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Track 9. Headquarters-subsidiary relations, 
knowledge transfer and inter-firm spillovers

Competitive paper
Knowledge Flows in German MNCs: The Role of Inpatriates
Acknowledging and integrating the knowledge residing in different organizational units that are dispersed across national borders is a key resource for multinational companies (MNCs) to obtain sustainable competitive advantage in the global market. International assignments represent an important channel for the flow of subsidiary knowledge to the parent company and vice versa. The primary objective of our paper is to explore how inpatriates adopt and disseminate knowledge during their assignments in German MNCs. Using ten focus group interviews with inpatriates and their German colleagues we developed a research framework of knowledge sharing from an individual point of view. Based on this framework we conducted a quantitative survey to test its propositions. Our results suggest that the level of knowledge sharing conducted by inpatriates heavily depends on the English language skills of the inpatriates and on the multiplicity of communication channels that are available at the workplace. In addition, organizational standards promoting and valuing knowledge sharing between inpatriates and their German colleagues support inpatriates in receiving host country knowledge and providing home country knowledge. As other individual- or organizational- level factors do not have a significant impact on knowledge sharing, the possibilities to intentionally manage this process appear to be restricted. 
Knowledge Flows in German MNCs: The Role of Inpatriates
Introduction

Multinational companies need to access, store and integrate knowledge from multiple locations and individuals at home and abroad. It is commonly accepted that the knowledge residing in different organizational units and across national borders is a major source for MNCs to obtain sustainable competitive advantage in the global market (Argote & Ingram, 2000; Foss, 2007; Gupta & Govindarajan, 2000). MNCs can develop knowledge in one unit, transfer it across other MNC units located in different countries, and exploit it outside the unit/country of origin. The importance of knowledge transfer as a key organizational resource has triggered considerable research on how to explain and facilitate the flow of knowledge within MNCs (Björkman et al., 2004; Foss & Pedersen, 2002; Minbaeva, 2007). That stream of research has found that knowledge is difficult to transfer across borders. Much of the knowledge to be exchanged between the MNC units is highly contextual, personal, complex, and tacit (Foss, Minbaeva, Pedersen & Reinholt, 2009; Riusala & Suutari, 2004). These characteristics require that knowledge exchange involves person-to-person encounters between the senders and the recipients of knowledge. Additionally, knowledge senders and recipients are rooted in different cultural and institutional contexts that are conceived as sources of friction in the bidirectional flow of knowledge (Gerhart, 2009). 

So far, conceptual models as well as empirical research on knowledge sharing in MNCs are to a large extent limited to the exchange of knowledge between different organizational units (Mäkelä, 2005). The exchange of knowledge on the level of the individual, i.e. from person to person has been widely ignored. We do not know much about how people in geographically dispersed organizational units acquire knowledge from each other and pass their knowledge on to others (Michailova & Mustaffa, 2012; Reiche et al., 2011). The limited amount of research and literature that deals with the role of international assignees as carriers of knowledge has focused on expatriate assignments. (e.g. Bonache & Zárraga-Oberty, 2008; Minbaeva & Michailova, 2004; for a review see Reiche et al., 2009). Expatriates may act as transferors of knowledge either during their assignment (e.g. Hébert et al., 2005; Riusala & Smale, 2007) or upon repatriation (e.g. Fink et al. 2005; Lazarova & Tarique, 2005; Oddou et al., 2009). Accordingly, researchers were mostly interested in the unidirectional flow of knowledge from the parent company to foreign subsidiaries (Michailova & Mustaffa, 2012).
While MNCs previously focused on sending home country nationals to their foreign subsidiaries they are now increasingly supplementing expatriation with staff transfers from foreign subsidiaries to the parent company, i.e inpatriation. Inpatriates are host country employees of foreign subsidiaries relocated to the parent company on a temporary basis (Harvey et al., 1999). Two major reasons for inpatriate assignments have been identified (Reiche, 2006): First, inpatriates are supposed to provide their colleagues at headquarters with their specific knowledge about business operations, markets, networks, and national cultures in their countries of origin. It has been argued that MNCs which enlarge their business operations to emerging or developing economies are subject to unfamiliar institutional and cultural contexts that put market entry and business management at risk (Napier & Vu, 1998). Inpatriates from these regions may offer their contextual knowledge, sensitize and train staff, and facilitate a locally adapted approach to business in the foreign environment. “Given the increasing realization that knowledge is embodied in individuals and highly contextual in nature, inpatriate assignments represent an important transmission channel for subsidiary knowledge to HQ and vice versa, on repatriation” (Collings et al., 2010, p. 593). Second, inpatriates are sent to the parent company’s headquarters to deepen their technical or management know-how, to develop a network of relationships with key decision makers in the parent company, and to adopt the corporate culture’s core values and norms. To sum up, inpatriates are supposed to serve as ‘linking pins’ between their home-subsidiary and corporate headquarters. Adopting and disseminating knowledge is an import aspect of the inpatriate assignment ((Harvey et al., 2009). Despite the growing importance of inpatriate assignments for MNCs (Collings & Scullion 2012) research on this staffing option is still sparse, especially in comparison to existing research on expatriate managers (Reiche et al., 2009; Moeller et al., 2010). Literature on inpatriation rarely deals empirically with the learning potential of this type of assignment. Building on this research gap the paper wants to deepen our understanding of the inpatriate’s role in the process of knowledge exchange within MNCs. What kinds of knowledge do they share and how? What characteristics of the actors and the organizational context promote or hinder knowledge sharing?
The paper is structured as follows. First we provide a brief overview of the literature in the field of inpatriate assignments and knowledge sharing. We then present our qualitative preparatory study (focus group interviews) that helped to identify variables that are related to sharing of knowledge between inpatriates and their colleagues in the parent company. Next, we describe hypotheses we developed from the interview data and describe our methodology for the survey that aims at testing the hypotheses. Finally, we present our findings from the survey and conclude our paper by discussing the implications for the management of knowledge sharing between inpatriates and their domestic colleagues. In the final section we also discuss the study’s limitations and provide several suggestions for future research. 
Research on inpatriation and knowledge flow
The concept of inpatriation was introduced into the international management literature some 20 years ago (e.g. 
- gute Übersichten: Internationale Arbeitsmärkte, Modell Inpat-Stress-adjustment & -Trainingsmodel; SUPPORTIVE ATTACHMENTS!!!

- Inpatriates Vergl. Expats; welche Stufen/Aspekte in einem geeigneten Trainingsmodel</Note><Number>3</Number><Pages>393-428</Pages><Title>"Inpatriation" training: The next challenge for international human resource management</Title><Volume>21</Volume><Year>1997</Year><URL>http://www.sciencedirect.com/science/article/B6V7R-3SX1H12-7/2/6f3e92dbd0f1f364dcf97e87b5130638</URL><ISBN>0147-1767</ISBN><CitationRanges>;0*6*-1;6*8*-1;8*12*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey, 1997
; 
- auch Familienproblematik, Unterschiede inpatriate & domestic manager

- 5 steps for proactive inpatriation program </Note><Number>1</Number><Pages>35-52</Pages><Title>Managing inpatriates: Building a global core competency</Title><Volume>32</Volume><Year>1997</Year><URL>http://www.sciencedirect.com/science/article/B6W5M-4625MJH-5/2/ccaa7a7ad0d87c4c292322b964d36f70</URL><ISBN>1090-9516</ISBN><CitationRanges>;0*16*-1;16*18*-1;18*22*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey & Buckley, 1997
; 
- sehr guter Review!

