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Abstract-

International human resource management (IHRM) literature widely discusses the
issues of repatriation of employees in multinational companies. This literature mainly
focuses on job related variables and provides theoretical models for repatriation
adjustment of corporate employees. However, these models are not sufficient to
understand the repatriation process of other repatriates working in different types of
organizations. Thus, this study focuses on developing a model that explains causes
and consequences of repatriation adjustment of all types of business employees based
on existing relevant literature and theories in different field of study. The proposed
model was supported by Uncertainty reduction theory socialization tactics theory and
cognitive and sense making theory. This model suggests that individual, group and
organizational level strategies need to be developed to facilitate repatriation
adjustment and the successful repatriation adjustment encourages employees’
knowledge sharing intention. Further, it discusses the role of repatriates 'personal and
situational variables on adjustment. This study contributes to the literature in a way of
providing a meaningful theoretical model explaining the factors that facilitate
repatriation adjustment and its consequences, and relates socialization theories to
repatriation adjustment. This study highlights the role of individual, group and
organization in the process of repatriation adjustment and improved (better) use of
top talent at the organization.
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1.0 Introduction

In récént yéars, an incréasing numbér of
proféssionals viéw intérnational assign-
ménts as an opportunity for caréér
dévélopmént and také stéps to acquiré
such éxpériénce with thé bélief that this
will incréasé théir caréér prospécts in
théir institution as well as in thé global
job markét (Richardson &Zikic, 2007).
For éxampleé, univérsities thémsélveés
viéw académics with intérnational éxp-
ériénce as a valuabl¢ assét (Welch, 1997,
2005). Providing an éxpatriaté éxpéri-
éncé to académics is considéréd a long-
térm invéstmént by thé univérsity. Many
organizations invést largé amounts of
monéy to providé intérnational
éxpériénce and to deveélop theéir talent
pool. Thé¢ IHRM litératuré widély disc-
ussés the issués of répatriation of émpl-
oyéés in multinational companiés. This
litératuré mainly focusés on job related
variablés in rélation to répatriation adj-
ustmént of businéss émployéés at héad-
quartérs having complétéd théir assign-
mént at théir subsidiary. Howéveér, thése
variablés may not bé moré¢ suitablé to
undérstand thé répatriation procéss of
othér répatriates working in différént
typés of organizations. Thus, this study
focusés on déveloping a modél that
éxplains causés and conséquénceés of
répatriation adjustment of all typés of
businéss émployéés baséd on éxisting
rélévant litératuré and théoriés in
différént field of study.

2.0 Theoretical Background

Théoriés that éxplain thé socialization
procéss; Uncértainty réduction théory
(Bérgér & Calabrése, 1975, 1982), soci
alization tactics théory (Van Maanén
and Schein, 1979), and cognitivé and
séns¢ making théory (Louis, 1980b)
¢xplain how an individual adjusts to a
néw énvironmeént. Socialization tactics
théory focusés on thé organization’s rolé
and thé sét of tactics that hélp thé néw
comér to gét to know thé énvironmeént.
Uncértainty réduction théory and
cognitive and sénsé making théory focus
on thé individual’s nééds for 1¢éarning to
adjust to thé néw énvironmént. Thésé
two théoriés jointly éxplain that whén
individuals éntérs a néw énvironmént,
théy féél surpriséd and uncértain. To
réducé uncértainty and maké séns¢ of
th¢ eénvironmént, théy nééd to adjust
thémselvés to thé énvironmént or adjust
thé énvironmént to fit thém. Thésé two
theoriés highlight both thé rolé¢ of social
support and individual proactive
béhaviour in adjusting to thé néw
énvironmént. Furthér, thé socialization
tactics théory cléarly statés that
unsuccéssful adjustmént léads to
néwcomeér inténtion to léavé thé
organization. Reépatriatés’ proactive
béhaviour, pércéived social and organi-
zational support influéncé on répatria-
tion adjustmént and répatriation adjust-
mént influéncé on répatriatés’ turnover.
Thé organization usés tactics to
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facilitaté néw mémbérs to undérstand
thé énvironmént and bécomé an accé-
ptablé mémbér of thé organization. Suc-
céssful socialization léads to répatri-
até’s inténtion to sharé¢ knowlédge.

