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Abstract 
As the housing construction industry experiences a high pressure, many housing construction 
companies are increasing their production. HSB Bostad AB, being one of these companies, 
has high ambitions regarding remaining competitive and successful within the industry. It has 
shown that many of the errors made by the company, have been done before without being 
learnt from. As a step in the direction of never repeating mistakes and errors made, HSB 
Bostad AB has requested that a study is made regarding their need for knowledge sharing 
routines. This thesis has therefore investigated how knowledge sharing is applied at HSB 
Bostad AB as well as studied the theories of collective and reflective learning as a potential 
tool.  
 
The case study has been done by an abductive approach, winding a literature study with 
empirics from observations and interviews. The interviewees were chosen to reflect the 
employees of the company to a maximum range, with the characteristics of experience, 
gender, corporate position and divisional belonging.  
 
Through the interviews and observations, it was found that HSB Bostad AB is unconsciously 
working with activities and processes providing opportunities of knowledge sharing. One 
aspect was the lack of a common vision and understanding for the concept as well as the lack 
of opportunities for collective reflection. The conclusions made were that a joint, corporal 
vision and strategy of knowledge sharing could give HSB Bostad AB an advantage in the 
direction of remaining competitive and successful. Additionally, more specific and explicit 
recommendations of how to improve their current areas of knowledge sharing are given.  
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Sammanfattning 
Medan byggbranschen upplever en hög efterfrågan på bostäder ökar många byggbolag sina 
produktionsvolymer. HSB Bostad AB, som är ett av dessa bolag, har höga ambitioner att vara 
fortsatt konkurrenskraftiga och framgångsrika i branschen. Det har visat sig att många av 
felen som bolaget upplever återupprepas men utan att lärdomar dragits. Som ett steg i 
riktningen mot att aldrig upprepa misstag och fel som gjorts har HSB Bostad AB efterfrågat 
att en studie genomförs gällande deras behov av kunskapsspridningsrutiner. Denna studie har 
därför undersökt hur kunskapsspridning kan implementeras, både i allmänhet samt med ett 
fokus på HSB Bostad AB. Vidare har studien undersökt hur kollektiv och reflektivt lärande 
kan användas i kunskapsspridningssyfte. 
 
Denna fallstudie har gjorts med en abduktiv metod där en litteraturstudie varvats med 
observationer och intervjuer. Intervjurespondenterna valdes för att spegla medarbetarna på 
bolaget i så stor mån som möjligt med hänsyn till erfarenhet, kön, anställningsgrad samt 
avdelningstillhörighet.  
 
Efter genomförda intervjuer och observationer kunde det urskiljas att HSB Bostad AB arbetar 
omedvetet med kunskapsspridning genom både aktiviteter och processer. Det som förvånade 
mest av empirin var bristen på en gemensam vision och förståelse för begreppet 
kunskapsspridning samt bristen på möjligheter för kollektiv reflektion. Slutsatsen av studien 
innefattar att en gemensam bolagsmässig vision och strategi för kunskapsspridning kan ge 
HSB Bostad AB fördel på vägen mot att fortsatt vara konkurrenskraftiga och framgångsrika. 
Dessutom ges specifika och explicita rekommendationer för hur deras nuvarande områden för 
kunskapsspridning kan förbättras.  
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1 Introduction 
The introducing chapter explains the background of the study as well as the issue and 
problems that the aim of the thesis is based upon. Further on, the disposition of the thesis will 
be presented. 

 

1.1 Background 
The construction industry is one of the largest industries in Sweden and is a major key to the 
country’s prosperity. The construction sector itself employs about 550 000 workers including 
architects and technical consultants and the industry has traded over 530 billion SEK annually 
the last couple of years (Sveriges Byggindustrier, 2016a). The upcoming need for housing is 
expected to continue to be larger than the supply, particularly in the bigger cities. Hence, the 
housing construction industry needs to continue to grow (Sveriges Byggindustrier, 2016b).  
 
The housing construction industry is a market exposed to a high pressure due to the need of 
new housing. This pressure urges the municipalities and companies to provide more housing, 
which in turn puts weight on their employees, pushing them to improve and be more effective. 
As a result, the industry experiences a high turnover of staff (Melin Lundgren, 2015). It is also 
important to remember that the industry relies on its intellectual capital, possessed by their 
employees. The high turnover of employees implies a high turnover of intellectual capital. It 
is therefore of great importance for a housing construction company to take advantage of the 
knowledge and experiences of its employees to the largest extent possible in order to face the 
industry’s upcoming challenges. Capturing and sharing experiences and knowledge of co-
workers can entail decreased risks concerning project performance, reduced time wasted and 
avoidance of repeated mistakes (Kamara et al., 2002). Boer and Mueller recognize knowledge 
sharing as a way to share experience, know-how and talent with others, within and between 
companies (Boer, 2011; Mueller, 2014). When referring to the concept of knowledge sharing 
it is of great importance to remember that it differs from the concept of knowledge transfer. 
Knowledge transfer claims that knowledge can be transferred between people, while the 
advocators of knowledge sharing states that knowledge is locked inside an individual's mind 
and can only be shared through personal interaction (Hsu et al., 2007). 
 
The critical need of new housing leaves the companies providing production of housing with 
a great possibility of profiting. Nevertheless, the situation is characterized by competitiveness 
among the companies providing similar concepts. One of these companies is HSB Bostad AB, 
which provided production of new housing to the extent of 650 apartments in the year of 2015 
(HSB Bostad AB, 2015a). With a history of constructing new housing since 2000 (HSB 
Bostad AB, 2015a) HSB Bostad AB has earned many experiences and through that 
knowledge. Despite of this, they experience that many mistakes done during projects are 
continuously repeated and that nothing is ever learnt from them. In order to stay competitive 
HSB Bostad AB has set out high ambitions of project performance and customer satisfaction 
(HSB Bostad AB, 2015a), possibly reached through the use of knowledge sharing. 



 

 2 

1.2 Research problem and objective 
Knowledge sharing can, as mentioned, lead to decreased risk of project performance and time 
wasted as well as the avoidance of repeated mistakes (Kamara et al., 2002). In spite of these 
well-known advantages, knowledge sharing is not as easily applied as it is pronounced. Some 
of the challenges in terms of knowledge sharing consist of establishing a common awareness 
and strategy of the concept, a sense of trust between the participants, and understanding of 
how it can be approached (Solli-Sæther et al., 2015). HSB Bostad AB can be expected to face 
these challenges among others in the pursuit of continuously achieving knowledge sharing.  
 
The concept of knowledge sharing is well researched and the strategies and solutions are 
many. As an attempt in supplementing a gap of research, it is the objective of this thesis to 
complement existing knowledge management theory with theories of pedagogy, more 
particularly collective and reflective learning. Through the use of theories of situated learning, 
the potentially useful theory of reflection was found, composing an addition to the 
personalization strategy of knowledge sharing.  

1.3  Aim of research 
The aim of this thesis is to investigate HSB Bostad AB in their work concerning knowledge 
sharing, reflection and other organizational aspects correlating with knowledge sharing. By 
providing general information of the theoretical concepts of knowledge and knowledge 
sharing, the current situation of HSB Bostad AB can be identified. Based on the outlining of 
how the organization recognize the concept of knowledge sharing and its routines, an analysis 
of the shortcomings and potential advantages and improvements can be done. The process of 
reaching the aim of this thesis has been framed into three research questions: 
 

• How does HSB Bostad AB work with knowledge sharing? 
• What are the benefits and shortcomings of HSB Bostad ABs routines? 
• How can they change their routines in order to improve in the aspects of knowledge 

sharing?  
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1.4 Disposition 
The thesis is divided into seven chapters and to clarify the structure of the report, its 
disposition is presented below. 

 
Chapter 1 Introduction 

Chapter 1 aims to introduce the background of the thesis and its subject. Further on, the 
chapter will investigate the aim of the thesis as well as the issues that are related to the 
subject. 
 

Chapter 2 Method 
Chapter 2 presents the chosen method of the thesis and clarifies the procedure of the 
interviews and the chosen respondents. Moreover, it includes criticism of the methodology 
and an account of the validity and reliability of the thesis. 
 

Chapter 3 Theory 
The theoretical chapter introduces the reader to the theory of the thesis with the purpose of 
providing an analytical framework used in Chapter 6, Analysis. 
 

Chapter 4 HSB Bostad AB 
The following chapter describes the case and states how the organization of HSB Bostad AB 
is meant to work. The purpose of Chapter 4 is to provide a basic understanding of the 
company before further research is made. 
 

Chapter 5 Findings 
Based upon the previous chapter, the on-going situation and how it works in practice at the 
company is presented. The information outlined was gathered from interviews and 
observations conducted at HSB Bostad AB during the spring of 2016. 
 

Chapter 6 Analysis 
The chapter aims to investigate the findings of the case in relation to the theory in order to 
identify advantages and shortcomings of the knowledge sharing routines at the company. 
 

Chapter 7 Conclusion 
In chapter 7 both theoretical and practical implications are drawn. Additionally, limitations of 
the study as well as suggestions for further research are outlined. Finally, corporate 
recommendations are given.  
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2 Method 
In the following chapter the method of the thesis is further described. By outlining the 
approach and procedure of the study its reliability and validity can be investigated.  Hence, 
the following chapter will include: Approach of research, Criticism of Methodology and 
Sources as well as Validity and Reliability. 

 

2.1 Approach of Research 
The topic of the thesis was founded along with HSB Bostad AB, where the idea of research 
was requested by the company but designed in cooperation with the authors. Due to the fact 
that HSB Bostad AB requested this study to be made, it has been outlined as a single case 
study. By making it a case study the authors envisioned that further, more specific, 
conclusions could be drawn and the result is more valid for the company at hand.  
 
Both of the authors were able to be stationed at the office of HSB Bostad AB during 
approximately five months, from January until June in 2016, and were able to observe the 
daily interactions and structure of the company. As a result, the authors have been sitting, 
working, talking and lunching at the company and with the co-workers. In turn, insights and a 
deeper understanding could set off from the first day of initiating the research. It should also 
be mentioned that one of the authors possess previous knowledge of the company after 
conducting a summer internship at one of its project sites and that the same author will be 
employed by the company after graduation.  
 
With this as a base, ideas of the thesis was shaped and formalized and a foundation of the 
study was set. After formulating the purpose of the thesis, research questions were stated. In 
order to get a deeper understanding, knowledge of the concepts and other relevant topics had 
to be investigated. This was done by a literature study where the information was gathered 
from books, the web and research articles within the field of study. When searching for 
literature, key words used were for example knowledge sharing, reflection, pedagogy as well 
as collective and reflective learning. Data bases that were used were foremost KTH Primo and 
Google Scholar covering a varied spectrum of articles. The argument for this widespread base 
of theory is to ensure a complete and accurate understanding in regards of being both proof 
and up to date.  
 
In parallel to the conduction of the literature study the authors searched for an understanding 
of the company and its activities concerning knowledge sharing. This was done through 
informal discussion with co-workers in the coffee room, searching within the company’s 
document management system and by elaborating on the subject in interaction with the 
assigned corporate supervisor of the thesis. The reason for this base of empirics was to ensure 
an as broad image as possible of the company. From this understanding questions were 
outlined, forming a base for the interviews to come. During the interviews open questions 
were used, in other words the questions asked were dependent on the current situation as well 
as the specific respondent and its employment. The questions for the respondents varied but 
originated from the same set of 16 questions, see Appendix B. This allowed the authors to ask 
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follow-up questions in order to understand the respondent and its perspective further. 
Additionally, the semi-structured interviews entailed a relaxed environment allowing the 
respondent to talk about topics close to its heart, revealing emotional realities.  
 
The final step of conducting the interviews was the selection of respondents, also called 
interviewees. All interviewees were employees at HSB Bostad AB and it was the purpose of 
the selection to create the most widespread and reliable base for the case study as possible, 
done by minimizing the risk of certain biasedness from one target group to emerge. The 
characteristics taken into account were: gender, age, experiences within both the industry and 
the company, corporate position and finally, divisional belonging. The distribution of the 
respondents according to their characteristics was chosen not to be displayed due to the lack 
of relevance to the result of the thesis. The respondents were chosen after discussing with and 
consulting the supervisors from KTH as well as HSB Bostad AB. The interviews were 
conducted in Swedish to ensure that all respondents could express him- or herself and that no 
context or value would perish. All interviews but two were done in closed meeting rooms to 
ensure confidence and anonymity of respondents. The reason for that those two interviews 
took place in the break room was a combination of that no meeting room was available and 
that it was difficult for the interviewee to find the time.  
 
At the commencement of each interview the respondent was asked if he or she consented to 
recording and was thereafter ensured anonymity. The recording of each interview was later 
transcribed allowing the authors to focus on the present but at the same time not 
compromising the assurance of a complete and correct image of the respondents’ perspective. 
The interviews lasted approximately for 45 minutes. The method of anonymity was chosen to 
reassure the respondent of his or her security in term of non-transparency, thereby increasing 
the chances of full disclosure. Both the recording and anonymity encouraged a relaxed 
discussion and focus from all participants during the interview.  
 
