳ ƘŀǾŜ ƴŜǿ ǊŜǎǇƻƴǎƛōƛƭƛǘƛŜǎΦ Lƴ Ƴȅ ƻǇƛƴƛƻƴΣ ƛŦ ȅƻǳ 
ŘƻƴΩǘ ŀŎǘƛǾŜƭȅ ǘƘƛƴƪ ŀōƻǳǘ ǘƘŀǘ ȅƻǳ ŎƻǳƭŘ ƘŜƭǇ ǎƻƳŜōƻŘȅΣ ƛǘ ǿƛƭƭ ōŜ Ŝŀǎƛƭȅ ŦƻǊƎƻǘǘŜƴΦέ 
όǇŜǊǎƻƴ CΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ /Ƙƛƴŀύ 

άL ǘƘƛƴƪ ƛǘ ǿƻǳƭŘ ƘŜƭǇ ŀ ƭƻǘ ƛŦ ƛǘ ǿƻǳƭŘ ōŜ ǎǇƻƪŜƴ ƻŦΦ Lǘ ǎƘƻǳƭŘ ōŜ ŀ ǇŀǊǘ ƻŦ ǘƘƛǎ ǿƘƻƭŜ 
ŜȄǇŀǘǊƛŀǘƛƻƴ ŀǎǎƛƎƴƳŜƴǘΦ {ƻΣ ǿƘŜƴ ȅƻǳ ƳƻǾŜ ōŀŎƪΣ ŀƴ ƛƴŦƻ ǎƘŀǊƛƴƎ ǎŜǎǎƛƻƴ ǿƛƭƭ ōŜ 
ƻǊƎŀƴƛȊŜŘΦ L ǘƘƛƴƪ ǿŜ ƭŀŎƪ ǘƘŀǘ ǘƛƴȅ ǇǳǎƘΦέ όǇŜǊǎƻƴ IΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 
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Additionally, in order to make it easier for repatriates to know what they have learned, 

they might be encouraged to keep a journal, where they would write down things that 

they face during the first few months of their return. 

ά{ƻƳŜōƻŘȅΣ ǿƘƻ ƘŀŘ ōŜŜƴ ŀōǊƻŀŘ ōŜŦƻǊŜΣ ǘƻƭŘ ƳŜ ƻƴŎŜ ǘƘŀǘ ƳŀƪŜ ƴƻǘŜǎ ƻŦ ǘƘŜ 
ǘƘƻǳƎƘǘǎ ȅƻǳ ƘŀǾŜ ǿƘŜƴ ȅƻǳ ǊŜǘǳǊƴΣ ōŜŎŀǳǎŜ ŀŦǘŜǊ ǎƛȄ ƳƻƴǘƘǎ ȅƻǳ ǿƻƴΩǘ ǊŜƳŜƳōŜǊ 
ǘƘŜƳ ŀƴȅƳƻǊŜΦ {ƻ L ƘŀǾŜ ǘŀƪŜƴ ƴƻǘŜǎ ŀƴŘ ǘƘŀǘ ƳƛƎƘǘ ōŜ ƻƴŜ ǊŜŀǎƻƴ ǿƘȅ L ǊŜƳŜƳπ
ōŜǊ ŘƛŦŦŜǊŜƴŎŜǎ ōŜǘǿŜŜƴ ǿƘŜƴ ȅƻǳ ƭŜŦǘ ŀƴŘ ǿƘŜƴ ȅƻǳ ŎŀƳŜ ōŀŎƪΦ CǊƻƳ ǘƘƻǎŜ ƛǘ ƛǎ 
ǇƻǎǎƛōƭŜ ǘƻ ǊŜŦƭŜŎǘ ƻƴ ǿƘŀǘ ȅƻǳ ƘŀǾŜ ƭŜŀǊƴŜŘΦέ όǇŜǊǎƻƴ LΣ ǊŜǇŀǘǊƛŀǘŜ ŦǊƻƳ {ƛƴƎŀǇƻǊŜύ 

This section focused on presenting the data collected from the interviews. The results 

will be discussed further in the next section. 
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6 Discussion 

In this section the data results will be discussed. This is followed by discussion on the 

implications for practice. Lastly, the limitations of the study alongside with recommen-

dations for future research are discussed.  

