
i 
 

 
 

 

 

 

Faculty of Education and Business Studies 

Department of Business and Economic Studies 

 

 

 

 

 

 

Exploring knowledge transfer in reshoring 

 

 

Lok Yan Lui 

Wilfredo Caceres 

 

 

 

 

 

 

Second Cycle 

January 27, 2017 

 

 

 

 

 

Supervisor: 

Name of the Supervisor: Dr. Daniella Fjellström 

Name of Examiner: Dr. Maria Fregidou-Malama 

 
 

  



ACKNOWLEDGEMENT 
 

We want to greatly thank every person who, in one way or another, helped and supported us 

throughout the process of writing our master thesis. None of your contributions went unnoticed and 

without out them this project would not have been possible. 

 

First, we must express our profound gratitude to our supervisor Dr. Daniella Fjellström for inspiring 

our research topic and continuously guiding us. Her support and valuable input helped overcome the 

many challenges and kept us motivated along this journey. 

 

We would also like to extend our gratitude to our examiner Dr. Maria Fregidou-Malama for providing 

constructive feedback during the research process. Her advice stimulated our creativity and critical 

thinking. 

 

We owe our deepest gratitude to all seven participants from the collaborating companies. This master 

thesis was completed thanks to their willingly to share their precious times and information during 

the interviewing process. We greatly appreciate their cooperation and access. We simply cannot thank 

them enough. 

 

Finally, special thanks to all our classmates, friends, and relatives who supported us during this this 

experience and learning process. Their unconditional care encouraged the completion of our master 

thesis. 

 

Sincerely, 

Ruby and Wil 

  



ABSTRACT 

 

Aim: This study purposely applies knowledge transfer theoretical concepts to reshoring to enrich the 

research scope of both disciplines. More specifically, this study aims to explore the knowledge 

transfer process in reshoring.  

 

Methodology: The current research applied a qualitative approach. Semi-structured interviews with 

seven participants from five Swedish reshoring companies were conducted. Secondary data was 

obtained from existing scientific articles and books.  

 

Findings & Conclusion: The main findings of the research are (1) the role of knowledge in reshoring 

influences knowledge transfer methods; (2) reshoring types influence on knowledge transfer actors; 

(3) company sizes and business types influence knowledge transfer actors and methods, and (4) 

knowledge transfer in different reshoring is affected by knowledge transfer factors in different ways, 

such as the absence of cultural, linguistic and geographical distances in outsource reshoring.  

 

Theoretical contributions: This study is one of the first to apply knowledge transfer theories to 

reshoring. Its developed conceptual model reflects the impacts of reshoring elements, namely the role 

of knowledge in reshoring, reshoring types and reshoring motivations, on knowledge transfer process. 

It also signifies the influence of company size and business types of companies on knowledge transfer 

process.  

 

Managerial implications: Reshoring companies should be aware of their reshoring types, the role of 

knowledge, company sizes and business types for their knowledge transfer process. These factors are 

influential addition to the previous identified knowledge transfer factors, such as cultural, linguistic 

and physical distances.  

 

Limitations:  This study explored only two reshoring types (outsource-reshoring and in-house-

reshoring) of Swedish companies. Therefore, future research are suggested to investigate other 

reshoring types as well as other geographical areas.  

 

Keywords: reshoring, in-house reshoring, outsource-reshoring, knowledge transfer (KT) 
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CHAPTER 1 - INTRODUCTION 

This chapter includes seven parts and will present in the following order: research background, 

problematization, motivation of study, problem formulation, research aim and research questions, 

delimitation, and lastly disposition.  

 

1.1 Research Background  

Reshoring has become a current academic focus in international business discipline (Tate, Ellram, 

Schoenherr and Petersen, 2014; Bailey and De Propris, 2014; Bals, Daum and Tate, 2015). After a 

trend of offshoring productions or operations to low-cost countries, companies have started relocating 

their overseas factories back to their home countries, a process known as Reshoring (Kinkel and 

Maloca, 2009; Kumar, Medina and Nelson, 2009). This relocation, in several cases, is driven by the 

decrease of quality while offshoring (Kinkel and Maloca, 2009; Tate et al., 2014); the desire to 

develop innovation by bringing production closer to Research and Development (R&D) departments 

(Kinkel and Maloca, 2009); and meeting customer demands and market knowledge (Kinkel and 

Maloca, 2009; Fjellström, Fang, and Dimenson, forthcoming).  

 

The reshoring process can be costly and complex, therefore it requires investment of resources in 

order to overcome challenges and facilitate decision making (Kinkel and Maloca 2009; Tate et al., 

2014). Throughout the process, companies are faced with multiple decisions which involve the 

considerations of, to name a few, location choices, supplier management, human resources 

arrangement, cost management, supply chain concerns and quality assurance (Ellram, Tate and 

Petersen, 2013; Gray, Skowronski, Esenduran, and Johnny Rungtusanatham, 2013; Fratocchi, Di 

Mauro, Barbieri, Nassimbeni, and Zanoni, 2014; Ancarani, Di Mauro, Fratocchi, Orzes and Sartor, 

2015; Fox, 2015). In addition, in order for reshoring to be of value, knowledge transfer has been 

highlighted of significant importance (Kinkel and Maloca, 2009; Tate et al., 2014). 

 

But knowledge is embedded in individuals, and in the cases of organizations, it exists within 

employees, in a form regarded as intellectual or human capital (Sparkes and Miyake, 2000). 

Therefore, knowledge transfer not only relies on the assistance of technology, but also on human 

interactions which is influenced by national cultures (Lyles and Salk, 1996; Bhojaraju, 2005; Ambos 

and Ambos, 2009), linguistic differences (Tsang, 1999; Szulanski, 2000; Ambos and Ambos, 2009), 

geographical distance (Ambos and Ambos, 2009; Al-Salti and Hackney, 2011; Nell, Decreton and 

Ambos, 2016), experience (Mowery, Oxley and Silverman, 1996; Simonin, 1999; van Wijk, Jansen, 

and Lyles, 2008), and motivations (Lyles and Salk, 1996; Kalling and Styhre, 2003). 
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While the importance of knowledge transfer is value to reshoring because of cultural and physical 

distance barriers between the home and host countries (Kinkel and Maloca, 2009; Tate et al., 2014), 

and a massive amount of research focus on knowledge transfer in cross-national context, such as 

international joint ventures (IJV) (Lyles and Salk, 1996; Al-Salti and Hackney, 2011), strategic 

alliance (Mowery et al., 1996; Simonin, 1999) and multinational companies (MNC) (Duanmu and 

Fai, 2007; Ambos and Ambos, 2009), but scarce of them focus on knowledge transfer on reshoring 

process. Reshoring inevitably involves a termination of overseas affiliates that may harm human 

interactions in knowledge transfer. Therefore, it is worth researching on exploring knowledge transfer 

in reshoring process. 

 

1.2 Problematization 

1.2.1 Knowledge Transfer  

As international business transitions into a knowledge-based economy (Prichard, 2000), knowledge 

becomes a critical factor affecting a firm’s ability to strive in the market (Bollinger and Smith, 2001).   

Therefore, knowledge can be considered as a vital resource for a company’s competitivity 

(Enderwick, 2011). Knowledge is reasoned judgement organized by facts and ideas (Bell, 1973), and 

in companies, it does not only reside on human skills, but also exists within employee’s experience 

with customers, products, processes, mistakes and successes (Bollinger and Smith, 2001).  These 

kinds of experience and skills can be considered as tacit in nature as it can be hard to document or 

communicate (Mowery et al., 1996; Polanyi, 1998; Bonache and Brewster, 2001). 

 

Organizations recognize the needs to organize and manage knowledge sharing among their units 

(Kalling and Styhre, 2003). This allocation and distribution is considered as knowledge transfer, also 

defined as the ongoing process of acquiring knowledge (Lyle and Salk, 1996) involving exchanges 

between a sender party and a receiving party (Albino, Garavelli and Schiuma, 1998). Knowledge 

transfer within international business has been recognized as a key factor for firms’ long term success 

(van Wijk et al., 2008) as it enables companies to maintain their competitiveness and respond quicker 

to market changes and innovation development (Albino et al., 1999). Companies around the world 

have placed significant amount of efforts ensuring effective and efficient transfer of knowledge 

among employees (Sparkes and Miyake, 2000). 

 

For example, in scenarios sophisticated as multinational networks, successful knowledge transfer has 

been proven to have a positive relationship with organizational performances and core competences 

(Lyles and Salk, 1996). Common situations where knowledge transfer is of vital utility include 

companies acquiring knowledge from overseas partners and employees (van Wijk et al., 2008), 
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communications between parent companies and subsidiaries (Lyles and Salk, 1996), expatriates on 

overseas locations (Bonache and Brewster, 2001), and employee developing programs (Miyake, 

2000).  

 

But this knowledge transfer process entails more than a holder and an acquirer. To ensure a smooth 

knowledge transfer process companies clearly identify all parties involved, who have the knowledge, 

who needs it, what knowledge is needed and how can knowledge be created and transferred (Bollinger 

and Smith, 2001). In addition, it is important to establish the method in which knowledge will be 

exchanged. Lyles and Salk (1996) highlighted socialization, internalization and combination of both 

as possible ways of doing this depending on what is being transferred.  

 

Given its importance, knowledge transfer has been researched by numerous scholars with a focus of 

communications between firms’ headquarters and their foreign affiliates, but little research exists on 

reshoring scenarios, which is reverse direction from overseas affiliates back to companies’ home 

country. 

 

1.2.2 Reshoring  

Reshoring refers to a relocation process which offshoring has taken place before moving back to a 

company’s home country (Gray et al., 2013; Fratocchi et al., 2014). It involves a change in ownership 

of the relocation function, such as moving an overseas outsourced unit back to in-house unit in home 

country (Arlbjørn and Mikkelsen, 2014). Adding to its definition, reshoring refers to relocating in 

four scenarios: (1) overseas in-house units to in-house units in home country, namely in-house-

reshoring; (2) overseas outsourced units to outsourced units in home country, namely outsource-

reshoring; (3) overseas in-house units to outsourced units in home country, namely reshoring-

outsourcing; and (4) overseas outsourced units to in-house units in home country, namely reshoring-

insourcing (Gray et al., 2013; see: Figure 3 under Section 2.4.2).   

  

Currently, most of the existing reshoring research is conceptual and anecdotal (Gray et al., 2013; 

Fjellström et al., forthcoming). This process is also at times perceived as corrective action to an 

existing failed offshoring decision (Canham and Hamilton, 2013; Gray et al., 2013). Nevertheless, 

reshoring is not necessarily associated to previous failure but also other cost- and value-driven 

considerations. For example, labor cost savings (Tate et al., 2014; Bals et al., 2016), raw material cost 

reduction (Kinkel and Maloca, 2009; Gray et al., 2013; Tate et al., 2014) and government tax 

incentives (Bailey and De Propis, 2014) usually motivates companies to decide at reshoring as part 

of cost-saving strategies. However, some value-driven motivations may overweigh the cost factors, 
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such as the need of maintaining quality services (Kinkel and Maloca, 2009; Tate et al., 2014; Bals et 

al., 2016), brand management (Tate et al., 2014; Bals et al., 2016); access to knowledge and skilled 

labor (Kinkel and Maloca, 2009; Tate et al., 2009; Kinkel, 2012; Ellram et al., 2013), and minimizing 

cultural barriers and associated miscommunication between home and host countries (Kinkel and 

Maloca, 2009; Tate, 2014; Gray et al., 2013; McIvor, 2013).  

 

1.3 Motivation of Study 

Knowledge transfer among human capital, i.e. the knowledge embedded within employees (Bonache 

and Brewster, 2001), is necessary in order to accumulate and preserve knowledge for a company’s 

long term success (Bollinger and Smith, 2001). However, existing research of knowledge transfer 

under international business discipline tends to focus on macro level such as human dimensions or 

international context, instead of investigating reshoring which involves knowledge transfer from 

overseas affiliates back to headquarters. Specifically, in reshoring situations, it involves knowledge 

from terminating staff or closing offices to headquarters. As highlighted by Kinkel and Maloca (2009) 

and Tate et al. (2014), knowledge transfer is crucial for the success of reshoring. Yet, there is a scarce 

amount of research on knowledge transfer in reshoring, especially how it is affected or how it varies 

from another cross-boundary context. Therefore, a research gap is identified, motivating this study to 

apply the theories of knowledge transfer to reshoring. This also allows us to broaden the academic 

knowledge in the international business field of knowledge transfer and reshoring. 

 

1.4 Problem Formulation 

Previous researchers have conducted extensive studies on knowledge transfer, however there is little 

research covering reshoring.  Knowledge in the market is well recognized as an important criteria to 

reshore to home country (Kinkel and Maloca, 2009; Kinkel, 2012; Ellram et al., 2013; Bailey and De 

Propris, 2014). Scholars also attributed the reasons of deteriorating quality after a relocation is due to 

the absence of knowledge and skilled labors (Kinkel and Maloca, 2009; Tate et al., 2009; Arlbjørn 

and Mikkelsen, 2014; Bailey and De Propis, 2014; Bals et al., 2016; Fratocchi, Ancarani, Barbieri, 

Di Mauro, Nassimbeni, Sartor, Vignoli and Zanoni, 2016). At the same time, it is also realized that 

people involved in the reshoring process may encounter cultural conflicts and miscommunication 

(McIvor, 2013). Besides, employees can worsen or facilitate the reshoring process depending on their 

attention to intellectual property and innovation (Kinkel and Maloca, 2009; Tate et al., 2014; Bals, 

Kirchoff, and Foerstl, 2016; Fratocchi et al., 2016). When reshoring involves a long time and 

investment on resources relocations (Kinkel and Maloca 2009; Tate et al., 2014), companies should 

not only compare supply chain logistic and cost effectiveness of pre- and post-reshoring, but also 



5 | P a g e  

 

intangible assets, which are their human capital residing knowledge and networks (Kinkel and 

Maloca, 2009; Tate et al., 2014; Sparkes and Miyake, 2000; Bollinger & Smith, 2001). 

 

Given the fact that Kinkel and Maloca (2009) included the consideration of knowledge transfer in 

their research as a hypothesis, they still focused more on the motivations to a location decision. Tate 

et al. (2014), similarly, highlighted the importance of tacit knowledge transfer to the value of 

reshoring in their research implication. However, little research is found on how different factors can 

impact on knowledge transfer in reshoring situations and how knowledge transfer varies in reshoring 

from other cross-boundary context. Hence, this paper will continue with the implications of Kinkel 

and Maloca (2009) and Tate et al. (2014) by exploring knowledge transfer in reshoring. Likewise, 

previous research of international business looked at the macro level of human dimensions in 

knowledge transfer, but not particularly for reshoring scenarios. Therefore, due to the existence of a 

research gap of knowledge transfer in reshoring companies, this arise our motivation to conduct a 

research and understand how knowledge transfer is influenced by different factors in reshoring 

companies and how the knowledge transfer process varies in reshoring cases. 

 

1.5 Research Aim and Research Questions  

This study purposely applies the theoretical concepts of knowledge transfer to an emerging 

international business phenomenon reshoring to enrich the research scope of both disciplines. Hence, 

this study aims to explore the knowledge transfer process in reshoring. To achieve the aim, three 

research questions are formed: 

1) What factors influence knowledge transfer process in reshoring? 

2) How do the identified factors influence knowledge transfer process in reshoring? 

3) How does the knowledge transfer process vary in reshoring types? 

 

1.6 Delimitation  

The knowledge transfer process within reshoring companies can include several dimensions and be 

addressed from several perspectives. Within the area of knowledge transfer, we focus only on the 

knowledge transfer process within international business discipline, and exclude knowledge transfer 

planning and management. Knowledge transfer process is referred to and inclusive of its actors, 

factors and methods. In addition, reshoring comprises several scenarios, also known as reshoring 

types, involving location and ownership changes. While the initial data collection of this study, done 

by a qualitative approach, does not exclude any of the reshoring types, the final data only covered 

two out of four reshoring types, namely outsource-reshoring and in-house reshoring. To sum, this 

study focuses only on: 
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 Factors influencing knowledge transfer process 

 Variances of the knowledge transfer process in different reshoring types 

 Companies with reshoring experience, regardless of previous ownership of offshoring units 

 

1.7 Disposition  

To achieve the research aim and answer the research questions, this study examines the research in 

the following presentation order (Figure 1). Chapter one introduces the research background, 

problematization, motivation of study, together with the research aim and research questions of this 

study. Chapter two covers theoretical frameworks of previous research and our conceptual model that 

guide us throughout the entire research. Chapter three explains the methodology of this study 

including data collection method, study design and the presentation of empirical data. Referring to 

the theoretical frameworks and our conceptual model, chapter four presents the empirical data and 

chapter five discuss the data findings. The last chapter concludes the research by answering the 

research questions, summarizing the contributions as well as limitations. 

 

Figure 1: Deposition 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Own created 
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CHAPTER 2 – THEORETICAL FRAMEWORK 

This chapter includes four parts to cover the literatures in the following order: knowledge, knowledge 

transfer (KT), KT process elements, reshoring, then lastly a conceptual framework for this study is 

presented by applying the theories of KT on reshoring. 

 

2.1 Knowledge 

2.1.1 Definition of Knowledge 

Knowledge, as defined by Bell (1973), is a reasoned judgement organized by facts and ideas. It is a 

result of transferring and organizing loose data and information to wisdom through “the 

understanding, awareness, or familiarity acquired through study, investigation, observation, or 

experience over the course of time” (Bollinger and Smith, 2001:9). Similar, Kalling and Styhre (2003) 

clarified that knowledge should be accessible and validated into evidence from a series of information 

based on data. Ambos and Ambos (2009) defined knowledge as a collective of practical know-how 

for individuals to perform a task with higher efficiency. More recent, Pritchard (2010) identified the 

characteristics of knowledge as epistemology (theories), propositional (denotes of a sentence) and 

ability (know-how), and it has two requirements of truth, i.e. the actual facts, and belief, i.e. what is 

believed as true. 

 

2.1.2 Tacit Nature of Knowledge 

Knowledge has been distinguished as tacit and explicit. Tacit and explicit knowledge are referred to 

experiential and articulated respectively (Simonin, 1999). Bonache and Brewster (2001) gave a more 

detailed explanation. They illustrated that tacit knowledge relates to people’s experience and skills, 

it can only be shared with people with similar or same background; whereas explicit knowledge can 

be stored and circulated long-term with a good technology software. 

 

However, over the years, knowledge has been emphasized with its tacitness nature. Mowery et al. 

(1996) identified knowledge as tacit because it is not measurable nor codified. This is comparable to 

Polanyi (1998) that knowledge is tacit since it is more inherited in people without acknowledging its 

existence, but it can also become explicit if it is translated to rules and procedures by pre-linguistic 

languages. He explained that knowledge with its tacitness nature is instrumental and ineffable, which 

means it is easier for people explicating the knowledge by practices than by speech. Simonin (1999) 

characterized knowledge as ambiguous because it is hard to be accurately communicated when it is 

embedded to context, in other words, knowledge is intensely rooted personal and therefore known as 

tacitness. Kalling and Styhre (2003) emphasized knowledge is not ostensive or tangible, and so it is 

not clearly bounded because knowledge is “either the input or the output of complex intellectual, 
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perceptual, emotional and political practice” (p.58), rather than something people can locate and see 

it physically. On top of this, Prichard (2000) recognized the success of KT as the knowledge holder’s 

abilities to demonstrate the learnt knowledge as his/her own embedded knowledge. He also 

emphasized that all knowledge, even explicit one, is tacitness. Because knowledge is still situational 

and inconsistently reflecting the truth or applicable to all real situation because it lacks flexibility with 

the effect of, for example, time and location changes (Prichard, 2000; Kalling and Styhre, 2003).  

  

Considering these conceptual theories on knowledge, this study defines knowledge as collective 

organized information and it is tacit in nature because codified knowledge (explicit) is still situational 

and needs flexibility upon application. 