After a completed interview a transcription of the recording was done as soon as possible, in 
order to ensure that impressions made during the interview could be put in writing and that 
contexts weren’t missed out upon. After the completion of all interviews a review of all 
transcriptions was made, interesting quotations highlighted and translated from Swedish to 
English. These quotations were divided according to the context of which they were said, 
avoiding misinterpretations to be made. The quotations of each respondent were gathered and 
sent to each respondent respectively for a review, in order to ensure its truthfulness and 
correct interpretation. Besides from interviews and informal observations made at the office, 
the authors participated during both a Production Forum and a Final Experience Meeting. 
Nevertheless, a request of attending the Corporate Information was denied for unknown 
reasons.  
 
In fine, the method chosen for the study is a single case study. The empirics were gathered 
from semi-structured interviews interspersed with a literature study, often referred to as an 
abductive approach. The driving force and knowledge interest of the study are hermeneutical. 
Further on, the research can be seen as qualitative, as supposed to quantitative, relying on the 
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validity of the respondents without attempting to mirror a complete industry. The study is 
used in both explanatory and exploratory research purposes and investigates existing theory 
within the field of research (Saunders et al., 2009). 

2.2 Criticism of Methodology and Sources 

Conducting the research of this thesis, the authors have regarded their ethical responsibility 
throughout the complete research. Nevertheless, there is a need for a critical review of the 
methodology and choice of sources. 
 
Primarily, critique can be directed regarding the preconceptions and attitude of the authors. 
This concerns the actuality that of one of the authors previous and future employment. Such 
preconceptions of attitude and emotions could obstruct the authors’ objective thinking and 
research and thereby conflict with the validity of the study. This potential obstacle goes hand 
in hand with the obstacle concerning the fact that the topic of research was requested from the 
company. From an external perspective, such research is tangent with the work of a consultant 
on the demand from a client. It is the purpose of such consultancy work to obey the client, 
which does not go in line with the purpose of scientific research. The eagerness of listening to 
the client, in this case HSB Bostad AB, could jeopardize biasedness of the study by creating 
reluctance towards venturing the company’s reliance.  
 
The implementation of interviews entails a few characteristics worth criticizing as well. First 
of all, the number of respondent in relation to the number of employees is measured to only 
17 %. Conclusions can therefore not be said to reflect the opinions of all employees at the 
company. Neither can conclusions drawn be said to reflect the categories of professions, age 
or corporate experience since these aspects haven’t been presented in relation to the findings 
in order to preserve the anonymity of the respondent. Furthermore, it has been declared that 
two of the interviews were conducted in the public break room, not protecting the 
interviewees’ integrity or anonymity. This is very likely to be reflected in the answers of the 
respondents as their opinions and values might have been concealed due to fear of 
transparency. Besides from the number of respondents and the disclosure of two interviewees, 
the translation of quotations might impact the reliability of the empirics. By translating the 
sayings of the respondents, underlying values and perceptions might perish and get lost. The 
art of translation is difficult and requires practice, which the authors don’t have. The verity of 
this could create misunderstandings and might imposition the true meaning of the respondent. 
Additionally, the ethically right decision of anonymity of respondents obstructs potentially 
important conclusions to be drawn from employee characteristics. 
 
When critically analysing the presentation of the findings, criticism can be directed to the use 
of the words majority and minority of respondents. These choices of words entail room for 
interpretation, which the reader can´t evaluate. Though, alternative choices of words such as a 
few and many entail further ignorance. Finally, critique can be addressed to the choice of 
sources. The foundation of references is wide and cannot be said to always rely on research, 
where some of the sources are books and can differ in a scientific way from research studies 
and articles.  
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2.3 Validity and Reliability 

When evaluating the validity and reliability of the thesis its qualitative approach must be 
taken into account. The reliability of qualitative research cannot be assessed on numbers, but 
must be evaluated on the basis of its systematics and integrity (Malterud, 1998a).  
 
Touching upon the objectivity, also called, the internal validity of this study the concerned 
areas are: the preconceptions and prejudice of the authors, how the empirics have been 
gathered, whether the respondents have had the possibility of correcting misinterpreted 
quotations, and finally the number of viewpoints of the topic (Malterud, 1998b). From the 
chapter related to research approach it was learnt that one of the authors is inflicted with 
preconceptions and therefore possible prejudice. However, this knowledge has also been 
beneficial for the study providing insight knowledge of where to find documents, who to ask 
certain questions and how to proceed with requests. This fact is therefore regarded 
advantageous rather than unfavourable.  
 
The validity of the translated quotations can be questioned. However, the verity of the 
quotations was ensured through the review made by the respondent itself. Touching upon the 
number of viewpoints used to understand the issue, the widespread selection of respondent in 
regard to divisional belonging of the company, increased the study’s validity. Overall, the 
internal validity of the study can be determined to an approved level except from a few 
shortcomings.   
 
Regarding the external validity the analysis and conclusion of this study don’t entail any 
generalizability and is therefore not evaluated accordingly. The findings don’t entail any 
implications beyond the limit of the study and does thereby not attempt to function as a 
quantitative study. Furthermore, the reader is invited to examine the entire research approach 
and conduction and can thereafter decide for itself on the generalizability of its findings and 
conclusions (Malterud, 1998c). The external validity can hereby be objected as relatively 
high.  
 
When evaluating the reliability of the study, the conduction must be investigated in order to 
be trustworthy (Malterud, 1998c). During the gathering of empirics the authors have ensured 
the respondent anonymity and integrity sometimes at the cost of the validity of the study. The 
most questionable occurrences regarding the reliability are the two interviews that were held 
openly. This oversight most likely weakened the content of what was said and did not 
jeopardize the integrity of the respondent. Therefore, the reliability of this study hasn’t been 
compromised and is high in relation to the chosen approach.  
 
In conclusion, the validity and reliability of the conducted study are considered high despite 
of some minor shortcomings in terms of its objectivity. The reliability stretches the highest 
and thereby fulfils the requirement for a high validity of the study.    
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3 Theory 
The theoretical chapter of this thesis has the purpose of giving the reader sufficient 
theoretical background in order to follow the analysis of the empirics as well as bringing new 
theories to the table of research within knowledge sharing and between its co-operators. The 
chapter elaborates upon the concepts of knowledge and knowledge sharing by defining its 
types, models and strategies. 

 

3.1 Knowledge 
To understand the concept of knowledge sharing, the aspect of knowledge and its definition as 
well as its differences needs to be investigated further which is done below.  

3.1.1 Data, Information and Knowledge 
Repeatedly the terms data, information and knowledge are used as having the same meaning. 
This is not the case and the expressions differ but are often mixed since the terms relates to 
each other (Zins, 2007) which can be seen in Figure 1, below. 
 

 
Figure 1 Data, Information and Knowledge (Dymling and Sturegård, 2016) 

Data can be seen as facts and figures, which by itself does not have a meaning. Information on 
the other hand can be seen as data that is put into a context so that the user is able to 
understand the meaning of the data. Information is able to answer the questions who, what, 
where and when and enables receivers to understand relations. Finally, knowledge can be said 
to be information that is processed and organized which makes the recipient able to use the 
gathered information, understand patterns and answer the question how (Cooper, 2010). 
Unlike information, knowledge is attached to commitment and beliefs which make it harder to 
receive. Another difference between information and knowledge is that a company might get 
too much information but there will never be an abundance of knowledge (McMahon et al., 
2004). 
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3.1.2 Tacit and Explicit Knowledge 
Within a company, two different types and dimensions of knowledge have been outlined, 
namely tacit and explicit. Organizational knowledge is a mixture of these two dimensions. A 
challenge within knowledge management is to understand how the two types can be codified 
and shared within a specific organization (Goh, 2002). 
 
Explicit knowledge can be described as knowledge that is codifiable and communicable 
through e.g. symbols, numbers and words. Hence, it can easily be captured and articulated in 
different type of databases, documents and manuals (Alavi and Leidner, 2001; Goh, 2002; 
Khuzaimah and Hassan, 2012; Nonaka and Takeuchi, 1995). Further, it acquires less 
structured processes regarding knowledge sharing than tacit knowledge (Goh, 2002). 
 
Tacit knowledge, on the other hand, can be described as personal knowledge that is generated 
over time through experiences, emotions and reflections (Goh, 2002; Khuzaimah and Hassan, 
2012; Nonaka and Takeuchi, 1995). Thus, it is generally more complex than explicit 
knowledge and much more difficult to share since the process of doing so is less structured 
(Goh, 2002). In order to share tacit knowledge open, informal and social approaches such as 
communities of practice, teamwork and face-to-face meetings are needed (Alavi and Leidner, 
2001; Goh, 2002; Khuzaimah and Hassan, 2012). Tacit knowledge can in turn be divided in 
two types, the cognitive, which includes mental beliefs and personal perceptions, and the 
technical, entailing knowhow and informal skills (Khuzaimah and Hassan, 2012; Nonaka and 
Takeuchi, 1995). 

Figure 2 The Knowledge Iceberg (Khuzaimah and Hassan, 2012) 

The two dimensions of knowledge can be visualized and understood further with the 
knowledge iceberg metaphor, see Figure 2. It explains the relationship between the two types 
regarding distribution and visible allocation. The tip of the iceberg represents the explicit 
knowledge through its visibility and small extent. The part of the iceberg beneath the surface 
represents tacit knowledge which is bigger but much harder to detect and predict (Khuzaimah 
and Hassan, 2012). 



 

 10 

3.2 Knowledge Sharing 
Knowledge sharing is a process of leveraging organizational knowledge assets with the 
intention of achieving collective outcome. This is done by sharing experiences, know-how 
and talent with others within or between organizations or project teams (Boer, 2011; Mueller, 
2014). For knowledge to be shared within an organization, an openness of individual expertise 
and experience is crucial (Hsu et al., 2007). This is one of the biggest challenges of 
knowledge sharing attempts and initiatives of encouragement therefore often tend to fail 
(Boer et al., 2011; Hsu et al., 2007).  
 
It is important to distinguish the concept of knowledge sharing from the one of knowledge 
transfer, which suggests that knowledge can be transferred. This delimitation has been further 
explained with the help of outlining the concepts of data, information and knowledge, see 
Chapter 3.1.1. Knowledge transfer claims that knowledge can be transferred between people, 
while the advocators of knowledge sharing states that knowledge is locked inside an 
individual's mind and can only be shared through personal interaction (Hsu et al., 2007). 

3.2.1 Codification versus Personalization 
In order to manage knowledge within a company two types of strategies have been outlined 
within the field of knowledge management. Hansen et al. (1999) were the first to make a 
distinction between the two types, namely the codification and the personalization strategy. 
The strategies differ but are both needed in order for a company to become successful 
(McMahon et al., 2004). 
 
The first strategy is called codification and is based upon the fact that knowledge is codified 
and stored in databases, where it is easy accessed by all members within a company 
(Jasimuddin et al., 2005). The codification strategy is often used when similar problems and 
standards are continuously dealt with (Hansen et al., 1999). Further on, the codification 
strategy focuses on explicit knowledge and is made independent of the person that possesses 
the knowledge (Kumar and Ganesh, 2011). In order for the strategy to be successful it is of 
great importance that employees are encouraged to share knowledge in electronic systems 
(Hansen et al., 1999).  A common downfall related to the codification strategy is information 
overload, which affect the company and its outcome (Kumar and Ganesh, 2011). 
 
The second strategy is called personalization which assumes that knowledge is attached to a 
person and the individual expertise is mainly shared through interaction and communication 
between persons (Fong, 2005; Jasimuddin et al., 2005; Kumar and Ganesh, 2011; Senaratne 
and Sexton, 2008). Hence, people need to have the opportunity to share knowledge and 
personal experiences between each other (Hansen et al., 1999; McMahon et al., 2004). When 
knowledge is shared between the participants’, new knowledge can be developed (Fong, 
2005). Thus, the approach is applied when tacit knowledge is strived for. Personalization is 
more common in companies that work with unique issues and customized solutions 
(McMahon et al., 2004), where the strategy enables knowledge to meet the expectations of 
each specific case (Frappaolo, 2006).  
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The personalization strategy is commonly used in the construction industry due to some major 
advantages, e.g. minimized risk of repeating mistakes, strengthened company knowledge and 
increased creativity and innovation of the company (Fong, 2005; Kumar and Ganesh, 2011). 
Even though advantages of personalization exist, several issues need to be taken into 
consideration when adapting the strategy. First of all, personnel might be negative towards 
sharing personal knowledge due to the fear of losing power. Secondly, when employees leave 
a company or position the tacit knowledge might be lost. In order for personalization to 
become successful these issues needs to be considered (Kumar and Ganesh, 2011). 
 
Recent discussions look upon the balance between the two strategies. Some research has 
shown that the balance should be divided into 80 and 20 percentages respectively, entailing an 
increased focus on one of the strategies. If an equilibrated balanced approach is used there is a 
high risk that both strategies will fail (Hansen et al., 1999). Others believe that codification 
and personalization need to be balanced in order to manage the knowledge successfully within 
a company (Kumar and Ganesh, 2011; Senaratne and Sexton, 2008). Even though differences 
and disagreements exist it is important to remember that both strategies are needed in order 
for an organization to be successful (McMahon et al., 2004). Overall, the choice of strategy 
depends on the type of company, its business and current circumstances (Hansen et al., 1999). 

