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AbstractInternational 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

2.0 Theoretical Background

In recent years, an increasing number of
professionals view international assignments as an opportunity for career
development and take steps to acquire
such experience with the belief that this
will increase their career prospects in
their institution as well as in the global
job market (Richardson &Zikic, 2007).
For example, universities themselves
view academics with international experience as a valuable asset (Welch, 1997,
2005). Providing an expatriate experience to academics is considered a longterm investment by the university. Many
organizations invest large amounts of
money to provide international
experience and to develop their talent
pool. The IHRM literature widely discusses the issues of repatriation of employees in multinational companies. This
literature mainly focuses on job related
variables in relation to repatriation adjustment of business employees at headquarters having completed their assignment at their subsidiary. However, these
variables may not be more suitable 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.

Theories that explain the socialization
process; Uncertainty reduction theory
(Berger & Calabrese, 1975, 1982), soci
alization tactics theory (Van Maanen
and Schein, 1979), and cognitive and
sense making theory (Louis, 1980b)
explain how an individual adjusts to a
new environment. Socialization tactics
theory focuses on the organization’s role
and the set of tactics that help the new
comer to get to know the environment.
Uncertainty reduction theory and
cognitive and sense making theory focus
on the individual’s needs for learning to
adjust to the new environment. These
two theories jointly explain that when
individuals enters a new environment,
they feel surprised and uncertain. To
reduce uncertainty and make sense of
the environment, they need to adjust
themselves to the environment or adjust
the environment to fit them. These two
theories highlight both the role of social
support and individual proactive
behaviour in adjusting to the new
environment. Further, the socialization
tactics theory clearly states that
unsuccessful adjustment leads to
newcomer intention to leave the
organization. Repatriates’ proactive
behaviour, perceived social and organizational support influence on repatriation adjustment and repatriation adjustment influence on repatriates’ turnover.
The organization uses tactics to
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facilitate new members to understand
the environment and become an acceptable member of the organization. Successful socialization leads to repatriate’s intention to share knowledge.

3.0 Literature Review
Repatriates’ proactive behavior
and adjustment
Uncertainty reduction theory and
cognitive and sense making theory
explain that when an individual enters a
new environment, they feel surprised
and uncertain. To reduce uncertainty and
make sense of the environment, they
need to adjust themselves to the
environment or adjust the environment
to fit them. These two theories argue that
uncertainty upon repatriation motivates
repatriates to engage in proactive
behaviour and by engaging in proactive
behaviour, repatriates learn the environment and are able to appropriately
adjust through uncertainty reduction and
sense making.

Socialization tactics can be used to ease
the adjustment process when a repatriate
returns to their home organization. Both
individuals and organizations use tactics
to reduce uncertainty and adjust to the
new environment. When repatriates
experience difficulties adjusting to the
new environment it may result in an
intention to leave the organization.
Socialization Tactics Theory mainly
suggests that attempts at the organizational level are needed for repatriates to
socialize/adjust to the new environment
and unsuccessful adjustment may result
in the individual’s intention to quit the
organization. Uncertainty Theory, and
Cognitive and Sense Making Theory
explain why and how a repatriate adjusts
to a new environment and how individual involvement and social support
(co-worker and organization) facilitate
this. Active individual involvement in
the form of proactive behaviour,
together with co-worker support and
organizational support, reduces the
uncertainty. Repatriates may be reluctant to share their knowledge if they are
unable to make sense of their new
environment and reduce uncertainty.

Journal of Business Studies, 4 (2)

Ashford and Black (1996) identified
seven types of proactive behavior that
individuals can use when they enter into
a new organization. These proactive
behaviors were: (i) information seeking
- searching out information to understand the situation; (ii) feedback seeking
- attempting to seek feedback around
work performance; (iii) general socializing - developing harmonious relationships with others in the workplace; (iv)
building relationship with the boss establishing a valuable relationship with
the boss; (v) positive framing - seeing
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the positive side of the situation; (vi)
networking - developing ties with others
in different parts of the organization;
(vii) negotiating - attem-pting to change
the job or job demands.

behaviors to change themselves, the
environment or both. But the choice of
proactive behavior, and its consequences, can depend on the context. For
example, seeking feedback on job
performance can be a more important
proactive behavior for a newcomer but
less important to academic repatriates,
because academic repatriates perform
almost the same job before and after
their overseas assignment and are well
aware of their job and performance
measures. Further, in a high powerdistance culture, when newcomers
adopt proactive behavior that attempts
to change the work role or environment,
this may be negatively viewed by their
supervisor and co-workers. Such proactive attempts may adversely affect their
co-worker support. In a low powerdistance culture this behavior may be
positively viewed by others, and the
consequences may be positive. In other
words, the same proactive behavior may
have different consequences in different
contexts, and may not lead to expected
outcomes (Saks et al., 2011).