 

2.1.3 The Role of Knowledge in International Business 

Knowledge itself, as explained above, is intangible because it is embedded with people. Therefore, 

knowledge is hardly controlled by firms because it appears as scattered-distributed and loose with 

individuals (Kalling and Styhre, 2003). Since international business is changing from resource-based 

to knowledge economy (Prichard, 2000), knowledge-based organizations see the capacity of 

knowledge of one’s experience and network as their competitive asset (Mowery et al., 1996). Similar 

conclusion was drawn by Enderwick (2011), that company’s market and network knowledge is 

considered as companies’ competitive advantage and knowledge-asset. Bollinger and Smith (2001) 

characterized this knowledge-asset, if being strategic, needs to be valuable, rare, inimitable and non-

substitutable. The integrated knowledge embedded with their employees is therefore recognized as 

the human capital or intellectual capital of the companies (Sparkes and Miyake, 2000; Bollinger and 

Smith, 2001).  Kalling and Styhre (2003) also revealed that knowledge-intensive industries consider 

a high level of knowledge sharing as their intellectual resources of their business strategy.  

 

2.2 Knowledge Transfer  

2.2.1 Definition of Knowledge Transfer  

Knowledge transfer (KT) is as an ongoing knowledge acquiring process (Lyle and Salk, 1996). It 

must involve a knowledge receiver acquiring knowledge from a knowledge sender through 

interaction of personnel, patent disclosure, publications, assets and service exchanges (Albino et al., 

1998). It is also recognized as a knowledge reconstruction process rather than just the knowledge 

transmitted from a sender to a receiver (Szulanski, 2000). This process can include the assistance of 

technology and people involvements (Bhojaraju, 2005; Ambos and Ambos, 2009) to maximize the 

exploitation of resources that are embedded within a network (Ambos and Ambos, 2009).  
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2.2.2 Importance of Knowledge Transfer in International Business  

KT has become a popular discussion in international business since the 20th century in terms of 

knowledge-based economy, knowledge resources, and organizational learning process (Prichard, 

2000).  It has been researched by numerous scholars with a focus between multinational firms’ 

headquarters and their foreign affiliates (See: Appendix II), such as IJVs (Lyles and Salk, 1996), 

strategic alliances (Simonin, 1999), and mergers and acquisitions (van Wijk et al., 2008). KT was 

proven to have a positive relationship to organizational performances and core competence especially 

if they have sophisticated multinational networks (Lyles and Salk, 1996). Bollinger and Smith (2001) 

stated that companies essentially need a KT system to survive in the global marketplace. Similarly, 

Albino et al. (1998) also advocated its strategical importance, as it enables companies to maintain 

their competitiveness and respond quicker to market changes and innovation development. 

Multinational companies, therefore, have a need to acquire knowledge from overseas partners and 

employees (van Wijk et al., 2008), for example by sending expatriates overseas to communicate with 

the local staff on behalf of the headquarters (Bonache and Brewster, 2001).  

 

Another reason why KT is important in international business is that knowledge is crucial for 

companies’ long term success (van Wijk et al., 2008). Companies aim at turning knowledge into “a 

calculable asset” (Prichard, 2000). This asset usually exists within their employees and is known as 

the companies’ human capital or intellectual capital since they know about customers, products, 

processes, mistakes and successes (Sparkes and Miyake, 2000; Bollinger and Smith, 2001). Hence, 

companies worldwide have spent resources to facilitate absorbing and utilizing of knowledge among 

their employee, for example through staff trainings, to maintain their human capital for the success 

of business (Sparkes and Miyake, 2000).  

 

The effectiveness of KT is also recognized as the know-how allocation from one party to another 

(Kalling and Styhre, 2003) to enhance company operation efficiency (Enderwick, 2011). Prichard 

(2000:21) explained that KT is a business action of companies aiming to “displace knowledge from 

the body it inhabits to the balance sheet”. Moreover, Sparkes and Miyake (2000) found that a 

successful KT facilitated by staff development programs can help companies retain talent and provide 

a better working environment. A systematic KT process can lead companies endure their competitive 

advantage and make better business decisions by sustaining more knowledge and business 

understanding for their companies (Bollinger and Smith, 2001; Bonache, and Brewster, 2001). 

 

On the other hand, new knowledge can be established at any time during the transfer process and this 

can be beneficial to business performance (Lyles and Salk, 1996). Van Wijk et al. (2008) highlighted 



10 | P a g e  

 

organizations’ sustainable development relies on ongoing new knowledge acquisition. Tsai (2001) 

also spotted that the new knowledge generated from KT can facilitate companies’ innovation.  

 

2.3 Knowledge Transfer Process Elements  

To ensure a smooth KT process, Bollinger and Smith (2001) suggested organizations to well identify 

the necessary parties and elements in the KT process, such as who has the knowledge, who needs the 

knowledge, what knowledge is needed and how can knowledge be created and transferred. However, 

conflicts may arise from different factors to influence the KT effectiveness such as national cultures 

and organizational cultures (Lyles and Salk, 1996; Mowery et al., 1996; Ambos and Ambos, 2009). 

The below sections examine different KT process elements, including the actors, methods and factors. 

 

2.3.1 Knowledge Transfer Actors 

It is important to identify KT actors because KT highly relies on human interaction (Lyles and Salk, 

1996; Simonin, 1999; Kalling and Styhre, 2003; Bollinger and Smith, 2001). The actors in KT, 

including knowledge holders, acquirers and facilitators, are not limited to individuals as persons, but 

can also be organizations themselves (Albino et al., 1998).  

 

2.3.1.1 Knowledge Holders 

Knowledge holders, also known as the knowledge source (van Wijk et al., 2008), are whom possess 

the knowledge (Simonin, 1999). The characteristic of knowledge holder is their protectiveness 

because of their worry of losing superiority and market competitiveness once not being the only 

knowledge source (Simonin, 1999; Kalling and Styhre, 2003; van Wijk et al., 2008). They are also 

demotivated if they have to spend time and effort for the benefits of the counterparts rather than for 

their own incentives or gains (Simonin, 1999; Kalling and Styhre, 2003). Hence, they may purposely 

not express knowledge in a clearer manner; as a result, the knowledge being transmitted becomes 

more ambiguous and harder to be communicated (van Wijk et al., 2008).  

 

However, DeLong and Fahey (2000) highlighted knowledge holders whom are open to share 

knowledge realized the value from teaching the other parties of their knowledge, because they can 

also gain new knowledge through knowledge exchange. Another perspective is that knowledge 

holders should project a level of trustworthiness. Because their knowledge is trusted only when they 

appear as reliable knowledge sources (Lyles and Salk, 1996; Simonin, 1999; Szulanski, 2000; van 

Wijk et al., 2008). Szulanski (2000) also stressed only a trustworthy knowledge source can affect the 

learning behaviors of knowledge acquirers. In addition, knowledge holders also need to trust the 
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knowledge acquirers in terms of being respected, so they will be more open to share their knowledge 

and experience (Albino et al., 1998; Bonache and Brewster, 2001). 

 

2.3.1.2 Knowledge Acquirers 

Knowledge acquirers, also known as knowledge recipients (Szulanski, 2000) and knowledge seeker 

(Simonin, 1999), are the ones receiving knowledge in the KT process (Lyles and Salk, 1996; van 

Wijk et al., 2008). Lyles and Salk (1996) found that effective knowledge acquirers have a higher 

learning capacity if they have a learning goal and more active interactions in the learning process. 

They pointed out that employees in less bureaucratic companies have more learning absorptive 

capacity. A similar research result was drawn by Szulanski (2000) that the behaviors of knowledge 

acquirers can project an open or painstaking relationship with the knowledge holders. If the 

knowledge acquirers behave in a competitive way, the knowledge holders may protect and avoid 

sharing their own knowledge. Alternatively, if the knowledge acquirers show cooperation, incentive 

and complement to the knowledge holders, the holders may exchange more knowledge unconsciously. 

 

2.3.1.3 Facilitators 

Facilitators are those that can support KT process, for example the management of organizations 

(Lyles and Salk, 1996; Ambos and Ambos, 2009). Lyles and Salk (1996) described that management 

is responsible for promoting a learning culture in their organizations, encouraging employees to 

exchange and learn from each other’s experience. This can be done by setting a learning goal for their 

employees. They highlighted that the more hierarchical or bureaucratic an organization is, the less 

learning capacity in their employees. Management’s willingness and involvement in building up a 

learning culture can highly affect the organization KT atmosphere. Likewise, Ambos and Ambos 

(2009) stated that management should ensure a good learning mechanism and environment between 

knowledge providers and knowledge acquirers, so the knowledge flow can be effectively 

communicated. Cultivating the learning atmosphere by the management can also influence employees’ 

KT involvement; whereas higher involvements of management in KT process are also found to 

positively stimulate the learning capacity of organizations (Lyles and Salk, 1996; Albino et al., 1998). 

Management’s involvement can also reduce uncertainty and develop trust between the knowledge 

holders and knowledge acquirers during KT process (Albino et al., 1998). 

 

2.3.2 Knowledge Transfer Methods 

Lyles and Salk (1996), based on the tacitness of knowledge, highlighted three ways of KT process: 

socialization, internalization and combination of both (see: Figure 2). Socialization involves 

knowledge that is hard to documented, so it relies on social interactions to transmit the knowledge 
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from knowledge holders to knowledge acquirers (Lyles and Salk, 1996). It is noticed that the more 

ambiguous the knowledge is, the harder it is to transfer it (van Wijk et al., 2008).  Examples of 

socialization include face-to-face interactions between knowledge holders and acquirers which is 

believed to achieve the most efficient KT result (Enderwick, 2011).  Communication skills of 

knowledge holders are therefore crucial for the effectiveness of this KT process, because if the 

knowledge holders are unable to present and demonstrate in an understandable way, the knowledge 

acquirers cannot clearly absorb the knowledge being transmitted (Kalling and Styhre, 2003).  

 

The second method is called internalization. It means that knowledge is transformed from tacit to 

explicit by turning know-how to routine experience, for example by practicing and writing procedures 

(Lyles and Salk, 1996). In this process, writing skills are essential for codification and documentation 

(Kalling and Styhre, 2003). Lastly, the third method is a combination of socialization and 

internalization, in which through education and training, knowledge becomes an embedded 

experience and routine for knowledge acquirers (Lyles and Salk, 1996). 

 

 

Sources: Own created, developed from Lyles and Salk (1996:879-880) 
 

2.3.3 Knowledge Transfer Factors 

Corresponding to the above section, effective KT relies on the interactions among the actors (Kalling 

and Styhre, 2003), which can be highly affected by different organizational and individual factors.  

 

2.3.3.1 Organizational Factors  

Organizational factors can largely affect KT process and its actors, they include organizational size, 

cultures and ownership. The study of van Wijk et al. (2008) showed that larger sized companies have 

Explicitness 

Build up routine 

Tacitness 

Tacitness 

+ 

Explicitness 

Combination through education 

Figure 2: Knowledge transfer methods 

 

Figure 2.1.3: Relationship of types of knowledge and KMgt. 

Tacitness 
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a greater need of variety of knowledge acquisitions; and they have a higher efficiency of knowledge 

absorption because of more learning experience among the employees. A flexible or bureaucratic 

organizational culture impacts the willingness and efficiency of employees to exchange knowledge 

(Lyles and Salk, 1996; Szulanski, 2000; Al-Salti and Hackney, 2011). The findings of Han and 

Erming (2012) revealed that companies with higher bureaucracy culture have a slower knowledge 

flow; on contrary, companies with less bureaucracy culture have a higher willingness to exchange 

knowledge. Also, Tsang (1999) revealed that organizational cultures may embolden ethnocentric 

mentalities of employees, which discourage KT actors to share and learn under a perceived 

disrespectful manner, especially by arrogance or humiliating attitude. Therefore, organizational 

cultures are seen to be influential companies’ receptive, absorbing and transmission capacity of 

knowledge for both knowledge holders and acquirers (Albino et al., 1998). It is also proved that KT 

between two organizations with more different organizational cultures, the transmitted knowledge 

can appear with higher ambiguity (Simonin, 1999). Comparable result is also found by Ambos and 

Ambos (2009) that similar organizational practices of two parties are significantly beneficial to KT 

within multinational companies. 

 

Ownerships of organizations are recognized to have an effect on KT because of its influence on 

organizational learning propensity (Lyles and Salk, 1996; Mowery et al., 1996; Han and Erming, 

2012). It is noted that when the ownerships of two organizations are different, their shared values and 

business goals are also different, which can ultimately affect the trust level between them (Dhanaraj, 

Lyles, Steensma and Tihanyi, 2004). Lyles and Salk (1996) found that higher knowledge acquisition 

occurs with a two-parent 50/50 shared ownership of the companies, because of a shared ownership, 

sharing a common goal, can moderate negative cultural and business conflicts. On the other hand, a 

shared ownership structure can be beneficial to KT if some joint agreement is set for sharing 

technological skills (Mowery et al., 1996).  

 

2.3.3.2 Individual Factors  

Individual factors refer to those affecting interactions among KT actors, such as cultural distance, 

physical distance, linguistic distance, experience and motivations. 

 

2.3.3.2.1 Cultural Distance  

Cultural distance is a frequently mentioned KT factor (Lyles and Salk, 1996; Mowery et al., 1996; 

Albino et al., 1998; Simonin, 1999; Bonache and Brewster, 2001; van Wijk et al. 2008; Ambos and 

Ambos, 2009). Lyles and Salk (1996) revealed that cultural distance influences KT effectiveness, 

because it can lead to misunderstanding among KT actors and eventually block the smoothness of 
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knowledge flow. Comparable to van Wijk et al. (2008), their study also showed that a decrease of 

cultural conflicts can increase KT effectiveness.  

 

The above researches on how cultural differences affect KT were aligned with case studies done by 

other scholars. Mowery et al. (1996) investigated KT in American-American and American-non 

American strategic alliances. Their research showed that American-American alliances have a better 

knowledge exchange because of less cultural difference. But for American-non American alliances, 

cultural conflicts between the two parties cause a less effective KT. Bonache and Brewster (2001) 

conducted a study on Spanish expatriates assigned from a Spanish bank to Latin America; sharing 

similar cultures, they can enlarge the extent of knowledge flow. Ambos and Ambos (2009), in 

addition, found that cultural differences of actors influence largely on personal-based than 

technology-based interactions during KT process. Therefore, it is noteworthy that a collective of 

personal national cultures do not only contribute to the communication efficiency of individual KT 

actors, but also to the organizations’ cross-cultural collaboration and learning capacity (Albino et al., 

1998; Simonin, 1999).  

 

2.3.3.2.2 Linguistic Distance  

A closer linguistic distance helps solving cultural and communication misunderstanding (Tsang, 

1999; Szulanski, 2000; Ambos and Ambos, 2009; Al-Salti and Hackney, 2011). Communication gaps 

and cultural conflicts are found to be minimized by speaking a common language (Szulanski, 2000; 

Ambos and Ambos, 2009). This is because KT actors can immediately clarify misunderstanding, 

specifically if physical distance is larger (Ambos and Ambos, 2009). In an expatriate study, Tsang 

(1999) found that language proficiency of expatriates and local staff can challenge the communication 

efficiency, and language is especially important if expatriates and local staff need to explain 

intangible technology-related knowledge. Similarly, Al-Salti and Hackney (2011) also found that 

language barrier is the biggest KT challenge between companies within information system industry. 

However, the study of Ambos and Ambos (2009) argued that language as a barrier highly affects 

personal-based rather than technology-based KT, because technical infrastructure is usually codified 

to a common system language. Yet, Tsang (1999) suggested that if employees being assigned to 

overseas are given a chance to learn the foreign language before interacting with the foreign 

counterparties, they can quickly adapt to overseas cultural environment and avoid cultural 

misunderstanding.  
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2.3.3.2.3 Physical Distance  

Physical distance, although not as crucial as cultural distance, does affect the interactions between 

KT actors (Ambos and Ambos, 2009; Al-Salti and Hackney, 2011; Nell et al., 2016). Ambos and 

Ambos (2009) found that when physical distance between knowledge holders and knowledge 

acquirers increases, more communication barriers on personal-based coordination are resulted 

because of time differences, for example a face-to-face meeting or a phone-call arrangement. This 

finding is similar to Al-Salti and Hackney (2011), their research revealed that communication, 

collaboration, control and consistency of KT between international companies can be harmed by a 

long physical distance. On the other hand, Ambos and Ambos (2009) showed that physical distance 

has minimal influence on technology-based communication; for example, sending emails to 

neighbors or overseas does not affect the KT smoothness. Comparably, Nell et al. (2016), 

interviewing 124 multinational companies with European headquarters, also highlighted physical 

distance is not directly related to efficiency but to the effectiveness of KT.  

 

2.3.3.2.4 Experience 

Experience of KT actors is classified into two types: experience of the knowledge being transferred 

and KT experience. In terms of the former, Mowery et al. (1996) found that organizations and their 

KT actors need related basic technical experience of the knowledge being transferred for a smooth 

knowledge exchange. A similar research result is also reflected by Simonin (1999). He found that 

organization’s knowledge absorptive capacity can be affected by their expertise in that particular 

knowledge area. The study of Al-Salti and Hackney (2011) also revealed that organizations with 

regular training for their staff to enhance their work-related knowledge can help boosting the 

absorptive capacity of new technical knowledge.   

 

Experience in KT affects the ability of knowledge holders to convey an understandable message in 

knowledge exchange and sharing (Albino et al., 1998; Simonin, 1999). In addition, the level of KT 

experience also contributes to the level of collaboration (Simonin, 1999) and openness/protectiveness 

attitude (Albino et al., 1998). In this context, van Wijk et al. (2008) found that companies with KT 

experience have a higher knowledge absorptive capacity because of their ability to deal with cultural 

conflicts. Tsang (1999) also reflected that newly hired employees without KT experience can 

encounter more failure of knowledge exchange.  

 

2.3.3.2.5 Motivations  

Motivations do not only directly affect KT actors’ willingness to share and learn knowledge, but also 

their support in the KT process (Lyles and Salk, 1996; Kalling and Styhre, 2003). Knowledge 
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acquirers’ learning motivations highly affect their knowledge absorption, learning capacity, behaviors 

and involvement in the KT process (Lyles and Salk, 1996; Szulanski, 2000; Kalling and Styhre, 2003). 

When KT actors are more motivated, they will get involved in KT process more proactively 

(Szulanski, 2000). However, highly motivated acquirers may also lead to a complicated 

implementation of new knowledge because they, seemingly a quick learner, may have dismissed 

outside help in an early stage (Szulanski, 2000). 

 

2.4 Reshoring in International Business 

Reshoring has been an international business trend as early as the beginning of the 21st century. But 

it has only gotten attention as an academic research field within the last ten years. Reshoring is usually 

a strategy responding to a previous failed offshore decision (Fratocchi et al., 2014; Fratocchi et al., 

2016; Kinkel and Maloca, 2009). Not collecting sufficient market knowledge (Fratocchi et al., 2016), 

miscalculating relocation cost (Gray et al., 2013), a loss of quality (Tate et al., 2014) and 

responsiveness to market changes (Fjellström et al., forthcoming) are all examples of situations that 

can motivate companies to reshore back to their home countries.  

 

Kinkel and Maloca (2009), one of the earliest researchers on reshoring scope, studied 471 German 

manufacturing companies that had offshored their production factories between the years of 2000 and 

2003. Some years later, a significant amount of these companies had reshored production facilities. 

They identified a trend: within four to five years, every fourth to sixth offshoring activity was 

countered by a reshored activity (Kinkel and Maloca, 2009). This trend spread out to the United States 

around 2012 (Tate, 2014).  In the study of Tate et al. (2014), 319 American companies that had 

offshored plants were interviewed, and 40% of them considered reshoring back to the United States. 

 

2.4.1 Definitions of Reshoring 

Being an emerging phenomenon, there is not a widely-agreed definition of reshoring.  Different 

definitions are found for it in the existing literature (See: Table 1). It must be noted that the literature 

also shows the use of several synonyms when describing the same concept, which include back-

reshoring, reshoring, backshoring, onshoring and near-shoring. Although there is not a consistent 

definition, previous researchers have shared a similar concept: reshoring is moving an offshored 

business production unit back to a company’s home country. Seeing reshoring is conditioned to 

offshoring, it is necessary to define it. Offshoring refers to a relocation strategy in which companies 

move their production facilities overseas away from their home countries in efforts of seeking 

resources, efficiency, strategic assets and market advantage; in addition, home country of a company 

is defined as the country that homes their headquarters (Ancarani et al., 2015). In addition, it is also 
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noted that all definitions of reshoring circle around changes in two elements: location and ownership, 

which are examined in below sections. 