3.2.2 Information Communication Technologies 
Information Communication Technology (ICT) has over the recent years become very 
popular within the construction industry. One of the reasons is due to the increased use of 
technology, which changes the conditions of the industry (Holsapple, 2004). ICT can be 
described as a tool as well as a system that supports knowledge management within an 
organization (Conley and Zheng, 2009; Hara, 2009). Using ICT helps a company to share 
knowledge in a more efficient way, which enables an on-going learning process between 
group members (Hara, 2009). Examples of ICT within construction companies are for 
example email, intranet and virtual communities of practice that increases the use of 
knowledge sharing (Conley and Zheng, 2009). 
 
In order for ICT to be efficient it is of great importance that everyone within the company is 
aware of its advantages. The system should be easy to understand in order for everyone to 
contribute (Alazmi and Zairi, 2003). Further on, it is of great importance to remember that 
there is a need for different approaches of ICT in order to cover the needs of an entire 
organization (McMahon et al., 2004). Studies have shown that technological infrastructure is 
seen as the second most critical factor of knowledge management (Alazmi and Zairi, 2003). 

3.2.3 Communities of Practice 
During recent years the concept Communities of Practice (CoP) has become very common 
and is currently widespread and known where several different definitions are available (Hara, 
2009; Khuzaimah and Hassan, 2012; McDermott, 1998; Wenger, 1999). Both Hara (2009) 
and Holsapple (2004) describe Communities of Practice as a group of people where 
individuals share and have an understanding of a specific interest, where minor or no 
management or supervision exists within the group.  
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Hence, the communities focus on common problems in order to generate new ideas and 
encourage innovation (McDermott, 1998). Wenger (1999) first elaborated upon the concept 
but several studies have been performed since. Within project based organizations CoPs can 
be seen as something that eases the knowledge management process. But in order to succeed 
it is of great importance to remember that attention and resources are needed where different 
types of communities require different types of support (Holsapple, 2004). 
 
It is known that CoPs entail informality and that all parties are there out of genuine interest. 
Thus, an organization cannot control or structure the interaction, but must instead rely on 
encouragement. According to Wenger there are five ways for an organization to encourage 
communities of practice, which are presented below (Wenger, 1999). 
 

• Provide guidance and resources when needed 
• Help CoPs connect their agenda to business strategies 
• Encourage CoPs to move forward with their agenda and remained focused on the 

cutting edge 
• Make sure CoPs include the right people 
• Help people create links to other communities 

Each community is based upon the members´ common interest and therefore driven by the 
interest to investigate an issue further or get more insight regarding a certain situation 
(Khuzaimah and Hassan, 2012). Being part of a CoP enables people to share ideas, but does 
not necessarily mean that all members are equally active (Holsapple, 2004). One effect of 
working with CoPs is that the members are able to share a common understanding and create 
trust between one another. Hence, it makes it easier to reveal mistakes that have been made to 
others where people are more engaged in participating and makes it easier for others to 
understand the situation (Hara, 2009).  
 
According to McDermott (1998) there is a difference between CoPs and teams. The definition 
of a team can be formulated as a group of people with different type of skills and knowledge 
that are welded together by results. On the other hand, CoPs can be seen as cross-functional 
teams that are driven by value and are developed in an organic way. With this as a base, it is 
acknowledged that several differences occur between teams and CoPs. Some of them are 
further investigated in Table 1 below (McDermott, 1998).  
 
The traditional organizational structure might change due to different and new ways of 
learning and sharing information. Hence, these structures need to be managed and CoPs taken 
care of when an organization changes (Holsapple, 2004). 
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Table 1 Team vs. Communities of Practice (McDermott, 1998) 

 Team Community of Practice 

Driving force Value in results that are produced and goals 
of team 

Common values & interest. Value in 
exchanging knowledge 

Core focus Focus on completion of tasks. Group have 
clear boundaries 

Focus is based on knowledge of members. 
Group change continuously 

Developed & 
expanded by 

Based upon work plan & objectives where 
everyone participate 

Based upon sharing new knowledge & 
insights where contribution varies 

Membership Members work due to commitment and 
ability to contribute to group, often full time 

Strong bonds that are based upon trust and 
bounded by identity, can be part time 

Organization A project leader or manager exist Self-organizing, leadership varies 
 

3.2.4 Information Logistics 
Information logistics refers to the management of information flow within or between 
organizations. The concept is used to optimize information processes with respect to a number 
of contextual factors, namely time, presentation, storage and distribution of information 
(Jagersma, 2011). This is done by making the right information available at the right time and 
place, in other words by targeting the user. To reach an efficient information process, or 
knowledge sharing as this thesis concerns, five questions need to be answered: 
 

• When to share the knowledge? 
• What knowledge to share? 
• How to share knowledge? 
• Where to share knowledge? 
• Why to share knowledge? 

 
As each of these questions is analysed or answered, the information process is slowly 
narrowed and thereby optimized (Norrbin and Söderholm, 2014). The last question looks 
upon why information should be shared and is possibly the easiest one to answer; to seize all 
experiences in order to improve (Aben et al., 2001). The questions of how and where 
corresponds to two possible strategies; codification or personalization, see chapter 3.2.1. To 
decide what information to share when, one must focus on the need of the recipient of 
information rather than the sharer.  
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3.2.5 Knowledge Creation 
Knowledge creation is a process where existing knowledge is integrated and accumulated into 
new expertise (Kao et al., 2011). The process is dynamic and based on human interaction and 
a varying scope of knowledge and context (Nonaka et al., 1996). For a maximal scope of 
knowledge creation, both tacit and explicit knowledge should be shared (Von Krogh et al., 
2000) and it is a process of justifying a personal belief (Nonaka et al., 1996). As one justifies 
one's beliefs these will entail a contextual meaning, a goal-direction and commitment (Chee et 
al., 2014), unlocking tacit knowledge. Sharing tacit knowledge by justification and persuasion 
is a highly vulnerable challenge. Hence, knowledge creation is a fragile process (Von Krogh 
et al., 2000).  
 
One model and a way to explain the process of creating new knowledge is the SECI-model. It 
is a spiral model, which is a model that goes on repeatedly, that shows how the interaction 
between tacit and explicit knowledge can result in new knowledge, see Figure 3. The model is 
based on four phases of knowledge conversion (Nonaka et al., 1996). The first phase is called 
Socialization and occurs when the sharing of personal experiences results in conversion of 
tacit knowledge between the participants (Lee and Kelkar, 2013). The following phase, 
Externalization, entails articulation of ideas and perspectives of the pronounced purpose of 
knowledge creation (Wu et al., 2010). The third step is Combination, which is where 
practiced and tested knowledge is converted into organizational templates and other 
organization-wide resources (Lee and Kelkar, 2013).  It is not until the third step that 
knowledge creation, if it ever, occurs (Kao et al., 2011). The fourth phase, which also entails 
the possibility of knowledge creation, is called Internalization. It is the extraction of tacit 
knowledge from codification of the organization, in other words, enclosing new knowledge 
into routines and practice (Lee and Kelkar, 2013). 

 
Figure 3 SECI-Model (Nonaka et al., 1996) 
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3.3 Organizational Culture 
Organizational culture has been said to be one of the biggest obstacles of knowledge sharing 
initiatives (Dong et al., 2011). Through shaping the patterns of interaction between the 
members of an organization, cultural values have a direct influence on the extent to which 
knowledge is shared within an organization (Wiewiora et al., 2013). 

Figure 4 Organizational Culture (Wiewiora et al., 2013) 

Organizational culture is made up of a complex combination of artefacts, symbols, values, 
beliefs and assumptions (Dong et al., 2011), which vary in terms of visibility and 
consciousness, see Figure 4. Artefacts are the most visible manifestation of organizational 
culture and may take the form of a dress code or framed certificates on the wall. The next 
level of organizational culture is less visible and explicit; espoused values. These are found in 
sayings, written statements and general opinions. The espoused values do not completely 
reveal the true values of the organization. These can only be discovered behind the basic 
underlying assumptions of its members, which is not manifested nor made visible (Marker, 
2010). Despite being the least visible, it is the basic underlying assumptions that have the 
most influential power regarding organizational behaviour (Wiewiora et al., 2013). Similar to 
the core-competencies of an organization, the basic underlying assumptions are hidden deep 
into organizational practice (Bhatt, 2001). It is by creating norms about what is right and 
wrong at the workplace that organizational culture influences how, when, where, why and 
what knowledge is shared (Friesl et al., 2011), see Chapter 3.2.4. 
 
There is no unanimous division of organizational culture (Dong et al., 2011; Wiewiora et al., 
2013; Zheng et al., 2010). One division is made between a collectivistic and an individualistic 
nature of organizational culture. Collectivism emphasizes the importance of teamwork and 
collaboration between its members, while individualism encourages individual goals and 
pursuits. Members of an individualistic organization do not see value in cooperation and 
knowledge creation, while those of a collectivistic nature do (Dong et al., 2011). As a result of 
teamwork as opposed to competition, knowledge is easily shared. An individualist will regard 
failure as a weakness and therefore not disclose it, while the collectivist will see it as an 
opportunity to protect its colleagues from making the same mistake (Wiewiora et al., 2013). 
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It is also known that the organizational structure has an impact on the knowledge management 
approaches (Friesl et al., 2011). A great determiner of organizational structure is the mission 
of the organization. Project based organizations are an example of a kind of organization in 
which subcultures constantly bloom and wither. Research reveals that subcultures of project 
teams constrain knowledge sharing by existing as knowledge silos (Wiewiora et al., 2013). It 
is therefore important for a project-based organization to encourage a collectivistic behaviour 
between members of different project teams and avoid nurturing a culture of competitiveness 
among its members (Dong et al., 2011). There are many ways of encouraging a collectivistic 
behaviour between members of different project teams. For example, it can be done through 
conscious seating arrangements at the office, arranging encouraging conditions for 
spontaneous meetings or by variations in project group schemes. Another way to create a 
climate where knowledge is shared is by rewarding it (Boer et al., 2011). 

3.4 Learning 
According to Law (2013), learning can be defined as a persisting change in performance and 
its potential that results from experience and interaction. This implies that learning can either 
be done through own experience or through interaction with others. Learning can be divided 
into four areas: input, means, output and outcome. Together the four areas result in permanent 
change (Law, 2013).  
 
Research about ways of learning is extensive and diverse.  Brown et al. (1989) found that 
learning through general practice, such as reasoning and negotiating, take precedent over 
learning and formal definitions. The model of Situated Learning will therefore be elaborated 
upon in the following section, followed by the model of Reflective Learning, which has been 
derived from the situated learning theory.  

3.4.1 Situated Learning 
Knowledge is a product of the activity and situation in which it is produced. This entails that 
the activity and situation surrounding knowledge sharing or creation are vital factors for its 
effectiveness (Brown et al. 1989).  
 
The concept of situated learning was first implemented by Lave and Wenger (1991) to explain 
how knowledge is contextual dependent and based upon the concept of Communities of 
Practice, see Chapter 3.2.3. A theory was formulated based on that learning cannot be 
performed or investigated in separation from the context in which it occurs (Bell et al., 2013). 
As opposed to previous theories that stated that learning takes place in the mind of the 
individual, the situated learning theory assumed learning to occur during co-participation and 
therefore mediated by the perspectives of the participants (Lave and Wenger, 1991).  
 
As learning is defined in relation to a practical context, the best result of learning comes from 
one that takes place in an authentic context (Bell et al., 2013). In the aim of situating an 
authentic context, McLellan (1996) pronounced eight key components: stories, reflections, 
cognitive apprenticeship, collaboration, coaching, multiple practices, articulation of learning 
skills and technology. 
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The first component, stories, is a great way to communicate context and values of the 
occurred event and reflections a way to balance experience in order to avoid over-confidence. 
Cognitive apprenticeship refers to the generalization of knowledge so that it can be applied in 
many different settings and is done through authentic problem solving followed by a new 
problem context. This precise mission is embodied by multiple practices, which aims at 
providing multiple applications (Bell et al., 2013). Collaboration emphasizes the social 
construction of knowledge and is expressed through discussions. Coaching refers to guidance 
as opposed to directions from a mentor or coach and is in a way a mix between apprenticeship 
and situated learning. Articulation of learning skills targets both the separation of learning 
components and the goal articulation, which jointly lay the ground for efficient learning. The 
final component, technology, is included because of its potential to provide flexibility and 
power of the resources (McLellan, 1996).  
 
The eight key components are common in their focus of social interaction and can all be used 
to build up a work process or organizational structure aligned with the situational learning 
theory (Bell et al., 2013).  

3.4.2 Reflective Learning 
When reviewing the concept of reflection in regards to learning one must first outline what 
kind of reflection that is referred to. Schön divided the concept into two distinct notions: 
reflection-in-action and reflection-on-action. The first can be explained by the saying 
“Thinking on your feet”, while the latter refers to the analysis a person does of one's own 
behaviour during as well as after an experience (Schön, 1983). For this thesis, the concept of 
reflection will be referred to as described in the second notion, hence the notion of a 
subsequent analysis of an experience. Not only will the behaviour and reaction on the 
experience be handled, the experience and its reason itself will also be invoked.  
 