6.1 Discussion of results 

Similarly to Suutari et al.’s (2002) findings, the results indicate that there is a strong sat-

isfaction with expatriation assignments amongst Finnish repatriates. All nine of the in-

terviewees argued that their expatriation assignment was successful and they were sat-

isfied with it. Furthermore, many argued that they received plenty of support and infor-

mation prior to their expatriation assignment. However, the real focus in this thesis is on 

repatriation process and RKT. 

Similarly to Berthoin-Antal et al.’s (2000) findings, the results in this study indicate that 

there are two different types of knowledge that repatriates have gained during their as-

signment: professional knowledge and cultural knowledge. All nine participants argued 

that they had been able to use their knowledge after returning. Additionally, all nine of 

the participants argued that it was difficult to transfer the knowledge due to its tacit 

nature. These findings are similar to Oddou et al.’s (2009) findings. Moreover, akin to 

Oddou et al.’s (2009) findings, it appears that it can be difficult for repatriates to pinpoint 

exactly what are the new things they learned during their assignment. This is probably 

because with time, repatriate knowledge may grow to be an intangible part of the repat-

riate themselves. These factors may cause difficulties in transferring repatriate 

knowledge. 
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Many of the interviewed repatriates argued that the return process is more difficult than 

the expatriation process. Based on the interviews, there are a few potential factors that 

could affect positively the repatriation process. Similarly to Burmeister et al.’s (2016) 

findings, one is related to knowing their new role, before their assignment is ending, 

which appears to have a positive impact on the smoothness of the return process. An-

other factor that appears to have a positive effect is the timing of the return. Lastly, re-

patriates own attitude towards the whole expatriation and return process may affect 

how easy or difficult they experience the return process to be.  

However, there were also participants, who considered their return process to be ex-

tremely unsuccessful. They argued that one of the main reasons was the fact that they 

did not have a position after their return. Additionally, there were multiple arguments 

that repatriates felt undervalued during their return process as they had gained new 

knowledge and skills, but this seemingly added nothing to their professional value after 

returning. This is similar to Peltonen’s (1997) and Lazarova et al.’s (2001) results dis-

cussed in the theoretical section. 

Only one third of the interviewed repatriates concluded that they had prior assumptions 

regarding either their overall return process or RKT. Most of the prior assumptions the 

participants had revolved around gaining a better position after their return. One of the 

main reason why repatriates may not have any prior assumptions regarding RKT could 

be due to them not being aware of the existence of RKT. If repatriates would be aware 

of the topic prior to their expatriation assignment, they might be more likely to form 

assumptions regarding it. Further studies could investigate this topic more.  

Eight out of the nine repatriates who were interviewed argued that their expatriation 

assignment has boosted their career and argued they would not have been able to re-

ceive their current position without their expatriation assignment. These results are 

somewhat surprising as Riusala et al. (2000) have argued that the majority of repatriates 
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do not see that their assignment has boosted their careers. At the same time approxi-

mately one third of the participants argued having applied to other positions outside of 

the company. This is slightly less than what previous studies, like Suutari et al. (2003) 

have presented. However, it should be noted that the sample size is also smaller than in 

the aforementioned research. Additionally, it should be noted that receiving a better 

position is not guaranteed and perhaps the participants in this thesis had been luckier 

than their peers, who were not interviewed. Moreover, repatriates own activity appears 

to have a great impact on what kind of position they will receive after their return. Fur-

thermore, some repatriates argued that they do not think that expatriation assignments 

offer any added value for one’s career in the company. 

Eight out of the nine people interviewed considered that they had been able to engage 

in RKT to some degree. However, the common consensus amongst the participants was 

that knowledge transfer was not re-occurring. Additionally, it was argued that not all 

apparent knowledge transfer is actual knowledge transfer. In order for the knowledge 

transfer to be beneficial for the company, the knowledge recipient should be able to 

utilize that knowledge in their own task. However, in this study, it is unclear how much 

the knowledge receivers have benefitted from repatriate knowledge as they were not 

interviewed. 

Coincidentally, a majority argued that the most common RKT situation occur in a causal 

setting, for example over a lunch. Additionally, many had been approached via emails. 