Socialization tactics can bé uséd to éase
thé adjustmeént procéss whén a répatriaté
réturns to théir homé organization. Both
individuals and organizations us¢ tactics
to réducé uncértainty and adjust to thé
néw énvironmént. Whén répatriatés
éxpériénce difficultiés adjusting to thé
néw énvironmént it may résult in an
inténtion to léavé thé organization.
Socialization Tactics Théory mainly
suggests that attémpts at theé organiza-
tional 1évél aré nééded for répatriateés to
socializé/adjust to thé néw énvironmént
and unsucceéssful adjustmeént may résult
in thé individual’s inténtion to quit thé
organization. Uncértainty Théory, and
Cognitivé and Séns¢ Making Théory
éxplain why and how a répatriaté adjusts
to a néw énvironmeént and how indivi-
dual involvémént and social support
(co-workeér and organization) facilitate
this. Activé individual involvémént in
th¢ form of proactivée béhaviour,
togéthér with co-workér support and
organizational support, réducés thé
uncértainty. Répatriatés may bé réluc-
tant to sharé théir knowlédge if théy aré
unablé¢ to makeé sénsé of théir neéw
énvironmént and réducé unceértainty.

3.0 Literature Review

Repatriates’ proactive behavior
and adjustment

Uncértainty réduction théory and
cognitivé and séns¢ making théory
¢xplain that whén an individual éntérs a
néw énvironmént, théy féeél surpriséd
and uncértain. To réducé uncértainty and
maké sénsé of thé énvironmént, théy
nééd to adjust thémsélves to thé
énvironment or adjust thé énvironmént
to fit thém. Theése two théoriés argué that
unceértainty upon répatriation motivatés
répatriatés to éngagé in proactive
béhaviour and by éngaging in proactive
béhaviour, répatriatés léarn thé énvi-
ronmént and aré ablé to appropriately
adjust through uncértainty réduction and
sénse making.

Ashford and Black (1996) idéntifiéd
sévén typés of proactivé béhavior that
individuals can usé¢ whén théy éntér into
a néw organization. Thés¢ proactive
béhaviors wére: (i) information séeking
- séarching out information to undér-
stand thé situation; (ii) féédback séé¢king
- attémpting to sée¢k féedback around
work pérformance; (iii) général socia-
lizing - dévéloping harmonious rélation-
ships with othérs in th¢ workplace; (iv)
building rélationship with thé boss -
éstablishing a valuablé rélationship with
the boss; (v) positivé framing - sééing
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the¢ positive sidé of thé situation; (vi)
nétworking - dévéloping tiés with othérs
in différént parts of thé organization;
(vii) négotiating - attém-pting to change
thé job or job démands.

Coopér-Thomas ét al. (2012)conducted
a study among néwcomeérs (€xpérién-
ceéd), and 1idéntified 19 proactive
stratégiés that théy useéd to socialize to
th¢ néw énvironmént. This présént
study idéntified sévén néw adjustmént
stratégiés: minimizing (doing work that
closély matchés skills and éxpériéncé to
facilitate¢ peérformancé); proving
(working hard to show théir talénts);
giving (providing information or advicé
to insidérs); béfriending (béing opén,
friendly, and helpful towards othérs);
téaming (being visibly involvéd as a
tétam mémbér); éxchanging (trading
résourcés with othér émployéés at
work); and flattéring (béhaving in ways
that maké othérs féel good about
thémselvés), as néwcomér adjustmént
stratégiés. Furthér, proactivé béhaviors
were grouped undeér thrée labels: (1)
changing rol¢ or énvironmént; (2) chan-
ging self; (3) mutual dévélopmeént
(Coopér- Thomas & Burke, 2012).

Whén émployéés éntér into an unfa-
miliar organization contéxt, to bécome
an accépted meémber of thé organization
théy éngagé in a rangé of proactive

béhaviors to change thémsélvés, the
énvironmént or both. But thé choicé of
proactivé béhavior, and its conséqué-
ncés, can dépénd on thé contéxt. For
éxample, séeking féédback on job
pérformancé can bé a moré¢ important
proactivé béhavior for a néwcomér but
léss important to académic répatriatés,
bécausé académic répatriatés pérform
almost thé samé job beéfore and aftér
théir ovérséas assignmént and aré weéll
awaré of théir job and pérformance
méasurés. Furthér, in a high powér-
distancé culturé, whén néwcomérs
adopt proactivé béhavior that attémpts
to change thé work rolé or énvironmént,
this may bé negatively viewed by theéir
supeérvisor and co-workérs. Such proa-
ctiveé attémpts may advérsély afféct théir
co-workér support. In a low powér-
distance culturé this béhavior may bé
positivély viéwéd by othérs, and the
conséquéncés may bé positive. In other
words, thé same proactivé béhavior may
havé différént conséquénceés in différént
contéxts, and may not 1éad to éxpected
outcomes (Saks étal.,2011).