 

Table 1: Overview of different concepts and definitions for reshoring 

Concept  Definition Sources 

Back-reshoring “a voluntary corporate strategy regarding the home country’s partial or total relocation 

of (in-sourced or out-sourced) production to serve the local, regional or global 

demands” 

Fratocchi et al. 
(2014:56)  

Reshoring “repatriation of activities or functions from another country to be carried out in-house 

by a company in its home country” 

Gylling, Heikkilä, 

Jussila and Saarinen 

(2015:92) 

“the relocation of manufacturing facilities from traditional offshore locations to more 

attractive offshore locations, or even home” 

Tate et al. (2014:381) 

“generally defined as a moving manufacturing back to the country of its parent 

company”  

Ellram (2013:3) 

“There have been tentative signs of multi-nationals firms moving parts of their value 

chains back to their home economies”  

Bailey and De Propris 

(2014:1) 

“Reshoring, as such, is fundamentally concerned with where manufacturing activities 

are to be performed, independent of who is performing the manufacturing activities in 

question - a location decision only as opposed to a decision regarding location and 

ownership”  

Gray et al. (2013:28) 

Backshoring 

 

“defined as re-concentration of parts of production from own foreign locations as well 

as from foreign suppliers to the domestic production site of the company”  

Kinkel and Maloca 

(2009:155) 

“Offshoring, however, refers to moving parts of the whole company to a foreign 

location while maintaining ownership. Moving production in the opposite of 

offshoring and outsourcing is termed as backshoring or insourcing”  

Arlbjørn and 

Mikkelson (2014:60)  

Onshoring “returning part of all of their foreign production to domestic facilities, an action that 

has been termed onshoring” 

Kazmer (2014:464) 

Source: Own created 

2.4.1.1 Location Changes 

Ellram (2013) and Bailey and De Propis (2013) defined reshoring based on the location changes and 

describe it as moving manufacturing back to the home country of the parent company. Similarly, 

Fratocchi et al. (2014) suggested essentially the same idea but added customer markets into reshoring, 

and defined it as a corporate relocation strategy back to home country in order to be able to serve the 

market demands. Tate et al. (2014) highlighted the value of locations and established that reshoring 

is a relocation of offshored manufacturing units to more attractive locations including home country. 

 

2.4.1.2 Ownership Changes 

The other reshoring element is the changes in ownership during a reshoring process. Kinkel and 

Maloca (2009) defined reshoring as a relocation or re-concentration of outsourced or in-house 

production units from foreign locations to home country, regardless of in-house or outsourced in 

home country. Arlbjørn and Mikkelsen (2014) also established the importance of the ownership-of-
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unit criteria, but specified that reshoring only occurs if the ownership and control of the relocated 

business unit kept in-house at the home country. Comparable to Gylling et al. (2015), reshoring is 

recognized as the return of activities from another country to a company’s home country and they 

emphasized that these activities are to be brought in-house. 

 

2.4.2 Reshoring Types 

Supplementing to the ownership and location changes, Gray et al. (2013) presented the initial attempt 

to straighten out this definition debate by introducing generic assertions for reshoring. One of these 

assertions was that reshoring is generally concerned with the location of the business unit, 

independent of the performer. They established four different reshoring types (See: Figure 3). The 

first is called in-house reshoring and it refers to situation in which firms relocate manufacturing 

activities being performed in wholly owned offshore facilities back to wholly owned facilities in 

home country. The second is reshoring for outsourcing and it refers to the reshoring situation in which 

firms relocated manufacturing activities being performed in wholly owned offshore facilities back to 

suppliers in home country. The third type is called reshoring for insourcing which refers to firms 

relocating manufacturing activities being performed by offshore suppliers back to wholly owned 

facilities in their home country. The fourth type, outsourced reshoring, refers to the situation in which 

a firm relocated manufacturing activities being performed by offshore suppliers back to suppliers in 

their home country. 

 

With this into consideration, this study adopts the reshoring classification of Gray et al. (2013) into 

the reshoring definition established by Kinkel and Maloca (2009). In other words, this study defines 

reshoring as moving an offshored business unit back to a company’s home country, and includes four 

scenarios: in-house reshoring, outsourced reshoring, reshoring for insourcing and reshoring for 

outsourcing. 

 

Figure 3: Four reshoring types 

 

 

 

 

 

Source: Gray et al. (2013:28) 
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2.4.3 The Need of Knowledge Transfer in Reshoring 

Reshoring companies needs to continually deal with the dynamic macroeconomic changes and quality 

assurance during their reshoring process (Bailey and De Propris, 2014; Bals et al., 2016; Tate et al., 

2014; Fjellström et al., forthcoming). Although companies are usually able to predict the monetary 

cost; it is hard for them to accurately assess the quality results after reshoring (Kinkel and Maloca, 

2009). Therefore, companies are suggested not to over focus at the financial factors because both the 

monetary and resources investment on switching location can offset the expected savings in case any 

failure occur during the reshoring process (Tate et al., 2014). Hence, Kinkel and Maloca (2009) and 

Tate et al. (2014) specially highlighted the importance of KT to the value of reshoring, if companies 

failed to practice effective KT, they may not achieve the expected value of reshoring. Especially 

reshoring, similar to other business relocation or partnership, requires cross-cultural communication, 

language barriers and geographical distance barrier of the company’s home country and their 

offshored counterparty (Kinkel and Maloca, 2009; Gray et al., 2013; Tate, 2014).  To cope with this, 

Bals et al. (2015) suggested companies to establish a platform for knowledge exchange and 

experience discussion.  

 

2.5 The Role of Knowledge in Reshoring Process  

The availability of knowledge is seen as one of the most important reshoring motivations to 

maintaining competitive advantages (Kinkel and Maloca, 2009; Tate et al., 2014). Table 2 

summarizes different roles that knowledge can take during the relocation process. During reshoring, 

knowledge may symbolize better quality control, product innovation and market competitiveness 

(Kinkel and Maloca, 2009; Tate, Ellram, Bals and Hartmann, 2009; Bailey and De Propis, 2014; Tate, 

2014; Gylling et al., 2015; Bals et al., 2016; Fratocchi et al., 2016; Fjellström et al., forthcoming) 

 

Table 2: The role of knowledge in reshoring process 

Role of Knowledge References 

Quality control  Kinkel and Maloca, (2009); Tate et al. (2009); Bailey and De Propis (2014); Fratocchi et al.(2016) 

Product innovation Kinkel and Maloca, (2009); Tate (2014); Tate et al. (2014); Bailey and De Propis (2014) 

Market competitiveness Kinkel and Maloca, (2009); Tate et al. (2009); Kinkel (2012); Bailey and De Propis (2014) 

Tate (2014); Tate et al. (2014); Gylling et al. (2015); Bals et al. (2016) 

Source: Own created  

 

2.5.1 Knowledge for Quality Control  

During offshoring or reshoring process, when companies over focus on cost-saving in a relocation 

decision, they may sacrifice their quality control (Kinkel and Maloca, 2009). An example is that 

companies offshored their call centers to India because of lower labor cost, however skilled labor 
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with relevant knowledge became a shortage in India, the quality of call center services also 

deteriorated (Tate et al., 2009). Companies, at the same time, do not hope to see a depletion of own 

manufacturing and technological skills from a long-term offshoring (Fratocchi et al., 2016), in order 

to protect or retain their technological skills from outsources global supply chain, companies, 

especially for small and medium-sized ones, intend to relocating back their technology-related 

functions back to home country for a better quality control (Bailey and De Propis, 2014). 

 

2.5.2 Knowledge for Product Innovation  

A better interaction between production and R&D also plays an important role to achieve quality 

innovation, and this needs knowledge and ideas exchange through an effective communication 

between product and R&D departments (Kinkel and Maloca, 2009). However, a lack of overseas 

destination knowledge can intensify cross-cultural dynamics between the company's home country 

and offshored countries, inevitably influencing any global product productions as well as innovation 

(Kinkel and Maloca, 2009; Tate, 2014). After reshoring, companies’ R&D no longer need to consider 

cultural differences and physical distance from production units (Tate et al. 2014), therefore better 

innovation and R&D can be achieved (Bailey and De propis, 2014).  

 

2.5.3 Knowledge for Market Competitiveness  

Companies reshore for the purpose of meeting customer demands and market knowledge (Kinkel and 

Maloca, 2009; Fjellström et al., forthcoming). A more complex supply chain resulted from offshoring 

decision have costed a longer product delivery lead time (Tate et al., 2014). Therefore, inventory 

inflexibility is unable to meet dynamic client orders and market changes (Kinkel and Maloca, 2009; 

Tate., 2014). Aiming to get a quicker response to its local market expectations, Whirlpool for example, 

reshored its manufacturing of commercial washing machines to the United States because the home 

country consists of 90% of the market share (Bals et al., 2016). A Finnish bicycle company Helkama 

Velox reshored its production from Taiwan in order to reduce their lead time from six months to two 

or three days, reacting quicker to market changes (Gylling et al., 2015). Yamaha Motor Corp. U.S.A. 

also reshored from Japan to achieve a quicker domestic responsiveness (Bals et al., 2016). 

 

Tate et al. (2009) also attributed the lower service quality after offshoring to a lack of skilled labors. 

The absence of skilled labor equals an absence of knowledge (Kinkel and Maloca, 2009). To make 

the customers less price-sensitive, companies need to enhance their market competitiveness by 

reaching proper knowledge, technology and innovation (Bailey and De Propis, 2014). Accessing new 

knowledge is therefore one of the motives for knowledge-intensive companies to sustain in their 

market by switching production or operation locations (Kinkel and Maloca, 2009; Kinkel, 2012). 
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2.6 Proposed Conceptual Model  

A conceptual model is proposed based on the theoretical concepts of KT and is applied to reshoring 

situation, guiding this study with a concrete direction. This study aims to explore what and how KT 

factors affect the reshoring KT process, and how KT process vary in reshoring. In order to achieve 

the research aim, there are two main parts in the conceptual model, presented by colors in green and 

red, representing KT and reshoring theories respectively. (See: Figure 4) 

 

Figure 4: Proposed conceptual model - Knowledge transfer process in reshoring 

 
 

Source: Own created 

For the purpose of better explaining the above model, the following numbering aligns with Figure 4. 

The green elements numbered with 1, 2, 3 and 4 are the reflections of KT process. (1) KT process 

includes KT actors (holder, acquirer and facilitator), methods and factors. (2) The green dashed lines 

show the influence of KT factors to the KT actors as indicated by previous scholars. (3) KT factors 

in terms of organizational and individual perspectives influence the actors’ involvement in KT 

process. (4) At the same time, facilitator also affect organizational factors while organizational factors 

also influence experience and motivations of KT actors.  

 

Exploring KT process on reshoring, the red elements, numbered with 5 and 6, represent literatures of 

reshoring types, roles of knowledge and reshoring parties. (5) This study follows the suggestion of 

Bollinger and Smith (2001) to identify the parties took part in reshoring process as KT actors. Their 
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relationship is shown by red dashed lines. Bollinger and Smith (2001) also recommended to identify 

what knowledge is needed in KT process; thus, the role of knowledge in reshoring are linked to KT 

methods by red dashed lines. (6) Lastly, since organizational ownership is recognized to have an 

influence on KT effectiveness (Lyles and Salk, 1996; Mowery et al., 1996; Han and Erming, 2012) 

and reshoring also involves ownership changes (Gray et al., 2013). Hence, reshoring types are also 

linked with KT methods by red dashed lines.  
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CHAPTER 3 – METHODOLOGY 

This chapter includes six parts and will present in the following order: research strategy, data 

collection, data analysis, reliability and validity, ethics consideration, and limitation of methodology.  

 

3.1 Research Strategy 

The current study adopts an inductive and exploratory approach to explore KT in reshoring. A 

qualitative research strategy is therefore used for this study because it is suitable to explore new 

concepts (Flick, 2006). It enables researchers to gather a collective up-to-date social reality 

experiences and information (Bryman and Bell, 2015). It also allows researchers to reveal elicitation 

of knowledge (Wengraf, 2001) and better explain complexity of facts in “pluralization of life” (Flick, 

2006:11). Applying a qualitative approach can also facilitate a constructive interpretation of existing 

theoretical elements of KT on an emerging reality practices, in this case, reshoring (Babbie, 2009; 

Saunders, Lewis and Thornhill, 2016; DeMarrais and Lapan, 2004; Siggelkow, 2007).  

 

3.2 Data Collection 

3.2.1 Secondary Data 

To obtain an understanding of the existing research on KT and reshoring, secondary data was obtained 

from existing academic journal articles by a systematic literature review. Peer-reviewed literature 

databases of KT and reshoring were developed. This allowed the researchers to review the 

contributions and discussion made by previous literature, and to further build up knowledge on the 

same discipline (Cooper and Schindler, 2014).  

 

3.2.1.1 Literature Database of Knowledge Transfer 

To understand KT has been studied, a search of “knowledge transfer” and a related concept 

“knowledge management” was done via Google Scholar. This has come with over one and half 

million research results. This proves that existing research extensively covers KT, and that it is a 

dominant theoretical phenomenon. Since the first keyword screening showed a huge number of 

research result, it is needed to narrow down the focus for database development. In order to enhance 

the validity and reliability of the theoretical basis, a set of keywords criteria were used for selecting 

highly cited journal articles. It is observed that most of the articles cover multinational companies, 

therefore the current researchers used a combination of keywords with criteria one “knowledge 

transfer” or “knowledge management” and criteria two, business types “IJV”, “MNC”, “alliances”, 

“outsource” and “reshoring”. For each set of keyword combinations, only the first five articles with 

over 500 citations within the first five search result pages sorted by relevance are captured (See: 

Appendix I). 
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For the keywords “knowledge management+outsource” or “knowledge transfer+outsource”, besides 

of one article with over 1,000 citations (Quinn, 1999), the others four articles from the first five search 

result pages are less than 300 citations (Mouritsen, Bukh, Larsen and Johansen, 2002; Al-Azad, 

Mohiuddin and Rashid, 2010; Bustinza, Molina and Gutierrez-Gutierrez, 2010; Al-Salti and 

Hackney, 2011). There is also no article associating with reshoring/ backshoring. In addition, during 

this process, two articles on KT within inter-firm were also selected since they are highly cited and 

seen as relevant to this study (Albino et al., 1998; van Wijk et al., 2008).  

 

3.2.1.2 Literature Database of Reshoring 

A similar screening process was done by searching a keyword “reshoring” on Google Scholar. It 

came with slightly over 2,000 results including conference papers and business magazine articles. 

With such limited search results, reshoring is seen to be under-researched. To strengthen the validity 

and reliability of the reshoring theories, all conference papers, government policy articles, and 

business/academic magazines were excluded from building the database. Only academic journals that 

appeared on the first ten pages of the search result were included for review on the next step. This 

initial screening showed only 20 journals that contained useable scientific articles.  

 

Further searches were conducted of keywords “reshoring/ re-shoring”, “backshoring” and 

“homeshoring” on each journal that appeared on the first ten pages. The final results showed only a 

total of 35 academic articles from these 20 journals, with the oldest publications in 2009 (Kinkel and 

Maloca, 2009; Kumar et al., 2009) and the most cited one with only 163 citations (Kinkel and Maloca, 

2009). This proves that reshoring is an emerging academic phenomenon and remains yet under-

researched. Besides, most of the articles look into the reshoring motives and barriers. Some 

exceptions focus at the government role in reshoring (Hikmet and Enderwick, 2015), the impact of 

reshoring to employment rate (Pickett, 2015), and the relationship with foreign direct investment 

(Zhai, 2014). However, majority of them still emphasizes on the motivations and challenges of 

reshoring rather than the actual reshoring process. (See: Appendix II) 

 

3.2.2 Primary Data 

3.2.2.1 Multiple Case Study 

This study used multiple case studies to broaden analytical generalization in more different reshoring 

situations (Yin, 2012) to reflect phenomenon in an in-depth context (Babbie, 2009) and respond to 

“why” and “how” research questions (Yin, 2012). It also helped to inductively build new theories by 

compiling the empirical findings of case studies (Eisenhardt, 1989). Therefore, 15 companies of 

different sizes in different industries with reshoring experience were approached for sampling of this 
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study. In terms of company sizes, this study adopts the definitions of Liikanen (2003) that companies 

with 10-49 employees are referred to small companies, with 50-249 employees are referred to 

medium sized companies and with over 250 employees are large companies. 

3.2.2.2 Sampling 

Allowing cost and time efficiency for approaching the right informants (Cooper and Schindler, 2014), 

this study adopted a non-probability purposive sampling method to identify proper audience for the 

research (Bryman and Bell, 2015), This sampling method can ensure that the sampled audience has 

adequate in-depth reshoring and KT knowledge to share in interviews (Saunders et al., 2016).  

 

To reach the respondents with related experience, a pre-selected criteria were established (Cooper 

and Schindler, 2014). This criteria were to target Swedish companies who had undergone a reshoring 

process disregard the reshoring types. A search to find such companies was done on industry 

magazines, newspapers and other online resources. Only companies with headquarters in Sweden 

were wanted because of the convenience of arranging interviews. Difficulties to identify a company 

with reshoring experience are encountered because reshoring decision is not published on company 

websites nor widely known by company personnel except management staff. To establish physical 

access to proper but unknown informants, whom had no personal relationships and not shared same 

cultural background with the researchers of this study, the researchers conducted cold-calls and sent 

out collaboration requests to 15 identified Swedish companies’ available contacts on company 

websites, magazines and social media (Fjellström and Guttormsen, 2016). Seven respondents from 

five companies accepted the collaboration request. The companies appointed staff that participated in 

the reshoring process for the interviews of this study. In other words, interviewees were selected if 

they had involved in reshoring process. One of the interviewees from Company C was interviewed 

twice. As a total, eight interviewees were included in this study, which is a justified sample size for 

a semi-structured interview (Saunders et al., 2016). The company profiles are presented in Table 3. 

 

Table 3: Company profile of case studies 

Company Headquarters Company size Business type Industry/ Core business 

A Middle of Sweden < 10 employees/ Small Local Construction architect consultancy  

B Southern Sweden < 10 employees/ Small Local Food manufacturer  

C Middle of Sweden <11,000 employees/ Large MNC Mining tools manufacturing 

D Southern Sweden ~ 2,500 employees/ Large MNC Furniture manufacturing 

E Middle of Sweden ~ 100 employees/ Medium MNC Industrial cutting tools manufacturing 

Source: Own created  

3.2.2.3 Interview Design 

A face-to-face semi-structured interview was initiated for this study, however due to some 

interviewees’ distant locations, digital face-to-face (Skype) and phone interviews were done as well. 

The interviews were conducted individually, so interviewees could freely express their social and 
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personal in-depth opinions and experience to the research topic (Wengraf, 2001). The semi-structured 

interview was designed based on the conceptual framework. A set of predetermined guided questions 

under 16 theoretical topics was drafted to reflect the interviewees’ and company backgrounds, 

reshoring backgrounds, KT backgrounds, and KT factors and methods (See: Table 4). The semi-

structured questions served as a guideline purpose to facilitate sufficient open discussions (Wengraf, 

2001). Some questions were skipped when previous answers of earlier question covered the latter 

ones, or if some questions were not applicable for particular case studies (Saunders et al., 2016).  

 
Table 4: Interview predetermined guided questions 

Theoretical Topics Guided Questions 
Related 

Research Question 

Interviewee/Company profile   

1. Interviewee Name/ Position/ Years of experience/  1,2 

2. Company Name/ Headquarters/ Core business/ Business types/ Ownership/ Size 1,2 

Reshoring background 

3. Offshoring  

Why/ When/ What was offshored? 

Who made the decision? 

Are the offshored parties outsource (3rd party) or in-house? 

What were the benefits and challenges? 

2,3 

4. Reshoring 

Why/ When/ What was offshored? 

Who was involved in this reshoring process? 

How was the decision made? Who made the decision? 

Are the reshored parties outsources (3rd party) or in-house? 

What were the benefits and challenges? 

2,3 

Knowledge transfer background in reshoring 

5. Role of Knowledge  What is the knowledge you target to retain/ transfer? Why? 1,2 

6. Actors: Knowledge holder Who is knowledge holder? How do you describe his/her roles? 2,3 

7. Actors: Knowledge acquirer Who is knowledge acquirer? How do you describe his/her roles? 2,3 

8. Actors: Facilitator 

Who is facilitator? How do you describe his/her roles? 

 

How do you think the top management have supported/ blocked knowledge 

transfer process of your company/ offshored company? 