Moreover, meetings provided another setting and opportunity for repatriates to engage 

in RKT. However, not all of the participating repatriates have had meetings, where they 

could have shared their knowledge with others. Therefore, it appears that the viability 

of meetings as a platform for RKT is connected to the repatriate’s position. None of the 

more in-depth tools were actively used to transfer knowledge and only one repatriate 

had participated in a knowledge sharing workshop.  
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Oddou et al. (2013) have stated that repatriates ability to engage in RKT situations consist 

of position, attitude, having the right moment and having the right knowledge. Similarly 

to Oddou et al.’s (2013) findings, the results in this thesis indicate that the position is 

one of the main aspects that affects both the repatriation process and repatriates’ ability 

to engage in RKT. Furthermore, position is one of the ways through which the company 

can show its appreciation to repatriates. Hence, the position repatriates receive after 

their return may also impact on their motivation to engage in RKT. Additionally, repatri-

ates with a more central position in their networks had more opportunities to engage in 

RKT, as proposed by van Wijk et al. (2008). Additionally, those who had their own em-

ployees had had more opportunities for knowledge sharing, which is related to position 

power akin Oddou et al.’s (2009) arguments. 

Interestingly, none of the interviewed repatriates had actively searched for situations 

where they could engage in RKT. Instead, based on the interviews, it appears that most 

of them expected the other party to approach them regarding their knowledge. This is 

completely opposite of Oddou et al.’s (2013) research, where it was argued that 

knowledge recipients do not often initiate RKT situations. Instead, Oddou et al. (2013) 

argued that repatriates themselves often act as an initiator for RKT.  

There are a few potential issues that might explain this phenomenon. Firstly, some re-

patriates mentioned that they did not wish to alienate themselves from their co-workers 

by constantly sharing their experiences and knowledge. Because of this, they have cho-

sen to wait for the other party to approach them with questions, hence initiating the 

RKT process. Additionally, some repatriates had difficulties in re-integrating back into 

their work groups. Many argued that they felt like an outsider, which made it more chal-

lenging for them to initiate RKT situations. Moreover, it can be argued that these issues 

have affected negatively on repatriates’ ability to initiate knowledge transfer situations.  



102 

The second is related to their position. Some repatriates claimed that they felt like they 

did not have a clear role that included sharing their knowledge with their colleagues. 

However, after receiving a promotion, they argued that their current position has pro-

vided them with more opportunities and authority to engage in RKT. These arguments 

are similar to Lazarova et al.’s (2005) and Oddou et al.’s (2013) findings.  

Lastly, the repatriates argued that as they do not know where the need for their 

knowledge is, they are unable to engage efficiently in RKT. Repatriates’ ability identifying 

where their knowledge is needed appears to be a combination of Oddou et al.’s (2013) 

proposition of having the right knowledge and having the right moment. Repatriates 

claimed that one of the reasons, why they have not been able to engage in RKT is be-

cause they did not know where their knowledge is needed. Additionally, many argued 

that it is not their responsibility to identify where their knowledge could be utilized the 

best. Instead, it was argued that the need for repatriate knowledge should come from 

the organization itself. 

As Oddou et al., (2009) and Burmeister et al. (2015) have proposed, the more motivated 

repatriates themselves are to engage in RKT, the more likely it is that RKT occurs actively. 

Interestingly, a majority of the repatriates interviewed considered themselves to be mo-

tivated to share their knowledge with others. However, all repatriates also agreed that 

they have not actively searched for RKT opportunities. There are a few potential reasons 

for this. For example, the repatriates themselves were not aware of the existence of RKT. 

In fact, all nine repatriates interviewed expressed that they learned about RKT for the 

first time from the email that was sent out to them, asking them to participate in this 

study. Hence, RKT has not been one of their prioritized focus points after their return. 

Based on the interviews, there were a few re-emerging themes that appear to be posi-

tively connected to repatriates’ motivation to engage in RKT. Firstly, repatriates’ own per-
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sonality appears to influence their motivation to engage in RKT situations either posi-

tively or negatively. It could be argued that this is related to their ability and having the 

right attitude, according to Oddou et al.’s (2013) discussions. Some argued that sharing 

knowledge with others is a part of their personality. This positive attitude could be pos-

itively connected to their ability and motivation to initiate RKT situations. On the other 

hand, some participants were more reluctant towards sharing their knowledge with oth-

ers due to assuming that the knowledge receivers do not appreciate their knowledge. 

Additionally, the fear of being isolated from their peers due to sharing their knowledge, 

has in some cases, affected their attitude towards RKT. 

Secondly, similarly to Burmeister et al.’s (2016) results, there were arguments that en-

gaging and encouraging RKT is a way to make the repatriate feel more valuable for the 

company, which would positively affect their motivation. Lastly, some repatriates viewed 

engaging in RKT as a way to help the organization and their co-workers, which also af-

fected positively on their motivation. This can be connected to their commitment to the 

company, as proposed by Oddou et al. (2013).  