In thé contéxt of répatriation, répatriatés
aré proactive: theéy find possibilitiés to
changé¢ thé contéxt or make usé of thé
contéxt, and attémpt to find nécéssary
information for thé attainmént of
pérsonal and organizational goals
(D¢Fillippi & Arthur, 1994; O’Sullivan
2002). According to O’Sullivan (2002),
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répatriatés’ proactivé béhavior can bé
référréd to as répatriatés’ attémpting to
gain support in ordér to achiévé positive
outcomés. This study définés répatri-
atés’ proactivé béhaviors as répatriatés’
attémpts to changé the répatriation
contéxt, changé thémselvés or change
both in ordér to béttér adjust to théir
répatriation and fit to thé organization.

Féldman and Tompson (1993) invés-
tigatéd thé reélévancé of proactive
béhavior during thé caréér transition of
thréé¢ transition groups: éxpatriatés,
répatriatés, and doméstic géographical
rélocations. This study analyzéd théir
coping stratégiés such as information
séeking, looking for thé positivé sidé of
the job, kééping feelings to thémselvées,
réfraining from télling théir boss about
théir probléms, changing work
procéduré, and working long hours.
Most of thésé proactivé stratégiés
significantly influéncé the indicés of job
adjustmént, such as général satisfaction,
inténtion to rémain and satisfaction with
growth opportunitiés. For ¢éxample,
looking at thé positivé sidé of the
situation positivély influénceés geénéral
satisfaction and inténtion to rémain;
changing procéduré and working long
hours positivély influéncés satisfaction
with growth opportunity. Though this
study supports thé éfféctivénéss of
proactivée béhaviors for béttér
adjustmeént, thé généralizability of this

finding to thé répatriation population is
limitéd, as thé study includéd only 40
répatriatés out 0459 réspondénts.

Thé théorétical work of O’Sullivan
(2002) focusés on thé rolé of répatriatés
and théir proactive béhavior in the
procéss of répatriation adjustmént,
béyond thé organizational réspon-
sibility. O’Sullivan suggésts that
répatriation béhaviors such as social
nétworking and information séeking
aiméd at sécuring répatriation support
ar¢ an altérnativé méans to manage
répatriation transition, and proactive
béhavior is nééded both béfore and aftér
the répatriation. Thé¢ modél suggésts that
proactivé pérsonality charactéristics
that 1éad to proactivé béhaviors are the
prédictors of succéssful répatriation
outcomes. Furthér, this study proposés
that répatriatés who éngagé in proactivé
répatriation béhavior féél more satistied
in théir répatriation transition than thosé
who do not éngagé in proactivé béha-
vior. Along with this liné of argument
Adlér’s (1981) study found 26% of répa-
triatés aré proactive, proactivé répatri-
atés feel satisfied, and quickly adjust to
their répatriation. However, Adlér’s
(1981) study did not providé moré
détails about thé proactivé béhaviors
répatriatés éngaged in.

Prévious studiés highlight that proactive
béhavior énablés répatriatés to adjust to
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théir répatriation éfféctively (Adleér,
1981; Black ét al., 1992; Féldman &
Tompson, 1993). Répatriatés éngagé in
proactivé béhaviour such as job change
négotiation, information sééking,
nétworking and positive framing.
Howéveér thésé proactivé beéhaviours
weére more discusséd in the litératuré on
répatriation and socialization litérature.

Job change negotiation and adjustment

Répatriatés éxpéct a job that better
matcheés théir global éxpértis¢ (Adlér,
1981; Black ét al.,, 1992; Hydér &
Lovblad, 2007), but théy may be
providéd a job irrélévant to their
éxpértis¢ (Lazarova & Cerdin, 2007).
Thére is no émpirical évidénce to show
to what éxtént répatriatés éngage in job
négotiation and to what éxtént this
proactivé béhavior facilitatés théir
adjustmeént. Evidéncé from the
néwcomér adjust-mént litératuré
régarding thé influéncé of job change
négotiation on adjustmént provided
mixéd résults. Gruman et al. (2006)
éxplored that job changé négotiation
positively linkéd with adjustmént
variablés such as commitmént, task
mastéry, social intéraction, and rolé
clarity, but was not rélatéd to thé intén-
tion to rémain, pérson-organization fit,
and job satisfaction. Similarly, Saks ét
al., (2011) found that job changé négo-
tiation was associatéd with task mastery,
rolé clarity, and social intéraction, but