 

How do you think the HR management have supported/ blocked 

knowledge transfer process of your company/ offshored company? 

2,3 

Knowledge transfer factors and methods 

9. Methods (socialization/ 

internalization/ combination) 

How did you transfer the knowledge? 

Did you send staff to offshored countries to learn face-to-face, or write it 

down as procedure, or combine? 

2,3 

10. Factors 

What is the main challenge and main supporting factor in the knowledge 

transfer process? 

How do you deal with the challenges? 

1,2 

11. Factors: Prior experience 
Before/ During reshoring, how did you company plan for knowledge 

transfer? 
1,2 

12. Factors: organizational 

culture 

How is different organization cultures between offshoring parties and 

reshoring parties creating barriers/ facilitation for you in knowledge 

transfer process? 

1,2 

13. Factors: ownership 

How is different ownership of organizations between offshoring parties and 

reshoring parties creating barriers/ facilitation for you in knowledge 

transfer process? 

1,2 

14. Factors: cultural distance 
How is different cultures between offshoring parties and reshoring parties 

creating barriers/ facilitation for you in knowledge transfer process? 
1,2 

15. Factors: physical distance 
How is physical distance between offshoring parties and reshoring parties 

creating barriers/ facilitation for you in knowledge transfer process?  
1,2 

16. Factors: linguistic distance 
How is different language between offshoring parties and reshoring parties 

creating barriers/ facilitation for you in knowledge transfer process? 
1,2 

Source: Own created  
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3.2.2.4 Interview Details 

Upon interview acceptance, the set of interview questions was sent to the respondents for a better 

preparation; which was beneficial for an efficient interview since interviewees would be well 

acquainted with what was going to be asked (See: Appendix III). Seven interviewees were selected 

based on their experience and knowledge in reshoring process of their companies, so they are able to 

provide different points of views for this study. The respondents are the reshoring decision makers 

and/or involved in the KT process. The interviews were done between 18 November, 2016 and 12 

December, 2016. Each interview took 40-60 minutes. Since the researchers of this study were the 

interviewers, who are not Swedish speakers, the interviews were conducted in English.  

 

During the interview, first and foremost the interviewees were briefed on the background of the 

research and terms definition such as offshoring, reshoring and KT. The sequence of the interview 

questions was not strictly followed and some questions were omitted or added subject to the actual 

interview flow. Later, the interviewees’ and their company backgrounds were obtained. Then, they 

were asked about their previous offshoring reasons and challenges, as well as their motivations and 

brief details of reshoring process. Then they were asked about the KT background and to identify the 

KT actors’ roles in KT process. They were also asked to describe the knowledge needed in the 

reshoring process. After that, they were asked to recall how KT was done - by socialization, 

internalization or combination. The factors influenced the KT process, including a discussion of 

challenges, were also covered. Open discussions were also encouraged. The interviewee profiles with 

fictional names are presented in Table 5. 

 

Table 5: Interviewee profiles  

Company Respondent 

(Fictional name) 

Experience in 

company  

Department/ Position Role in 

reshoring 

Interview 

format 

Date/ 

Duration 

A Peter 1.5 years Planning Department 

Manager 

Decision-maker Face-to-face 

in Stockholm 

18 Nov 

49 minutes 

B 

 

 

 

Maria 3 years CEO/ Owner Decision-maker Skype 22 Nov 

39 minutes 

Anna 3 years CEO/ Owner Decision-maker Skype 22 Nov 

39 minutes 

C Per 18 years Manufacturing 

Developing manager 

One of decision 

makers 

Phone 

 

 

24 Nov 

59 minutes 

 

6 Dec 

54 minutes 

D Mark 4 years Project Manager of 

Operations 

One of decision 

makers 

Phone 29 Nov 

50 minutes 

John 6 years Training Leader  Training  Phone 12 Dec 

39 minutes 

E Andreas 10 months Site and Market 

Manager 

Assistant to 

CEO 

Skype 9 Dec 

61 minutes 

Source: Own created 
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3.4 Data Analysis 

The data analysis is based on the collection of literature and data collected from interviewees. All of 

the performed interviews were audio-recorded and transcribed word by word. This allowed both 

researchers to re-read, analyze and reflect upon the collected data and reduce the chances of omitting 

valuable details that can be missed if only notes are taken at the moment of interviews. In addition, 

by reading the interview transcripts, researchers were able to formulate, if needed, follow up emails 

to interviewees. This facilitated the clarification of unclear information from interviews.  

 

Later, transcripts were structured with the Computer Assisted Qualitative Data Analysis Software 

(CAQDAS) tool NVivo 11 for the analysis of common patterns in the data. With the use of it, word 

maps were created which pointed out key elements that later helped establish data classifications. 

These classifications were used for codifying the data to facilitate the later data analysis discussion 

(Babbie, 2009; Yin, 2012). Through the Coding Stripes and Nodes tools function, all data in 

transcripts was organized by running multiple queries into 12 codes; researchers were then able to 

subjectively summarize the raw data across the case studies (Welch, Piekkari, Plakoyiannaki, and 

Paavilainen-Mäntymäki, 2011). The codes include (1) Company and interviewee backgrounds, (2) 

Reshoring and offshoring backgrounds, (3) KT actors, (4) KT methods, (5) KT factor 1 – 

Organizational size, (6) KT factor 2 – Organizational culture, (7) KT factor 3 – Organizational 

ownership, (8) KT factor 4 – Cultural distance, (9) KT factor 5 – Physical distance, (10) KT factor 6 

– Linguistic distance, (11) KT factor 7 – Experience, and (12) KT factor 8 – Motivations. 

 

Consequently, a hermeneutic and constructionism research philosophies are adopted for our analysis. 

Hermeneutic, known as interpretive approach, is a part of the epistemological consideration 

concerning how knowledge is analyzed, allows us to interpret and understand human behavior in 

social context (Welch et al., 2011; Bryman and Bell, 2015). A constructionism orientation, which is 

part of the ontological theory concerning the nature of social entities, allows us to understand the 

constant change in interactions and actors (Flick, 2006).  Common patterns are then observed under 

four themes: (1) the role of knowledge influences KT methods, (2) reshoring types influence on KT 

actors, (3) company size and business types influence KT actors and KT methods, and (4) KT factors 

in different reshoring types. Later, prearranged data for queries was tabulated in Table 6 and Table 7 

under Sections 4.6 and 4.7 respectively. These tables were created by classifying information from 

all five companies. As an end result, researchers were able to compare all case studies and detect 

common trends, tendencies and key elements among the samples which were later used to produce 

the analysis. 
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3.4 Reliability and Validity 

To achieve a high quality of the research, it is essential to maintain a high level of reliability and 

validity (Saunders et al., 2016). The risk of violating reliability can be ascribed internally and 

externally to researchers’ and respondents’, respectively, misunderstanding or tiredness during the 

interview, as well as their subjective bias on interpretations (Saunders et al., 2016). To minimize this 

risk internally, the researchers of this study ensure the data collection process is free from situational 

errors and personal bias to the greatest extent (Cooper and Schindler, 2014) by maintaining the 

objectiveness of research with more than one interviewer (Babbie, 2009; Bryman and Bell, 2015). To 

enhance external reliability, the interview time is controlled within an hour so it can keep the attention 

of the interviewers and interviewees (Saunders et al., 2016), and also allow sufficient time for 

interviewees to express their opinions (Cooper and Schindler, 2014). Interview is also audio-recorded 

in order to avoid bias or misunderstanding during the interview interactions, allowing more accurate 

interpretation for the data analysis (Saunders et al., 2016).  

 

Validity can be influenced by the impacts of research measurement, the changes of research 

participants as well as lack of clarity of any cause-result relationship (Saunders et al., 2016). Cooper 

and Schindler (2014) classified it into internal and external perspective: internal validity is the ability 

of the research measurement to accurately reflect the research focus, whereas external validity is the 

generalizability of the research findings. The research measurement of this study, i.e. the semi-

structured interview questions, was designed with a reflection of conceptual framework in order to 

achieve a higher internal validity (Cooper and Schindler, 2014; Babbie, 2009; Saunders et al., 2016). 

Therefore, the interview result can reflect the associated theoretical concepts (Bryman and Bell, 

2015). Moreover, a careful sampling with different company sizes and industries with reshoring 

experience can inherent external validity and generalization, the respondents were also briefed the 

purpose of this study so they can offer relevant valid opinions, as well as broaden the generalization 

on the study focus (Cooper and Schindler, 2014; Saunders et al., 2016).  

 

3.5 Ethics Consideration 

This study has well considered codes of ethics to respect and avoid harming the respondents’ rights, 

needs and interests (Flick, 2006; Saunders et al., 2016). Informed written and verbal consents were 

obtained from voluntary interviewees in terms of confidentiality and privacy to facilitate trust within 

the interview process (Flick, 2006; Silverman, 2016). By doing so, the research validity can also be 

enhanced (Cooper and Schindler, 2014). Protecting the interviewees’ privacy, this study treats all 

respondents and their companies anonymously and uses fictional names for all respondents to enforce 

confidentiality of their personal and company’s opinions. In order to avoid dilemmas in interpretation, 
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the interviewers of this study, upon verbal consent by the respondents, audio-recorded the interview 

conversations in order to avoid mistaken message during note-taking in the interview. This is to 

maintain integrity and objectivity by interpreting truthful and accurate findings from respondents 

(Saunders et al., 2016).  This also allows easier analyzing of data after the recording being transcribed. 

The transcripts of dialog were also emailed to respondents to reconfirm our understanding and 

interpretation of the interview, and they were given five days to approve the use of the dialog. 

 

3.6 Limitation of Methodology 

It is acknowledged that qualitative research strategy is limited to reflect generalization and 

objectiveness, because the selected sample audience cannot represent the whole study subjects, also 

the interpretation of data largely relies on the interviewers/researchers (Bryman and Bell, 2015). 

Qualitative research in terms of interviews also involves conversational interactions which can 

influence both the interviewee and interviewer exploring or revealing on the planned research agenda 

(Wengraf, 2001). To ameliorate this problem, this study adopted a careful and well-defined sampling 

procedures to widen the generalization (Cooper and Schindler, 2014; Saunders et al., 2016). In 

addition, Saunders et al. (2016) enlightened that the interviewees are objective enough since they are 

the witnesses to the real social context. The interviews also involved more than one interviewers to 

avoid subjective bias in explicating of knowledge (Babbie, 2009). After considering the strengths and 

weakness of both qualitative and quantitative strategies, qualitative methodology is considered more 

suitable than quantitative to fulfill this study aim by accessing respondents’ in-depth KT experience 

within the under-researched phenomenon of reshoring. 
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CHAPTER 4 – EMPIRICAL DATA 

This chapter presents each case study with five sub-sections: company and interviewee background; 

offshoring and reshoring background; the role of knowledge; process of KT in reshoring; and factors 

of KT in reshoring. It concludes by two tables that summarize empirical findings of company 

backgrounds and KT actors, methods and factors. 

 

4.1 Case 1 - Company A  

4.1.1 Company and Interviewee Background 

Company A is a small company of less than ten employees that operates within the construction 

design industry. They partner with property developers and contractors mainly around the Swedish 

capital region. Their business serves Stockholm's leading real estate developers.  They strive to treat 

every project as unique by adapting working methods exclusive to each client, ensuring to maintain 

client’s vision, finance, time and quality requirement within established frameworks. Projects cover 

everything from architectural designs for single buildings to entire neighbourhood developments.  

 

Peter (fictional name) has been working at Company A for one and half years. He is Manager to the 

Planning and Development unit. He was the decision maker for the reshoring case at Company A. He 

led and conducted all activities regarding the reshoring as well.  

 

4.1.2 Offshoring and Reshoring background 

Driven by cost saving strategies, Company A offshored partial of their architectural design drawing 

duties to India in February 2016. To comply with building guidelines, Peter instructed the Indian 

counterparty to search for the written Swedish Building Code and Regulations available online. 

However, “the biggest one (challenge) absolutely is that they don’t have knowledge about Swedish 

building regulations” (Peter’s word).  

 

According to Peter, the Indian counterparty was never invited over to Sweden for any face-to-face 

meetings, nor other form of digital face-to-face meetings (such as Skype) were arranged to address 

the building code regulations issues. The reason being that, in addition to time difference, the Indian 

counterparty lacked fluency in spoken English, which made verbal communication difficult:  

“The cultural difference of the Indians think of asking as a weakness, when they don’t 

understand they just say ‘yes’ and then when they send something it is clear that they didn’t 

understand. They have a very very hard time asking and saying ‘I don’t understand’ … That 

makes us go crazy. Because you have to explain it.” (Peter’s words) 
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After continuous phone and email communications, the Indian counterparty was yet unable to present 

a design up to par with Company A’s expectations regarding quality and building code. Subsequently, 

Peter discussed with his management team and decided to terminate the partnership by not assigning 

new projects to the Indian counterparty.  

 

In March 2016, one month after offshoring, Company A reshored its outsourced construction architect 

design from India back to Sweden. Due to Company A’s manpower capacity, the reshored unit was 

not able to be brought in-house; therefore, it was outsourced to a Swedish architect design company. 

Peter said “we are three people in my department doing that but still, my department is four persons 

with me so we are by far too small to service the clients’ needs.” Although cost is higher in Sweden, 

after reshoring Company A was able to improve product quality, meet legal requirements, shorten 

product lead times, and ameliorate communication issues. 

 

4.1.3 The Role of Knowledge 

For architectural design and planning done in Sweden, local building regulations knowledge can be 

regarded as an essential product requirement. Peter highlighted that this skill is a basic knowledge 

and condition when making business in the industry, if lacked it would be impossible to deliver a 

useable design due to the failure of legal regulations fulfilment. In addition, notion of other elements 

that are to be included in a design, is indispensable as well. By showing an example of a finished 

building design done by their Indian counterparty, Peter was able to elaborate more in this idea. The 

design had tropical forest flora in the buildings background; something that did not exist in the reality 

of Sweden. This inconsistency with Sweden’s natural outdoor surroundings would have serious 

implications. Peter emphasized: 

“This is a legal binding document…we bound to build something that looks like this and if 

you sell this you could get comments like ‘where are my tropical plants?’ ” 

 

Significant amount of time had to be invested by Peter and his team in order to correct these types of 

mistakes. Once the reshoring was completed, the hassles regarding visual and legal design elements 

went away. Peter attributed it to the Swedish outsourced partner for having rich experience and 

professional knowledge of construction design as well as Swedish building regulations of Sweden: 

“The Swedish architects know all the regulations and they can just do the design...Swedish architects 

they provide the quality that I demand.” On the other hand, detailed communications with the new 

outsourced partner in Sweden were needed to ensure compliance with client’s specific demands and 

expectations of final product.  
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4.1.4 Process of Knowledge Transfer in Reshoring 

During the reshoring process Peter considered himself as the knowledge holder and facilitator as he 

conducted all the communications with their Swedish counterparty, especially regarding customer’s 

demands. The Swedish counterparty was regarded as the knowledge holder of building regulation 

skills, and the knowledge acquirer of client demands. Due to the short duration of offshoring, Peter 

stressed that the company did not undergo any loss of special skills nor knowledge. Also, outsourcing 

locally was rather simple. “The main difference is when you give the task to Swedish architects you 

don’t need to explain it, almost anything. They just start, they just do it.” (Peter’s words) 

 

Peter continued to explain that the only complex task became explaining client expectations to the 

Swedish partner. The Swedish architect were strong opinionated. “They are opinionated some of them. 

Here the challenge is that it is frustrating, they (the Swedish architect) don’t do what you want when 

you are paying them for it.” To deal with this challenge, Peter scheduled face-to-face meetings every 

other alternative week to make the Swedish architect clearly understanding his demand were followed. 

 

4.1.5 Factors of Knowledge Transfer in Reshoring 

Reshoring had some drawbacks for Peter and his team. The Swedish architects had strong opinions 

regarding changes to their designs. Peter indicated “the Swedish architect they have a lot of their say: 

‘no I don’t want to make that change because that would make the house look ugly’ ” Although this 

back and forth communication did take time, it is significantly less time consuming than what it used 

to when the construction design was offshored. “Time, the time it consumes is many many times more 

to explain everything (to the Indian supplier). Then the Swedish architects know all the regulations 

and they can just do the design and then we just argue about the details.” (Peter’s words) 

 

After reshoring, Peter found easier to communicate with their new counterparty since he shared same 

cultural and professional background with the Swedish partner, and more importantly they could 

communicate in their common language, Swedish. Peter recalled that geographical distance never 

posed a challenge to both the offshoring and reshoring experience. He reasoned that geographical 

distance was not a challenge for communicating with the Indian counterpart because they mainly 

communicated by emails. With the Swedish partner they could meet every alternative week since 

both Company A and the Swedish partner are located in Stockholm.  

 

Additional, Peter had experienced dealing with outsourced counterparties not only in his current but 

previous jobs. Company A currently has about ten outsourced local partners. This contributed to a 

smoother KT process during the reshoring case at Company A. 
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4.2 Case 2 - Company B  

4.2.1 Company and interviewee Background 

Company B is a food manufacturer SME based in Southern Sweden. They have less than ten 

employees. They are the world pioneer developer and producer of milk-free baby-food. Company B 

was founded over 14 years ago and is part of the business-to-business segment, with customers 

located all across the country. They strive for using only ingredients of superior quality and for using 

environmental friendly packaging materials.  

 

Maria and Anna (fictional names) acquired the company in 2013. In addition to owners, the both 

serve as CEOs for the organization. They both were the decision makers for reshoring. Moreover, 

Maria and Anna conducted all KT related activities during the reshoring process. 

 

4.2.2 Offshoring and Reshoring Background 

When the company was founded, there were no national suppliers of milk-free food production 

technique that could be used for their products. Therefore, it was decided by prior company owners 

to offshore production to a foreign country where the technique could be supplied. Consequently, 

after locating a manufacturing facility in Spain, 100% of Company B’s production was offshored to 

this country. Later, the previous owner moved the outsourced manufacturing from Spain to Germany. 

According to Maria and Anna, this offshoring to the German manufacturer lasted nine years. 

 

During the offshoring period, communication with the German counterparty was constant and 

consistent. Daily emails, occasional phone calls and yearly visiting trips to Germany were conducted 

by Maria and Anna throughout this time. Interaction was greatly aided by their main point of contact 

in Germany who was a Swedish speaking person, eliminating all possible language related barriers.  

 

Nonetheless, the idea of producing locally meant easier verification of products matching Swedish 

strict food manufacturing regulations, something Maria and Anna agreed could greatly benefit them. 

In addition, slight discomfort was always present as some situations made them feel overlooked and 

neglected. Maria recalled: 

“We were also a very small customer for this big producer (the German supplier). So, we 

didn’t feel like prioritized... it is more a communication thing, we are used to be very fast in 

responses. We don’t have that hierarchy here in Sweden as they have in Germany so it is more 

like, we cannot give an example but it is more in the everyday work… we didn’t feel included 

in the process.”   
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The reshoring idea was not something that developed because of the challenges they experienced 

throughout it. Maria and Anna had the idea of relocating the manufacturing piece to Sweden right 

from the moment of acquiring the company. They always envisioned being able to use the “Made in 

Sweden” marketing remark for their products as well as using local raw materials: “it is more 

important to say that you have Swedish products and that it is made in Sweden.” (Maria’s words). 

Anna emphasized that the motivation for reshoring was never related to quality as the German 

supplier was always able to deliver the product within superior standards: “it wasn’t because they 

were bad, it was because we wanted to have it in Sweden.” (Anna’s words). 

 

In March 2016, Company B was able to locate a supplier for milk-free food production in 

Sweden.  Maria recalled “We first heard of some information that there might be some Swedish 

producer that might be willing to produce and we had heard of them before. We contacted them in 

March this year. Then we made our first discussion with them of the process, and then the first 

production was made in October.” By May 2016 negotiations with this new local supplier resulted 

in the finalization of an outsourcing partnership deal. Company B then started to reshore production 

to Sweden. In October 2016, the first production batch was done in Sweden. First sales of the newly 

“Made in Sweden” branded product followed on the same month. Maria and Anna also shared that 

one of the reshoring achievements was that they, together with the Swedish supplier, invented some 

new recipes, which may make their products even more competitive in the market. 