However, it should be noted that while a majority of the people interviewed stated that 

they are committed to the company yet as shown, none of them had been pro-active in 

finding and initiation knowledge transfer situations with others. Based on the data, there 

are a few reoccurring aspects that appear to have a positive effect on repatriates’ com-

mitment to the company. One such factor appears to be the successfulness of their ex-

patriation assignment. Furthermore, receiving a position, where they can actively utilize 

their knowledge appears to have a positive impact on their commitment. Similarly, a few 

reasons for decreased commitment were also provide. These are a poor repatriation 

process and not feeling valued by the company.  

Interestingly, all participants argued that considering other positions did not affect neg-

atively on their motivation to transfer knowledge. Hence, it appears that regardless of 
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their commitment to the company, the participating repatriates view their knowledge as 

something that should be used to benefit the company as a whole. Additionally, based 

on these findings, it can be proposed that repatriates’ commitment to their company 

does not necessarily reflect on their motivation to engage in RKT. One potential expla-

nation could be that repatriates view their commitment to the company and their moti-

vation to share knowledge as two different matters. Further studies may wish to explore 

this connection more in-depth. 

Oddou et al. (2013) have stated that repatriates’ bosses attitude is likely connected to 

how well their co-workers accept repatriate knowledge. All participating repatriates felt 

that their bosses value their knowledge and experiences. Some even argued that their 

bosses had directly encouraged them to share their knowledge with others. On the other 

hand, while the bosses appeared to show interest regarding repatriate knowledge, this 

does not necessarily lead to increased support or opportunities for RKT. Moreover, in-

terestingly, repatrites co-workers had been more negative towards RKT. Some argued 

that their co-workers were reluctant to accept repatriate knowledge due to the belief 

that only their existing way of working was correct.  

Many argued that while the organizational culture is open and supports general 

knowledge transfer quite well, it does not necessarily mean that it reflects positively on 

RKT. Instead, similarly to Oddou et al.’s (2009) results, repatriate knowledge appears to 

be relatively unorganized and underutilized in the company. This also reflects on the sup-

port provided for repatriates during their return. None of the participating repatriates 

had received organizational support, career planning, mentoring or re-entry training dur-

ing their return process, which caused many to argue that they do not think that the 

company valued repatriates or their knowledge. Additionally, similarly to Burmeister et 

al.’s (2016) results, many argued that career planning was one of the most important 

means through which the company can support repatriation and knowledge transfer. 
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Similarly to Burmeister et al.’s (2016) results, repatriates argued that rather than mone-

tary rewards, they hoped to have more visibility and feel more valued by the company. 

However, all repatriates felt that the company on a more strategic scale has not shown 

interest in their knowledge. Moreover, it appears that there are no platforms for 

knowledge sharing and that the knowledge gathering process had been unorganized and 

mainly non-existing. For example, none of the participating repatriates had been in re-

turn interviews, where their knowledge could have been assessed. While it is possible 

that the company has not by pure coincidence happened to show any interest regarding 

any of the participants’ knowledge, this result still indicates that RKT practices are not 

actively used in the company. Combined with aforementioned, these aspects may have 

a negative effect on RKT and may explain why RKT has not occurred significantly amongst 

the participants.  

To conclude, both individual level and organizational level aspects were studied from the 

perspective of RKT. In this study, the most important individual level aspect that affects 

repatriates’ ability to engage in RKT appears to be related to the position. This might in 

part be a cultural factor as Finnish people may be too unassertive to engage in RKT un-

prompted. A position would offer a repatriate a certain degree of authority, via which 

they might be more assertive to share their knowledge with others. Similarly, in this 

study, the increased motivation has not lead to RKT situations. And even when repatri-

ates may consider RKT as a part of their professional responsibilities, they shy away from 

initiating these situations. Moreover, repatriates appear to wait that the need for their 

knowledge comes directly from either the knowledge receiver or the company. 

Therefore, it appears that organizational level aspects have a greater degree of effect in 

ensuring that RKT occurs in the focus company. Moreover, it appears that the lack of 

organizational support practices, such as knowledge sharing platforms or databases have 

affected negatively on repatriates’ ability to share knowledge. Many argued that engag-

ing in RKT would make them feel more valuable after their return and expressed that 
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RKT is something they hope would evolve in the company. Hence, by developing the 

organizational level aspects further to support RKT and ensuring the presence of RKT in 

the company, repatriates themselves might become more assertive in initiating RKT sit-

uations. This highlights the symbiotic relationship that the individual and organizational 

aspects have in RKT. 