not associatéd with inténtion to rémain,
commitmént, and satisfaction. Furthér,
Ashford & Black (1996) found no
association éithér with job satisfaction
or pérformancé. Thé abové évidénce
suggésts that though job change
négotiation was not diréctly associatéd
with someé adjustmeént indicators, it
facilitatés individuals to adjust th¢ néw
work énvironmeént to a cértain éxtént

An irrélévant job créatés ambiguity and
unceértainty (Black ét al., 1992) which
may incréasé thé fééling of psychol-
ogical discomfort at thé workplace
(Bakkér & Deémeérouti, 2007). This
situation may creéaté as well as incréase
adjustmeént challéngés and stréss (Louis,
1980a, 1980b; Nicholson, 1974; Saks &
Gruman 2012). Individuals attémpt to
changé théir énvironmént éxplicitly to
¢éstablish control ovér thé énvironment
(Béll & Staw, 1989) and to bést fit with
that énvironmént (Coopér-Thomas &
Burke, 2012), and thus individuals aré¢
motivated to change to a job that better
suits théir compéténcy (Nicholson,
1984). Baséd on théorétical éxplana-
tions (Nicholson, 1984; Black ét at.,
1992 Saks ét al., 2012; Bérgér & Cala-
brés¢, 1975) and émpirical résults on
émployéés’ rolé transition adjustmént,
we assumed that proactivé éngagément
of répatriatés in job changé négotiation
¢nablés thém to adjust to répatriation
bétteér.
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Proposition 1: Répatriatés’ who highly
éngagé in job changé négotiation will
béttér adjust to théir répatriation
transition.

Networking and adjustment

Nétworking is an individual’s proactivé
attémpt to dévelop work-related and
social ties with othérs in thé organi-
zation. Employéés with widé and strong
nétworks with othérs insidé and outsidé
of thé organization can find moré
opportunitiés for caréér advan-cémeént.
In addition, wéll-éstablishéd social tiés
providé moré¢ opénings to accumulaté
moré¢ résources for pérsonal and caréér
succéss (Burt, 1997; Carroll & Téo,
1996; Tsai & Ghoshal, 1998). Neét
working énhancés émployées’ 1¢éarning
and séns¢ making of a compléx
situation. In thé procéss of organiza
tional socialization, néwcomeérs’ proa
ctivé béhaviour of nétworking was
positivély rélatéd to théir adjustmént
(Ashford & Black, 1996; Gruman ét al.,
2006; Kim ét al., 2005; Saks ét al.,
2011). The rolé of nétworking in the
adjustmeént procéss of répatriatés has
béén néglécted in émpirical inveésti
gation. But it is suggested that dévéelo
ping nétworks with othérs in thé organi
zation assist répatriatés to bétter adjust
to théir répatriation (DéEFillippi &
Arthur, 1994; O’Sullivan, 2002; Stroh,
1995).

Répatriatés neéd to léarn thé currént
work and non-work rélatéd norms,
valués and béhaviors (Oddou ét al.,
2008). Déveloping nétworks with othérs
providés chancés for moré¢ intéraction
with othérs; a broad range of intéraction
hélps in léarning nécéssary skills and
appropriaté workplacé béhavior (Réic-
hérs, 1987), and it providés résource
réquiréments that facilitaté adjustmeént.
Furthér, intéraction with othérs providés
meéaning to thé uncértain situation and
incréasés theéir satisfaction and thé
quality of théir lifé, which can énablé an
individual to achiévé a béttér fit to théir
organization (Gruman ét al., 20006).
Thus, répatriatés’ proactivé éngagément
in nétworking hélps thém to léarn
appropriaté work and non-work rélatéd
béhavior that énablés thém to réduce
uncértainty and to adjust to théir
répatriation béttér. Baséd on théorétical
éxplanation and émpirical évidéncé we
make thé following proposition:

Proposition 2: Répatriatés’ who highly
éngage in nétworking will bétter adjust
to théir répatriation transition.