 

4.2.3 The Role of Knowledge 

The production reshoring facilitated a tight collaboration between Company B and new their new 

Swedish counterparty. Besides manufacturing, together they developed new product recipes based on 

the existing ones. Maria and Anna had to meet with the Swedish supplier to taste and modify the new 

recipe. Additionally, Company B was able to redesign their product packaging incorporating a small 

image of a Swedish flag. The change reflects the use of only local raw material as well as national 

pride of “Made in Sweden”, which is well in line with what Maria and Anna had originally 

envisioned.  Marketing 100% milk- and gluten- free products is heavily regulated in Sweden. Meeting 

tough product and manufacturing requirements demands several quality controls for Company B. 

Anna emphasized, “this kind of product is very regulated so it is not just for us but it is the law.” 

 

This entails around-the-clock work relations between both parties. Therefore, having the production 

locally enables Maria and Anna oversee the plant’s vital cleaning process that ensures milk- and 

gluten- free production.  Yet, the Swedish partner was in lack of milk-free production experience. 
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Maria and Anna, hence, shared their experience of the German manufacturer with the Swedish partner 

on ensuring the products are strictly milk-free. 

 

Although this was the first time the new Swedish counterparty produced milk-free baby food, they 

had vast experience manufacturing similar products. Their knowledge on the industry was remarkable. 

Anna addressed that“they (the Swedish partner) have very good experience with… because they had 

produced for *competitor’s name* for a couple of years…  and not milk free products but they had 

produced baby food. They had a lot of experience.” 

 

4.2.4 Process of Knowledge Transfer in Reshoring 

Maria and Anna along with the new Swedish counterparty were all knowledge acquirers, holders and 

facilitators thought the KT process during reshoring. The learning of recipes, development of new 

ones, ensuring milk- and gluten-free environments, and tastings for flavor where all tasks they had to 

take care of during reshoring. In order to do so, weekly face-to-face meetings were arranged. Maria 

said “we went there (to new local manufacturing plant) quite often, there, like once a week to discuss 

new recipes and we tasted them”. In addition to the visits, constant communication via email and 

phone calls was held during the process. Overall, Maria stressed that they had a good collaboration 

with the new party.  

 

4.2.5 Factors of Knowledge Transfer in Reshoring 

After reshoring, Maria and Anna found the main difference to be that they were heard by the Swedish 

partner, feeling more prioritized. They mentioned that the German supplier was a much larger 

organization, and this might be the reason they were neglected sometimes. However, all 25 employees 

at the new plant work exclusively on the manufacturing of Company B’s products. The Swedish 

supplier listened and worked out the milk-free recipes with Maria and Anna efficiently. 

 

The reshoring motivation pushed Maria and Anna to share their previous experience of milk-free 

production with the Swedish supplier. Maria indicated that the Swedish supplier “had to start with 

new routine in the factory” to guarantee the production is milk-free. However, “the reshoring was 

more because of us willing to have it Sweden more than not willing to have it in our old former 

producer.” (Anna’s words). Maria and Anna clearly understood the reshoring purpose was to market 

the products as local production and using local raw materials. Therefore, Maria and Anna were more 

willing to invest time to communicate with the Swedish counterparty for the production process, even 

though “those are challenges for them and not for us.” (Anna’s words). 
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A closer physical distance between Company B and the Swedish supplier also facilitate their product 

development. The new recipe that would prove itself successful in the market represented an immense 

challenge. Anna said “Because our customers get a new product. A new recipe, new taste for the 

babies, so maybe that is the biggest challenge.” Therefore, they met the Swedish supplier every week 

to discuss the new recipes. Anna continued “We went there quite often, there, like once a week to 

discuss new recipes and we tasted them.” She further explained that they needed to send the food 

sample to Swedish laboratories to ensure the food meet the regulations: “To make the production 

milk free...so that they could really guarantee that they are milk free...and Swedish production just to 

keep it close; just to keep better control for us.” 

 

4.3 Case 3 - Company C  

4.3.1 Company and Interviewee Background 

Company C is a MNC with over 11,000 employees. It does business in the mining tools 

manufacturing industry and their customers are all in the business-to-business segment. It is based in 

Sweden but has both sales and manufacturing facilities in several other countries. They are considered 

the leading supplier in equipment, tools and service for the mining industry. With an extensive, top 

of the line in-house R&D, they strive to continuously develop superior products with lower costs. 

   

Per, fictional named, is the Manufacturing Developing Manager at Company C. He has worked for 

this company over 18 years and was part of the reshoring decision-making team. He was a key person 

on the elaborated analysis the company underwent in order to examine the reshoring option. Along 

with an extensive leadership team, he led most of the activities regarding the reshoring process.   

 

4.3.2 Offshoring and Reshoring Background 

Historically, Company C has established manufacturing units abroad for cost-savings, better logistics 

regarding supply chain, government regulations fulfilment, minimizing trade and political barriers, 

as well as accessing new markets. Over ten years ago, motivated by expanding operations into a new 

region, Company C offshored some of its production to South Africa and Brazil. The offshored units 

were kept in-house and the production there was mainly used to serve the local markets. 

 

In efforts of optimizing their production network, Company C dedicated thorough study and analysis 

on their multinational manufacturing structure. Results of this showed that they could re-organize the 

network in a much better way by, in some cases, reducing the number of sites and creating production 

scale at others. In addition, analysis also exposed capacity availability and competence at certain sites 

at the company’s home country. Per explained that “we tried to map out where do we have the 
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competence, where are we good at certain things, and then we tried to consolidate to create the scale, 

both from the competence and also from a volume perspective”. 

 

All of the mentioned analysis prompted significant changes, including the decision to shut down both 

manufacturing plants in South Africa and Brazil. In 2013, the reshoring to Sweden of the production 

from these two sites started. In 2015, after one and half years of arduous work from several 

departments including R&D, Supply Chain, Product Management and Human Resources, the 

reshoring process was finalized. Per added that although they closed the factories there, the sales 

functions were kept in South Africa and Brazil purposely to keep the market knowledge. Only the 

manufacturing functions were moved back to Sweden. 

 

4.3.3 The Role of Knowledge  

Since all the sales and marketing force was not laid-off, the market knowledge is retained. Regarding 

maintaining market sales knowledge, Per explained that reshoring can help achieve market 

competitiveness by better manage market demands: 

“Product management is the owner of the product, they take decision on how their offering 

should look like for their different regions where they have customers... they have need to take 

a review of their offering, sometimes there might have been two products where you only need 

one but they have not really looked at it from that perspective…and most of the products that 

was considered to really really be needed from a local market perspective they have done 

replace with another product that has same or better for the customers” 

 

Per emphasized that “sales is a very local matter. You need to be where your customers are, but 

manufacturing can be away from that”. After reshoring, the sales team in South Africa and Brazil 

had a better market forecast because they understood product’s shipping time would slow down the 

responsiveness to the market demand. Instead of appearing as a disadvantage of less flexibility or 

responsiveness, the overseas sales teams saw the benefits of having a long-term market forecast. 

 

In terms of engineering knowledge that they need to retain, Per mentioned both the R&D engineering 

and manufacturing engineering knowledge were equally important, although manufacturing came 

after R&D. He added that although the mining tools manufacturing had very similar specifications, 

drawings and same machines being used in the factories of South Africa, Brazil and Sweden, the 

engineering knowledge is still very critical to the quality control during reshoring. “It is both the 

know-how and the competence in people, but it is also the software where you control the engineering 

information, or making sure that you have one deposit for all the engineering related data.”  
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He further affirmed that some knowledge could contain “hidden information” that is hard to 

described by words, pictures or drawings, but this knowledge could be important and so the company 

wanted to minimize the loss of this kind of knowledge. He reasoned that if the company lost some 

engineering knowledge, the company could fail not only in controlling and transferring the production 

back to Sweden, but also long term R&D. He continued: 

“That’s why these things were drawings and specifications are so important to have them 

reflect what you actually produce out in reality, but then you always want to have all the small 

bits and pieces but if that’s only a small portion of the total than it is much much easier to come 

for that”.  

 

Per elaborated with some examples: some manufacturing specifications with a tolerance span of 

ten millimetres plus/minus a few hundredths. However, the exact measurement is always adjusted 

by the person who operated the machines and it is always by his/her own experience without telling 

the others – not because of willingness but because the adjustment is so small and varies per case. 

This is also a limitation computer drawings have that reflect on reality. “Out on the shop floor 

there are not an exact science often, so even if you have a drawing that tells you something there 

is always room for some misinterpretation of what does it actually mean.” (Per’s words) 

 

4.3.4 Process of Knowledge Transfer in Reshoring 

Manufacturing employees in South Africa and Brazil needed to be laid off once the factories were 

shut down. Some staff had been with the company for over ten years. Longevity in the company 

meant they had vast knowledge and experience, that could be gone once they left the organization. 

Per pointed out that his company, therefore, had conducted a KT plan before reshoring was launched. 

The company identified the offshoring teams as the “knowledge sending side” and the local Swedish 

team as the “knowledge receiving side”. He indicated that the sending and receiving sides refer to the 

team locations rather than functional departments, especially because the sending side, i.e. South 

African and Brazil, is the closing sites in this reshoring project. In addition, he added that the 

management of the offshoring sites helped to facilitate data collection during the reshoring project. 

 

Per explained that the KT process was greatly helped by the fact that eight years prior to reshoring, 

they hired more staff to support local R&D in Sweden. These people were not hired exclusively for 

dealing with KT in reshoring, but to help standardization of mining tools specifications, developing 

data storage system/servers: “You have (to have) up-to-date drawings, up-to-data specifications, up-

to-date descriptions of the products that you are producing…that you also are in control of that 

information in a structured way.”  
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Some field trips were also arranged for its Swedish project teams to South Africa, once a year, and to 

Brazil, once a month, during the reshoring process. The purpose of the trips was to harmonize the 

engineering data and spread improvement of manufacturing. Per indicated that they flew to Brazil 

more often because by seeing face-to-face, they could overcome language challenges to some extent. 

After each trip, the project leaders need to report the project status to the management in Sweden.  

 

There are limitations for computer drawings as they not always apply to reality. In order to address 

this, Per explained that the company assigned some engineer operators to the manufacturing sites “to 

observe and learn different processes to make sure that everything it documented and understood.” 

More specifically, the engineer operators would make an engineering review with documentations of 

all process and steps matching with what actually happened on the sites. And if the review showed 

any changes in reality from the computer drawings, the engineers would get together to review and 

modify the specifications to improve the manufacturing process.  

 

Per continuously highlighted the importance of “harmonizing the data”. This refers to the use of one 

standardized metric platform and rules being used and accessed by different teams in different 

locations. By doing so, the company can use the standardized procedures to produce the engineering 

designs that matches reality situations. He supplemented that although some experienced staff in 

South Africa and Brazil were required to let go, with the help of standardized and centralized 

documentation storage, knowledge of specification drawings is no longer personal dependent. Per 

explained that the benefits of standardizing procedures as “not only we have control of the drawings 

and specifications of the product but also have very good control of the process that has been used.”  

 

4.3.5 Factors of Knowledge Transfer in Reshoring 

Agreeing that cultures at the different sites were different, Per did not see this as a challenge during 

the reshoring experience. He said, culture is not a challenge as long as the people involved have “a 

very open mind and adapt to local situations…you cannot use one way of working or just one way of 

doing things because then it will not work in the end as you work with different cultures”.  

 

However, he pointed out that English proficiency of Brazilian employees did pose a big challenge. 

To address this issue, Per had to arranged weekly web meetings and monthly trips to Brazil to meet 

face-to-face. He affirmed that:  

“I think that when you sit down face to face, the language is still a problem, but if you start to 

build the relation, build a good relationship with the local people you can find ways around 
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that, that could be to draw sketches in paper, or using the whiteboard, it could be using gestures 

to show what you mean… it can of course take more time but you can come around that.” 

 

Per also shared one of the biggest challenges was dealing with low employee morale due to layoffs. 

Company C had been transparent about change plans to achieve a better manufacturing network 

management; therefore, the overseas staff was not surprised for the reshoring decision. Having said 

that, the employees in South Africa were handled with more cautious due to the country’s high 

unemployment rate. Therefore, the South African reshoring project was “a very very short ramp up 

period”, together with the introduction of productivity bonus to keep the productivity and staff 

motivation at the South African site. Per added that the company tried their best to retain the local 

management team. “One key factor that we see is to be able to retain the local management team 

throughout this transition, because that is the people that the rest of the organization puts trust in, so 

if the local management team starts to drop off then, I think it can go very very quickly before you 

have a disaster on the site.” Finally, half of the local management employees was retained in the 

company and relocated to Sweden. 

 

4.4 Case 4 - Company D 

4.4.1 Company and Interviewee Background 

Company D is an office furniture manufacturing company. It has over 60-year experience in the 

industry and currently has approximately 2,500 employees. It has offices over 40 different countries. 

It does not only produce office furniture, but also offer furniture design and consultancy services. 

 

Mark and John (fictional names) were interviewed from this company. Mark is the Project Manager 

of Operations and has been working at Company D for four years. He was the one involved in the 

company’s reshoring decision making process. John has been working in Operations for six years at 

Company D. As a Training Leader, he took part in the KT process during reshoring.  

 

4.4.2 Offshoring and Reshoring Background 

Germany is the biggest furniture customer marketplace in Europe. Over ten years ago, in efforts of 

entering this market, Company D acquired and offshored 25% of their entire chair production to a 

manufacturing plant in Northern Germany. Around 2013, seeing the German market demand 

decreased, the headquarters management team in Sweden started to plan for reshoring back from 

Germany to its three in-house factories in Sweden. Mark revealed that after one year negotiation on 

staff compensation with the German union, the reshoring process was completed in 2014.  
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4.4.3 The Role of Knowledge 

The chair models produced in Company D’s German factories were never produced in Sweden. 

Therefore, Swedish employees needed extensive training on how to produce them. Both Mark and 

John highlighted that the Swedish staff had to acquire the knowledge of how to operate the machines, 

also new techniques that would be necessary in a successfully reshored production, “for example how 

to cut the fabric so it would be easy to sew.” (Mark’s words) 

 

As part of the reshoring project, company management decided this was also a good opportunity to 

perform a product sales analysis in order to determine which chair models were worth continuing 

producing. Mark noted that “we had to look at how much of these do we really sell, then we had to 

cut out once that don’t have that much volume. And they we cut out those when we moved production 

to Sweden”. As a result, 30% of the chair models being produced in Germany were cut down and 

only the manufacturing of the remaining ones was actually reshored back to Sweden. 

 

4.4.4 Knowledge Transfer Process in Reshoring 

After reshoring was completed, it was decided that the German factory would be closed down. 

Company D intended to retain all the German employees. They were all offered a job opportunity in 

Sweden, however none of them accepted the relocation. Mark explained that “one of the reasons was 

that a lot of the production people in Germany were quite old”, and they were not willing to restart 

their life in Sweden while they already have families in Germany. This meant Company D had to 

make sure Swedish employees were capable of producing the reshored capacity increase.  

 

It was decided that the training of Swedish employees needed to be face-to-face with the German 

staff. Company D arranged trips to Germany for around 30 Swedish employees. The whole training 

process lasted for one and half years. The staff took turn to Germany every alternative week and 

stayed for one week for each trip. The trip purpose was to secure knowledge of products as well as to 

familiar with operating the machines from their German colleagues. Referring to the emphasis on 

face-to-face trainings, Mark reasoned that “in Germany…you always have someone to ask… it is like 

in school, when you have a teacher to ask or if you are doing it by yourself and don’t have anyone to 

ask; and then you have to find the solutions by yourself or find the answers by yourself.”. The training 

was planned by the Production Department located in Sweden.  

 

Taking part in the training trips, John and the other Swedish staff met with groups of German workers. 

One of the groups was not cooperative, they avoided to teach the Swedish staff. This group had an 

influential team leader who was an expert in welding and painting. However, this leader influenced 
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the rest of the group to not cooperate. “They tried to avoid us, they avoid to teach us, they avoid 

telling us… also hiding things, doing things with bad quality, and things like that.” The other group 

of German was nicer, but they were afraid of getting threats from the other German workers, so they 

helped the Swedish staff secretly. “We went to a room where nobody else could see us and then he 

(a German staff) spoke quite openly that he knew three or four people that wanted to cooperate with 

us, and he himself wanted to move to Sweden and go on working in Sweden.” (John’s words). 

 

Later, seeing the nicer group of six German as knowledgeable and cooperative, John proposed to the 

management to have them to work in Sweden for one to three months for production knowledge 

exchange. John commented that “(the) management thought it was a brilliant idea to have them.” 

During the time of the German staff working in Sweden, they taught the Swedish staff how to operate 

machines as well as cutting fabric techniques. Mark summarized that by the end of the trainings, “we 

secured all instructions and we wrote all the new instructions in our way just to secure the products, 

and then we had a good plan how to… transfer the production so it should not affect the end customers, 

they (the end consumers) should not notice that we moved the production from Germany to Sweden.” 

 

4.4.5 Factors of Knowledge Transfer in reshoring 

The top-of-mind challenge in the KT process revealed by Mark and John was the cooperativeness of 

the German staff. Mark noted that since the German staff knew they were going to lose their jobs, 

their motivations were low before the launch of reshoring and they even destroyed some machines. 

Mark said, “It is difficult to have full control over the workers, I mean they can just cut one cable 

then that one machine doesn’t work and can be tricky to find what they have done, it can be tricky to 

find this cable.” In addition, John also pointed out that the some of the German staff were much 

influenced by their team leader to avoid exchanging knowledge, because they regarded Swedish staff 

as the ones who took their jobs away.  

 

However, Mark supplemented that the German company was in long history, as well as the staff were 

old in age, they were therefore more resistant to accept life changes of losing jobs. He also assessed 

if the relocation happened in a reverse direction, the Swedish staff might be also unwilling to help the 

German staff as a behavior of human nature.  “I think that if we would have done the opposite if we 

would have transferred a factory from Sweden down to Germany, I think that would should have the 

same issues...then they are… human!” 

 

On the other hand, another group of German was helpful. John described these German were “realistic” 

that they understood the company’s situation, so instead of behaving against the Swedish team, they 
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cooperated with the Swedish team. John attributed there cooperation to their motivations of job-

relocation to Sweden. While these group of German workers helped the Swedish staff secretly, later 

they were recommended to work in Sweden for a couple of months.  

 

The other factor brought up was the language barrier. Mark indicated that some German staff could 

not speak English and some Swedish staff could not speak German. So, the company needed to bring 

along some German-Swedish bilingual speakers in the training trips as translators. However, John, 

who speaks German and Swedish and took part in the training, did not see language as a 

communication problem. He described that if the German and Swedish staff had any language 

problems, “you can always use google translate.” He continued “we work with tools so you just show 

physically and point, because the machines are so loud anyways you have to point because if you talk 

you can’t hear each other.” John also recalled “many (Swedish and German workers) got friends for 

life, and we had parties after work, and we tried to make things together after work, so the 

communication I don’t think it was a problem between workers.” 

 

The next factor being discussed was the influence of cultural difference in the KT process of reshoring. 

Before the training trips, the company already gave some cultural awareness instructions to the 

Swedish team, such as be respectful and not be laughing or pointing fingers. Both Mark and John 

noticed the way they talked to German was much different from the way in Sweden. Mark noticed 

that “in Sweden even if you work on the production floor, you can speak to the Vice President of the 

company but in Germany they don’t do that. It is a strict hierarchy there.” Additionally, John also 

described that in Germany they had special ways of talking based on the hierarchy and superiority 

they are and the counterparties are. He gave an example, “you have to call them not by name and 

absolutely not by first name, so you have to call them Herr (Mr.) or Frau (Ms.).” Mark and John gave 

a final comment that in Sweden, employees can talk to other colleague in a friendlier way, but in 

Germany the conversation needs to show more respect to the authorities on the hierocracy. 

 

4.5 Case 5 - Company E  

4.5.1 Company and Interviewee Background 

Company E is a medium sized MNC with around 100 staff under its mother company of a 

manufacturing group. With over 60-year experience in the industry, Company E is one of the few 

companies in the world to produce high-quality industrial die-cutting and punching tools. Its cutting 

tools are for cutting plastic, rubber, cardboard, leather and other materials, while their punching tools 

are mainly for leather punching. Currently they have direct sales to more than 60 countries.  
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Andreas (fictional name) has worked in the company for almost a year. He is the Site and Market 

Manager. Although he was not involved in the reshoring decision nor the KT process, he has worked 

closely with the company owner who was the reshoring decision maker and took part in the KT 

process with the offshoring parties during reshoring. Before the interview was conducted, Andreas 

went through the guided questions with the owner and shared the owner’s experience with the 

researchers.  