-Vergleich Inpats/Expats und warum sie unterschiedlich behandelt werden müssen // "Programm" wie es besser werden kann!!!</Note><Number>1</Number><Pages>51-81</Pages><Title>Inpatriate managers: how to increase the probability of success</Title><Volume>9</Volume><Year>1999</Year><URL>http://www.sciencedirect.com/science/article/B6W4J-3Y2NBR8-B/2/c4f55b3fcbc3e200958b7ad317bcd576</URL><ISBN>1053-4822</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey et al., 1999
). To date, most research on inpatriation issues is conceptual in nature. Studies on inpatriates as a specific group of international assignees have addressed purposes and critical success criteria of inpatriate assignments 
berichtet von seiner Vorstudie: 13 Interviews mit Inpats; erste Ergebnisse -> sehr gut!

s. Stichworte Inpats</Note><Number>9</Number><Pages>1572-1590</Pages><Title>The inpatriate experience in multinational corporations: An exploratory case study in Germany</Title><Volume>17</Volume><Year>2006</Year><URL>http://proquest.umi.com/pqdweb?did=1165588501&amp;Fmt=7&amp;clientId=37648&amp;RQT=309&amp;VName=PQD</URL><ISBN>09585192</ISBN><CitationRanges>;0*6*-1;6*8*-1;8*12*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Reiche, 2006)
, acculturation and socialization strategies during inpatriation 
- Eigenschaften global manager S. 170, interactive decision matrix: country/pool candidates p. 181

- "In emerging markets the context-specific social knowledge (i.e., the ability to understand and forecast the behavior of others in a different specific socioeconomic and cultural contexts) becomes the strategic value-adding mechanism to differentiate MNCs." (p. 170); Vor- und Nachteile Ex- und Inpatriates</Note><Number>3</Number><Pages>167-186</Pages><Title>The impact of emerging markets on staffing the global organization: A knowledge-based view</Title><Volume>5</Volume><Year>1999a</Year><URL>http://www.sciencedirect.com/science/article/B6VPF-3XNT1WV-1/2/1c8941edbf1d58ce9318a6577a76ad83</URL><ISBN>1075-4253</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*20*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Barnett & Toyne, 1991; Harvey et al., 1999
; 
- guter Beschreibung Inpatriates, Ziele, Lücken in Literatur…. Beziehung zw. Institutioneller und individueller Sozialisierungstechniken bei Inpatriates, soziokulturelle und psychologische Anpassung 

- "… the critical issue to discern is the attention inpatriates need to facilitate successful, long-term integration into a novel setting. … relatively new staffing option of "inpatriation",…" (abstract, p. 169) / "… the potential utility of host-country nationals in the home-country organization with regard to creating a global mindset has received substantially less consideration. Inpatriation, a comparatively new phenomenon, refers to the "selective transferring of host-country national managers into the home/domestic organization of a MNC on a semi-permanent to permanent basis. Their main purpose is to serve as linking pins between the MNCs headquarters or domestic operations and their respective subsidiaries, and as such it establishes a need to delineate elements that most likely define the effective socialization of inpatriates into the home-country organization's corporate culture." (p. 170, s. auch p. 173) / reference point theory (RPT) & psychological contract theory (PCT)</Note><Number>2</Number><Pages>169-193</Pages><Title>Socialization of inpatriate managers to the headquarters of global organizations: A social learning perspective</Title><Volume>9</Volume><Year>2010</Year><URL>http://proquest.umi.com/pqdweb?did=2043314421&amp;Fmt=7&amp;clientId=37648&amp;RQT=309&amp;VName=PQD</URL><ISBN>15344843</ISBN><CitationRanges>;0*14*-1;14*16*-1;16*20*-1;7*14*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Moeller et al., 2010)
, inpatriate training (Harvey, 1997), and the contribution of networking to inpatriate settlement and adjustment to the new job 
- sehr guter Review!

-Vergleich Inpats/Expats und warum sie unterschiedlich behandelt werden müssen // "Programm" wie es besser werden kann!!!</Note><Number>1</Number><Pages>51-81</Pages><Title>Inpatriate managers: how to increase the probability of success</Title><Volume>9</Volume><Year>1999</Year><URL>http://www.sciencedirect.com/science/article/B6W4J-3Y2NBR8-B/2/c4f55b3fcbc3e200958b7ad317bcd576</URL><ISBN>1053-4822</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Harvey et al., 1999)
. Other research deals with parent company’s staff stereotyping and stigmatization towards inpatriates (
- wie die Akzeptanz der zunehmenden Inpats erhöhen (addressing stigmatization & stereotype threats), mögliche Vorgehensweisen

- "Given the increasing number of inpatriate managers arriving in the domestic organizations of many global organizations, the issues impacting the acceptance of inpatriate managers by home-country managers will invariably increase"</Note><Number>3</Number><Pages>267-280</Pages><Title>Reducing inpatriate managers' `Liability of Foreignness' by addressing stigmatization and stereotype threats</Title><Volume>40</Volume><Year>2005</Year><URL>http://www.sciencedirect.com/science/article/B6W5M-4GJVBFV-1/2/2b65e9d2ce3b4683eebd54efd06da85c</URL><ISBN>1090-9516</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey et al., 2005
), the building of political capital by means of inpatriate assignments (Harvey & Novicevic, 2004), the contribution of interpersonal trust in developing global relationships through inpatriation 
- Bedeutung von Vertrauen zw. Stammhausmitarbeitern und Inpatriates

Rahmenmodell zum Vertrauensaufbau bei Inpatriates, verschiedene Hypothesen, bezogen auf long-term an short-term assignments</Note><Pages>-</Pages><Title>Developing effective global relationships through staffing with inpatriate managers: The role of interpersonal trust</Title><Volume>In Press, Corrected Proof</Volume><Year>2011</Year><URL>http://www.sciencedirect.com/science/article/B6VPF-5259HT3-1/2/0724bb44fc7d4325b491db97c13c8b52</URL><ISBN>1075-4253</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Harvey et al., 2011)
. HRM instruments for inpatriation have been proposed by 
- wie die Akzeptanz der zunehmenden Inpats erhöhen (addressing stigmatization & stereotype threats), mögliche Vorgehensweisen

- "Given the increasing number of inpatriate managers arriving in the domestic organizations of many global organizations, the issues impacting the acceptance of inpatriate managers by home-country managers will invariably increase"</Note><Number>3</Number><Pages>267-280</Pages><Title>Reducing inpatriate managers' `Liability of Foreignness' by addressing stigmatization and stereotype threats</Title><Volume>40</Volume><Year>2005</Year><URL>http://www.sciencedirect.com/science/article/B6W5M-4GJVBFV-1/2/2b65e9d2ce3b4683eebd54efd06da85c</URL><ISBN>1090-9516</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey et al. (2005
) and 
- sehr guter Review!