Information seeking and adjustment

Seéeking information is a méans of
acquiring knowlédgé about how things
work in and around thé organization,
and what behaviors are éxpécted from a
néw meémbér in thé workplace (Ashford
& Black 1996). Employéés try to réduce
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uncértainty during thé rolé transition
(Van Mannén & Schéin, 1979), and théy
séek information to réducé uncértainty
to mové from an unprédictablé to a
prédictablé énvironmént. Information is
a critical input to thé sénsé-making
procéss that réducés uncértainty and
incréasés a sénsé of control (Black ét al.,
1992; Dérvin, 1983; Louis, 1980b;
Nicholson 1984; Wilson, 2000).

Dérvin (1983) dévélopéd thé sénse-
making approach to éxplaining
information sé¢king béhavior. Sénse-
making référs to how an individual
makes séns¢ of a situation out of an
uncértain contéxt. According to Dérvin
(1983) information séeking beéhavior
consists of four éléménts; a situation, a
gap, an outcome, and a bridgée. The
situation référs to thé contéxt in which
thé information nééd arisés. Thé gap is
thé différéncé bétweéeén thé contéxtual
situation and thé désiréd situation. Thé
outcome¢ is thé résult of undérstanding
the conteéxt, and thé bridge is closing the
gap bétweéen thé currént contéxt and
outcomeés. This approach suggésts that
individuals sé¢k information to achiéve
some goals (Wilson, 2000). Whén an
émployéé movés from oné organization
to anothér organization, thé goal of
information sééking can bé réducing
uncértainty and making séns¢ of thé néw
contéxt (Louis, 1980b; Morrison, 2002;
Nicholson 1984).

Information énablés an individual to
réducé uncértainty-rélatéd psycho-
logical conditions, undérstand réquiré-
ménts and purposé of a job, and thé
réquiréd naturé of rélationships with
organizational meémbérs (Millér &
Jablin, 1991). Information sééking
incréasés léarning and réducés uncér
tainty (Morrison, 2002). Reépatriatés
may seek différént typés of information
from various sourcés (Black étal., 1992;
O’Sullivan, 2002). Répatriatés who
réceived information about théir home
organization wér¢ satisfied with théir
répatriation (Black ét al., 1992).
Providing information about éxpéctéd
task performancé and éxpécted behavi-
oral pattérns in thé workplace incréasés
the chancé of répatriatés déveloping an
accuraté éxpéctation that réduces
répatriation shock (Adleér, 1981; Baughn
1995).Information sééking providés
répatriatés with control over thé énvir-
onmént whéré théy aré, and énablés
thém to béttér adjust to théir répatriation.
This léads to thé néxt proposition:

Proposition 3: Répatriatés who highly
éngagé¢ in information séeking will
béttér adjust to théir répatriation
transition.
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Organizational support and
adjustment

Thé litératuré suggests both eéxpatriatés
and répatriatés suffér during théir
transition tim¢ and upon répatriation
€xpatriatés éxpériéncé more difficultiés
than théir éxpériéncé on éxpatriation.
Réséarch on éxpatriation cléarly éxpla-
ins that éxpatriatés expériénce less stréss
and uncértainty (Muntonét al., 1993)
and bétter adjustmént (Kraimér ét al.,
2001) wheén they aré providéd with the
nécéssary organizational assistancé and
support. A longitudinal study (Takéuchi
¢t al., 2009) on éxpatriation adjustmént
found that pércéivéd organizational
support was positivély associatéd with
both work and général adjustmént.
Providing appropriaté organizational
support during thé foréign stay and upon
répatriation positivély influéncés the
adjustmeént upon répatriation (Black,
Gregeérsen ét al., 1992). Howard (1974)
émphasizés the rolé of the organization
in minimizing ré-éntry adjustmént
difficulties. Howéveér thé émpirical rés-
¢arch on thé influéncé of social organi-
zational factors on répatriation adjust-
ment is lacking. Though litératuré pro-
posés organizational support facili-taté
répatriation adjustmeént, émpirical évid-
énce on the diréct link bétweéén organi-
zational support and répatriation adju-
stmént is lacking. Thus, I proposé that:

Proposition 4: Répatriatés who

pérceéive high organizational support
will béttér adjust to théir répatriation
transition.