 

4.5.2 Offshoring and Reshoring Background 

In 2001, Company E offshored 50% of its punches manufacturing business to Greece. The reshoring 

reasons were to lower production cost and increase market share in Greece by acquiring one of the 

only three leather punching manufacturers in Europe. Andreas explained “one solution was we want 

more customers so we want to buy a company to get new customers” He continued, “they (the Greek 

factory) had good production, they had good products even if we make real high quality product we 

can’t start selling a low quality product”. 

 

One year later, the owner of Company E decided to close the factory in Greece and moved everything 

back to Sweden. Andreas noted that reshoring had been the owner’s plan before the acquisition of the 

Greek company in order to capture the Greek company’s customers:“I wasn’t working here then, but 

I have interviewed the owner of the company and he said that the strategy was to buy a company, to 

find a good company that would fit us regarding products, a good company with a good stock of 

customers. That is why checked this company and bought it.” 

 

4.5.3 The Role of Knowledge 

Before reshoring started, Company E already expected some Greek customers would inevitably be 

lost due to a change of supplier’s location. Therefore, the Swedish team were aware to capture the 

market knowledge from the Greek factory, as a result to retain most of the business previously dealt 

by the Greek counterpart. Andreas shared some of their customers’ feedback on the company products 

“you have the best products in the world, but you are also expensive.”. The high-priced product was 

attributed to the high quality of the punching tools with exact measurement being produced. However, 

the company found out that some customers do not need high quality tools but low cost products 

instead. He continued to share the customers’ feedback, “we need a punch that is good enough, we 

need the quality, we know your brand, we know you, we know your technology, but we can’t pay so 

much for a punch.” 
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He further gave an example of big shoe-making companies, they might punch over 35 thousand shoes 

per day, and they might need higher quality tools. Comparing to some smaller sized companies which 

made ten thousand shoes per year, they would not need a high-quality machine because they do not 

use the machine as frequent as the big shoe-makers. He said, “so lots of our customers needed a 

product that was a little more cheaper product and we wanted some more customers, so to increase 

a market share and to increase our product catalogue with new products.” 

 

While cost-savings was one of the offshoring purposes of Company E, they also regarded cost-savings 

as the key knowledge and effect of reshoring. The owner of the company went to the Greek factories 

after the acquisition, and was inspired by less manufacturing steps applied by the Greek workers as 

the cause of lower manufacturing cost. Andreas shared that a new type of product was created because 

of this inspiration, and the company was able to become more competitive in the market. This new 

product then catered to a particular market segment that had different demands, which is produced 

not at the highest quality so cheaper at production cost. This product allowed them to expand their 

market share in Greece. Andreas continued to comment on the new production technique learned 

from the Greek factories was the measurement flexibility: 

“If the punch needs to be 0.5 millimeters, it can’t be 0.47 not 0.53, it needs to be 0.5 mm. So 

for that you need more machines to be exact. But if you have production that allows this 

margin of errors than you don’t need that much time when you are making it.” 

 

After the reshoring, Andreas believed that the company enhanced product value despite of lower 

manufacturing cost. “We didn’t decrease the product value, we added product value. Because, they 

(the Greek company) had cheaper steel for the punches, we have higher quality steel that we are 

using now, so we tell the customer that they would have a better quality product than what they had 

back then in that moment and to the same price so it was a win-win situation solution.” 

 

4.5.4 Process of Knowledge Transfer in Reshoring 

The reshoring process for Company E was done in 2002 and lasted for one month. During this time, 

two trips were made. One was for training and another was to move the equipment and machinery to 

Sweden. Andreas described this process as rather simple since both the Greek and the Swedish 

counterparts had reached favorable termination terms, despite the fact that all ten Greek employees 

had to be laid off once the factory in Greece closed down.  The training of the Swedish staff was done 

face-to-face with the Greek. Andreas reasoned “since it was new machines that were going to be 

moved to Sweden, we figured that the only way to learn was by having the employees practice along 
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with the Greek staff.” Apart from documenting machine operation procedure, the Swedish 

counterparty also adopted some of the customer and market relations from the Greek.  

 

4.5.5 Factors of knowledge Transfer in reshoring 

Andreas further explained that because the Greek’s motivations of selling the companies to the 

Swedish counterpart was clear, the Greek management was able to achieve a favorable termination 

terms for their staff. And the previous owner of the Greek factory could be able to enjoy retiring life 

after the factory being acquired. Therefore, the staff was cooperative in the KT process, overcoming 

other cultural, language and physical distance barriers.  

 

Experience of manufacturing knowledge is another factor pointed out by Andreas. Since Company E 

is a subsidiary company of a manufactory group, Andreas addressed that all the sister companies can 

contribute their expertise to assist each other. “We (as a group) have lots of production facilities, we 

have space, we have everything, we have other machines in other companies that can make special 

units and can make special punches.” He concluded that being a part of the manufacturing parent 

company, they have a comprehensive manufacturing-engineering knowledge, which make them a 

leader in the market. 

 

Apart from these factors, no major KT challenges were revealed, mainly because the reshoring 

process was simple so as the KT process. 
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4.6 Empirical Summary of Company Reshoring Backgrounds 

A summary of empirical data from the interviewees is presented in Table 6. The table is designed to 

link the company and their reshoring backgrounds to KT for the next chapter of Analysis Discussion. 

The table covers the company sizes, types, reshoring types, offshoring and reshoring background as 

well as the role of knowledge in their reshoring process.  

 

Table 6: Empirical summary of company reshoring backgrounds 

 Company A Company B Company C Company D Company E 

Company size Small Small Large Large Medium 

Business Types Local Local MNC MNC MNC 

Reshoring 

function 

Construction design Food 

manufacturing 

Tools 

manufacturing 

production 

Furniture 

manufacturing 

Industrial cutting 

tools 

manufacturing 

Reshoring 

types 

Outsourced 

reshoring  

Outsourced 

reshoring 

In-house reshoring In-house reshoring In-house reshoring 

Offshoring background 

Location India Germany South Africa and 

Brazil 

Germany Greece 

Duration 1 month Over 9 years Over 10 years Over 10 years 1 year 

Ownership Outsourced Outsourced In-house In-house In-house 

Main reasons Labor cost savings; 

source long-term 

partners 

Did not have a 

partner in Sweden 

Access to new 

market and 

maximize 

production 

capacity 

Access to new 

market 

Increase market 

share 

Lower production 

cost 

Reshoring background 

Location Sweden Sweden Sweden Sweden Sweden 

Duration Since March, 2016 Since May, 2016 Since 2013 Since 2014 2002 

Ownership Outsourced Outsourced In-house In-house In-house 

Main reasons Improve quality by 

meeting legal 

requirement; 

shorten 

communication lead 

time. 

Use local raw 

materials for 

national pride 

effect; better 

control of 

production process. 

Better control of 

manufacturing 

network  

 

Update 

manufacturing 

network, decrease 

in sales at local 

offshored market 

Fill up Sweden 

factories capacity 

and marketing with 

“Made in Sweden” 

Role of knowledge 

Quality control Meeting Swedish 

regulation 

Meeting Swedish 

regulation; use of 

local raw materials  

Standardized 

procedures for 

machines operation 

Production skills 

enhancement on 

machines operation 

Not mentioned 

Product 

innovation 

Not mentioned New product 

development 

Better R&D 

manufacturing  

Not mentioned Lower priced 

product 

development  

Market 

competitiveness 

Meeting clients’ 

expectation 

Meet marketing 

effect of national 

pride 

Better sales 

forecast 

Product and sales 

analysis 

 

Meet market 

demand of cheaper 

products 

Source: Own created 
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4.7 Empirical Summary of Knowledge Transfer Actors, Methods and Factors  

Table 7 displays a summary of empirical data from the interviewees about the KT factors. The table 

is designed to assist the discussion of the KT factors based on the conceptual framework in the next 

chapter. The table covers the company size, types, reshoring types, the roles of parties of reshoring 

in KT process (KT actors), KT methods and KT factors in reshoring.  

 

Table 7: Empirical summary of knowledge transfer actors, methods and factors 

 Company A Company B Company C Company D Company E 

Company size Small Small Large Large Medium 

Business Types Local Local MNC MNC MNC 

Reshoring types Outsourced 

reshoring 

Outsourced 

reshoring 

In-house reshoring In-house reshoring In-house reshoring 

The role of parties of reshoring in KT process 

Headquarters/ 

Decision makers 

Facilitator, 

knowledge holder 

Facilitator, 

knowledge holder, 

knowledge acquirer 

Facilitator Facilitator Facilitator 

Knowledge 

acquirer 

Offshoring unit Not involved in KT Not involved in KT Knowledge holder Facilitator, 

Knowledge holder 

Facilitator, 

Knowledge holder 

Reshoring unit Knowledge holder, 

knowledge acquirer 

Facilitator, 

knowledge holder, 

knowledge acquirer 

Knowledge 

acquirer 

Knowledge 

acquirer 

Knowledge 

acquirer 

KT methods in reshoring 

Interaction of 

offshoring and 

reshoring units 

No No Yes  Yes  Yes 

Emails Yes Yes Not specified Not specified Not specified 
Audio calls Yes Yes Not specified Not specified Not specified 
Video calls No No Yes Not specified Not specified 
Face to Face 

meetings 

Yes Yes  Yes  Yes Yes 

Documentation Not mentioned Not mentioned Yes Yes Yes 

KT factors in reshoring 

Organizational  Not exist Not exist Not a challenge Challenge – 

German hierarchal 

culture created KT 

barriers 

Not a challenge 

Cultural distance Not exist Not exist Not a challenge Challenge – 

Cultural conflicts 

Not a challenge 

Linguistic 

distance 

Not exist Not exist Yes – Low English 

proficiency of 

Brazilian 

Challenge – The 

use of language 

because of cultural 

difference 

Not a challenge 

Geographical 

distance 

Not a challenge Not a challenge No Not a challenge Not a challenge 

Experience Benefit - New 

partner of their 

experience in 

Swedish 

construction 

regulation 

Benefit - New 

partner of their 

experience in 

Swedish 

construction 

regulation 

Benefit – 

Company’s 

experience in KT 

planning 

Not a challenge Benefit – 

Offshored partner 

had rich experience 

in producing low 

cost but quality 

products 

Motivations Not mentioned Benefit- New 

partner’s openness 

and willingness to 

communicate 

Benefit – Well-

handled predicted 

low staff morale by 

retaining local 

management team 

Challenge – 

German staff were 

not cooperative 

because they were 

losing jobs. 

 

Benefit – Some 

German staff 

wanted to work in 

Sweden so they 

were more willing 

to help on KT. 

Benefit – 

Offshoring 

partner’s desire of 

retirement 

motivates an 

openness of KT 

Source: Own created 
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CHAPTER 5 – ANALYSIS DISCUSSIONS 

This chapter analyzes the findings of the above multiple case studies in four main themes, (1) the role 

of knowledge influences KT methods, (2) reshoring types influence on KT actors, (3) company size 

and business types influence KT actors and KT methods, and (4) KT factors in different reshoring 

types. A modified conceptual model is built according to the data findings.   

 

5.1 The Role of Knowledge Influences KT Methods 

This study found that the role of knowledge in reshoring is affected the KT methods. Socialization 

KT method is used especially for transferring knowledge for quality control, product innovation and 

market competitiveness. A combination of socialization and internalization is used for transmitting 

knowledge for machine-related manufacturing. However, in this study, there is no evidence to relate 

any cases to internalization alone. (See: Table 8) 

 

Table 8: Analysis summary of the role of knowledge and KT methods 

 Company A Company B Company C Company D Company E 

Role of 

knowledge 

     

 

Quality control Yes – 

Meeting regulation 

Yes – 

Meeting regulation; 

Use of local raw 

materials 

Yes – 

Standardized 

machinery 

manufacturing 

procedures 

Yes – 

Enhanced 

machinery 

manufacturing 

skills 

Not mentioned 

Product 

innovation 

Not mentioned Yes – 

R&D 

Yes – 

R&D 

Not mentioned Yes – 

Lower costed 

machinery 

manufacturing 

Market 

competitiveness 

Yes – 

Meeting clients’ 

expectation 

Yes – 

Meeting market’s 

national pride 

Yes – 

Sales forecast 

Yes – 

Product and sales 

analysis 

Yes – 

Meeting market 

demand 

KT methods      

Interaction of 

offshoring and 

reshoring units 

No No Yes Yes Yes 

Emails Yes Yes Not specified Not specified Not specified 
Audio calls Yes Yes Not specified Not specified Not specified 
Video calls No No Yes Not specified Not specified 
Face to Face 

meetings 

Yes Yes Yes Yes Yes 

Documentation Not mentioned Not mentioned Yes, standardized 

in a central 

platform 

Yes – Documented 

machine operations 

Yes – Documented 

machine operations 

Socialization Yes Yes Yes Yes Yes 

Internalization Not mentioned Not mentioned Yes Yes Yes 

Source: Own created 

 

5.1.1 Socialization Knowledge Transfer Method 

Socialization KT methods of face-to-face meetings were used by all studied cases. All respondents 

revealed that face-to-face meetings can better explain or obtain knowledge of quality control, product 

innovation and market competitiveness. They indicated that socialization smoothens KT process on 

product quality when some levels of ambiguity knowledge is involved (van Wijk et al., 2008), such 
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as the “hidden technique” of machine operations and the construction design. This finding strengthens 

the arguments of Enderwick (2011) that face-to-face meetings can facilitate a more efficient 

communication result. This study also provides evidences on occasions that when knowledge is hard 

to be documented, the KT process needs to rely more on social interactions (Lyles and Salk, 1996).  

 

Regarding knowledge for product innovation, for example, Company B, made use of face-to-face 

meetings with their new supplier for brainstorm inspirations on new recipes invention. The 

respondents clearly indicated that they needed to taste the new recipes with the new suppliers for 

achieving the best product development result. Company E also specially pointed out that they needed 

site-training trips to observe the machine operation technique for manufacturing lower-cost-products. 

By obtaining these knowledge, they can fulfil to their market demand by providing cheaper products. 

These cases echo with that an effective knowledge exchange can facilitate product innovations 

(Kinkel and Maloca, 2009) and responsiveness to market demand (Bals et al., 2016).  

 

Unique from other previous research, this study spotted that to efficiently discuss knowledge on legal 

regulation, there is a need of socialization too. The cases of Company A and B well reflected this 

finding. Company A’s main reshoring reasons was that the offshored partner failed to meet the local 

legal regulations. However, they purely discussed with the previous overseas partner by email instead 

of by phone nor face-to-face meetings. Company B’s new partner lacked of milk-free food production 

experience, the CEOs of Company B therefore went to the factories to share their previous knowledge 

to ensure the food manufacturing matched legal requirements. This is an interesting finding because 

legal regulations are always documented and able to be stored. Contradicting Polanyi (1998), 

Simonin, (1999) and Bonache and Brewster (2001), this study argues that even if a knowledge can 

be codified or documented, it does not mean the knowledge is explicit. Conversely, this study goes 

in line with Prichard (2000) and Kalling and Styhre, (2003) who suggested that knowledge is tacit in 

nature depending on KT actors’ abilities to relate the knowledge to reality situations. 

 

5.1.2 Combination of Socialization and Internalization Knowledge Transfer Methods  

It is observed that for the knowledge associated to machine-related manufacturing, companies 

combined socialization and internalization into their KT process. Company C and D considered 

standardizing or enhancing manufacturing knowledge as a measure of quality control. Company E 

regarded the manufacturing knowledge from the offshoring partner as lower-cost-product 

development. On one side, all respondents agreed the importance of socialization to meet face-to-

face for getting better knowledge exchange and demonstration for the machine operation technique 

(Lyles and Salk, 1996; Enderwick, 2011). On the other side, they all emphasized on documentation 
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and standardization on the knowledge being stored and shared among the staff. In other words, they 

adopted an internalization process to explicate knowledge by turning know-how to routine and written 

procedures (Lyles and Salk, 1996). These findings support Lyles and Salk (1996) as companies made 

use of socialization and internalization to educate their knowledge acquirers of staff in home country 

to practice the routine procedures into embedded experience by arranging field trips or training trips. 

 

5.2 Reshoring Types Influence on Knowledge Transfer Actors 

There were two reshoring types found on these multiple case studies: outsource-reshoring and in-

house reshoring. It is observed that the reshoring types have an impact on the involvement of KT 

actors. This study shows that outsource-reshoring excluded the involvement of offshoring partners in 

their KT process; whereas in-house reshoring involved interactions between their offshoring units 

and reshoring units. (See: Table 9) 

 

In outsource-reshoring companies, it is observed a common pattern of an absence of offshoring 

partner in the KT process. This is one of the significant findings of this research. The outsource-

reshoring companies did not even inform their offshoring partner of their reshoring reasons. To them, 

it is simply a switch of suppliers from outsourcing overseas to outsourcing domestic.  

 

However, in-house reshoring companies required their offshoring unit to interact with their reshoring 

unit. The main reason was to retain existing knowledge originally owned by the companies because 

they understood knowledge is embedded with individual employees (Mowery et al., 1996; Kalling 

and Styhre, 2003). Some in-house reshoring companies also attempted to retain the overseas staff 

despite the closures of offshored offices. This is because they saw their overseas employees as their 

intellectual capitals of the companies (Sparkes and Miyake, 2000; Bollinger and Smith, 2001), and 

that can help smoothen their reshoring process. 

 
Table 9: Analysis summary of reshoring types and KT actors 

Reshoring types Outsourced reshoring In-house reshoring 

Case studies Company A Company B Company C Company D Company E 

The role of parties of reshoring in KT process 

Headquarters/ 

Decision makers 

Facilitator, 

knowledge holder 

Facilitator, 

knowledge holder, 

knowledge acquirer 

Facilitator Facilitator Facilitator 

Knowledge 

acquirer 

Offshoring unit Not involved in KT Not involved in KT Knowledge holder Facilitator, 

Knowledge holder 

Facilitator, 

Knowledge holder 

Reshoring unit Knowledge holder, 

knowledge acquirer 

Facilitator, 

knowledge holder, 

knowledge acquirer 

Knowledge 

acquirer 

Knowledge 

acquirer 

Knowledge 

acquirer 

Source: Own created 
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5.3 Company Size and Business Types Influence KT actors and KT methods 

Although different scholars highlighted organizational factors will affect the KT effectiveness, they 

mainly focused on one particular business type, such as IJV (Lyles and Salk, 1996; Al-Salti and 

Hackney, 2011), strategic alliance (Mowery et al., 1996; Simonin, 1999) and MNC (Duanmu and Fai, 

2007; Ambos and Ambos, 2009). Covering different sized companies and business types 

(local/MNC) into the same research, the current study recognizes company size and business types 

having an influence in KT, specifically on KT actors and KT methods. It is also acknowledged that 

van Wijk et al. (2008) affirmed company sizes have an influence on the need of knowledge 

acquisition, however they did not expand the relationship investigation on company size with the KT 

process. Company A, B are small companies. They have less than ten employees and their business 

serves local markets only. They had simpler KT process and involve less parties in it. On contrary, 

Company C, D and E are medium to large MNCs. Their reshoring decisions took a longer time with 

a more detailed KT planning. The reshoring decision making process involved more departments 

such as production, sales, HR and management teams. Their KT process also involved more actors 

and more interactions between offshoring and reshoring parties.  

 

5.3.1 Company Size/ Business Types and KT actors 

This study explanatorily found that bigger companies with more personnel and more complicated 

business structure with overseas departments, involved more parties in their KT process during 

reshoring. At the same time, the role of each parties are more clearly defined with a particular role of 

KT actor.  Unlike bigger companies, small sized companies, with simpler structure, were not only the 

decision makers of the whole reshoring project, but also clearly knew the purpose of reshoring as 

well as the knowledge needed to communicate with the reshoring partners. In other words, the parties 

involved in the reshoring process also carry multiple KT actor roles. (See: Table 10) 

 

The empirical data of this study showed that smaller sized local companies, because of less staff, a 

simpler KT process and less personnel were involved in their KT process during their reshoring cases. 