-Vergleich Inpats/Expats und warum sie unterschiedlich behandelt werden müssen // "Programm" wie es besser werden kann!!!</Note><Number>1</Number><Pages>51-81</Pages><Title>Inpatriate managers: how to increase the probability of success</Title><Volume>9</Volume><Year>1999</Year><URL>http://www.sciencedirect.com/science/article/B6W4J-3Y2NBR8-B/2/c4f55b3fcbc3e200958b7ad317bcd576</URL><ISBN>1053-4822</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Harvey et al. (1999)
. Most of the above mentioned studies are conceptual in nature. More importantly, only a few studies address the role that inpatriates play in knowledge sharing across borders (e.g. Gertsen & Soderberg, 2012; Reiche, 2006, 2007). For example, Reiche (2007) examines inpatriates’ role in knowledge sharing, focussing on social capital building at HQ and its consequences on inpatriates’ knowledge acquisition and –transfer.
Recent developments in management theory, especially the resource-based view (Argote & Ingram, 2000; Barney, 1991) and the knowledge governance approach (Foss, 2007), have directed research towards the role of an organization’s stock of knowledge as a critical source of competitive advantage (Grant, 1996). Consequently, knowledge transfer within and across organizations became an important area of inquiry among scholars (for literature reviews see Minbaeva, 2007; Michailova & Mustaffa, 2012). International assignments offer an important and frequently used opportunity to acquire, create and disseminate knowledge. The term knowledge has been defined and is used in very different ways among academics and practitioners. Kostova, et al. (2004, p. 278) hold that knowledge represents “data and information (…) ideas, rules, procedures, intuition, experiences, and models that have been developed over time and that guide action and decisions”. According to Davenport & Prusak (1998, p. 5) “knowledge is a fluid mix of framed experiences, values, contextual information and expert insights that provides a framework for evaluating and incorporating new experiences and information. It originates and is applied in the minds of knowers.” In a similar vein, for the purpose of this study we use a broad conceptualization of knowledge that defines knowledge as an individual’s fluid repertoire of concepts, relationships and action routines that are more or less difficult to articulate and that have proven successful for its carrier in pursuing goals. Knowledge is conceptualised as the result of individual learning processes and thus changeable. Furthermore, sending and receiving knowledge are different behaviours and therefore differ in their underlying micro-mechanisms 
- Items zum Wissensmanagement

- Determinants of internal knowledge transfers within multinational corporations (473)

- 4 grundlegende Beobachtungen: (1) jede Firma “constitutes a bundle of knowledge”/ (2) „the primary reason why MNCs exist is because of their ability to transfer and exploit knowledge more effectively and efficiently in the intra-corporate context than through external market mechanisms” / (3) “the notion that MNCs exist primarily because of their superior ability (vis-à-vis markets) to engage in internal knowledge transfer does not in any way imply that such knowledge transfers actually take place effectively and efficiently on a routine basis” / (4) “very little systematic empirical investigation into the determinants of intra-MNC knowledge transfers has so far been attempted” (473 f.)

- “this study focuses on the transfer of knowledge that exists in the form of “know-how” rather than on the transfer of knowledge that exists in the form of “operational information” (474)  

- Verschiedene level des Wissensaustausch möglich zur Analyse; hier: ‚nodal’ (474)

- Communication process (475)

- Barriers or facilitators to the transfer of knowledge can manifest themselves in any or all of these five factors: (a) Value of source unit’s knowledge stock. (b) Motivational disposition of the source unit. (c) Existence and richness of transmission channels. (d) Motivational disposition if the target unit. (e) Absorptive capacity of the target unit. (475 f.)

- Six propositions p. 476!

- …..

- “Finally, a productive line of inquiry would also be to examine the joint (i.e. interactive) effects of capability, motivation, and transmission channels on knowledge flow patterns. Given that research on knowledge flows within MNCs is still in its infancy, in this study, we focused exclusively on the main effects of these constructs. Nonetheless, since the results of this study lend support to the validity of our framework, a logical next step would be to develop and test more complex theoretical models.” (492)</Note><Pages>473-496</Pages><Title>Knowledge flows within multinational corporations</Title><Volume>21</Volume><Year>2000</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Gupta & Govindarajan_2000.pdf</URL><CitationRanges>;0*20*-1;20*22*-1;22*26*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Gupta & Govindarajan, 2000
; 
- epistemological standpoint... from an applied standpoint, researchers have built on this work to examine how knowledge is acquired, shared, renewed and integrated within and between organizations (--). They have expllored the various levels at which knowledge can exist, notably at the individual and organizational levels (477)

- not surprisingly, the link between HRM and knowledge is a logical extension of these lines of research (--). Because HRM is fundamentally concerned with managing human capital, it focuses on all firms' basic knowledge asset. (477)

- Similarly, HR practices such as training, job design, performance feedback, career development, and the like, all prove instrumental for enhancing the flow of knowledge - that is, acquisition and transfer, and integration within the organization (478)

- RESEARCH CHALLENGES: Although knowledge-based perspectives have infuenced the HRM field and the potential for cross-fertilization is huge, we argue that the absorption and application of this thinking are only in their infancy. ..... To advance the field, we should define the HRM practices relevant for knowledge processes theoretically. Yet, even if we define the nature of HRM practices, it is still unclear what role they play in linking knowledge to performance (478) ... second, although HRM and knowledge stand in a causal relation, the relevant linking mechanisms are only incompletely understood (479). ... third, the focus of the existing limited empirical research has been divergent, and rewards and training have attracted disproportionate attention (479)

- Yamao, DeCieri & Hutchings (2009) ... further, they focus on reverse knowledge transfer (from subsidiaries to HQ), which is an important area of research 

- growing attention to microfoundations (480)

- Gagne: introduces individual-level theories such as the theory of planned behavior and self-determination theory to develop a model of knowledge-sharing motivation (480)

- Vance, Vaiman & Andersen: argue for the critical role of host country nationals in intra-MNC knowledge processes (481)

- FUTURE WORK ON HRM AND KN. PROCESSES: ..... we concur: scholars should base future research on HRM and knowledge processes on the premise that a deeper understanding of the relationship between HRM practices and knowledge implies theorizing the individuals, individual heterogeneity, and individual interaction. ... we would also like to point out the danger of collapsing various knowledge processes into one performance variable in empirical models. Gupta & Govindarajan have pointed out the importance of distinguishing between receiving and sending knowledge. These two rather different behaviors have different underlying micromechanisms, such as motivations

</Note><Number>4</Number><Pages>477-483</Pages><Publisher>Wiley Online Library</Publisher><Title>Bringing the knowledge perspective into HRM</Title><Volume>48</Volume><Year>2009</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Minbaeva, Foss & Snell_2009.PDF</URL><ISBN>1099-050X</ISBN><CitationRanges>;0*15*-1;15*17*-1;17*21*-1;8*15*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Minbaeva et al., 2009)
. Additionally, it is not possible to simply “transfer” knowledge from a sender to a receiver, as the communication metaphor suggests. Rather, the receiver reconstructs knowledge offered on the basis of his cognitive structures and past experiences and thus creates new knowledge 
- bedeutung von global assignments, knowledge management, vergleich/rolle neue IT-Möglichkeiten, Rolle von HRM

- With ongoing globalisation, organisations are increasingly confronted with worldwide competition. In order to build and sustain their competitive advantage, the knowledge and expertise of an organisation’s staff needs to be seen as a critical strategic resource. … In this paper, the term “expatriate” is used, however the importance of host country nationals as well as third country nationals should not be ignored in the effective transfer of knowledge and the retention of expertise (125) 