Co-workers’ support and ad-
justment

Répatriatés may bé pércéived wrongly
/mégatively by théir co-workérs and
tréated accordingly. In Japan, répatriatés
aré viewed as outsidé mémbérs and aré
givén a néw négative title “kokusaijin”
(“an intérnational pérson”), which inférs
that thé ovérséas éxpériéncé infécts théir
original valués (Hurn, 1999). Though
this issué¢ has not béén widély émpi-
rically téstéd, an éarly study (Gama &
Pédérsen, 1977) investigateéd this issue
among Brazilian réturnéés who réturnéd
from theéir graduaté studiés in US and
found that réturnéés (Univérsity pro-
féssors) éxpériénceéd péérs’ proféssi-
onal jéalousy.

Répatriatés réturning to théir home
organization wheéré théy had beéén
working préviously nééd to undérgo a
socialization (ré-socialization) procéss
which includés léarning thé procéss and
systétm, and ré-adopting thé organi-
zation’s formal and informal norms and
valués (Oddou ét al., 2008). Through thé
socialization procéss répatriatés try to
undérstand and acquiré¢ thé béhaviour
and attitudés of thé organizational
mémbérs, and bécomé accépted
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meémbers of thé group. Répatriatés take
timé to socializé to thé norms, valués
and customs of théir homé country
culturé (Sussman, 2000). Thé litératuré
suggésts that this procéss is usually
painful and that support from othérs can
réduce this pain, but that thé attitudés
and béhaviors of organizational
meémbeérs may also maké this procéss
véry painful and difficult. Péérs may
féar the répatriatés as théy fé¢l that théseé
répatriatés havé béttéréd thémsélvés and
théir préséncé may hindér théir own
progréss or thréatén théir éxisting status.
Thus théy aré not réady to accépt thém.
This behavioral issu¢ is common in thé
organizational sétting générally, but
répatriatés pérce€ive it as a sévere pro-
blém as théy éxpériénce various adjus-
tmént issués upon théir répatriation
(Howard, 1974) and in turn this may
incréasé challéngés in théir procéss of
adjustmént. Adlér (1981) also found this
typ¢ of organizational réspons¢ in
régard to accépting néw talénts and
labeled it “xénophobic' résponse’. Thus,
this study proposés thé¢ following
hypothésis:

Proposition 5: Répatriatés who pérc-
€ivé mor¢ co-workeér support will béttér
adjust to théir répatriation transition.

Individual and situational vari-
ables and adjustment

Thé influéncé of agé on répatriation
adjustmént was not cléar. Oldér
émployéés ar¢ well awaré of thé home
country contéxt and ablé to undérstand
th¢ naturé of thé changés upon theéir
répatriation théréforé ageé has a positive
influéncé on thé répatriation adjustmeént
(Black and Gregérsen 1991; Black
1994; Cox 2004; Hydér and Lovblad
2007).0On thé othér hand,Suutari and
Vilimaa (2002)réportéd that agé has a
négativeé influéncé on adjustmént.

Léngth of timé on ovérséas assignmeént
influéncés thé probléms répatriatés face
upon théir répatriation(Harvéy 1982).
Black, Grégérsén ét al. (1992) proposé
that long stay in foréign country
influéncés éxpéctations of répatriatés
and their adjustmeénts. But thé émpirical
¢vidénce in this régard is inconsistént.
While (Black & Grégérsén 1991)
réportéd that léngth of thé périod on
foréign assignmeént négatively influ-
éncés work adjustmeént but not a général
or intéraction adjustmeént. Grégersén
and Stroh (1997) Suutari and Vélimaa
(2002) réportéd léngth of timé néga-
tively influéncés on général adjustment
but not work or intéraction adjustmént.
Howéver, Grégérsén and Stroh (1997)
notéd that thé léngth of intérnational
assignment did not influéncé on général
adjustmeént.
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Litératuré suggests that pérsonality
charactéristics also influéncé répatri-
ation adjustmeént. Black, Grégérsén ét al.
(1992, 1999); Vidal et al., (2007)
suggést sélf-éfficacy positively influe-
nces on répatriation adjustmeént wheéréas
O’Sullivan (2002) suggésts that “Big
Five” pérsonality charactéristics: éxtra-
version, consciéntiousnéss, openness to
éxpériéncé, émotional stability, or
agrééablénéss influéncé répatriation
transition outcomeés through répatria-
tés’ protéan behaviour. Thé optimistic
répatriatés adjust thé énvironmént and
¢asily advancé in théir caréér (Jassa-
walla and Sashittal 2011). Théréfore,
pérsonality charactéristics provide
différént lével of énérgy to copé the
répatriation adjustmeént. Drawing on
thése argumeénts, we propose that:

Proposition 6: individual variablés
such as agé, léngth of ovérséas stay and
pérsonality, influéncé répatriation
adjustmeént.