6.2 Implications for practice 

The data from this thesis can be used to improve RKT practices in the focus company. 

Additionally, it offers tentative proposal how other companies may also improve their 

RKT functions. One of the main focal points is that discussions about RKT should be an 

integrated part of the whole expatriation assignment. Thus, repatriates would be aware 

that RKT is something that the company expects from them, and they would be more 

prepared for it. Including it in the expatriation assignment may also aid in repatriates 

becoming more pro-active in initiating and finding these situations. 

Secondly, more attention should be paid to the position repatriates receive after their 

return. Position appears to be highly related to repatriates’ abilities to engage in RKT. 

Furthermore, position can also indicate to the repatriate that the company values them. 

Therefore, career planning should be included as an essential part of the repatriation 

process. Not only does career planning offer support for repatriates, it also enables plac-

ing repatriates strategically in positions that benefit the company the most. Additionally, 

career planning can aid in increasing repatriates’ commitment to the company. Moreo-

ver, career planning may be positively connected to how repatriates themselves perceive 

the amount of organizational support offered to them. 

In addition to offering career planning, HR could have a more active role during the re-

patriation process. A return interview should be arranged between the repatriate and 
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HR. Depending on the case, the repatriate’s current boss might also be included in it. 

The return interview could discuss repatriates’ experiences regarding their expatriation 

assignment and their return process. Additionally, a return interview would offer a good 

opportunity to map out repatriates’ new knowledge and skills. Based on the data, the 

return interview should occur a few months after the repatriate has returned to their 

home country. In the meantime, repatriates could be encouraged to keep a personal 

diary, where they could write down things that they have faced after their return. This 

could help them to better understand what they have learned. Furthermore, it could be 

beneficial for repatriation adjustment, if repatriates would be able to discuss about their 

experiences with fellow repatriates. Former repatriates could also be assigned as men-

tors for returning repatriates, to aid and support during the return process 

One of the means to improve RKT would be to create knowledge sharing platforms, 

where it would be possible and easy for knowledge receivers to approach repatriates. 

Furthermore, companies may implement a more strategic knowledge gathering by cre-

ating a database, which would list the repatriates, where they have been, their current 

position and what might be consider as their expertise. Companies might also organize 

small workshops, where repatriates from a certain country could give knowledge sharing 

sessions for those who might need their knowledge. These workshops could also be used 

to offer training sessions for future expatriates going to the same country.  

The repatriates were also asked how they believe the entire expatriation process might 

develop in the future. Many argued that in the future there will be less and less expatri-

ates send abroad on assignments due to financial reasons. It was also speculated that 

local contracts will become increasingly more popular option due to their lesser cost. 

Therefore, this thesis recommends that companies should offer support also for those 

who return to the company after their local contact has ended.  
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6.3 Limitations of the study and future research 

Due to semi-structured interview being chosen, the results cannot be used to create sta-

tistical generalizations for all companies. (Saunders et al. 2009, pp. 327). Additionally, as 

mentioned on several occasions, none of the participants were aware of the topic prior 

to receiving the invitation to participate in this thesis. This might have affected their an-

swers and the apparent lack of RKT situations that have taken place after their return. 

Moreover, even though each person was provided a brief introduction to the topic prior 

to the interview, there is always a chance that they might not have fully understood what 

was asked from them.  

The research was done only in one company. Hence, the results only reflect the situation 

in that particular company, while offering only some insight in how repatriation and RKT 

might be organized in similar Finnish companies. Moreover, the study was done from the 

repatriates’ perspective. Hence, it does not reflect how the organization or the other 

employees are experiencing repatriates and RKT. Hence, future research may wish to 

study RKT also from the organizational and the knowledge receiver’s perspective, in or-

der to gain more understanding regarding different aspects that may affect it.  

Future research may wish to focus more on understanding why repatriates who claim to 

be motivated to engage in RKT situations still wait for the knowledge receiver to ap-

proach them. Future research on this topic may also shed more light on if this is con-

nected to culture. One potential way to research this could be by having participants 

from different countries and cultures. Additionally, future research may study how it 

would affect RKT if repatriates were aware of RKT prior to their expatriation assignments. 

This would require finding and approaching companies who have active RKT practices. 

Moreover, this might give a better insight in how companies have benefitted from repat-

riates and their knowledge in a longer term. 
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