The respondents of these two companies played an important role in the reshoring decision making 

process. They also actively participated in the KT process as knowledge holders, receivers as well as 

the facilitators. In terms of the role of knowledge holders, the respondents of Company A and B had 

the responsibilities to transmit knowledge of customer specification and production requirement to 

their new partners in Sweden. In terms of the role of knowledge acquirers, respondents of Company 

B worked together with their new partner for product development. The three respondents of these 

two companies also facilitated the KT process by arranging face-to-face meetings.  



54 | P a g e  

 

Contrarily, medium and large MNCs (Company C, D and E) usually involved more departments in 

their reshoring process, such as production, sales, HR, management teams as well as the offshoring 

teams, because of the greater need of knowledge transmission for more employees (van Wijk et al., 

2008). Because of their experience of dealing with different overseas offices, they are more capable 

to plan and execute a sophisticated KT process (Albino et al., 1998; Simonin, 1999). These companies 

all had more financial and human resources available to devote to the KT process. They also clearly 

identified the offshoring teams as knowledge holders and reshoring teams as knowledge acquirers.  

Responding to Bollinger and Smith (2001), these companies showed that when management well 

identified KT actors during their KT planning, they contributed to a smoother KT process (Bollinger 

and Smith, 2001). Comparable to Lyles and Salk (1996) and Ambos and Ambos (2009), management 

of these bigger and MNCs, being the reshoring decision makers, mainly played the KT facilitator role 

in KT process, such as to plan site-visit and training trips. By identifying the offshoring unit as the 

knowledge holders, and the production team of home country as the knowledge receivers, 

management of these bigger sized companies were also able to avoid KT challenges such as low staff 

morale at offshoring units (Bollinger and Smith, 2001). 

 

Table 10: Analysis summary of company size/ business types and KT actors 

 Company A Company B Company C Company D Company E 

Company size Small Small Large Large Medium 

Business Types Local Local MNC MNC MNC 

Parties of reshoring KT actors 

Headquarters/  

Decision makers 

Facilitator, 

knowledge holder 

Facilitator, 

Knowledge holder, 

Knowledge acquirer 

Facilitator Facilitator Facilitator 

Knowledge acquirer 

Offshoring unit Not involved in KT Not involved in KT Knowledge holder Facilitator, 

Knowledge holder 

Facilitator, 

Knowledge holder 

Reshoring unit Knowledge holder, 

knowledge acquirer 

Facilitator, 

knowledge holder, 

knowledge acquirer 

Knowledge acquirer Knowledge acquirer Knowledge acquirer 

Source: Own created 

 

5.3.2 Company Size/ Business Types and KT methods 

The empirical data of this study shows that smaller and local companies put more efforts on 

socialization KT process, whereas bigger and MNCs pay more attentions on combination of 

socialization and internalization (See: Table 11). Company A and B did not specify how they 

documented the exchanged knowledge with their reshoring partners. One of the reasons is because 

their knowledge being exchanged is more ambiguous, which was discussed in section 5.1. The other 

reason is that the respondents were also the only reshoring decision makers as well as the main KT 

actors. They knew what to teach and learn from their new Swedish suppliers. Meanwhile, because 

their companies are smaller, they were the only ones who could transmit knowledge to their new 

Swedish suppliers.  
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However, in large MNCs, more personnel were involved in both the reshoring decision making 

process and the KT process, because bigger companies need a greater variety of knowledge for 

different departments’ needs (van Wijk et al., 2008). Therefore, a combination of socialization and 

internalization of KT methods is required. Companies realized that face-to-face interactions, known 

as socializations, between the offshoring and reshoring units can achieve better KT results. This 

supports Enderwick (2011) that personal interactions helps KT effectiveness. Second, their KT 

methods turns know-how to written routine experience for centralizing knowledge sharing and 

embedment back in the home country, known as internalization. This is in line with Lyles and Salk 

(1996), by combining socialization and internalization, knowledge, even though is tacit in nature, can 

be embedded with people by setting up routine practices and procedures. 

 

Table 11: Analysis summary of company size/ business types and KT methods 

 Company A Company B Company C Company D Company E 

Company size Small Small Large Large Medium 

Business Types Local Local MNC MNC MNC 

KT methods in reshoring 

Interaction of 

offshoring and 

reshoring units 

No No Yes Yes Yes 

Emails Yes Yes Not specified Not specified Not specified 
Audio calls Yes Yes Not specified Not specified Not specified 
Video calls No No Yes Not specified Not specified 
Face to Face 

meetings 

Yes Yes Yes Yes Yes 

Documentation Not mentioned Not mentioned Yes, standardized 

in a central 

platform 

Yes – Documented 

machine operations 

Yes – Documented 

machine operations 

KT methods Socialization Socialization Combination Combination Combination 

Source: Own created 
 

5.4 Knowledge Transfer Factors in Different Reshoring Types 

This study found that the KT in different reshoring types is influenced by the KT factors in different 

ways. This section however focuses on discussion of the individual factors since organizational 

factors were covered in above sections. 

 

5.4.1 Cultural, Linguistic and Physical Distances 

This study shows that not all KT processes are influenced by cultural, linguistic and physical 

distances. All of these factors do not apply on the KT process of outsource-reshoring (See: Table 12). 

This finding is conflicting to most of the existing KT research, in which the majority of them 

highlighted cultural, linguistic and physical distances as KT challenges (See examples: Lyles and 

Salk, 1996; Mowery et al., 1996; Simonin, 1999; Szulanski, 2000; Bonache and Brewster, 2001; van 

Wijk et al. 2008; Ambos and Ambos, 2009; Al-Salti and Hackney, 2011; Nell et al., 2016). This 

unique finding is reasonable because previous research mainly looked at KT within cross-boundary 
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context, for example IJV (Lyles and Salk, 1996; Al-Salti and Hackney, 2011), strategic alliance 

(Mowery et al., 1996; Simonin, 1999) and MNC (Duanmu and Fai, 2007; Ambos and Ambos, 2009). 

 

Table 12: Analysis summary of reshoring types and KT factors - cultural, linguistic and physical distances 

Reshoring types Outsourced reshoring In-house reshoring 

Case studies Company A Company B Company C Company D Company E 

KT factors in reshoring 

Cultural distance Not exist Not exist Not a challenge Challenge – 

Cultural conflicts 

Not a challenge 

Linguistic 

distance 

Not exist Not exist Yes  Yes Not a challenge 

Geographical 

distance 

Not exist Not exist No Not a challenge Not a challenge 

Source: Own created 

5.4.1.1 Outsource-Reshoring 

The first common pattern observed on the empirical data was the absence of cultural, linguistic and 

physical distances in KT process of outsource-reshoring companies. It is noted that among the 

outsource-reshoring process, these companies simply considered reshoring as a switch of suppliers 

from overseas to domestic. They did not involve their offshoring partners in the KT process during 

reshoring. In addition, this study’s cases of outsource-reshoring companies did not need to interfere 

with any cultural conflicts or linguistic barriers since they dealt with a Swedish supplier sharing same 

national cultural background and talking in same language. Their new reshoring partner were also 

located physically close, and more frequent face-to-face interactions can be arranged. Therefore, 

cultural, linguistic and physical distances of outsource-reshoring companies do not exist when the 

companies are dealing with local suppliers or business partners. 

 

This finding connects to Mowery et al. (1996), similar cultural background can facilitate a better KT 

experience. It also examines agreement with previous research that communication gap is minimized 

if the KT actors speaking the same language (Szulanski, 2000; Ambos and Ambos, 2009). 

Meanwhile, this finding also strengthens the previous studies showing that more personal-based 

communication can be done effectively when physical distance between knowledge holders and 

acquirers is shorter (Ambos and Ambos, 2009; Al-Salti and Hackney, 2011; Nell et al., 2016). 

 

However, it must be noted that all outsource-reshoring companies in this study chose a local partner 

physically close to their main offices. So, even though the findings showed that it was not an 

impediment, physical distance might pose a challenge in reshoring cases where companies are located 

in bigger countries or that have local partners situated far from their headquarters.   

 

  



57 | P a g e  

 

5.4.1.2 In-house-reshoring 

Unlike outsource-reshoring, KT process of in-house-reshoring is influenced by cultural, linguistic 

and physical distances. This is justified since their offshoring units were involved in their KT process. 

While cultural distance becomes influential during the KT interactions between offshoring and 

reshoring units, all in-house reshoring companies revealed that it did not appear to be the biggest 

challenges. This can be explained by the cultural awareness of these companies before they interacted 

with the offshoring counterparts. For instance, Mark of Company D revealed that before the training 

trips, the Swedish workers were given some cultural awareness instructions such as to call the German 

workers by last names instead of first names. Parallel to van Wijk et al. (2008), this study proves that 

KT process can be more effective when cultural conflicts were minimized.  

 

Similarly, linguistic difficulties were mentioned by all the companies of in-house-reshoring, yet no 

companies considered language differences as a major challenge. This finding provides argument 

against the previous studies mentioning linguistic distances as the biggest KT challenge (Tsang, 1999; 

Al-Salti and Hackney, 2011). This is because socialization can helped solving the linguistic 

difficulties. Besides, having translators can also easily ease the language barriers. Another 

explanation is that the companies in these case studies mainly deal with machine operation 

procedures, in which demonstration and observation of machine operation techniques are more 

important than verbal communications. This associates to Ambos and Ambos (2009) who suggested 

transferring technological knowledge is less affected by language barriers when the knowledge can 

be codified for sharing.  

 

The effectiveness of KT process of the in-house-reshoring cases is also stimulated by the decrease in 

physical distance of the offshoring and reshoring units. In line with Al-Salti and Hackney (2011), 

companies realized that by shortening physical distance by setting up face-to-face meetings, they can 

help achieving a smoother communication and collaboration in their KT process. So they sent staff 

from home countries to offshoring factories. This finding shows that transfer of technology related 

knowledge was better in person. This contradicts van Ambos and Ambos (2009), as according to 

them technological knowledge can rely less on personal interactions. However, they all emphasized 

face-to-face interactions can help them fully obtain the technological or manufacturing knowledge 

from the offshoring units. This finding is different from previous scholars highlighting that physical 

distance plays a minimal role in technological knowledge transmission (Ambos and Ambos, 2009; 

Nell et al., 2016). However, this may be arguable that because the offshoring units are being closed, 

the headquarters and the reshoring team will no longer have other chances to communicate and learn 
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from the employees of offshoring units. That was why the companies of our case studies prefer to 

send their staff to overseas for an effective and efficient KT result. 

 

5.4.2 Experience  

Experience factor commonly influences all reshoring cases of this study. Same as previous scholars, 

this study found that experience factor appears in two roles: experience of the knowledge being 

transferred (Mowery et al., 1996; Simonin, 1999; Al-Salti and Hackney, 2011) and KT experience 

(Albino et al., 1998; Simonin, 1999). However, this study spotted that experience in the knowledge 

being transferred is more important for outsource-reshoring, whereas KT experience is more crucial 

for in-house reshoring. 

 

5.4.2.1 Outsource-Reshoring 

While the offshoring partner was absent in the KT process, experience in the knowledge being 

transferred plays a more significant role in a smoother and simpler KT process for outsource-

reshoring companies. This accredits to the reshoring decision makers’ experience in selecting their 

new business partner, also attributes to the experience and capabilities of the new chosen suppliers. 

Referring to the case studies, Company A could focus on specifying the client’s expectation on the 

final design when they did not need to cross-check if the construction design met legal regulations. 

Company B was also able to teach their new partner whom lack of milk-free production experience 

with their experience with their offshored partners. Hence, this study proved that experience in 

knowledge being transferred is more important in leading outsource-reshoring companies and their 

new partners to a higher knowledge absorptive KT result (Mowery et al., 1996; Simonin, 1999). 

 

5.4.2.2 In-house Reshoring 

The factor of experience appears in a different perspective among the in-house reshoring companies. 

It does not only relate to the experience being transferred, but also their KT experience. The 

characteristic of in-house reshoring is the presence of offshoring unit in their KT process, therefore 

cultural, linguistic and physical distance can influence the success of KT. In this case, when 

companies have more KT experience, they can encounter less KT difficulties because they can convey 

a clearer message for the KT actors of what kind of collaboration and knowledge is expected (Albino 

et al., 1998; Simonin, 1999). This also echoes the suggestion of Bollinger and Smith (2001), a better 

KT planning can facilitate KT process by identifying KT actors and the role of KT.  This finding can 

be linked to van Wijk et al. (2008) that companies with KT experience are usually more capable to 

achieve a smoother and more effective KT process, especially by coping with cultural conflicts.  
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5.4.3 Motivation 

Motivation as a factor is also influential in the KT process of all reshoring types. It appears as different 

perspective for outsource-reshoring and in-house reshoring. KT motivation is more driven by 

reshoring motivations in outsource-reshoring than in in-house reshoring. 

 

5.4.3.1 Outsource-Reshoring 

Outsource-reshoring companies considered the reshoring decision as a switch of supplier. Their 

reshoring motivation is the main drive of KT motivations. In these cases, being the KT facilitators 

and knowledge holders, the reshoring decision makers were well aware of the reshoring reasons and 

what knowledge was needed for the reshoring process. For example, Company A undoubtedly 

decided for reshoring for the need of fulfilling the construction design with legal regulations. By 

reshoring back to a local supplier, the company could focus on transmitting client expectation of the 

construction design to the new business partner. Similarly, Anna and Maria of Company B, by 

reshoring, aimed to produce their products with local raw materials to achieve the national-pride 

marketing effect. They were willing to share their previous knowledge to their new supplier a local 

supplier who in lack of milk-free production experience. Supplemented to Lyles and Salk (1996) and 

Kalling and Styhre (2003), this study provided an evidence that when KT actors of reshoring process 

clearly aware the reshoring reasons, their KT motivations are also stronger because they have clear 

KT goals. Therefore, they were more willing to share knowledge to new suppliers.  

 

5.4.3.2 In-house Reshoring 

Different from outsource-reshoring, KT motivations are less driven by reshoring motivations in in-

house reshoring. Instead, KT motivations is crucial for encouraging the involvement of offshoring 

unit, who is being terminated in reshoring, in the KT process of in-house reshoring. In the case of 

Company D, the offshoring team was demotivated because they considered their jobs were taken 

away by the reshoring team. They found that the KT process was just beneficial to the reshoring team 

and not to them. This was explained by Kalling and Styhre (2003), knowledge holders get 

demotivated if they have to spend time and effort for their counterpart’s benefits only. Also, 

corresponding to previous scholars, the knowledge holders worry of losing their superiority by 

sharing their knowledge (Simonin, 1999; Kalling and Styhre, 2003; van Wijk et al., 2008). Therefore, 

they became protective in KT process by avoiding talking and sharing with the reshoring team. 

Agreeing with van Wijk et al. (2008), this study demonstrated that if knowledge holders are 

protective, they may purposely interpret the knowledge to more ambiguous and difficult.  
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On the other hand, Company C’s and E’s offshoring teams were motivated by different purposes. For 

instance, the management team at the offshored unit of Company C would retain their jobs and receive 

incentives by cooperating in KT process. The management of Company E, because of retirement, 

was also open to show how the reshoring team could reduce manufacturing steps to achieve cost 

reductions. This strengthens previous research indicating that when KT actors are more motivated, 

they will participate in the KT process more proactively (Szulanski, 2000). As a result the knowledge 

acquirers can have a higher learning capacity when there are more interactions with the knowledge 

holders (Lyles and Salk, 1996). 

 

5.5 Modified Conceptual Model 

The findings of this study supports the proposed conceptual model in a great extent, especially for in-

house reshoring cases. A modified conceptual model is therefore built to better reflect the applications 

of KT theories to reshoring (See: Figure 5). The reshoring factors and traditional KT process elements 

remain to display in red and green boxes, representatively. New KT process elements are added and 

displayed with yellow background boxes.  

 

The modifications are made on two main areas, namely the organization factors and reshoring factors. 

For organizational factors, the revised conceptual model separate and stand-alone the factor 

“company sizes” since this study proved its influential roles in KT process, but was under-researched. 

The factor “business types” is also added to the conceptual model because this study confirmed its 

significance in KT process. Green dashed lines are used to link with these factors “company sizes” 

and “business types” to KT actors and KT methods to show their relationship. The factor “ownership” 

is deleted since it is repetitive of reshoring types, which is being explained in the next paragraph. 

 

For reshoring factors, contradicting to the proposed conceptual model, the factor “reshoring types” is 

found to be influential to KT actors instead of the KT methods. Red dashed lines are hence used to 

link with “reshoring types” to KT actors. KT process in different reshoring types are also found to be 

influenced by different KT individual factors. Therefore they are linked up with red dashed lines. The 

factor “reshoring motivation” is added since it is proven that if KT actors are more aware of reshoring 

motivations, their KT motivations are also stronger. Reshoring types likewise have an impact on this 

newly created element “reshoring motivation”. Red dashed lines are used to show their connection. 

Lastly, the factor “parties involved in reshoring” was deleted since they are same as KT actors. 
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Figure 5: Modified conceptual model - Knowledge transfer process in reshoring 

Source: Own created  
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CHAPTER 6 – CONCLUSION 

This chapter presents the conclusion of our research, starting by reconnecting the reader to the 

research aim and research questions. Later, it links the analysis discussions with research questions. 

After that, it presents the theoretical contribution and managerial implications of this study. This 

chapter ends with recommendations regarding future research on KT and reshoring. 

 

6.1 Reconnection with Research Aim 

The purpose of this research is to apply theoretical concepts of KT to an emerging international 

business phenomenon reshoring to enrich the research scope of both disciplines. Through an inductive 

and exploratory approach, this research suggested a conceptual model to guide through the study 

including by linking KT process elements identified by previous scholars to reshoring cases. In 

addition, this research interpreted the data findings from five Swedish companies with reshoring 

experience, presented with a modified conceptual model. Before concluding the analysis discussion, 

the research aim and research questions are recapped below:  

 

Research aim:    

This study aims to explore the knowledge transfer process in reshoring.  

 

Research questions: 

1) What factors influence knowledge transfer process in reshoring? 

2) How do the identified factors influence knowledge transfer process in reshoring? 

3) How does the knowledge transfer process vary in reshoring types? 

 

6.2 Association of Analysis Discussion to Research Questions  

This research has provided evidences and explored new elements for KT process in reshoring. Four 

main findings are grouped as follow: 

1) The role of knowledge influences KT methods 

2) Reshoring types influence on KT actors 

3) Company size and business types influence KT actors and KT methods, and 

4) KT factors in different reshoring types 

 

6.2.1 Factors Influencing Knowledge Transfer Process in Reshoring 

Answering the first and second research questions, besides the KT factors already identified by 

previous scholars, this study found that when KT is applied in reshoring, the role of knowledge can 

affect the choice of KT methods. It is found that if the knowledge relates quality control, especially 
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for legal regulations, production innovation and market competitiveness, socialization is used more 

by companies. However, if the needed knowledge is for improving machinery-manufacturing, 

socialization as well as internalization are emphasized.  

 

Reshoring types also have an impact on the involvement of KT actors. The offshoring units were 

found being omitted in the KT process of outsource-reshoring since companies treated reshoring as a 

switch of suppliers. However, offshoring units are vital in KT process of in-house reshoring. This is 

because companies need to secure the built-up knowledge from their human capital of offshoring 

teams before they leave the organizations. 

 

Lastly, this study also showed that company sizes and business types influence KT actors and 

methods. Small sized and local companies are proven to involve less parties in their KT process, also 

focus more on socialization than internalization. Contrary to bigger sized and MNCs, more actors are 

involved and KT in reshoring becomes a more complex processes and lengthy planning is required 

for its execution. Because of more staff in the companies, they also need more documentation, i.e. 

internalization, together with socialization to embed knowledge as routine procedures to their staff in 

home country.  

 

6.2.2 Variance of Knowledge Transfer Process in Reshoring 

The case studies of this research reflected two types of reshoring: outsource-reshoring and in-house 

reshoring. Connecting to the third research question, this study first found that depending on the 

reshoring types, involvement of KT actors and influences of KT factors vary. In terms of the KT 

actors’ involvement, KT process in outsource-reshoring does not involve offshoring parties. 

Contrarily, in-house reshoring companies consider a crucial KT role performed by their offshoring 

teams as the knowledge holders.  