For knowledge-based organizations, reflective learning practice can be a remedial tool for 
engaging in continuous learning. The reason behind it is that co-workers of such an 
organization learn from their own experience as opposed from formal learning. Learning of 
experience is a useful, despite non-efficient, method. Knowledge based merely on experience 
is dangerous in the way that it might lead to overconfidence regarding knowledge and the 
truth of it (Bell et al., 2013). One approach to ensure that it doesn’t happen is by reflection, 
which enables a person to recognize and label thoughts and theory within the scope of his or 
hers work. Reflection of practice refers to the deliberate examination of experiences, 
emotions, actions and responses with the ambition of learning and improving (Schön, 1983). 
  
Systematic reflection can be used for continuous response on problematic situations, problem 
framing and problem solving (Schön, 1983). This function has been said to serve three 
purposes; self-evaluation of the organization and the individual, data verification as well as 
feedback. For each of the three purposes, prompt questions can be asked, see Table 2 (Ellis et 
al., 2014). 
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Table 2 Reflective Learning (Ellis et al., 2014) 

Self-evaluation How did person X contribute to the experience? 
How effective were person X in this experience? 

Data verification Could another approach have been taken? 
What would happen using that approach? 

Feedback What worked and what didn´t? 
What has been learned from the experience? 

 
These questions are only examples of what can be asked and thought upon during reflection. 
The important matter is that it is discussed further. In order for the reflection to be as effective 
as possible, it must be both conscious and collective. Hence, the participant of the reflection 
must be aware both of the reflection and the learning purpose (Ohlsson, 2013). 

3.5 Motivation 
Motivation refers to the process that initiates, energizes, generates and increases human 
behaviour and engagement. It is the driving force of human activities, directing it toward 
outlined goals (Weinstein, 2014). Motivation can originate both from an individual's wish to 
explore, experiment and master new skills and from its environment obligating, pressuring or 
imposing him or her to achieve.  
 
The motivation originating from inside an individual is called intrinsic motivation. Intrinsic 
motivation can be identified as to be experienced if an activity is done due to interest, 
enjoyment or providing opportunities to explore something (Deci, 1975). Intrinsic motivation 
entails personal learning, development and growth as a result of that it exposes individuals to 
unfamiliar territory and engages him or her in challenges (Benware and Deci, 1984). As 
people experiences intrinsic motivation, activities and goals are established and a purpose of 
their being can thereby be obtained (Deci and Ryan, 1985). Doings originating from intrinsic 
motivation are well integrated with the individual's self and is the definition of internalized 
motivation (Weinstein, 2014). 
 
In contrast to the internalized motivation, motivation can also be introjected. This type of 
motivation is often referred to as extrinsic motivation. In this case, the driving forces of an 
individual’s actions are external contingencies such as rewards or punishments (Weinstein, 
2014). Introjected motivation occurs when a social environment uses obligation and pressure 
in order to shape self-regulation and obtain achievement. This kind of external motivation is 
not internalized within the individual and can therefore entail less well-being, depression and 
even anxiety (Ryan et al., 1993). Learning that is driven by extrinsic motivation has been 
found to fail in terms of understanding and performance. Briefly, it can be stated that intrinsic 
motivation is to be preferred over the introjected version (Weinstein, 2014).  
 
In order to create conditions for intrinsic motivation to be exploited, the environment cannot 
impose but only support. Such environmental support can be concluded by considering the 
three psychological needs of an individual in regards to his or her surrounding; the need for 
competence, autonomy and relatedness (Weinstein, 2014).  
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The need for competence is expressed through a willingness of mastering challenges and 
possessing sufficient capabilities. The environmental support can be achieved by providing 
moderately difficult challenges and encouraging as well as giving constructive feedback 
(White, 1959). Autonomy, refers to the extent an individual can make choiceful decisions, 
with personal congruence. The support of the need for autonomy that can be provided by the 
environment investigates encouraging behaviour that goes in line with the persons’ true self 
and discourages actions based on others' desires. The last psychological need, the need of 
relatedness, looks upon the need of having trust and a sense of belonging with others. 
Environmental support of this need can be provided by ensuring open and authentic 
relationships (Weinstein, 2014).  
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4 HSB Bostad AB 
The empirics of the study are divided into two chapters, HSB Bostad AB, Chapter 4, and 
Findings, Chapter 5. This demarcation outlines how the information has been gathered, 
where HSB Bostad AB covers the case while Chapter 5, Findings, covers the interviews and 
observations made. The two chapters follows similar structures making it easier for the 
reader to compare the way it is supposed to be from how it is actually perceived by the co-
workers of the organization. 

 
As HSBs own housing production company, HSB Bostad AB takes on all housing 
developments of HSB within the Stockholm region. The Stockholm based company is owned 
by four HSB associations and by the company HSB Projektpartner. The associations are 
owned by their members, namely the tenants living in HSB property. The company was 
founded in 2000 and employs over 90 employees. The business idea of HSB Bostad AB is to 
create a sustainable living together with their owners, with the focus on satisfied members 
(HSB Bostad AB, 2015a).  

4.1 Values and goals 
The co-workers of HSB are supposed to work according to five common values, where the 
English translation is: Commitment, Safety, Sustainability, Consideration and Cooperation, 
but in Swedish, and therefore hence forward, they are referred to as ETHOS (HSB Bostad 
AB, 2015b). 
 
HSB Bostad AB constantly searches for ways to improve, in the pursuit of creating values for 
its members. An aim of the company is to grow, which is done by increasing the number of 
projects initiated, the volumes produced and the staff employed. An official goal, manifesting 
this growth, is a 10 % increase of homes produced during each of the upcoming years (HSB 
Bostad AB, 2015a). 
 
An internal, organizational, goal is to reach the highest Customer Satisfaction Index (CSI) 
within the industry. CSI is a common measurement of customer satisfaction of the housing 
construction industry, which displays the satisfaction varying on a scale from 0 to 100 
determined by a customer inquiry (Prognoscentret, 2016). In order for the company to reach 
this goal, HSB Bostad AB have taken upon them to decrease the number of errors detected 
during the inspection at move-in. A goal of minimizing these remaining errors has therefore 
been pronounced, referred to as the Zero-Error Goal (HSB Bostad AB, 2016). 

4.2 Organizational structure 
As part of a project based organization, the co-workers of HSB Bostad AB, have to adjust to 
two organizational structures, both the corporate structure as well as the project team 
structure. This type of organizational structure is referred to as a matrix-structure 
(Grubenmann, 2016). 
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HSB Bostad AB covers the complete process from land and property acquisition, construction 
and planning to production, sales and warranty issues within aftermarket. HSB Bostad AB has 
chosen to work according to six stages, between which the role-description shifts, see Figure 
5. A full picture can be seen in Appendix A. 
 

 
Figure 5 Project process HSB Bostad AB (HSB Bostad AB, 2016) 

The corporate structure follows this division, entailing three business areas: Business 
Development, Production and Sales & Aftermarket (HSB Bostad AB, 2015a), seen in Figure 
6.  

 

 
Figure 6 Corporate structure HSB Bostad (HSB Bostad AB, 2016) 

Besides from working within the corporate structure, many of the co-workers of HSB Bostad 
AB are included in one or more project teams. A project team includes four functions: The 
Project Chief, the Project Manager, the Project Economist and the Seller. The weight of each 
function varies depending on the stage of the project. The colleagues of a project team vary 
depending on the project, in other words one project manager works with different project 
chiefs in different projects (HSB Bostad AB, 2016). 
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4.3 Activities 
Beyond working in a project, the co-workers of HSB Bostad AB, are expected to participate 
in different organizational activities and meetings, such as Division Meetings, Corporate 
Information and Production Forums. Some of these activities touch upon the concept of 
knowledge sharing and are further discussed below.  

4.3.1 Production Forum 
Production Forum is a meeting held four times a year and is mostly dedicated to the business 
area of Production, but includes a few other co-workers as well in order to increase efficacy. 
The forum was originally called Project Manager Forum but as HSB Bostad AB grew and 
employed its own Production Management Team, the forum changed name into Production 
Forum. As the name entails, Project Managers, Production Managers and their Business Area 
Manager are to participate on a mandatory basis and at least one from each Production 
Management Team is expected to attend. Recently the Project Managers of Aftermarket, the 
one responsible of Quality, Safety and Environment, together with the Installation 
Coordinator are invited as well.  
 
The Production Forums takes place at different project sites, enabling some co-workers to get 
out on a site and for the specific project manager to show his or her project. The 
administration for the meeting lies on the current trainee, including inviting to the meeting as 
well as keeping minutes. The agenda is set and entails going through the previous minutes, a 
presentation and discussion of some lessons learned, a presentation of current industry 
information and finally a tour of the building site (HSB Bostad AB, 2016).  

4.3.2 Final Experience Meeting 
As one of the final activities during the terminal stage of a project, a Final Experience 
Meeting is to be held. The responsibility of this meeting lies on the Project Manager and the 
whole team is invited. The people who attend the meeting vary and depend on the outcome of 
the project as well as the time of the meeting. The purpose of the meeting is to conclude how 
the project has functioned, with the focus on nine aspects: contracts, contract schedule, quality 
and environmental fuse, social demands, design and construction, financial aspects, technical 
aspects, legal aspects and other experiences (HSB Bostad AB, 2016). 

4.3.3 Corporate Information 
Each month all co-workers of HSB Bostad AB are invited to a presentation called Corporate 
Information, held at the headquarters. During the presentation, general information about the 
company is presented. As a project is finished and when all errors detected during move-in 
are zeroed, a Final Accounting Presentation is anticipated. The Final Accounting Presentation 
is either held by the Project Chief or the Project Manager and includes the general outcome of 
the project. In the template to the Final Accounting Presentation, the sharing of three positive 
events and challenges of each project stage is included. The positive events and challenges 
should be shared for each of the areas: Project Development, Sales, Program & Design, 
Production, and Aftermarket (HSB Bostad AB, 2016). 
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4.3.4 Trainee Program and Mentorship 
HSB Bostad AB has, since 2012, employed a recently graduate student on trainee terms. The 
trainee program serves as an introduction of the whole company in the anticipation of a future 
Project Manager or Business Developer. During the program the trainee relocate between five 
different divisions of the organization: Market Analysis, Sales & Aftermarket, Production, 
Procurement, and Programing. This is an opportunity for the trainee to deepen his or her 
understanding of the company and for the employees to get acquainted with their new co-
worker. During the trainee program a mentor is assigned for the complete program, while one 
supervisor is responsible for each stage. The mentor and the trainee are expected to have 
lunch once in a while and to have a meeting both in the initial stage of each phase as well as 
in the end, with the concerned supervisor. Other types of mentorship have been spontaneously 
implemented as a relatively inexperienced co-worker has been employed, but does not occur 
on a regular basis (HSB Bostad AB, 2016). 

4.4 Processes 
Due to the complexity of a construction project, working uniformly is vital for HSB Bostad 
AB. This is done through implementation of organizational processes and systems. HSB 
Bostad AB uses an integrated document management and business system and relies on saved 
meeting minutes in cooperation with an excel file to fulfil the role as a knowledge sharing 
system through ICT (HSB Bostad AB, 2016). 

4.4.1 Document Management System and Business System 
At HSB Bostad AB, a unique document management system has been developed and given 
the name Navet. Navet is not solely used as a document management system, but also aims at 
unifying the ways of working and therefore fills the role as a business system. This part of 
Navet is called the Activity List and embodies a checklist of activities, decisions and meetings 
that are to be done throughout each phase and checked thereafter. The responsible party for 
each activity is appointed and from many of the activities templates and routines can be found 
through a link in the system (HSB Bostad AB, 2016). 

4.4.2 Meeting Minutes and Experience Bank 
Concerning all meetings, both organizational and project based, templates can be found in the 
document management system. The templates usually advocate what shall be addressed 
during a meeting. A large part of all meetings at HSB Bostad AB are project team meetings. 
As a final bullet point of the meeting, Other Questions can be found which include 
Experience Transfer, Routine Improvements and Comments.  
 
With the heritage of meeting minutes from Production Forums, an excel document called 
Experience Bank was generated. The idea was to extract the most important and general 
lessons learned that was discussed into a living document, which could be used to 
communicate this to all concerned parties. In the document 32 lessons learned are recorded, 
outlined with explanation, division concerned, date and author. The lessons learned are dated 
between March 2012 to May 2015, and the authors vary between 10 different co-workers 
(HSB Bostad AB, 2016).  



 

 24 

5 Findings 
The following chapter investigates the different perspectives of the co-workers and actors at 
HSB Bostad AB concerning the organization as well as the concept and use of knowledge 
sharing. This has been done by interviews and observations, which have been integrated in 
the chapter below. The aim of the interviews was to investigate the co-workers’ thoughts of 
knowledge sharing and to get an understanding of HSB Bostad ABs culture, structure and 
preconceptions of knowledge sharing. Furthermore, the empirics gathered through interviews 
and observations will establish the foundation of an analysis leading to conclusions and 
recommendations for future knowledge sharing work at HSB Bostad AB, brought up in 
Chapter 6 and 7. 