Repatriation adjustment & kno-
wledge sharing

“In thé knowlédge sociéty, eéxpatriatés
and répatriatés bécomé éxportérs,
importérs and local tradérs of éxpértisé
and knowlédgeé, thé most précious
résourcé of all” (Inkson ét al., 1997,
p-355). Répatriatés ar¢ with a wealth of
différént kind of knowlédgé (Lazarova

& Tarique 2005) and aré considéred as ‘a
sourcé of long térm compétitivé
advantagé’ (Downés & Thomas 1999;
Antal 2001). Théréfore, knowlédge
sharing bétwéén éxpatriatés, répatriatés
and organizational mémbérs incréases
global pérformancé of intérnational
organizations.

In practicé, répatriatés éxpeériénce
unsupportivé énvironment upon théir
répatriation. Répatriatés aré réturning
to théir homé organization with the
inténtion to sharé théir knowlédgé and
contributé¢ to organizational dévelo-
pmént (Lazarova and Cérdin 2007) but,
unsupportivé organizational énviron-
mént makés thém feéel théir knowledge
and éxpértis¢ aré complétely ignored.
Adlér (1981) lab¢lled this unsu-pportive
énvironmeént as “xénophobic résponse¢”
that préveénts thé organization from
acquiring néw knowlédgé from théir
répatriatés. Also réséarchérs sug-gést
organizations fail to make usé of répa-
triatés knowlédgeé and eéxpériénce
(Harvey1989), and thus “most com-
paniés get anaémic réturns on théir éxpat
invéstments” (Black & Grégersén,
1999,p.53)

Thé organizational énvironmént and
support influéncé individuals to bé
motivatéd to sharé théir knowlédge
(Adlér 1981; Lazarova and Tariqué
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2005). Misundérstanding and lack of
trust bétweéén répatriatés and organi-
zational mémbérs, unsupportivé organ-
izational énvironmént, négativé attitu-
dés of organizational mémbérs in réla-
tion to accépting and valuing répatriatés’
knowledgeé négativély afféct théir
knowlédgé sharing(Oddou, Osland ét al.
2008). Whén répatriatés aré provided
with an appropriaté organizational
énvironmént that énablés thém to béttér
adjust to thé énvironmént, théy aré¢ moti-
vatéd to sharé théir knowlédge. Efféc-
tivé répatriation managément léads to
béttér utilization of répatriatéd knowle-
dge (Néwton ét al., 2007). Also Néwton
¢t al. (2007) suggest that répatriation
adjustmént positively influéncés répa-
triatés knowlédge sharing bé haviour.

Inéquity pérceéption of répatriatés may
influéncé théir knowlédgeé sharing
Adams (1965) found that
émployéés comparé théir input/output
ratios with théir co-workeérs and if theére

béhaviour.

is inéquity, théy try to réach an equity
position by réducing théir input or
incréasing théir output. Employéés may
réduce théir input by not émploying all
theé résourcés théy havé and réducing
théir pérformancé 1ével. As répatriatés
éntér into thé home organization with a
feeling that théy havé intérnational
éxpérience, théir knowlédge, skill and
attitudés aré¢ valuablé and uniqué than
that of théir co-workérs, théy éxpéct

their éxpériéncé and knowlédge to beé
valuéd with réspéct, caréér advanc-
émént opportunitiés and work autonomy
upon their répatriation. In othér words
théy éxpéct morée output to équalize théir
incréas¢ input. Howévér, upon théir
répatriation, if répatriatés aré not
réspectéd or acceptéd by organizational
mémbeérs (Adlér, 1981) and theéir
knowlédgeé and éxpériénce aré undér-
minéd coupléd with lack of caréer
dévelopmént opportunitiés (Paik, ét al.
2002), théy might bécomé uncomf-
ortablé and éxpériéncé distréss and
difficultiés to adjust.  Théréfore,
répatriatés may feéél that though théy
haveé more input than othérs théy aré not
providéd with moré output than othérs
(inéquity) and may réduce théir input in
the possible and eéasiést way of not
sharing théir uniqué and valuablé know-
lédgé to thé organizational mémbérs in
ordér to maintain équity. This léads to
thé formulation of thé proposition:

Proposition 7: Béttér répatriation
adjustmeént will résult in répatriatés’
béttér knowlédge sharing

Thé following modél (figuré 1) shows
thé variablés that influéncé répatriation
adjustment that résult in knowlédge
sharing.