- Future knowledge in the form of data and information can be stored in a variety of ways with access for all employees. It is also transferred in various ways such as e-mail, groupware, Internet, intranet, and videoconferencing. In this sense, information technology should be seen as a necessary tool, but technology and its use is not of itself knowledge management or indeed knowledge transfer. … overshadowing the traditional and important process of sending people to transfer knowledge. … increasing and high costs of global assignments… (125)

- DEF.: Knowledge originates in the head of an individual and builds on information that is transformed and enriched by personal experience, beliefs and values with decision and action-relevant meaning. It is information interpreted by the individual and applied to the purpose for which it is needed. The knowledge formed by an individual will differ from another person receiving the same information. Knowledge is the mental state of ideas, facts, concepts, data and techniques, recorded in an individual’s memory. (126)

- DEF.: Expertise is specialised, deep knowledge and understanding in a certain field, which is far above average. Any individual with expertise is able to create uniquely new knowledge and solutions in his/her field of expertise. In this sense, expertise is gained through experience, training and education and it is built up from scratch over a long period of time by an individual and importantly remains with that person. (126)

- … emphasize the importance of differentiating between data, information and knowledge, the differences are not always clear. (126)

- S. Knowledge hierarchy p. 126: Data ( Information ( Knowledge ( Expertise 

- Difference between knowledge and expertise can be seen in relation to the depth of knowledge: expertise is far deeper knowledge in a certain field that has been enriched in a long-time experience, education and training, and it must be built up from scratch by the individual (127)

- Information is available without leaving one’s office or even country (128)

- If it is only people’s knowledge that cannot be quickly replicated and copied, as knowledge and expertise have to be created and developed individually. Knowledge can only be employed through people (Thurow, 1997) and in this sense, an organization’s people become the principal source of competitive strategic advantage for the firm (128) 

- Prusak (1996, p. 6): “The only thing that gives an organization a competitive edge – the only thing that is sustainable – is what it knows, how it uses what it knows and how fast it know something new.” …. Knowledge management then is critical to organisations as they strive to become a learning organisation that seeks to survive in the newly emerging knowledge-based global economy. (128)

- With the rising importance of knowledge in our global economy, knowledge management has gained worldwide attention. … have taken the challenge to discover the opportunities, practices and benefits of knowledge management. Companies … have jumped on the management “bandwagon” in order to more effectively manage and utilise the knowledge and expertise in their organisation (128)

- Every organization has different approaches to their knowledge management practices (129)

- According to Coleman (1999) the term knowledge management contains a wide variety of interdependent functions, which include the creation, valuation, mapping and indexing, transport, storage, distribution, and sharing of knowledge. Knowledge management then involves far more than the movement of data or the transfer of information. It is about integrating, sharing, accessing, and accumulating knowledge, and ultimately the development and retention of expertise throughout the organisation. (129)

- Importance of sharing knowledge: “Why should people be forced to constantly re-invent the wheel when a steady stream of information and knowledge is available within the organization?” (130)

- The critical importance of identifying global assignments as an integral part of knowledge management is further emphasized at Robert Bosch Australia. Through global assignments, Bosch has the opportunity to transfer skills and knowledge from Germany to Australia and then apply those skills to products for the local overseas market. This results in bringing products to the market more quickly than competitors. … The strategic importance of the knowledge management focus is emphasized by the Australian subsidiary in also sending Australian employees on assignments to Germany. Benefits are language training, working in a different culture and at the same time developing skills and knowledge that will ultimately be transferred back to Australia, hopefully in the form of knowledge and expertise. (130 f.)

- The knowledge that expatriates transfer can be knowledge and competence that is not held locally, it could also be unique technical knowledge, equally it could be technology, that involves training host country nationals in the use and application. Furthermore, expatriates transfer corporate culture, process technology, management skills, knowledge about products or services, financial skills or market skills. (131) 

- Technology is an enabler, not a driver of knowledge. … Videoconferences, for example, are often perceived as a cost-cutting substitute to face-to-face meetings. …. Meeting personally is often necessary to fully understand a complex situation. … Culturally sensitive attitudes and behaviours stemming from ignorance or from misguided beliefs are not only inappropriate, but often cause international business failure. …….. Expatriates bring home knowledge in the form of expertise, established relationships and networks, as well as cultural and business insights. Also valuable information and knowledge about the nature of the overseas market and the socio-psychological dimensions of the host country, as well as language skills are transferred. Furthermore they gain cross-cultural management competence. (132)

- Effective “IT” management might reduce assignments slightly, but “IT” would never replace the benefits one gets from cultural experience, strong career advantage, management skills, experiencing a way of life and the personal relationships established. ….. Expatriates gain the experience of working with a multicultural workforce, and dealing with different language and accents, different attitudes and behaviours. … especially when transferring this experience, knowledge and expertise to headquarters (( bei uns: DIREKT!) (133) 

- CREATING A KNOWLEDGE MANAGEMENT CULTURE 134 f. : …………………………………….. replacement of “knowledge = power, so hoard it”, by the new equation “knowledge = power, so share it and it will multiply”. (134) 

- ROLE OF HRM:  …… Within the context of knowledge transfer on an international scale, the motivation to share knowledge also relates to the motivation of the people to take on international assignments. Finding people who are willing to accept global assignments is one of the greatest HR challenges. Many factors can influence the willingness to accept an overseas move, including the location of the assignment, the costs and benefits associated with the ongoing career of expatriates and spouses, and compensation associated with the appointment … intrinsic career considerations were more important than monetary rewards in motivating employees to take on international assignments (135) </Note><Number>2</Number><Pages>125-137</Pages><Publisher>MCB UP Ltd</Publisher><Title>The transfer of knowledge and the retention of expertise: The continuing need for global assignments</Title><Volume>4</Volume><Year>2000</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Bender & Fish_2000.pdf</URL><ISBN>1367-3270</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

(Bender & Fish, 2000)
. Thus, modification of the knowledge offered is an integrated part of knowledge sharing.
Based on a review of various knowledge typologies we employ three interrelated categories to describe the facets of knowledge adopted and disseminated by inpatriates: (1) declarative knowledge or “know what”, that refers to being informed about facts and data, (2) axiomatic knowledge or “know why”, which focuses on explanations why incidents happen, and (3) procedural knowledge or “know how”, that represents skills and behavioral routines. This typology is similar to the classification used by Berthoin Antal (2000) or Fink et al. (2005) in their studies on repatriate knowledge.
Methods 
Our research approach was divided into two phases: At first, taking into consideration the
multi-directional, complex and under-researched nature of the phenomenon we conducted a series of 10 explorative focus group interviews. This qualitative method requires a limited number of participants sharing similar backgrounds, interests or experiences to discuss a predetermined topic (Krueger & Casey, 2000). Focus group interviews enable the researcher to uncover and understand respondents’ thoughts, feelings, attitudes, and behaviours regarding a specified topic – knowledge sharing, in our case. Our qualitative approach corresponds to the call for using more qualitative research methods when dealing with organizational knowledge and knowledge transfer within and between organizations (Birkinshaw et al., 2011; Michailova & Mustaffa, 2012). These authors argue that only simple and easy to codify knowledge may be well researched through quantitative methods while complex, often tacit and highly contextual knowledge requires qualitative research approaches. 