 

5.1 Organizational culture 
During the interviews, the organizational culture was not consciously brought up, but was 
mentioned by the interviewees themselves and could be read between the lines, in other words 
interpreted from the values of the interviewees’ responses. There were mainly five areas 
discussed. Namely stress, open plan office and meeting rooms, talking about mistakes, the co-
workers’ possibility to influence and the open culture. Hence, these five will compose the 
findings chapter regarding organizational culture. 

5.1.1 Stress 
During the interviews and the time spent at the office of HSB Bostad AB, the aspect of stress 
has appeared every so often. It entails the amount of workload, required and redundant work 
time, and finally the amount of reflection done. The majority of the co-workers were in line 
regarding the need for reflection. When asking whether there should be time for reflection 
during work hours, the majority agreed as well.  
 

“Absolutely, especially since we constantly are working to satisfy our customers. // It 
is of great importance to reflect upon what to do, what has been good and what has 
not been working as good.” 

Respondent L 
 

“I believe that there should be time for it during work hours.”  
Respondent C 

 
Although, when asking whether there is time, the majority of the responses showed that the 
current situation isn’t as wished for.  
 

“I don't have time to reflect during work. It has to be in my spare time and that is not 
good at all.” 

Respondent G 
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“Reflect, I think you reflect over everything. Maybe not during work hours, maybe you 
do it at home or in the car. I don’t think you will find the time for it and other 
practical issues. Some are too stressed; they won’t understand why they should do 
something like that when there is more important stuff to do according to them.”  

Respondent C 
 

 “You don’t have that much time to reflect. Usually it is about moving forward 
continuously.” 

Respondent J 
 

“Often you might feel guilt when you reflect, that you don't do anything.” 
Respondent I 

 
Close to all respondents revealed a preconception of reflection, which was to relate it to 
passivity. This interpretation was confirmed by an unprovoked reference of the activity of 
reflection and spontaneous reactions.  
 

“You don't take the time here. I am not the person that takes the time to sit and look 
out the window and think but on the on the other hand, there are some moments where 
there is less and you are able to think some more but when there is a lot to do it is 
harder.” 

Respondent E 
 

“Reflection, it sounds a little fuzzy.” 
Respondent J 

 
In contrast to these common misperceptions, three of the respondents showed proneness for 
reflection during interviews.  
 

“I believe that the biggest mistakes are done due to lack of time. One makes a decision 
without investigating the consequences.” 

Respondent K 
 

“Stinginess deceives wisdom; we need to take breaks in order to develop.” 
Respondent I 

 
“You need to organize your work so that it enables you to have the time to reflect as 
well.”  

Respondent C 
 
Furthermore, the interviews hinted that a minority of the respondents have a somewhat larger 
tendency toward spending time on reflection during work hours as well as a calmer attitude 
towards the amount of work.  
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“Yes, I believe I do, it always concerns things that are going on. // I don’t get stressed 
anymore. I think that it has to do with my age but also that you have found a way on 
how to spend your time on the right things and how to prioritize things in the correct 
way.” 

Respondent M 
 

Finally, the reason behind the lack of reflection was elaborated upon. The respondents’ 
answers came to verify everything from the perceived office climate to the use of processes.  
 

“If there are a lot of things to do you just try to put out fires and don’t have the time to 
reflect. // It is not prioritized since there are much more important stuff arising making 
them doing it too late because there is no time.” 

Respondent O 
 

“It often regards solving the current issues.” 
Respondent I 

 
“We cannot make it. // Hence, the result is that we only pick out what is most 
important and ignore the rest.” 

Respondent G 
 

“You don’t take the time, there is always time. It is all about planning. If you know 
that you should reflect you are always able to make time but you don’t since it is not 
prioritized.”  

Respondent J 
 

“They need to learn how to prioritize and delegate.” 
    Respondent C 

5.1.2 Open plan office and Meeting rooms 
HSB Bostad AB uses an open office and has set a silence policy stating that a calm climate 
should be obtained. Despite of this silence policy, the majority of the interviewees at HSB 
Bostad AB show a disposition of approaching each other informally and frequently. 
 

“The open plan office encourage you to go and ask each other all the time about 
things.” 

Respondent F 
 

“We sit so close which enables us to see what the others are doing, and we are able to 
have an open conversation.” 

    Respondent E 
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“Experiences are shared during contact with others here, you run and ask, rather 
informally.” 

    Respondent H 
 
During the time spent at HSB Bostad ABs office, writing the thesis, the authors have observed 
communication between the desks of the co-workers as frequent and informal, though 
sometimes not appreciated by everyone. This dislike has been showed in minor comments, 
with an underlying understanding that such communication is unavoidable. 
 
Another observation made is the high extent of which the meeting rooms are unavailable. The 
pressure on the rooms is high and catching a real meeting room last minute is sometimes 
impossible. An example of this was the fact that two of the conducted interviews within the 
case study could not be held in a meeting room due to that there were no rooms available at 
the time. In addition, it must be mentioned that the office is provided with a few casual 
meeting rooms or quiet rooms, often available.  

5.1.3 Talking about mistakes 
The interviews showed that the majority of the respondents agreed regarding that talking 
openly about mistakes is difficult. 
 

“Few people want to talk about what's been bad, the openness within the company 
might not be as good as the impression. It’s in people's nature not talking about the 
things that have gone wrong, they want to remain neutral.”  
    Respondent G 

 
“I try to but at the same time there is a tendency that when something really bad 
happens, you try to dig it down. It’s too hard and you don’t care about it. You don’t go 
through what went wrong in detail.” 
    Respondent N 

 
A few co-workers, a minority of the respondents, showed knowledge about the advantages 
from openly talking about failure and mistakes and one co-worker additionally requested that 
it should be done more extensively. 
 

“There is also a need to push that it is okay to talk about what’s negative as well.” 
    Respondent O 

 
One way of encouraging the display of mistakes is by having the manager or chief leading the 
way. When asking one co-worker about whether he or she acted as a role model, the response 
was rather conductive. 
 

“I don’t know, maybe. Nothing that I can remind me of.” 
    Respondent C 
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Though the majority of the responses indicates that disclosure of failure is difficult, mistakes 
are not necessarily despised. From what could be interpreted from one interview and 
supported by observations, there seems to be a rather permissive culture. 
 

“My boss doesn’t judge me if I make mistakes, as long as I do my best and have the 
required knowledge” 
    Respondent G 

5.1.4 Possibility to influence 
With the perspective of using living documents, activities and processes as a tool of 
knowledge sharing the sense of extent to influence is important for employees. The perception 
on the extent of influence of the co-workers at HSB Bostad AB was agreed to be high within 
the company by the majority of the interviewees. 
 

“I believe that you are always able to make suggestions.” 
Respondent J 

 
“There is an open dialogue where you are able to talk.”  

    Respondent E 
 

“We have quite an active talk and a high ceiling.”  
    Respondent A 
 
Though these respondents were united in their perception of their own influence, when asking 
about a specific suggestion they’ve made, the responses were alarmingly quiet. From the 
group of interviewees, none but two respondents could remember when they last made a 
suggestion on a change of process or something similar. Though, the general impressions 
from observations are that co-workers want and are able to influence. 
 

“Among us there is an incredible opportunity. There is such a commitment, everyone 
want’s to be a part of it as well.”    
    Respondent O 

5.1.5 Open climate 
Having an open climate ensures that the thoughts of the co-workers of a company are 
expressed and listened to. The majority of the respondents showed an understanding of the 
importance of this subject. 
 

“There is so much to earn if you are able to reach an open climate where information 
can be sorted as relevant or irrelevant.” 

    Respondent G 
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During repeated interviews, respondents have mentioned that praising is something that is 
actively improved and this has been further demonstrated by the mentioning of satisfying 
behaviour from co-workers and appraisal during small talk before and after interviews. 
 

“People here are so good at giving credit, people get so much praise and credit but I 
don’t know if people are good at giving feedback to each other but they are so good at 
praising.” 

    Respondent D 
 
Receiving constructive feedback is an important step in the direction of developing and 
improving. Another vital factor is to be listened to. The majority of the respondent of the 
interviews showed commitment and appreciation to this master thesis. Respondents talked 
openly about their thoughts and impression of the situation at HSB Bostad AB regarding 
knowledge sharing. Only in two cases did an interviewee visibly delimitate his or her answer 
with respect to integrity or trade secrets. From the disclosure, which could be noticed during 
interviews, a sense of appreciation was observed. This sense of appreciation was perceived as 
a result from listening and was supported by a comment made after an interview. 
 

“I am glad that someone is listening for once.” 
    Respondent I 
 
This comment is supported by the observation made during an interview with another co-
worker where the comment below highlights the constant need of being listened to. 
 

“I received a really angry email last night from a co-worker, who couldn’t open a 
process. // He probably just wanted to whine.” 

    Respondent C 

5.2 Goals and Values 
When discussing the theme of knowledge sharing, the majority of the respondents, 
unprovoked, relate it to the goal of CSI. 
 

“It’s great that we work with CSI but there is a tendency that we forget about other 
things that will cost us a major amount of money in the end.” 

    Respondent O 
 
When referring to the thing that will cost HSB Bostad AB a great deal of money, the 
respondent referred to project elements underneath the surface and finishing layers of the end 
product. None but one of the respondents showed any sign of reflection regarding the 
disadvantages of such a focus. 
 

“Look at a project in 10 years, that’s when HSB is at its strongest, we are not 
supposed to be best at move-in. CSI is silly, it’s worthless.” 

    Respondent K 
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As mentioned in Chapter 4, another goal or mission of HSB Bostad AB is to grow in order to 
create value. This growth has been mentioned unprovoked by a minority of the respondents. 
 

“We have grown a lot and you can tell. There are several elderlies that have been with 
us for a long time that thinks that it is a little bit beyond control. And the impression of 
the company, or what is us, it disappears a bit when we grow very quickly and a lot of 
new people come in weekly.” 
    Respondent I 

 
“The company is growing too fast at the moment.” 
    Respondent M 

 
“I don’t believe that we have been able to have time for all of us, set all the routines 
and there are other areas that we lack upon as well.” 
    Respondent G 
 

It has shined through during the time spent at HSB Bostad AB, that the financial outcome and 
CSI-value are two frequently used measurements of a projects prosperity and success. 
 

“I believe that ETHOS, what we stand for, entails more reflection than to just act as 
pure financial prods.” 

    Respondent K 

5.3 Organizational structure 
From what can be learnt from Chapter 4, there are two organizational structures to attend to as 
a co-worker at HSB Bostad AB. One interview unveiled that at least one of the co-workers 
experiences it as problematic. When discussing the contexture of a project team, the 
respondent showed frustration. 
 

“People are not aware of the whole picture. You only look at your part.” 
    Respondent G 
 
The respondent is referring to its perception that the functions of a project team are all 
affected by personal driving forces, simplifying their work task, and that these four driving 
forces are competing with each other. Touching upon the theme of collaboration in the project 
teams, another respondent displayed an opposite perspective of the same relationship.  
 

“Well, every project has a project team, where questions regarding the projects are 
raised. Some tasks of the project chief are tangent with the ones of the project 
manager. There, you have a collaboration.”  

Respondent F 
 
In addition to the perspective regarding the project-based structure, one co-worker expressed 
disbelief towards the supportive structure.  
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“We have tried to build the organization so that there will be a level of support at all 
times in order to assist. [Does it work?] Not really, that is always a problem. It is.” 
    Respondent C 

 
Another co-worker speculated about the reason for the perceived dysfunction.  
 

“We work with so many different things, hence we need to have an overall structure. 
Thus, a lot of things fall between the chairs and then there is a need to check it up.”  

    Respondent O 

5.4 Preconceptions of Knowledge Sharing 
The interviews done during the thesis investigated the concept of knowledge sharing and how 
it is elaborated and reflected upon at HSB Bostad AB. During the different interviews all of 
the respondents mentioned the continuous work with and discussions about knowledge 
sharing at HSB Bostad AB, where one respondent referred to it as sharing memories. As a 
whole, the respondents unveiled a large varying interpretation of the implications of 
knowledge sharing. Two co-workers, respondent F and C, talked about knowledge sharing as 
a way to learn.  

 
“It concerns learning what happened earlier. To provide knowledge further which can 
be done in many different ways.” 

Respondent F 
 
“Knowledge sharing, it’s learning, the teaching from someone who thinks they know 
more. If we talk sharing experiences, then I think of that jar of glass where nothing 
ever happens.”  

Respondent C 
 
Further on, respondent H and A talked about knowledge sharing as something that should be 
returned into a project.  
 

“To take care of the experiences and put it back into the projects.”  
Respondent H 

 
“We try to redistribute it when we notice that something is wrong. That is the meaning 
of it, that is should return.”     
    Respondent A 

 
The majority of the respondents mentioned the importance of knowledge sharing and that it is 
needed within a company.  
 

“Important. Knowledge sharing is extremely important.” 
Respondent G 
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Another common view among the respondents, for example respondent M, believed that 
knowledge sharing is important mostly to avoid making the same mistakes twice. 
 

“I believe that it is great because there are not so many people that sit on a lot of 
experience and to not pass it on to younger colleagues that come in... // You don’t 
have to reinvent the wheel each time, there are so much more cutting measures, both 
resources and everything, that you are able to benefit from. Hence, I believe it is of 
great importance so that you don’t make the same mistake over and over again. And 
that is classic in the construction industry, that’s the way. It’s so common to step on 
the same mines each time.” 