 

Besides, KT in different reshoring types is also affected by different factors. Outsource-reshoring is 

less affected by cultural, linguistic and physical distances due to the absence of offshored unit, 

companies simply treat reshoring as a switch of suppliers. However, due to the presence of offshoring 

units in KT process of in-house-reshoring companies, they are more affected by cultural, linguistic 

and physical distances. Nevertheless, it is noteworthy that contradicting to previous research results, 

these factors were not reflected as big challenges to the in-house reshoring companies. Furthermore, 

experience in the knowledge being transmitted is more significant to outsource-reshoring, whereas 

KT experience plays a more important role to in-house reshoring. Lastly, this study also provided 
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evidence that KT motivation is more driven by reshoring motivations for outsource-reshoring than 

in-house reshoring. 

 

6.3 Theoretical Contribution 

The current research has several theoretical contributions. It is one of the first to connect KT to the 

under-research academic discipline of reshoring. It has not only enriched the KT but also reshoring 

research scopes. Kinkel and Maloca (2009) and Tate et al. (2014) recognized the importance of KT 

in reshoring. But the developed conceptual model goes further and encases an exploratory idea on 

how different reshoring elements (namely the role of knowledge, reshoring types and reshoring 

motivations) influence the KT process, including KT actors as well as KT methods.  

 

In terms of KT discipline, this study disgustingly added an insight of reshoring perspective to the 

current research context. Existing KT research focus mainly on international and cross-border KT 

process among IJVs, MNCs, strategic alliances (See example: Lyles and Salk, 1996; Mowery et al., 

1996; Simonin, 1999; Ambos and Ambos, 2009; Al-Salti and Hackney, 2011). Their research focus 

on the knowledge transition from headquarters to overseas affiliates, however they barely consider 

the reverse direction of knowledge transmission from overseas affiliates back to headquarters or 

company’s home country. Contributing to the current KT research, this study alternatively focuses at 

this reverse KT direction in terms of reshoring scenarios. This study did not only prove that different 

reshoring types will be impacted by different factors in different ways, but also showed how the role 

of knowledge can impact the choice of KT methods.  

 

Moreover, going further with van Wijk et al. (2008) whom identified that company sizes matter on 

the KT actors’ knowledge absorption level and their need of a variety of knowledge, this study 

expanded the importance of company sizes as a KT factor. This study proves that company sizes and 

business types can influence the company’s choice of KT methods and the involvement of KT actors. 

It founds that smaller companies and local businesses prefer more socialization because of a simpler 

company structures and less employee involvement in the business. Oppositely, bigger companies 

and MNC businesses tend to combine KT methods with socialization and internalization. This study 

proves that by combining these two KT methods, companies can share the same knowledge or 

standardized information among their staff across different departments and different locations. 

 

Also, supplementing the common identified KT factors, including cultural, linguistic and physical 

distances, suggested by van Wijk et al. (2008), Ambos and Ambos (2009) and Al-Salti and Hackney 

(2011), the current research found that these factors do not necessarily exist in all kinds of KT process. 
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Evidences are provided in this paper that when outsource-reshoring does not involve overseas 

partners into the KT process, the companies do not encounter any cultural, linguistic and geographical 

challenges as long as they deal with local partners.  

 

On the other hand, adding to the KT methods of Lyles and Salk (1996) who recognized the transfer 

from tacit to tacit knowledge or from tacit to explicit knowledge, this study gave a more detailed on 

how the role of knowledge can affect the choice of KT process. If companies need the knowledge of 

quality control, innovation and market competitiveness, they prefer socialization than internalization. 

However, if the knowledge involved machinery and manufacturing operations, companies prefer a 

combination of socialization and internalization.  

 

Last but not least, by spotting how the KT actors consider the knowledge of legal regulations, this 

study strengthened the definition of knowledge that knowledge is tacit in nature (Prichard, 2000; 

Kalling and Styhre, 2003). Although legal regulations are always documented and considered as 

explicit, the current research found that if the KT actors have no experience in such knowledge, the 

knowledge is still tacit to them. Therefore, during the KT process, socialization is needed to transfer 

this “documented” but “tacit” knowledge.  

 

6.4 Managerial Implications  

Several practical suggestions based on the current research involve awareness about reshoring types, 

the role of knowledge, reshoring motivations, company sizes and business types. One of the main 

findings is that some KT factors are absent in outsource-reshoring. Although outsource-reshoring 

companies have a simpler KT process, in a local communication with the new partners they should 

be aware that their company size and business type may require more KT actor’s involvement. If 

more employees are involved in the KT process, there is also a need of combining of socialization 

and internalization KT methods for centralized knowledge sharing. 

 

On the other hand, with in-house-reshoring cases, companies should be prepared for a more complex 

KT process because of the offshoring unit involvement in the KT process. Hence, companies need 

more KT experience for a better KT planning in order to address cultural and linguistic challenges. 

They also need to motivate the KT participation of the offshoring teams since they are going to lose 

jobs. Therefore, the company management may consider economical, time and human capital 

involvement repercussions.  
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Besides, regardless of reshoring types, companies are suggested to adopt socialization KT method to 

ease potential KT challenges, especially if companies need to deal with knowledge that is harder to 

explain by documentations. Companies can arrange more face-to-face interactions and provide 

cultural awareness guidelines to their local employees who take part in the KT process with overseas 

teams. Companies are also recommended to make their reshoring motivations transparent to their 

employees, especially the local team. By knowing the reshoring motivations well, the local employees 

can also have a clearer KT goals, which can facilitate a higher KT effectiveness. 

 

6.5 Societal Contributions   

The phenomenon of reshoring directly associates with job creations in companies’ home countries. 

Therefore, research that explores reshoring, such as this one, pose important implications to not only 

business organizations but also societies. As established throughout this paper, KT is an important 

process during reshoring. This study particularly explores how organizations practice KT in reshoring 

and what factors influence the KT process. Considering the conceptual model developed by this paper, 

companies can more effectively achieve their reshoring goals by accomplishing a smoother KT 

among knowledge holders and acquirers and proactively addressing the potential challenges.  More 

companies meeting reshoring goals can lead to a bigger reshoring trend, implying more employment 

in the local economies. More than that, by having more reshoring companies, the society can also be 

beneficial by market competition in certain industries, resulting in more advanced and professional 

development. For instance, more companies reshore their business units back to home countries can 

stimulate innovation and demand for higher service/product quality delivery in local and near-by 

countries/regions. In addition, this can also positively enhance the reputation of the countries.  

 

6.6 Limitations and Future Research Directions 

Because of the limited number of interviewees and companies that participated in this research, it is 

acknowledged that the findings may not apply to all reshoring companies. This research explored 

only two out of the four reshoring types: outsource-reshoring and in-house-reshoring. Therefore, 

future research is suggested to supplement this research scope by focusing on the other two reshoring 

types: reshoring-outsourcing and reshoring-insourcing. Also, this research obtained both the 

outsource-reshoring cases as smaller sized and local companies, and in-house-reshoring cases are 

larger sized MNCs. It is also believed that the company sizes may alter the knowledge transfer process 

within same reshoring type. Hence, future research may investigate how company size influence KT 

in particular reshoring scenarios, since the number of actors may increase together with a larger 

company size. The actors will be also influenced by different knowledge transfer motivations and 

awareness of the reshoring purpose. Also, it is recommended to extend this research with a 
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combination of qualitative and quantitative research approach to obtain a more generalized 

implication by involving more interviewees in the study. With reshoring being an emerging 

phenomenon, there are multiple areas in which a quantitative approach may expand KT insights such 

as, for example, how technology innovations impact the need of face-to-face meetings, and how 

company sizes and business types have an impact on the selection of reshoring types, whereas  these 

were not the focus of this current study.  It is also worth to study reshoring cases in bigger countries, 

such as companies in the United States or China, that they may have local reshoring partners in further 

cities from headquarters. This enable researchers to obtain the influence of local-geographical as well 

as local-cultural distance too.  

 

6.7 Reflection  

The most valuable experience of conducting this research is the opportunity to explore an emerging 

business trend, reshoring. Although there are time and financial limitations on this research, the 

researchers have been highly rewarded by talking to a few well-known Swedish companies as well 

as entrepreneurs. Upon the completion of this project, the researchers evaluated if more time was 

given, the research could have been extended by reaching out to a more dynamic sample size, such 

as incorporating more companies of different firm sizes and industries from additional countries or 

geographic regions. Also, more time would have allowed researches to interview all parties, including 

the offshored parties and the new local partners involved in the offshoring and reshoring process, in 

order to get a triangular perspective. At the same time, the researchers were based in Gävle, Sweden. 

But none of the collaborating companies were located at the same city nor on the city’s vicinities. 

Researches had travel restriction due to limited economic resources. Although a trip was made to visit 

one of the companies’ headquarters in Stockholm, researches were not able to meet face to face with 

other collaborating organizations. Current communication technologies must not be discredited as 

they greatly facilitated the interviews, but visiting all of the firms would have represented an added 

bonus on the data collection process. Overall, conducting this research is not only a cherished 

academic project but also a personal rewarding experience. 
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  Journal Academic Perspective Research theme 
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Year 
Search Keyword Citation Authors 

1 Business Horizons Business Management 
Movitations/ Barriers of 

Reshoring 
2014 Reshoring 43 Tate et al. (2014) 

2 
Cambridge Journal of Regions, Economy 

and Society 
Economy 

Movitations/ Barriers of 

Reshoring 
2014 

Reshoring/ 

Onshoring 
31 Bailey and De Propris (2014) 

3 Economic Development Journal Economy 
Movitations/ Barriers of 

Reshoring 
2013 Reshoring 2 Moser (2013) 

4 Economic Modelling Economy Relationship with FDI 2014 Reshoring 2 Zhai (2014) 

5 Global Economic Observer Economy 
Movitations/ Barriers of 

Reshoring 
2014 Reshoring 3 Margulescu and Margulescu (2014)  
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International Journal for Innovation 

Education and Research 
Innovation 

Movitations/ Barriers of 

Reshoring 
2016 Reshoring 0 

Whaley, Belhadjali and Abbasi 

(2016) 
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International Journal of Operations and 

Production  
Manufacturing 

Movitations/ Barriers of 

Reshoring 
2012 Backshoring 107 Kinkel (2012) 
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International Journal of Physical 

Distribution and Logistics Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2016 

Reshoring/ 

Onshoring 
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International Journal of Physical 

Distribution and Logistics Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 
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2016 Reshoring 4 Fratocchi et al. (2016) 

10 International Journal of Production  Manufacturing 
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11 International Journal of Production  Manufacturing 
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Gylling, Heikkilä, Jussila and 
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12 Journal of Global Business Management Business Management 
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2013 Reshoring 7 Arik (2013) 
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Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2009 Backshoring 163 Kinkel and Maloca (2009) 
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Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 Backshoring 31 Arlbjørn and Mikkelsen (2014) 

15 
Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 Reshoring 74 Fratocchi et al. (2014) 

16 
Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 

Re-shoring/ 

Backshoring 
47 Kinkel (2014) 

17 
Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 

Reshoring/ 

Backshoring 
24 Martínez-Mora and Merino (2014)  

18 
Journal of Purchasing and Supply 

Management 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 Reshoring 38 Tate (2014) 

19 Journal of Supply Chain Management 
Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2013 Reshoring 45 Ellram (2013) 
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20 Journal of Supply Chain Management 
Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2013 Reshoring 107 Ellram et al. (2013) 

21 Journal of Supply Chain Management 
Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2013 Reshoring 82 Gray et al. (2013) 

22 
Journal of the Academy of Marketing 

Science 
Marketing Customer Marketing 2015 Reshoring 3 Grappi et al. (2015) 

23 Metal Finishing Manufacturing 
Movitations/ Barriers of 

Reshoring 
2012 Re-shoring 0 Nash-Hoff (2012) 

24 Operations Management Research Business Management 
Movitations/ Barriers of 
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2016 Reshoring 0 Ashby (2016) 

25 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 

Reshoring/ 

Backshoring 
1 Bals et al. (2016) 

26 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 Re-shoring 0 Joubioux and Vanpoucke (2016) 

27 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 Reshoring 1 Robinson and Hsieh (2016) 

28 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 

Reshoring/ 

Backshoring 
0 

Stentoft, Mikkelsen and Jensen 

(2016) 

29 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 

Reshoring/ 

Backshoring 
0 

Stentoft, Olhager, Heikkilä and 

Thoms (2016) 

30 Operations Management Research Business Management 
Movitations/ Barriers of 

Reshoring 
2016 Reshoring 0 Zhai, Sun and Zhang (2016) 

31 

Proceedings of the Institution of 

Mechanical Engineers, Part B: Journal of 

Engineering Manufacture 

Manufacturing 
Movitations/ Barriers of 

Reshoring 
2016 Re-shoring 1 Moradlou and Backhouse (2016)  

32 Quality Manufacturing 
Relationship with 

Employment Rate 
2015 Reshoring 0 Pickett (2015) 

33 Research Technology Management Manufacturing 
Movitations/ Barriers of 

Reshoring 
2012 Reshoring 1 Holden (2012) 

34 Supply Chain Management Review 
Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2014 Reshoring 9 

Van den Bossche, Gupta, Gutierrez 

and Gupta (2014) 

35 
Supply Chain Management: An 

International Journal 

Logistic/ Supply 

Chain 

Movitations/ Barriers of 

Reshoring 
2009 Reshoring 28 Kumar et al. (2009)  

Source: Own created 
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Appendix II: Existing research on knowledge transfer 

 Journal Academic Perspective Research theme 
Publish 

Year 
Search Keyword Citation Authors 

1 Journal of Management Studies Business Management 
Inter-Firm 

2008 

Knowledge Transfer + 

Inter-Firm 
755 Van Wijk et al. (2008) 

2 Technovation International Business Management 
Inter-Firm 

1998 

Knowledge Transfer + 

Inter-Firm 
549 Albino et al. (1998) 

3 

Journal of International Business 

Studies International Business Management 
Multinational companies 

2004 

Knowledge Transfer + 

MNC 
573 Björkman et al. (2004) 

4 Strategic Management Journal Economy 
Multinational companies 

2004 

Knowledge Transfer + 

MNC 
662 Almeida and Phene (2004) 

5 Journal of International Management International Business Management 
Multinational companies 

2002 

Knowledge 

Management + MNC 
669 Foss and Pedersen (2002) 

6 

Journal of International Business 

Studies International Business Management 
Multinational companies 

1999 

Knowledge Transfer + 

MNC 
1164 Bresman et al. (1999) 

7 Academy of Management Review International Business Management 
Multinational companies 

1991 

Knowledge 

Management + MNC 
1962 

Gupta and Govindarajan 

(1991) 

8 European Management Journal International Business Management 
Alliance 

1998 

Knowledge 

Management + Alliance 
477 Inkpen (1998) 

9 Organization Science International Business Management 
Alliance 

1998 

Knowledge Transfer + 

Alliance 
1147 Larsson et al. (1998) 

10 Academy of Management Review International Business Management 
Alliance 

2005 

Knowledge Transfer + 

Alliance 
2671 Inkpen and Tsang (2005) 

11 Strategic management journal Economy 
Alliance 

1999 

Knowledge Transfer + 

Alliance 
2371 Simonin (1999) 

12 Strategic management journal Business Management 
Alliance 

1996 

Knowledge Transfer + 

Alliance 
3610 Mowery et al. (1996) 

13 Strategic Management Journal International Business Management 
International Joint Ventures 

2001 

Knowledge Transfer + 

IJV 
1856 Lane et al. (2001) 

14 

Journal of international Business 

Studies International Business Management 
International Joint Ventures 

1996 

Knowledge 

Management + IJV 
1290 Lyles and Salk (1996) 

15 

Journal of International Business 

Studies International Business Management 
International Joint Ventures 

2004 

Knowledge Transfer + 

IJV 
806 Dhanaraj et al. (2004) 

16 Journal of Management Studies Economy 
International Joint Ventures 

2008 

Knowledge Transfer + 

IJV 
587 Easterby‐Smith et al. (2008) 

17 Strategic Management Journal Business Management 
International Joint Ventures 

2002 

Knowledge Transfer + 

IJV 
553 Tsang (2002) 

18 

Global Journal of Strategies and 

Governance International Business Management 
Outsource/ Offshore 

2010 

Knowledge Transfer + 

Outsource 
18 Al-Azad et al. (2010) 

19 

Journal of Enterprise Information 

Management International Business Management 
Outsource/ Offshore 

2011 

Knowledge Transfer + 

Outsource 
33 Al-Salti and Hackney (2011) 
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 Journal Academic Perspective Research theme 
Publish 

Year 
Search Keyword Citation Authors 

20 

Journal of Supply Chain 

Management Economy 

Outsource/ Offshore 

2010 

Knowledge 

Management + 

Outsource 

52 Bustinza et al. (2010) 

21 Journal of Intellectual Capital Business Management 

Outsource/ Offshore 

2002 

Knowledge 

Management + 

Outsource 

257 Mouritsen et al. (2002) 

22 MIT Sloan Management Review Economy 

Outsource/ Offshore 

1999 

Knowledge 

Management + 

Outsource 

1159 Quinn (1999) 

Source: Own created 
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Appendix III: Interview questions 

 

 
Master Program in Business Administration, University of Gävle 

Master Thesis: Interview Questions 

 

Thank you very much for your collaboration in our thesis study. Our study topic and research aim is 

to investigate: “The influence of tacit knowledge transfer on reshoring”. 

Your first-hand opinion can definitely contribute to our study and to companies involving in the 

emerging reshoring trend. The interview is divided into 3 parts and is guided with below questions. 

Open discussion is welcomed besides of the questions. The interview will last for approximate 40-

60 minutes. 

 

Ethical concern:  

1. To respect and protect your company and personal interest, your company name and your 

name will be anonymous unless you approve us to disclose them. 

2. To better interpret the interview answers, we wish to get your consent to make audio-

recording. Please advise your agreement – YES/NO. 

3. To clarify our understanding of the interview answers, we will send you the relevant 

transcribed answer and to get your agreement on our understanding. If we do not hear your 

agreement within 5 days after the transcript is sent, we will treat it is approved. 

 

Interview: 

Date/Time starts: 

Date/Time ends: 

 

Part 1: Interviewee profile/ Company profile 

Interviewee/ Company information 

Interviewee’s name 

** Will keep confidential ** 

 

Interviewee’s company name 

** Will keep confidential ** 

 

Position/ Department  

Years of experience in this company  

Company headquarters  

Company size (number of staff)  

Company main business  

Business types 

e.g. local/ multinational/ joint ventures 

etc 
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Part 2: Reshoring background 

2.1 Previous offshoring functions being reshored.  

What was offshored before? 

Where was the offshoring location? 

When did offshoring happen? 

Why was it offshored? 

Who owns the offshoring unit? i.e. outsourcing/ in-house? 

What was the benefits and challenges of offshoring? 

Before/ During offshoring, how did your company plan for knowledge transfer?  

2.2 Reshoring  

Why did company decide to reshore? 

How was the decision made? 

When did it start and finish? 

Who/which department is involved? 

Who owns the reshoring unit? i.e. outsourcing/ in-house? 

What was the benefits and challenges of reshoring? 

Before/ During reshoring, how did your company plan for knowledge transfer?  

 

Part 3: Knowledge transfer process 

3.1 Knowledge transfer planning 

What is the knowledge you planned to retain/ transfer?  

How do you see the difficulties of knowledge transfer planning? 

3.2 Knowledge transfer implementation 

How did you transfer the knowledge, e.g. send staff to offshored countries to learn face-to-face, 

or write it down as procedure, or combine? 

How do you describe knowledge holder/ knowledge source roles and character in the knowledge 

transfer process? 

How do you describe knowledge acquirer/ knowledge receiver roles and character in the 

knowledge transfer process? 

How do you describe facilitator roles in the knowledge transfer process? 

How do you think the top management have supported/ blocked knowledge transfer process of 

your company/ offshored company? 

How do you think the HR management have supported/ blocked knowledge transfer process of 

your company/ offshored company? 

3.3 Challenges of knowledge transfer in reshoring (LAST SECTION) 

What were the main challenges during the knowledge transfer process? 

Consider the below factors, which factor you think is the most supporting factor and the most 

challenging factor in your company’s knowledge transfer process? 

- Organizational culture/ Company ownership/ Cultural differences/ Geographical 

distances/ Language differences/ Experience in knowledge transfer 

Consider the below factors, how do they influence in your company’s knowledge transfer 

process? 

- Organizational culture/ Company ownership/ Cultural differences/ Geographical 

distances/ Language differences/ Experience in knowledge transfer 

What are the other challenges not mentioned above? 

How have you coped with all the challenges? 

End of interview – Thank you very much 
 

 

 