Participants were either inpatriates or their domestic colleagues from three German MNCs operating in different industries and from a German university’s research laboratories. The inpatriates came from 10 different countries of origin. At the time of being interviewed the average duration of stay at the German workplace was two years. Each discussion lasted about 75 minutes. The focus group interviews with inpatriates (n=19) were conducted in English and with their German colleagues (n=23) in German. All interviews were transcribed and subjected to content analysis. Major insights from the interviews circled around types of knowledge that are shared between inpatriates and domestic staff, the ways in which they share knowledge during daily work routine, and enabling respectively hindering factors in knowledge exchange. The analysis of our focus group interviews revealed that all the aforementioned three types of knowledge - know what, know why, and know how – are exchanged between inpatriates and their German colleagues. The topics addressed in knowledge exchange include both work- related practice and private /family life. Know what-type of knowledge that is exchanged mainly deals with routines and regulations existing in their respective home countries and organizational units. Within the domain of know why-type of knowledge inpatriates and German colleagues provide each other with the country-specific values, norms and assumptions governing their actions and traditions. The know how-type of knowledge identified in our interviews mainly addresses ways of communicating effectively with members of the respectively other cultural group. Our findings also suggest that the exchange of know what, know why and know how are closely related to each other. The boundaries between the sharing of different types of knowledge blur in practice. Drawing on his research on repatriate knowledge 
- sehr gut! ähnliche Einteilung wie ich!

- Gute Beschreibung know what, why, how and when --> hängen eng zusammen, nicht so trennscharf!; 

- was "tacit", was nicht... (S. 8); 

- Bsp. Zu Wissenskategorien S. 15 ff.</Note><Number>2</Number><Pages>32-51</Pages><Title>Types of knowledge gained by expatriate managers</Title><Volume>26</Volume><Year>2000</Year><URL>http://proquest.umi.com/pqdweb?did=68539430&amp;Fmt=7&amp;clientId=37648&amp;RQT=309&amp;VName=PQD</URL><ISBN>03063070</ISBN><CitationRanges>;0*14*-1;14*16*-1;16*20*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Berthoin Antal
 resumes in a similar vein: “…it is in the synthesis of the types of knowledge that the significance often lies. For example, in most cases knowing ‘what’ can be applied effectively only when one also knows ‘how ‘and ‘when’ to use it” (2000, p. 37). Furthermore, the analysis of the focus group interviews indicates that knowledge sharing increased over time. We also found that in early phases of an inpatriate assignment the direction of exchange was asymmetrical: Inpatriates adopted more knowledge than they disseminated. In later phases of the inpatriation the ratio of knowledge adoption and dissemination was more balanced. The preferred medium to share knowledge is oral communication (face-to-face), whether in official meetings, discussions with colleagues or casual conversations. In addition, the advantages and disadvantages of email and phone as media to exchange knowledge were discussed in the focus group interviews. It is acknowledged that the suitability of these media depends on content, counterpart and situation. The knowledge exchange also proceeds through observations in daily cooperation.
Research suggests that the ability (“can do”) and motivation (“will do”) to adopt and to disseminate knowledge are important drivers for the success or failure of knowledge sharing activities (
- sehr viele Hypothesen zu Einflüssen auf den Wissensaustausch!

- characteristics of knowledge/ Faktoren die den Austausch beeinflussen; aber: nicht auf Inpatriates gerichtet!</Note><Number>1</Number><Pages>1-18</Pages><Publisher>Routledge</Publisher><Title>Determinants of the success of international assignees as knowledge transferors: A theoretical framework</Title><Volume>19</Volume><Year>2008</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Bonache & Zárraga-Oberty_2008.pdf</URL><ISBN>0958-5192</ISBN><CitationRanges>;0*24*-1;24*26*-1;26*30*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Bonache & Zárraga-Oberty, 2008
; 
- Items zum Wissensmanagement

- Determinants of internal knowledge transfers within multinational corporations (473)

- 4 grundlegende Beobachtungen: (1) jede Firma “constitutes a bundle of knowledge”/ (2) „the primary reason why MNCs exist is because of their ability to transfer and exploit knowledge more effectively and efficiently in the intra-corporate context than through external market mechanisms” / (3) “the notion that MNCs exist primarily because of their superior ability (vis-à-vis markets) to engage in internal knowledge transfer does not in any way imply that such knowledge transfers actually take place effectively and efficiently on a routine basis” / (4) “very little systematic empirical investigation into the determinants of intra-MNC knowledge transfers has so far been attempted” (473 f.)

- “this study focuses on the transfer of knowledge that exists in the form of “know-how” rather than on the transfer of knowledge that exists in the form of “operational information” (474)  

- Verschiedene level des Wissensaustausch möglich zur Analyse; hier: ‚nodal’ (474)

- Communication process (475)

- Barriers or facilitators to the transfer of knowledge can manifest themselves in any or all of these five factors: (a) Value of source unit’s knowledge stock. (b) Motivational disposition of the source unit. (c) Existence and richness of transmission channels. (d) Motivational disposition if the target unit. (e) Absorptive capacity of the target unit. (475 f.)

- Six propositions p. 476!

- …..

- “Finally, a productive line of inquiry would also be to examine the joint (i.e. interactive) effects of capability, motivation, and transmission channels on knowledge flow patterns. Given that research on knowledge flows within MNCs is still in its infancy, in this study, we focused exclusively on the main effects of these constructs. Nonetheless, since the results of this study lend support to the validity of our framework, a logical next step would be to develop and test more complex theoretical models.” (492)</Note><Pages>473-496</Pages><Title>Knowledge flows within multinational corporations</Title><Volume>21</Volume><Year>2000</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Gupta & Govindarajan_2000.pdf</URL><CitationRanges>;0*20*-1;20*22*-1;22*26*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Gupta & Govindarajan, 2000
;
- lit.review determinants of knowledge transfer!</Note><Number>4</Number><Pages>567-593</Pages><Publisher>Springer</Publisher><Title>Knowledge transfer in multinational corporations</Title><Volume>47</Volume><Year>2007</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Minbaeva_2007.pdf</URL><ISBN>0938-8249</ISBN><CitationRanges>;0*8*-1;8*10*-1;10*14*-1;0*0*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Minbaeva, 2007)
. Moreover, Argote, et al. (2003) were among the first to add the opportunity to communicate as another key component for knowledge sharing. Ability and motivation are factors residing within the knowledge sharing individual, while opportunity includes situational characteristics provided by the respective organization. Hence, the effects of ability and motivation need to be complemented by the existence and use of situational opportunities to share knowledge. Ability-inducing factors cited by the interview participants were fluency in English and German as well as instructional and learning ability. Motivation to share knowledge was related to intercultural open-mindedness, the quality of the social relationships between inpatriates and their German colleagues, an international organizational culture and organizational standards for knowledge adoption/dissemination, valuing and promoting knowledge sharing. Knowledge exchange is embedded in specific working conditions that enable or constrain disseminating and adopting knowledge. According to our interview results characteristics such as the availability of varied communication media, requirements to cooperate and the level of job autonomy may have a major effect. 