Respondent M  
 

Even though the importance of knowledge sharing was agreed upon, when asked about the 
use of knowledge sharing at HSB Bostad AB the respondents revealed ambiguity regarding if 
it’s exploited to the fullest within the company. The majority expressed that it is a very good 
thought and something to strive for but that, in the end, it is very hard to accomplish and an 
undefined part of the routines of the company. 
 

“If I never find out what someone learned, I will never be able to take that with me to 
the next project where that person is not participating. Hence, I hope you work with 
knowledge sharing, but I don't know if it's done that way.”  

Respondent D 
 
“It is a good thought, but then in practice it might not always be as good and as you 
get an experience, it might be hard to know what to do with it.” 

Respondent I 
 
“We do not actively work with it, I can’t say we do but obviously you don't want 
mistakes to be repeated.” 

Respondent C 
 

“I would not say that we have a routine for sharing experiences but I believe that 
we’re heading towards a process where we work better with it.” 
    Respondent N 

 
In general, the majority of the interviewees approached knowledge sharing with a positive 
attitude but a minority identified some negative aspects tied to the concept and the dangers of 
its result.  
 

“You shouldn’t share experiences just because they were useful, or just because. In 
that case it will only end up as a gross list on which nothing can be built.” 

Respondent K 
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“It is a positive word. You also get slightly bad conscience. Mostly due to that you’re 
not as good and structured as you should be. At the same time, you easily get stuck in 
old patterns if you only share experiences. You need to have the courage to break free 
as well and do something new.”  

Respondent N 
 
Overall, the concept of knowledge sharing was commonly understood and wide-spread within 
HSB Bostad AB and between its co-workers where its importance was brought up frequently 
during the interviews. Even so, it could be observed that it isn´t benefitted from as much as it 
could be, resulting in repeated mistakes.  

5.5 Activities of Knowledge Sharing 
As mentioned in Chapter 4, four activities within HSB Bostad AB have been found to inhabit 
knowledge sharing. These activities are all formal and deliberate, it is therefore of great 
importance to be reminded that knowledge sharing also exists within informal meetings and 
activities, see Chapter 5.7.  
 
In the following sections, the four different activities that were brought up earlier will be 
presented separately in relation to how the co-workers at HSB Bostad AB reflect upon these 
types of activities. 

5.5.1 Production Forum 
The first activity of knowledge sharing at HSB Bostad AB that will be investigated is the 
Production Forum, which is held four times a year and mostly concerns the business area of 
production. When the co-workers elaborated upon the Production Forum several different 
definitions were clarified. One respondent meant that the Forum was held in order for all the 
project managers to meet. While, according to Respondent A and B, it is an activity where 
issues related to different projects are raised and discussed.  
 
The majority of the respondents see the Production Forum as a way for the organization to 
gather and talk about experiences and mistakes that are made and additionally to open up a 
possibility to share different aspects of a project.  
 

“It enables you to meet and talk about our issues and experiences.” 
Respondent O 

 
“It is also interesting to see and know how it works out there at the projects, how 
things are going.”  

Respondent M 
 

“If there is a problem within a project it is common that the project manager has to 
talk about it in front of everyone. Hence, it is stated that there is an issue.”  

Respondent J 
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As could be expected, different meanings regarding the efficiency and success of the forum 
were expressed, with the common denominator being that it is a forum for knowledge sharing.   
 

“Production Forum is where you really just sit and talk about sharing experiences.” 
    Respondent C 
 

“Everyone talks about sharing experiences but nothing ever happens and no one 
knows how it should be done. So if you look at it, as I experience it today at HSB 
Bostad, it is the Production Forum, where sharing of experiences occurs.”  

Respondent K 
 
Even though the majority of the respondents argue that the Production Forum is a great 
activity for knowledge sharing it was also reckoned that it entails room for improvements. 
These respondents said that the thought of the Production Forum is great but that is doesn’t 
meet its purpose to the fullest. Another major issue that was discussed was the priority of the 
meetings where, even though it is mandatory for many parties, they don’t show up. Hence, the 
purpose of the Production Forum is inhibited.  
 

“The meeting was held too often, people prioritized other things instead. Now you 
have the time to accumulate, it is worse when you sit there and you need to force 
things and you know that it is neither efficient nor relevant.” 

    Respondent J 
 
“The difficult part is; how do you pass it on. If you don’t attend these meetings, how 
do you get the information? We write meeting minutes but how many read them?” 

Respondent O 
 

“It is quite a large group of the mandatory members that does not show up which I 
believe is one of the elements that decrease the priority among the rest of us: how 
important one experience it. // It is important to understand that it is not mandatory 
for one profession just because it benefits them, but also for the sake of someone 
else’s.”  

Respondent D 
 
Another potential improvement that was brought up during the interviews was the number of 
meetings and the amount of time that was spent on the Production Forums. Two co-workers’ 
experiences and precisely expressed that there is not enough time.  

 
“There is not enough time to keep up with everything at these meetings. // Maybe you 
should discuss in smaller groups or make people more active instead of having them 
just sit there and listen.” 
    Respondent I 
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“Thus, I feel that there is time for those who want to talk. However, usually there is 
not that much of a discussion. It might be due to that it is not experienced as that type 
of forum or that it is assumed that there is not enough time since the agenda is 
structured in a certain way, that there isn't an open structure of the meetings.” 

    Respondent D 
 
In addition to the lack of time and structure of the meeting, one respondent unveiled a cultural 
issue when describing the environment where co-workers are expected to share professional 
mistakes, on the request from his or her boss. 
 

“How can you expect that people are going to talk about their mistakes in an 
environment where people roll their eyes at each other” 

    Respondent I 
 
From the participation of the Production Forum, observations made support the general 
comments of the interviewees. Even though the Production Forum needs to improve, the 
general expressions and observations were that it is a great way to share knowledge and 
experiences.  

5.5.2 Final Experience Meeting 
As mentioned in Chapter 4, the Final Experience Meeting is held at the end of a project with 
the purpose of concluding and documenting experiences. 
 

“In the end of each project, when you do a final reconciliation, between phase four 
and five, as we enter the phase of warranty, we have an activity called Final 
Experience Meeting, at which you shall try to document what has been good and bad, 
and sometimes this results in a minute that is very long.”  

Respondent H 
 
During the participation of one of the Final Experience Meeting at HSB Bostad AB the 
authors of this thesis had the opportunity to make observations. One observation that was 
made was the high number of participants at the meeting, more precisely twelve co-workers. 
These participants were mainly co-workers from HSB Bostad AB but there were also 
members from one of HSBs regional associations present. During the discussions of the nine 
bullet points of the agenda, four of the participants were much more expressive than the 
others. Furthermore, the template was not followed chronologically throughout the meeting. 
Hence, some bullet points were missed. Another observation made, was that minutes were not 
taken thoroughly and done by hand. 

5.5.3 Corporate Information 
Another meeting at HSB Bostad AB is the Corporate Information, held once a month with all 
co-workers invited. During the interviews the overall reflection regarding the Corporate 
Information concerned its high efficiency, inclusiveness and that it is seen as an activity 
where knowledge is shared. 
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“So that everyone gets the same information.”  
Respondent O 

 
“Finished projects should be presented at the Corporate Information including 
experiences from projects and how they have performed.”  

Respondent F 
 

“I believe that they are pretty good since you are able to get insight of what everyone 
else is doing.”  

Respondent E 
 
From the interviews, it was outlined that the Corporate Information seems to be a valuable 
activity. But whether knowledge sharing actually occurs could not be investigated further 
since an invitation to the meeting was evicted for unknown reasons. 

5.5.4 Trainee Program and Mentorship 
Trainee Program and Mentorship are proactive activities of knowledge sharing and are used to 
some extent at HSB Bostad AB. The activities have the intention of introducing new 
employees to the routines and processes of the organization. The majority of the respondents 
showed optimism towards these activities, but only two made the connection to knowledge 
sharing.  
 

“The thought of production managers is that they should be available as a support to 
the others here.”  

Respondent C 
 

“I believe that mentorship is popular. It is good, especially when there is such a 
difference in level of experience, you have to try to share informal knowledge.” 

Respondent N 

5.6 Processes of Knowledge Sharing 
The following chapter will exhibit how the co-workers at HSB Bostad AB reflect upon the 
work processes and their relation to knowledge sharing. This is done by dividing the 
interpositions of the co-workers into the subheadings of Document Management System and 
Business System as well as Templates and Experience Bank.  

5.6.1 Document Management System and Business System 
As mentioned in Chapter 4 the Document Management and Business System that is used at 
HSB Bostad AB is called Navet. The purpose of Navet, according to Respondent C, is to 
embody a guide in order to avoid making mistakes. The common view of the interviewees is 
that Navet is less than perfect and that the co-workers are suffering when not finding what 
they’re looking for.  
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One problem that a majority of the interviewees illuminated was the difficulty of finding 
specific documents. They expressed that the system is cluttered and therefore a threshold 
demanding both time and effort. 
 

“Navet has become very extensive, nobody bothers to work with it. // Everyone says: I 
don’t find things in Navet. It is a very good tool but we have to simplify it a bit.” 

Respondent O 
 

“If you go into Navet there is an incredible amount of documents that needs to be 
handled. Sometimes you are not even able to find all the documents.” 
    Respondent G 

 
“The problem is, since it is not built for its purpose, it is damn hard to audit inside it. 
We must think differently to make it easier to navigate.” 

Respondent C 
 
The latter respondent refers to the fact that Navet is not only used as a document management 
system but also as a business system, guiding the co-workers in their daily routines and 
processes. Though, the main insights about Navet regarding its issues and the trouble it 
generates, a minority of the respondents also acknowledged its advantages and potential.  
 

“It is fantastic that something like Navet exists but filing is hard and that might be 
extra troublesome maybe. // But it is fantastic that when a project is finished all 
planning and meeting protocol just are accessible in Navet.”  

Respondent N 
 
It was also made visible through a general discussion with one respondent that the settled 
processes aren’t always followed precisely.  
 

“If there are 20 different project managers there are also 20 different ways of running 
a project. // Every co-worker might think that their way of working is the most 
appropriate and best way, but that is not the case.” 

    Respondent D 

5.6.2 Templates and Experience Bank 
Templates have been produced for all meetings at HSB Bostad AB, with the expectancy of 
being followed. A couple of respondents problematized the fact that templates easily get out-
dated and that it therefore requires continuous work of improvement, a clear structure of the 
work and that working according to templates might be easier said than done. 
 

“It’s vital that it ´s clear on how to use the templates that are already available.” 
Respondent F 
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“We need to get it into our templates and systems, it’s the only solid solution. After 
that, people need to start following and work with these templates but that is a 
question of order “ 

    Respondent K 
 
Another current work regarding knowledge sharing is the Experience Bank that is available 
on Navet. It is produced in order for co-workers to have somewhere to look at lessons learned 
from previous projects. During the interviews it became obvious that not all co-workers are 
aware of its existence.  
 

“No, I don’t think I have seen anything like an Experience Bank.” 
Respondent B 

 
“What would have been nice to have is a great bank or something, which you could 
enter and look at. // We don’t have a good knowledge bank to exploit. “ 
    Respondent H 

 
Those of the respondents that showed knowledge of the Experience Bank, also revealed 
scepticism towards it and its efficiency.    
 

“I know that there is no one that enters and look. This is where we feel that we need to 
find a good system. // It should be simple to enter and look somewhere. // I don’t think 
that you enter and search for something and see what others have done. Instead you 
might go and talk to someone.” 

Respondent O 
 

“I believe that the knowledge bank becomes a very ineffective way to share 
information. If you have a system where one should put information it needs to be very 
clear on how to find information and everyone should store information the same way. 
Hence, I believe it will be hard to find an effective solution.”  

Respondent F 

5.7 Informal Knowledge Sharing 
Besides from formal activities and processes, that can be structured and controlled by the 
company, informal ways of knowledge sharing have been investigated at HSB Bostad AB. It 
can take place in the break room, hallway, elevator, during lunch, after work, in the car or bus 
in between projects, at the construction site or right at the desk. A minority of the respondents 
showed an understanding of the importance of a combination of informal and formal learning.  
 

“Informal meetings can be just as useful but I believe that if you want to have 
structure and reach out to everyone, formal meetings are better but I am sure that it 
can be just as rewarding being in the lunchroom, talking about issues. It can be just as 
appropriate, but only between two people.” 

Respondent J 
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“Experiences are shared, it occurs through contact with others. You go and ask, it´s 
rather informal.” 
    Respondent H 
 

Although, other respondents revealed an impression of that something in a larger scale is 
necessary.  
 

“If you´re suppose to share experiences in a company, let's say HSB Bostad in 
general, it can occur anywhere: in the lunchroom, that is kind of basic. It is not 
written down, it doesn't get anywhere else than to the individual co-worker.” 
    Respondent K 

 
“Not routinely but what happens to be discussed… // We have frequent discussions to 
update each other all the time and as soon as something new arises. However, we are 
bad at putting it in writing, more clearly.” 
    Respondent L 

 
How it actually is performed seems to vary around the company, where respondent B unveils 
that a more serious approach is adapted dealing with larger issues.  
 