This study proposés propositions and
providés a théorétical modél that
éxplains how individual, group and
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organizational lével variablés influénce
on répatriaté’s knowlédgeé sharing
béhaviour baséd on both théorétical and
émpirical évidéncés. According to this
modél whén répatriatés activély éngage
in proactivé béhaviour and théy pércéive
co-workérs and thé organization
éxténding théir full support during théir
répatriation transition the¢y béttér adjust

to théir répatriation transition. In
addition to this, individual variablés
such as agé, géndér, pérsonality and
léngth of ovérséas stay also influénce
répatriation adjustmént. Whén répatri-
atés béttér adjust théir répatria-tion they
aré motivatéd to sharé their knowledge.

Figure 1: Repatriation adjustment model

J(?b Chapge Pérsonal and
negotiation . .

situational

variablés
Nétworking

y
Information Répatriation Knowledge
secking adjustmeént sharing
Coworker
support
Organizational
support
4.0 conclusion nétworking, co-workér support and

This study proposés multiléevel eéffort
(individual lévél, group Ilévél and
organizational lével) that facilitatés
répatriation adjustmént and its conse-
quénces. According to uncértainty
réduction théory cognitivé and sénsé
making théory and organizational
socialization théory répatriatés’ proa-
ctivé behavior such as job change
négotiation, information sééking and

organizational support facilitate
répatriation adjustmént and succéssful
adjustmént incréasé répatriatés’ intén-
tion to shar¢ théir knowledge.

Thé proposéd model suggésts that
individuals nééd to také thé nécéssary
stéps to oveércomé thé adjustmént
difficultiés. This study provideés insights
into how répatriatés can oveércomé theéir
répatriation challéngés by taking theéir
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own stéps rathér than blaming or
dépénding on thé organization. In
addition to thé individual 1évél éffort,
this study stréssés group lével and
organizational lével éfforts for bétter
répatriation manageémeént. In ordér to
maximize thé usé of bést talént, organi-
zations should providé thé néceéssary
support and nééds to éncouragé éxisting
mémbérs to support répatriatés to €énablé
thém adjust to théir work and non-work
énvironmeént. This study providés idéas
to thé organization for créating an
appropriaté organizational climaté to
facilitate répatriation adjustmént and
providés insights for déveloping
appropriaté training programs and adju-
stmént support systéms that ¢as¢ the
inévitablé adjustmént challéngés during
the répatriation transition périod.

Litératuré on IHRM providés répatria-
tion adjustmént mod¢ls that proposé a
numbér of variablés closély rélated to
on¢ group of répatriatés; répatriatés in
multinational companiés. Thés¢ varia-
blés may not bé mor¢ suitablé to undér-
stand the répatriation procéss of othér
répatriatés othér than multinational
companiés bécaus¢ thé organizational
énvironmént and purposé¢ of éxpatria-
tion and répatriation might bé différént.
Thé¢ model proposéd in this study
includés thé variablés suitable for all
répatriatés of any typé of organizations.
Thésé variableés weéré drawn from the
litératuré focusing on néwcomeér

adjustment, éxpatriation and répatria-
tion adjustmént of businéss émployéés.
Thé proposéd rélationships among thé
séléctéd variablés weéré supportéd by
well-déveloped théoriés in thé field of
communication (uncértainty réduction
théory) and organizational psychology
(organizational socialization and
cognitive and sénsé making théory).
Furthér this modél includés thé key
organizational succéss variablé (kno-
wlédge sharing) as an outcomé of
successful répatriation adjustment. This
papér proposéd a simplé modél that
providés a foundation for furthér
théorétical and émpirical réséarch in this
aréa.

In addition to providing a général modél
for répatriation adjustmeént, our réséarch
has put forward néw quéstions in nééd of
furthér invéstigation. To validaté this
modél furthér émpirical invéstigation in
différént cultural contéxts aré réquiréd.
To broadén thé éxisting litératuré in
répatriation, réséarchérs nééd to
émpirically tést this modél among
différént group of répatriates. Furthér,
this study propos¢ that organization and
co-worker support facilitaté répatriation
adjustmeént; théréfore, théré is a nééd for
furthér réséarch to béttér undérstand
what kinds of organization and co-
workér support to bé providéd to
facilitaté répatriatés to béttér adjust théir
répatriation transition.
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