Based upon these interviews organizational, relational as well as individual factors that are supposed to influence the knowledge exchange between inpatriates and their domestic colleagues were summarized in a conceptual framework on knowledge sharing between inpatriates and their domestic colleagues (see Figure 1). The framework will be used to organize our quantitative survey of knowledge sharing.
 Insert figure 1 about here  
Following this tentative framework, the process of knowledge sharing is divided into the dissemination and adoption of knowledge. We conceptualize knowledge sharing as a two-way flow from inpatriates to domestic staff and vice versa. Inpatriates as well as domestic staff simultaneously act as senders and receivers of knowledge. Yet, given the complex and multilevel phenomenon of knowledge sharing our primary research focus is limited to the inpatriate’s role in sharing knowledge. Another boundary we drew around knowledge sharing is our focus on the workplace the inpatriate has been assigned to, although we acknowledge that inpatriates can also share knowledge with others outside their work unit or company. Further, at this point we exclude from our discussion the important dimension of implicit vs. explicit knowledge - properties of knowledge, that have been extensively discussed in the literature (for a review see 
- in Paper IAMB Kühlmann

- integrative framework for organizing the literature on knowledge management: along two critical dimensions: Knowledge management outcomes (knowledge creation, retention, and transfer) and properties of the knowledge management context (properties of units, of the relationship between units, and of knowledge) (different theories of knowledge management give causal priority to different contextual properties) (S. 572)

- genauere Beschreibung der Dimensionen S. 573 ff.: z.B. Properties of the Relationships between units: .... "One approach focuses on the dyadic relationship between social units. That relationship can vary along a key set of dimensions, including intensity of connection, communication or contact frequency, and social similarity. Each dimension of the relationship can impact the knowledge management process."...  , S. 574: "Knowledge retention and transfer is even more efficient when group members share a short-hand language (???) (---). 

- S. 574: Properties of knowledge: ... "Tacit knowledge, or knowledge that is difficult to articulate, is more challenging to transfer than explicit knowledge (Nonaka 1991), and is best transferred to through rich communication media such as observation rather than through more explicit media (---). Similarly, knowledge that has not been codified is more difficult to transfer than codified knowledge (Zander & Kogut 1995). Knowledge that is not well understood or is high in "causal ambiguity" is also harder to transfer than less ambiguous knowledge (Szulanski 1996). several other dimensions: external or internal knowledge, uniquely possessed vs. commonly held knowledge, public or private, arms-length ties or embedded ties

- S. 575: "Ability, motivation, and opportunity are three causal mechanisms used to explain why certain contextual features affect knowledge management outcomes."

- S. 575: MECHANISMS OF KNOWLEDGE MANAGEMENT: ... "Properties of the knowledge management context could impact an individual's ability to create, retain, or transfer knowledge. Or the context could provide people with the motives and incentives to participate in the knowledge management process. Or the context could proivide an individual with the opportunity to create, retain, or transfer knowledge."

- S. 576: "Informal connections allow people to benefit from knowledge accumulated by close contacts and associates (--). Those contacts could be inside or outside the organization. Personnel movement across organizationsor organizational units also increases the opportunity for one unit to learn from another (--)."

- S. 576 ff.: Emerging themes: Significance of social relations, "Fit" of properties of context, organizational boundaries, nature of experience (Nadler et al 2003: "Experience individuals acquire by observing someone perform a task provides opportunities for them to acquire tacit (Nonaka 1991) as well as explicit knowledge. Individuals who learn through observation may not be able to articulate what they learn but are able to transfer the knowledge to a new task.", S. 579), environmental factors, embedding knowledge 

S. 580: CONCLUSION: ... "Our sense, however, is that research on how properties of relationships affect organizational learning and knowledge management is a more recent research trend than research in other columns. This is a very promising development because relationships are critical when one moves beyond studying individuals to studying social units such as organizations."  

</Note><Number>4</Number><Pages>571-582</Pages><Publisher>JSTOR</Publisher><Title>Managing knowledge in organizations: An integrative framework and review of emerging themes</Title><Volume>49</Volume><Year>2003</Year><URL>C:\Users\busse\Documents\Literatur\Literatur (gedruckt)\Argote, McEvily & Reagans_2003.pdf</URL><ISBN>0025-1909</ISBN><CitationRanges>;0*13*-1;13*15*-1;15*19*-1;6*13*1</CitationRanges><DuplicateInfo></DuplicateInfo>

Argote et al., 2003)
. 

In the second phase of our research we tested the model via a quantitative survey of inpatriates in German MNCs originating from different countries. Drawing on our research framework we propose several hypotheses about adoption and dissemination of knowledge by inpatriates. Five characteristics of inpatriates represent the first group of independent variables in the framework. 

Hypothesis 1: The better the inpatriate’s fluency in English, the more he will adopt/offer knowledge.
Hypothesis 2: The better the inpatriate’s fluency in German, the more he will adopt/offer knowledge.
Hypothesis 3: The better the instructional skills of the inpatriate, the more he will offer knowledge to his colleagues. 
Hypothesis 4: The better the learning skills of the inpatriate, the more he will adopt knowledge from his colleagues.
Hypothesis 5: The more the inpatriate is open-minded toward multinational encounters, the more he will adopt/offer knowledge.
The quality of the relationship between the inpatriate and his domestic colleagues is another factor that is expected to impact on knowledge sharing. 
Hypothesis 6: The closer the relationship between the inpatriate and his colleagues the more he will offer knowledge to them.
A third group of potential factors influencing the dissemination of knowledge are related to organizational constraints and opportunities of exchanging knowledge within the work unit.
Hypothesis 7: The more organizational culture values international interaction the more the inpatriate will adopt/offer knowledge.

Hypothesis 8: The more the organizational standards promote knowledge adoption the more the inpatriate will acquire knowledge from his colleagues.
Hypothesis 9: The more the organizational standards promote knowledge dissemination the more the inpatriate will offer knowledge to his colleagues.
Hypothesis 10: The more communication channels are routinely used in the work unit, the more the inpatriate will adopt/offer knowledge.
Hypothesis 11: The more the inpatriate’s job performance is dependent on collaboration with his colleagues the more he will adopt/offer knowledge.
Hypothesis12: The higher an inpatriate’s job autonomy the more he will adopt/offer knowledge.
Procedures for collecting data
Sample
The sample includes inpatriates from four large German MNCs. Each company’s headquarters were contacted with a request to invite inpatriates currently working in the parent company to participate in the survey. A cover letter that explained the purpose of the survey and gave instructions on completing and returning the questionnaire was sent via email to the corresponding human resource managers who then forwarded this invitation email to the identified inpatriates. In two of the companies, the survey was conducted via an online-survey. In these cases, a link to the questionnaire was provided within the text of the cover letter. In the other companies the questionnaire was attached to the email as word document. Assurance was given to the participants that their identities would be protected and that only aggregated data would be provided to their employer. A total of 196 inpatriates have been contacted and invited to participate in the survey. 107 completed questionnaires were received (response rate = 55%). The respondents’ home countries were primarily the United States, Mexico, India, Italy, and Poland indicating a high degree of cultural distance between home countries and host country. They were sent on specific work assignments for a typical period of one to three years. Their median time spent abroad in the parent company’s headquarters was 1.5 years. Almost three-quarters of the respondents were male. 