“Of course we can talk about issues during the coffee break as well, as long as it isn’t 
larger and more serious ones. Then, there tends to be a meeting where others that are 
involved participate.” 
    Respondent B 

 
Observations made from spending a lot of time at the office are that the learning that takes 
place during the break is often between the same group of co-workers and the same 
problematic goes for lunch dates. It was also recognized that not all co-workers actually take 
breaks, instead they choose to stay at their desk working while having their coffee.  
 
Another area of informal learning has been seen to take place between and at the desks of the 
co-workers. Quite a lot of movement takes place between the desks and questions are raised 
frequently. If the conversation is sensitive or expected to prolong, most co-workers chooses to 
move away from the open office area to either the break room or quiet rooms. This doesn’t 
apply to everyone, who instead chooses to stay at the desk. Overall, a sense of understanding 
seems to reign between the co-workers sitting together. 
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6 Analysis 
The purpose of the analytical chapter is to search for the basic underlying assumptions of the 
organizational artefacts and espoused values that have been found in Chapter 4 and 5. For 
this search the theories presented in Chapter 3 will be used providing theoretical glasses. The 
following chapter provides an analysis of the organizational culture of HSB Bostad AB and 
how learning occurs and could be used in the future within the company. To clarify the 
purpose of each subheading within this chapter, a question is asked giving the reader a more 
explicit objective of the analysis. 

 

6.1 Culture 
What are the indicators of that a collectivistic and an individualistic culture reigns at HSB 
Bostad AB? 

 
In the theoretical chapter Dong et al. (2011) stated that there are two different types of 
organizational culture, concerning the most efficient knowledge sharing approach, namely 
collectivism and individualism. Dong et al. (2011) also stated that members of a collectivistic 
culture are able to see the value in cooperation. This was further elaborated upon by Wiewiora 
et al. (2013) who said that a collectivistic culture contemplates an employee’s disclosure of 
failure as an opportunity of protecting their co-workers from making the same mistakes.  
 
From the interviews at HSB Bostad AB the respondents described a culture where no one 
wanted to tell others about mistakes done despite of the understanding of the advantages of 
doing so. Making mistakes is a great and common way of learning, thus an acceptance of 
failure is in many ways preferable. Creating an environment with an acceptance of failure 
relies on many aspects, whereby openly discussing mistakes are one.  
 
Hsu et al. (2007) were in agreement with Wiewiora et al. (2013) regarding that for knowledge 
to be shared, openness of experiences as well as expertise is required. The reluctance of 
disclosing failures reigning at HSB Bostad AB could be a sign of an individualistic culture 
and might be a result of previous reactions and consequences of disclosure. Furthermore, Von 
Krogh et al. (2000) explained that sharing knowledge is a highly vulnerable challenge due to 
justifications and persuasions of personal beliefs. As a result of that vulnerability, 
consequences following such a disclosure are embraced vastly by both the disclosing 
employee as well as the surrounding co-workers and are therefore important to consider.  
 
Furthermore, the disclosure of failure performed at HSB Bostad AB is mostly done on the 
orders of the top management and many times conducted involuntarily and accelerated due to 
lack of time and a crowded agenda. By commanding an employee to share delicate 
information, a signal of importance is sent regarding the topic to be shared, but it is also 
making something, usually based on trust, mandatory. This action could compromise its own 
purpose, when considering the need for relatedness identified by White (1959) in order to feel 
intrinsic motivation.  
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Some courses of action to decrease this reluctance includes either managers taking the lead by 
disclosing own mistakes made or by carefully commending and rewarding co-workers who 
optionally chooses to talk about his or her mistakes. 
 
Another potential reason for that knowledge might not being shared to the fullest, Kumar and 
Ganesh (2011) suspected could be the fear of losing power. Supported by the theory of 
vulnerability of Von Krogh et al. (2000), Kumar and Ganesh (2011) might be right in the case 
of HSB Bostad AB. Both theories are pointing the cultural compass towards an individualistic 
culture reigning at HSB Bostad AB. Interesting is that the respondents displayed a sense of 
collectivism, many times showed by mentioning the open and helpful climate at the company. 
Another aspect where the co-workers’ attitude didn’t go in line with what could be observed 
was the extent of employee influence. Many co-workers brought up the high ceiling and the 
limitless opportunities to influence processes and courses of action within the organization, 
but almost no one could bring to mind when they last actually influenced something or what it 
concerned.  
 
There seem to be an influence paradox prevailing at HSB Bostad AB, which according to 
Weinstein (2014) could be a result of lack of motivation, failing to provide driving forces of 
engagement. It could be derived from lack of either intrinsic or extrinsic motivation: that the 
co-workers don’t feel a need to influence or that they don’t have the time to reflect on what 
works and what doesn’t, respectively. White (1959) stated that intrinsic motivation cannot be 
introjected by the environment. For HSB Bostad AB to handle the influence paradox, they can 
only impose extrinsic motivation or provide the support needed for their co-workers to feel 
intrinsic motivation. The co-workers at HSB Bostad AB can be supported to feel competence, 
autonomy and relatedness, which can help to reinforce a collectivistic culture and thereby 
inhibit the individualistic behaviour. As White (1959) outlined, this can be done by: providing 
moderate challenges, encouraging integrated behaviour and create trust and a sense of 
belonging between the co-workers.  
 
Another possible explanation of the influence paradox is found by the assimilation of 
knowledge creation. Lee and Kelkar (2013) explains knowledge creation to be a four step 
process, where HSB Bostad AB seems to fail to perform the second phase, namely the 
development of ideas and the articulation of the knowledge creation purpose. From the 
interviews and observations, a dispersal of the co-workers’ understanding of the concept 
could be identified showing that a common vision is needed. Despite of this miss, HSB 
Bostad AB aims at harvesting from the third step where knowledge is incorporated into 
organizational templates and processes.  From the theory of Lee and Kelkar (2013), HSB 
Bostad AB must first develop ideas and articulate the knowledge sharing purpose in order to 
harvest from knowledge sharing and employee influence. The development of ideas can be 
achieved during collective reflection, performed through the discussions at Production 
Forums and Final Experience Meetings.  
 
An occurrence in opposite of Whites theory (1959) regarding encouragement of integrated 
behaviour is the extent of which HSB Bostad AB lets CSI constitute a measurement of a 
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project's success. Relying almost only on CSI to mirror the prosperity of a project could result 
in that project factors directly correlated to CSI are prioritized ahead of factors below the 
surface. Furthermore, the advocacy of CSI might in some cases compromise the true beliefs 
of the co-worker and entail competitiveness. The first approach of decreasing the importance 
of CSI can be by rewarding projects and project teams that are successful in other aspects, 
providing introjected motivation. The second action that could be taken is decreasing the use 
of CSI as a measurement of project success and complementing with other measurements.  
 
In short, although there seem to be mostly signs of an individualistic culture to reign at HSB 
Bostad AB, there are also a few signs of a collectivistic one. The question that remains is 
whether this division of organizational culture is beneficial or even applicable on the case at 
hand. Nevertheless, the actions taken based on the analysis of the case should be rooted on the 
premise of improving the routines of knowledge-sharing.  

6.2 Learning 
According to Law (2013) learning is the persistent change in performance and performance 
potential that results from experience and interaction. The root of this case was the perception 
that such improvements aren’t experienced and the findings chapter could identify a lack of 
strategy of learning at HSB Bostad AB. The respondents showed, as mentioned, a widespread 
understanding of the concept of knowledge sharing and only agreed upon that it is not worked 
actively with at the company. The lack of a common comprehension of the topic unveils a 
deficit of its use.  

6.2.1 Formal learning 
How and why does formal learning occur at HSB Bostad AB? 

 
Both Hansen et al. (1999) and McMahon et al. (2004) describe that a combination of two 
knowledge-sharing strategies, namely personalization and codification, should be used. 
According to Hansen et al. (1999), using an equally balanced approach between codification 
and personalization contains a high risk of that both strategies fail. Hence, a choice of focus of 
strategy within a company should advantageously be made. 
 
In regards of the choice of strategy focus Hansen et al. (1999) stated that the codification 
strategy is the most beneficial when the problems dealt with are similar and standardised, 
which often seems to be the case at HSB Bostad AB. On the other hand, Fong (2005) 
specified that the personalization strategy is the most commonly used strategy within the 
construction industry, which is where HSB Bostad AB is operating. The researchers are, in 
the case of HSB Bostad AB, in conflict. The conflict could either depend on that HSB Bostad 
AB isn’t any other construction company or that one of the researchers are mistaken. 
Regardless, since indicators of only one culture couldn’t be found, the choice of strategy 
focus of HSB Bostad AB will be made on the premises of which culture the company could 
harvest the most from, namely a collectivistic culture and the strategy focus therefore chosen 
to be on personalization according to Dong et al. (2011).  
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Personalization strategy 
Are the co-workers at HSB Bostad AB given the opportunity of sharing personal experiences 
and knowledge through interaction and communication? 

 
Law (2013) defined the source of learning to be either experiences or interaction. Unable to 
change the amount of experiences of the current co-workers, HSB Bostad AB can use 
interaction as a tool for learning. From the gathered impressions from interviews and 
observations, a lack of understanding of the importance of interaction could be identified 
among the co-workers at HSB Bostad AB. Hansen et al. (1999) and McMahon et al. (2004) 
agree with Law (2013) regarding the need for interaction. Taken into consideration the 
amount of experienced based knowledge that co-workers at HSB Bostad AB possess, the 
extent of opportunities they get to share experiences and knowledge is not equivalent. 
Furthermore, the opportunities, such as Production Forum and Final Experience Meeting, 
don’t seem to be taken advantage of fully due to elements such as lack of time, crowded 
agenda and participants not showing up. These aspects should therefore be considered and 
managed.  
 
The lack of time creates a great obstacle in terms of terminating the elaboration of fruitful 
discussions and by bringing a sense of rushing to the table. Together with the rushing and 
termination of interesting topics, lack of time also removes all personal and interpersonal 
contact which otherwise occurs during breaks or as time allows. Lack of time therefore 
suppresses the relatedness among co-workers and therefore inhibits their intrinsic motivation 
of knowledge sharing, according to Weinstein (2014). In order to handle the obstacle of lack 
of time, either the time of the meeting could be prolonged or the agenda of the meeting 
screened. Having a crowded agenda entails a possible desire for each bullet point to be 
checked off among the participants, that may experience stress regarding their individual 
work tasks and project. As a result, instead of discussing and elaborating on rewarding topics 
these are only mentioned, in the end neither providing knowledge sharing nor a quick 
meeting. Moreover, what seems not to be understood is the fruitfulness of these discussion 
following the presentation of a mistake done explained by both Schön (1983) and McLellan 
(1996), involving all attendants in the reflection concerning what could be learnt from the 
experience shared. It is vital for HSB Bostad AB to pay attention to the knowledge sharing 
obstacles of lack of time and crowded agenda, in order to harvest from collective reflection.  
 
Additionally, as one or more co-workers fail to show up at a meeting, the ones attending are 
affected by both the absence of experience and input and by the signal it sends, letting them 
know that they are deprioritized. According to Lave and Wenger (1991) learning occurs 
through co-participation and between different participants, absent co-workers therefore 
inhibits learning to take place. Adding to this, the vulnerability of knowledge sharing 
explained by Von Krogh et al. (2000), the opportunities given aren’t providing the right 
conditions for knowledge sharing to occur. To manage the frequent absence of co-workers, 
managerial actions could be taken. Furthermore, by explaining and articulating the importance 
of their presence, intrinsic motivation of the absence co-workers can be triggered, providing a 
sense of purpose with their presence. 
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The formal learning that takes place through trainee programs and by assigning experienced 
co-workers as mentors to new employees is done in order to familiarize a new employee to 
the work processes of the organization. Hence, it works as a great arena of knowledge 
sharing. The motivation for the co-worker assigned as a mentor can either be intrinsic or 
introjected, according to Weinstein (2014), where the first alternative is more rewarding for 
both the student and the mentor. The trainee program and mentorships seem to be appreciated 
and desired from the co-workers of HSB Bostad AB. It can therefore advantageously be 
investigated if further extent of such knowledge sharing is feasible. 
 
In a student-mentor relationship the hierarchy is obvious and it is important to recognize that 
bad as well as good habits are taught. Bell et al. (2013) proposed the use of reflection as a role 
of counter balancing experiences with the purpose of avoiding over-confidence. Neither in the 
case of mentorship nor elsewhere within the company could reflection be identified 
substantially, entailing a risk of overconfidence in regards of experiences. Ohlsson (2013) 
stated that for reflective learning to be accomplished, its purpose must be pronounced and 
articulated, as goes for knowledge sharing in general.  
 
In short, HSB Bostad AB could create basic conditions for knowledge sharing to occur by 
communicating the purpose of both the concept itself and collective reflection and by 
furthermore relating it to the occasions when it takes place to their employees, ensuring their 
understanding and sense of purpose. By letting the organization know that discussion and 
collective reflection following a presentation of a topic are sought, the first conditions for 
reflection to be performed and learning to take place are created. In summary, the co-workers 
of HSB Bostad AB are given opportunities to share personal experiences through interaction 
and communication. Nevertheless, these opportunities aren’t exploited to the fullest and 
therefore have room for improvements.  
 
Codification strategy 
Is knowledge codified and stored in databases and thereby easily accessed by all co-workers 
of the organization? 

 
One tool of codification is ICT, which in order to be efficient must be easy to understand, 
according to Alazami and Zairi (2003). The ICT tools used at HSB Bostad AB are mainly the 
document management system, including meeting minutes and an experience bank, and the 
business system. The complaints raised were many among the respondent, both concerning 
the document management system and the business system. As Kumar and Ganesh (2011) 
informed, a common and current downfall of the codification strategy is information overload 
which also seems to be the case at HSB Bostad AB. A part from information overload, the 
complaints also concerned the difficult structure and lack of admonition of how and to what 
extent to use it. This must be handled by the top management by creating instructions 
entailing expected extent of use and recognizing the need for screening, in order to create 
conditions for this area of knowledge sharing to be used. Furthermore, Jagersma (2011) 
explains informational logistics, a tactic of the codification strategy, as the targeting of the 
user of information, which is done by making the right information available at the right time. 
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Based on the thoughts of the co-workers at HSB Bostad AB, information logistics does not 
seem to be incorporated into the document management system or the business system, but 
could provide a useful tool for the top management to improve the existing systems.  
 
Being a company that works uniformly and mostly with repeated issues and solutions, the 
codification strategy can be useful. By providing a clear work structure for projects, HSB 
Bostad AB should ensure that mistakes are not repeated and enable each co-worker to fulfil its 
responsibility by following such a structure. The area of learning performed through the use 
of a document management system, entailing meeting minutes and an experience bank, fails 
to provide the necessary context of lessons learned. Cooper (2010) outlines the difference 
between information and knowledge and the limitations of codified information. With this as 
a base, a document management system should only work as complementary to and 
succeeding the discussion and reflection actually constituting the learning. By understanding 
and acknowledging that a document management system is limited in its role of a knowledge 
sharing tool, a larger focus can be directed to the personalization opportunities needed.  
 
The final area of formal learning is the business system, namely the activity list, included in 
the document management system of the company. Currently the system does not tend to 
fulfil the role as a platform for learning, but it entails potential. At the moment it’s carried out 
by checking off boxes, performed to a varied extent by the co-workers. It seems to be done 
only since requested by the top management and due to the transparency if not fulfilled. In 
order for the business system to satisfy the need for a learning platform, the differences of 
level of execution must be decreased, ensuring that all co-workers use the system 
continuously and to the same extent. If the top management were to provide clear guidelines 
of what is expected of the employees, it would entail assurance among and between the co-
workers.    

6.2.2 Informal learning 
How, why and between whom does informal learning occur at HSB Bostad AB? 

 
At HSB Bostad AB the most common arenas of informal learning have been found to be the 
spontaneous questioning or counselling between co-workers, storytelling during breaks or at 
lunch, before or after meetings, and by reflection in term of thinking by oneself. Incentives for 
informal learning are most likely originating from intrinsic motivation. Deci (1975) explains 
that intrinsic motivation origins from interest, enjoyment or the opportunity to explore 
something new. For informal learning to be supported by HSB Bostad AB, these sources of 
intrinsic motivation must be nourished or, at bare minimum, not diminished in any way.  
 
It was unveiled that a lot of the informal learning is exchanged between the same groups of 
co-workers, leading to a limited extent of knowledge sharing. The fact that some co-workers 
choose to work while the others are taking a break is a small but nevertheless important aspect 
when analysing this area of informal learning. The group of co-workers that are taking a break 
might feel stressed and give themselves bad conscious since others are working in the 
meantime, which in turn might lead to diminished sources of intrinsic motivation of informal 
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learning, according to Deci (1975). Managerial actions could be taken to show the employees 
that a break is worthwhile and that work during breaks isn’t expected from them. 
Furthermore, the informal learning that takes place before, during and after meetings is done 
between the different members of the project teams. Since the constellations of these teams 
vary, knowledge can be shared from one group of co-workers to another. As Wiewiora et al. 
(2013) warned about, there is a risk of knowledge silos if project teams aren’t varied. HSB 
Bostad AB has, in the aspect of both informal and formal knowledge sharing, most likely 
made a smart decision mixing their project teams.  
 
The informal learning that is performed through reflection at HSB Bostad AB has been found 
to mostly take place in solitude and after work. The reason for this might be that the 
respondents only associate reflection to a lonesome and passive activity. Another reason for 
this seemed to be that time and workload don’t allow for such to be done during work hours. 
Though, it was also stated that there is always time to reflect but that it is a question of 
priorities. Managing this, co-workers looking out the window or discussing something with 
another co-worker without a computer or a notebook at hand should not be thought of not to 
work. On the contrary, reflection should be appreciated and, according to Ohlsson (2013), the 
purpose of it articulated within the company. 
 
In contrast to the lonesome reflection done by thinking, it could also be a topic for a meeting, 
where co-workers could advice and discuss each other's issues. Such a meeting could not be 
interpreted as informal, however the agenda of the meeting could. During collective reflection 
Ellis et al. (2014) propose questions such as: Could another approach have been taken? What 
would happen using that approach? What worked and what didn’t? What has been learned 
from the experience?. These questions could outline an agenda of such a meeting. However, it 
doesn’t seem that another meeting is to be welcomed into the co-workers’ schedule. A 
meeting with the purpose of learning through collective reflection could instead be used as it 
appears to come in handy for co-workers experiencing issues or adversities.  
 
Finally, informal learning must be recognized as an approach of knowledge sharing, including 
breaks and lunches among co-workers. A managerial responsibility, if knowledge sharing at 
breaks is wished for, is to take breaks oneself in order to inhibit stress and competitiveness. 
Further on, the case study at HSB Bostad AB revealed a preconception of reflection. 
Reflection can possibly act as a tool for both knowledge sharing and knowledge creation, 
which is something that HSB Bostad AB could benefit from, if performed. In order to obtain a 
collective and reflective environment both time and co-participation are required.  
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7 Conclusion 
This chapter has the purpose of concluding the answers to the research questions stated in 
Chapter 1. Thereafter the authors’ recommendations, the limitations of the study as well as 
suggestions for further research within the field of study will be presented.  

 

7.1 Implications for theory 
Knowledge sharing has been found to be a well debated, though not as applied, concept. The 
reason for this might be due to its complexity and co-dependent factors, making each 
organizational case unique. This could be identified when touching upon the topic of 
organizational culture, where HSB Bostad AB couldn’t be placed into a tray and where the 
researchers within the field disagreed regarding the case of the company. Nevertheless, the 
case study of HSB Bostad AB could confirm most theories of the research used. 
 
In fine, the thesis has exploited collective and reflective learning as a possible tool of the 
personalization strategy of knowledge sharing. Through collective reflection members of an 
organization can help each other to solve problems and thereby perform knowledge sharing. 
The thesis contributes to the field of research by illuminating a new potential tactic of 
knowledge sharing, namely collective and reflective learning. 

7.2 Implications for practice 
How does HSB Bostad AB work with knowledge sharing? What are the benefits and 
shortcomings of HSB Bostad ABs routines? How can they change their routines in order to 
improve in the aspects of knowledge sharing? 

 
Knowledge sharing has been found to occur through both processes and activities at HSB 
Bostad AB. More specifically, to be executed at HSB Bostad AB at Production Forums, 
Corporate Information, Final Experience Meetings, through the use of Navet and the Activity 
list. These are also arenas of learning, done through both personalization and codification. 
Nevertheless, the company is in general uncomprehending of where, when, what, how and 
between whom it is achieved. Although the culture of HSB Bostad AB couldn’t be decided 
upon, it was found that the company would harvest the most from nurturing a collective 
culture and the choice of strategy focus is recommended to be personalization, with the 
assistance of collective reflection. Nevertheless, the company can benefit from the limited use 
of codification, but without relying solely upon it.   
 
The advantages regarding knowledge sharing work found at HSB Bostad AB are mainly the 
great enthusiasm and understanding of the subject among the co-workers as well as the extent 
of areas where knowledge sharing occurs, creating a foundation for improvements. However, 
there are also a few downfalls of the company’s routines. It was found that HSB Bostad AB 
lacks a common vision regarding knowledge sharing and that the occasions on which it takes 
place aren’t promoted as such nor taken advantage of fully. In other words, the purpose of 
knowledge sharing isn’t communicated and therefore missed out upon. 
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7.2.1 Recommendations 

The recommendations given are directed to the top management of HSB Bostad AB with the 
purpose of outlining areas of improvement in the aspects of knowledge sharing. The 
recommendations are given as headings, followed by a brief explanation, in turn 
complemented by an instruction.  

 
Vision of knowledge sharing 
Create and communicate a commonly agreed upon vision and approach of knowledge 
sharing and collective reflection. 

Outline when, where, what, between whom and how knowledge sharing occurs 
 
Collective reflection 
Screen the time span, agenda and attendance list of for example Production Forum with 
the purpose of creating room for collective reflection. 

Initiate a discussion and collective problem solving after a presentation of a 
mistake 

 
Disclosing failures 
Inhibit reluctance of disclosing failures by managerial role modelling and reward co-
workers who voluntarily disclose failures. 
 Managers set the bar by disclosing failures and show vulnerability 
 
Less focus on CSI 
Decrease the extent of use of CSI in solitude and adding complementary measurements. 
 Decrease the importance of CSI by reducing the use of it 
 
Navet 
Screen the document management system to avoid information overload and provide 
instructions of use expectancy. 
 Avoid information overload and ensure a common level of use 
 
Informal learning 
Inhibit stress during breaks by managerial role modelling, i.e. managers leading by 
example and taking breaks. 

Encourage informal knowledge sharing by promoting employee relationships 

7.3 Limitations 
The thesis is limited to a case study at HSB Bostad AB with the focus of the company´s 
routines regarding knowledge sharing. Hence, it is important to remember that most of the 
recommendations within the results are not general, in other words not applicable for the 
whole housing construction industry. Further on, the study is limited to investigate the 
concept of knowledge sharing and therefore does not concern other aspects of the work within 
the company. When referring to the concept of knowledge sharing, it should be mentioned 
that it could occur both inside and between companies.  
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For this thesis internal knowledge sharing is at focus, excluding many possibilities of 
benefiting from experiences of other organizations. The reason for this limitation is the 
competitiveness reigning at the current construction market and the limited possibility of the 
extent of the research.  
 
Additionally, since it was the purpose of the thesis to come down to recommendations by 
which HSB Bostad AB could improve their knowledge sharing routines, empirics entailing a 
dead-end in that aspect have not been further elaborated upon. One example of such an aspect 
is the limited extent of meeting rooms. By concluding that there is a deficit of meeting rooms 
would not enrich the conclusions of the thesis since the company won´t be able to meet the 
recommendation.   
 
Since it was the purpose of this thesis to analyse the company of the case, the theories used 
could not be investigated with the purpose of falsifying or verifying them. The final and 
possibly largest limitation of this thesis is the number of respondents, which in comparison to 
the number of employees equals about 17 percentages of the company.  It is therefore of great 
importance to remember that not all opinions and perspectives have been brought up or taken 
into consideration and that the result therefore might not mirror the complete organization.  

7.4 Suggestions for further research 
The topic of knowledge sharing is well researched and written about but nevertheless still 
accurate and needed. The difficulties of adapting the concept to specific circumstances and of 
ensuring its actual performance creates a future, unalterable need for further research. Since 
this thesis is a case study of the company HSB Bostad AB, the conclusions and 
recommendations cannot be said to be widely applicable to other companies. Therefore, there 
is a future constant need for further research done on all companies in need. Furthermore, a 
similar study of other companies could provide a research basis for comparisons to be made. 
 
Another suggestion for further research is to focus upon the use of reflection as an instrument 
for knowledge sharing and ways of implementing it. Ellis et al. (2014) researched the concept 
of systematic reflection and provide the prerequisites of researching the use of reflection with 
the purpose of knowledge sharing further. Additionally, the use of motivational theory to find 
incentives for knowledge sharing and reflection could be another area for further research.  
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Appendix B 
 
Questions from interviews at HSB Bostad AB: 
 

• What do you think of when you hear knowledge sharing? 
 
• How du you work to avoid that mistakes are repeated? 
• Can you learn from others mistakes? 
• Do you talk about your own mistakes? Do your co-workers? 

 
• Do you have the opportunity to influence the processes and routines of the company? 
• Can you tell us about the last time you did? 

 
• Do you think that there is enough time, space and forums for knowledge sharing?  
• If not, how do you propose it could be improved? If yes, where, when and how? 

 
• Is knowledge sharing something that HSB Bostad AB actively work with? 
• Do you think that there is an equal focus on positive and negative experiences? 
• Have you attended the Production Forum, Final Experience Meeting or Corporate 

Information? What is your opinion of them? 
 
• Does HSB Bostad AB have an Experience Bank of some kind? 
• Are you actively working with the document management system of the company, 

Navet? What is your opinion of it? 
 
• Where and when are you able to talk to your colleagues? 
• What do you think of when you hear the word reflection? 
• Do you ever reflect? Do you think that there should be time for reflection during work 

hours? 
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