Measures
The questionnaire items were first developed in German and then translated into English. We designed an initial draft of the questionnaire utilizing a combination of scales from prior research as well as original items addressing factors revealed by the qualitative study. The resulting questionnaire was then back translated by a bilingual teacher. The two translators met to resolve any discrepancies. We then asked experienced human resource managers with expertise in the area of international assignments to examine the face validity and understandability of the items and to propose modifications they assumed to be appropriate. Including practitioners in the development of the questionnaire resulted in several changes to the questionnaire. The final questionnaire version covers 72 items. Except where indicated below, respondents completed the items on a five-point Likert scale (1= does not apply at all – 5= fully applies). The specific scales and items are described in the subsequent paragraph. 

Dissemination and adoption of knowledge: In order to measure the intensity of knowledge transfer we developed a six-item scale. Each item asks for the frequency of dissemination of specific types of knowledge related to work or non-work issues. Responses were collected by using a Likert-type scale (1= never - 5= always). The resulting Cronbach’s alpha was .89. In a similar way we constructed another six-item scale asking for the adoption of different types and areas of knowledge (alpha= .89).
Fluency in English and German: Two items asked for the fluency in English (the companies’ lingua franca) and German. 
Instructional ability: The ability to teach other people is measured by a three-item scale, requesting the respondents to evaluate their skills to teach declarative knowledge, explain phenomena and transfer know how (alpha= .87).
Learning ability: A three-item scale captures the amount of perceived capacity to acquire knowledge at the workplace (alpha= .87).
Open-mindedness: The extent to which inpatriates are able and willing to tolerate national/cultural diversity is measured through three items (alpha= .76).
Relationship quality: Using a three-item scale, respondents are asked to indicate the extent to which they developed informal and trustful relationships with their German colleagues (alpha= .77).
Communication media: A five-item scale captures the perceived frequency with which different media (phone calls, meetings, mail etc.) are used by the inpatriate to share knowledge with his German colleagues (1= never - 5= always; alpha= .84).
Task interdependence: This construct is measured by a three-item scale. Respondents were asked to indicate the amount of performance interdependencies existing in the work unit and requiring interpersonal collaboration (alpha= .79).
Job autonomy: The discretion an inpatriate has in organizing his daily tasks is measured via a 3-item scale (alpha= .68).
Standards for knowledge adoption/dissemination: The extent to which standards regulate the exchange of knowledge within the work unit is assessed through two 3-item scales. One scale captures the perceived company standards and incentives for knowledge acquisition (alpha= .73) the second scale addresses standards and incentives for knowledge dissemination (alpha= .74).
International organizational culture: This three-item scale indicates the organization’s efforts to improve and respect workplace diversity as observed by the respondents (alpha= .64).
Time on assignment: Assignment tenure is shown to play a role in the process of adjustment of international assignees (Takeuchi et al., 2005). Poorly adjusted inpatriates may be less disposed to share their knowledge than more adjusted ones. Additionally, more adjusted inpatriates may be more attractive as knowledge exchange partners for domestic colleagues. Therefore, we controlled for the number of years since the inpatriate started the assignment in the parent company. Respondents indicated the time elapsed since they had started their assignment using a single item.
Results
Descriptive statistics of the variables included in the survey are reported in Table 1. To test Hypotheses 1 through 12 we conducted two hierarchical regression analyses. 
Insert table 1 about here  
Table 2 provides the results of the regression analyses of the impact of individual, relational, and organizational characteristics on the degree of knowledge adoption. The control variable – time on assignment – was entered first into the equation. The resulting regression model 1 was not statistically significant. The level of knowledge acquisition by inpatriates seems to be stable throughout the whole assignment. Subsequently, we added the factors on the individual, relational and organizational level which were expected to influence the inpatriate’s knowledge acquisition. As the results in Table 2 show the regression Model 2 was significant (R2 = .31; F = 2.89**). The variance inflation factor (VIF) values associated with the variables in the regression models were less than 10, indicating that multicollinearity of the independent variables can be excluded. The majority of independent variables did not account for significant variance in knowledge adoption. Only Hypotheses 1, 8, and 10 suggesting that the fluency in English (standardized beta =.29), company standards for knowledge adoption (standardized beta =.23) and the use of multiple channels for communication (standardized beta = .23) positively relate to knowledge adoption, were supported.
Insert table 2 about here 
The results of the regression analysis for knowledge dissemination as the dependent variable are reported in Table 3. Model 1 in Table 3 again includes the control variable time on assignment. This model turns out to be significant (R2 = .06; F= 6.90**). Hence, the more time inpatriates have spent on their assignment the more they offer knowledge to their German colleagues.
After adding the individual, relational and organizational predictors in Model 2 this regression model turned out to be significant at p<.01, with R2 increasing from .06 (Model 1) to .32 in the full Model 2. The VIFs for Model 2 were less than 10 indicating that multicollinearity is not a concern. The findings reported in Table 3 support Hypothesis 1, 9 and 10. These hypotheses suggest that English language skills (standardized beta =.28), organizational standards for knowledge dissemination (standardized beta =.20) and the use of a broad range of communication channels (standardized beta =.30) facilitate the transfer of knowledge.
 Insert table 3 about here 
Discussion 
This study contributes to the previous literature on knowledge flows within MNCs. It extends our understanding of how inpatriate assignments contribute to knowledge sharing in MNCs. Our primary objective was to explore factors that influence the exchange of knowledge between inpatriates and their domestic colleagues at the workplace. Building on qualitative focus group interviews with inpatriates and their domestic colleagues we developed and tested a research framework of knowledge exchange between inpatriates and their domestic colleagues at the workplace. The framework proposes how inpatriate differences in self reports of knowledge sharing are related to individual factors, the quality of the relationship between inpatriates and their domestic colleagues, workplace characteristics, and organizational context variables. From these four groups of variables only English language skills, organizational standards supporting knowledge sharing and the scope of communication media in use had an important statistically significant effect on knowledge sharing. Our results also show a strong positive relationship between the time spent in the inpatriate assignment and the amount of knowledge dissemination.

The results reported here suggest that MNCs are heavily restricted in their chances to support knowledge sharing between inpatriates and domestic colleagues. Most inpatriate characteristics, which might be affected by selection procedures, training efforts or incentive mechanisms are not significantly related to knowledge dissemination. Also, just two variables related to the organizational context and the inpatriate’s working conditions - multiplicity of communication channels and organizational standards for knowledge sharing - could be successfully identified as starting points for improving the exchange of knowledge. Therefore, our results contradict results obtained in previous research about the significance of individual and organizational determinants of knowledge sharing in MNCs (e.g. Björkman et al., 2004; Cabrera et al. 2006; Gupta & Govindarajan, 2000; Michailova & Mustaffa, 2012). In particular, our results do not support the notion that a close and trustful relationship between knowledge sender and recipient is of utmost importance for knowledge sharing (Michailova & Mustaffa, 2012; Oddou et al., 2009; Pérez-Nordvedt et al., 2008; Tsai, 2001). Research on the knowledge-based view of the firm suggests that social ties support creation of new knowledge within a corporation (Kogut & Zander, 1993). A lack of close relationships and trustful communication between employees is a notable factor that adds “stickiness” to knowledge sharing (Szulanski, 1996). An important conclusion from our study, then, is that knowledge exchange involving inpatriates and domestic colleagues seems to be distinctively different from knowledge sharing between other actors within MNCs.
While our findings provide interesting and novel insights into the inpatriate’s role as adopter and disseminator of knowledge, the results should be interpreted cautiously in the context of study limitations: First, we restricted ourselves to inpatriates from a rather small sample of German MNCs. Therefore, our study represents a starting point and its results require replication in more MNCs headquartered in different countries before they can be generalized. Second, we utilized self-report scales and made no efforts to triangulate on knowledge sharing and its correlates by using different sources of information. The research field made it difficult to collect multiple measures of knowledge sharing. Thus, common method bias may have distorted our results as reported in this study. Third, the cross-sectional nature of our data collection does not allow making causal inferences about the relationships between the variables under study. Longitudinal research would be a desirable way to enhance our understanding of the determinants of knowledge sharing and how to facilitate it within MNCs. Fourth, in this paper we do provide insight into the adoption and dissemination of knowledge by the inpatriate. We excluded the parallel process of knowledge adoption and dissemination enacted by the inpatriates’ domestic colleagues. Knowledge sharing in the MNE entails much more than the perspective of inpatriates. Finally, the operationalization of knowledge exchange has scope for improvement. Future research should explore more in detail the techniques that inpatriates use to share their knowledge with the domestic staff and determine which are the most successful with various types of knowledge. 

Managerial implications
Our study has highlighted some of the factors that influence knowledge sharing between inpatriates and the domestic staff. The findings lead to several implications for managerial practice in the field of inpatriate assignments and knowledge sharing in MNCs. Acknowledging that a multitude of ways to communicate fosters knowledge sharing is a key factor contributing to knowledge sharing, suggests that the work environment should not only enable work-related communication but also allow for private exchange besides work. One way for MNCs to achieve this is to offer meeting corners, an open-space office design, open door policy, coffee machines, and simultaneous breaks for inpatriates as well as their domestic colleagues. Also, after-work activities like sports competitions and interest groups may be organized and supported by the MNC. Creating opportunities for multiple encounters would be instrumental to enlarge the range of communication channels between inpatriates and their domestic colleagues. 
Both inpatriates and domestic colleagues have to be prepared for communicating in English. English language proficiency should become part of the hiring criteria for inpatriates and - equally important – govern the selection of the domestic colleagues the inpatriate has to collaborate with. If necessary both inpatriates and domestic staff should undergo training in English tailored to their specific field of expertise. Even if the lingua franca in the receiving parent company is English, inpatriates should be provided with training of the local language (in our study German) to get along in the host country outside the workplace. 
Finally, our findings point to the influence that organizational standards have on the intensity of knowledge sharing. Obviously, formal standards supporting knowledge sharing were a rather effective attempt to sending the signal that adoption as well as dissemination of knowledge is expected from the inpatriate. In order to improve adaptation to these standards the importance of knowledge sharing should be underlined by task descriptions as well as by communication with superiors. Additionally knowledge sharing could be supported by extrinsic incentives proving that indeed knowledge exchange is expected and valued.
Still, our understanding of how knowledge is exchanged between inpatriates and domestic staff remains fairly limited ad remains at an exploratory stage. We have contributed to this emerging field of research by identifying some possible enablers and barriers of individual-level knowledge sharing. Future research should link back knowledge sharing at the individual level of analysis with the flow of knowledge across organizational units of MNCs. 
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	Table 1 Zero-order correlation coefficients



	Variable
	Mean
	SD
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15

	1. Knowledge

adoption
	3.64
	0.59
	.32**
	.28**
	-.17
	.23*
	.03
	.09
	.03
	.07
	.27*
	.24*
	.39**
	.20*
	.09
	-.09

	2. Knowledge

dissemination
	3.26
	0.72
	
	.31**
	-.02
	.14
	.08
	.19
	.08
	.12
	.18
	.26*
	.43**
	.18
	.18
	.19

	3. Fluency in

English
	4.82
	0.93
	
	
	.03
	.10
	.04
	.25*
	.13
	.21*
	-.03
	-.03
	.17
	.20*
	.31**
	.01

	4. Fluency in

German
	2.89
	1.30
	
	
	
	.13
	.07
	.05
	-.01
	.08
	.07
	.05
	-.17
	.17
	.05
	.17

	5. Learning capacity
	4.00
	0.65
	
	
	
	
	.79**
	.55**
	.33**
	.25*
	.24*
	.23*
	.28**
	.26**
	.40**
	.10

	6. Instructional capacity
	3.91
	0.69
	
	
	
	
	
	.48**
	.27**
	.28**
	.15
	.15
	.12
	.15
	.39**
	.01

	7. Open-mindedness
	4.49
	0.56
	
	
	
	
	
	
	.34**
	.32**
	.21
	.22
	.21*
	.30**
	.55**
	-.00

	8. Relationship quality
	3.36
	0.72
	
	
	
	
	
	
	
	.32**
	.18
	.21
	.10
	.14
	.22*
	.12

	9. International organizational culture
	4.15
	0.84
	
	
	
	
	
	
	
	
	.31**
	.28*
	.03
	.10
	.15
	-.08

	10. Standards for knowledge adoption
	3.25
	0.96
	
	
	
	
	
	
	
	
	
	.96**
	.21
	.16
	.10
	-.04

	11. Standards for knowledge dissemination
	3.11
	0.95
	
	
	
	
	
	
	
	
	
	
	.22*
	.18
	.11
	-.10

	12. Communication media range
	3.24
	0.70
	
	
	
	
	
	
	
	
	
	
	
	.27**
	.20*
	.16

	13. Task interdependence
	3.77
	0.85
	
	
	
	
	
	
	
	
	
	
	
	
	.31**
	.13

	14. Job autonomy
	3.76
	0.72
	
	
	
	
	
	
	
	
	
	
	
	
	
	.12

	15. Time on assignment
	1.77
	0.81
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	*p < .05     **p < .01













Fig. 1: Framework on knowledge exchange between inpatriates and their domestic colleagues in MNCs.
	Table 2 Regression results for inpatriate knowledge adoption



	Independent variables
	Model 1
	      Model 2

	Time on assignment

German language skills 

English language skills 

Learning capability

Open-mindedness

Relationship quality

Media use

Collaboration

Job autonomy

International organizational culture

Standards for knowledge adoption

R²

F
	-.03

 .00

 .05
	 -.04

 -.19

  .29*

  .22

 -.14

 -.08 

  .23*

  .10

 -.07

 -.04

  .23*

  .31

2.89**

	Note:  standardized coefficients are reported

  * p  <  .05 

** p  <  .01

	Table 3 Regression results for inpatriate knowledge dissemination



	Independent variables
	Model 1
	      Model 2

	Time on assignment

German language skills 

English language skills 

Instructional ability

Open-mindedness

Relationship quality

Media use

Collaboration

Job autonomy

International organizational culture

Standards for knowledge dissemination

R²

F
	     .25**

     .06

   6.90**
	  .24**

 -.04

  .28**

 -.01

  .07

 -.06 

  .30**

  .00

 -.05

  .01

  .20*

  .32

4.00**

	Note:  standardized coefficients are reported

  * p  <  .05 

** p  <  .01
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