Cooper-Thomas et al. (2012)conducted
a study among newcomers (experienced), and identified 19 proactive
strategies that they used to socialize to
the new environment. This present
study identified seven new adjustment
strategies: minimizing (doing work that
closely matches skills and experience to
facilitate performance); proving
(working hard to show their talents);
giving (providing information or advice
to insiders); befriending (being open,
friendly, and helpful towards others);
teaming (being visibly involved as a
team member); exchanging (trading
resources with other employees at
work); and flattering (behaving in ways
that make others feel good about
themselves), as newcomer adjustment
strategies. Further, proactive behaviors
were grouped under three labels: (1)
changing role or environment; (2) changing self; (3) mutual development
(Cooper- Thomas & Burke, 2012).

In the context of repatriation, repatriates
are proactive: they find possibilities to
change the context or make use of the
context, and attempt to find necessary
information for the attainment of
personal and organizational goals
(DeFillippi & Arthur, 1994; O’Sullivan
2002). According to O’Sullivan (2002),

When employees enter into an unfamiliar organization context, to become
an accepted member of the organization
they engage in a range of proactive
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repatriates’ proactive behavior can be
referred to as repatriates’ attempting to
gain support in order to achieve positive
outcomes. This study defines repatriates’ proactive behaviors as repatriates’
attempts to change the repatriation
context, change themselves or change
both in order to better adjust to their
repatriation and fit to the organization.

finding to the repatriation population is
limited, as the study included only 40
repatriates out of 459 respondents.
The theoretical work of O’Sullivan
(2002) focuses on the role of repatriates
and their proactive behavior in the
process of repatriation adjustment,
beyond the organizational responsibility. O’Sullivan suggests that
repatriation behaviors such as social
networking and information seeking
aimed at securing repatriation support
are an alternative means to manage
repatriation transition, and proactive
behavior is needed both before and after
the repatriation. The model suggests that
proactive personality characteristics
that lead to proactive behaviors are the
predictors of successful repatriation
outcomes. Further, this study proposes
that repatriates who engage in proactive
repatriation behavior feel more satisfied
in their repatriation transition than those
who do not engage in proactive behavior. Along with this line of argument
Adler’s (1981) study found 26% of repatriates are proactive, proactive repatriates feel satisfied, and quickly adjust to
their repatriation. However, Adler’s
(1981) study did not provide more
details about the proactive behaviors
repatriates engaged in.

Feldman and Tompson (1993) investigated the relevance of proactive
behavior during the career transition of
three transition groups: expatriates,
repatriates, and domestic geographical
relocations. This study analyzed their
coping strategies such as information
seeking, looking for the positive side of
the job, keeping feelings to themselves,
refraining from telling their boss about
their problems, changing work
procedure, and working long hours.
Most of these proactive strategies
significantly influence the indices of job
adjustment, such as general satisfaction,
intention to remain and satisfaction with
growth opportunities. For example,
looking at the positive side of the
situation positively influences general
satisfaction and intention to remain;
changing procedure and working long
hours positively influences satisfaction
with growth opportunity. Though this
study supports the effectiveness of
proactive behaviors for better
adjustment, the generalizability of this
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Previous studies highlight that proactive
behavior enables repatriates to adjust to
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their repatriation effectively (Adler,
1981; Black et al., 1992; Feldman &
Tompson, 1993). Repatriates engage in
proactive behaviour such as job change
negotiation, information seeking,
networking and positive framing.
However these proactive behaviours
were more discussed in the literature on
repatriation and socialization literature.

not associated with intention to remain,
commitment, and satisfaction. Further,
Ashford & Black (1996) found no
association either with job satisfaction
or performance. The above evidence
suggests that though job change
negotiation was not directly associated
with some adjustment indicators, it
facilitates individuals to adjust the new
work environment to a certain extent

Job change negotiation and adjustment

An irrelevant job creates ambiguity and
uncertainty (Black et al., 1992) which
may increase the feeling of psychological discomfort at the workplace
(Bakker & Demerouti, 2007). This
situation may create as well as increase
adjustment challenges and stress (Louis,
1980a, 1980b; Nicholson, 1974; Saks &
Gruman 2012). Individuals attempt to
change their environment explicitly to
establish control over the environment
(Bell & Staw, 1989) and to best fit with
that environment (Cooper-Thomas &
Burke, 2012), and thus individuals are
motivated to change to a job that better
suits their competency (Nicholson,
1984). Based on theoretical explanations (Nicholson, 1984; Black et at.,
1992 Saks et al., 2012; Berger & Calabrese, 1975) and empirical results on
employees’ role transition adjustment,
we assumed that proactive engagement
of repatriates in job change negotiation
enables them to adjust to repatriation
better.

Repatriates expect a job that better
matches their global expertise (Adler,
1981; Black et al., 1992; Hyder &
Lövblad, 2007), but they may be
provided a job irrelevant to their
expertise (Lazarova & Cerdin, 2007).
There is no empirical evidence to show
to what extent repatriates engage in job
negotiation and to what extent this
proactive behavior facilitates their
adjustment. Evidence from the
newcomer adjust-ment literature
regarding the influence of job change
negotiation on adjustment provided
mixed results. Gruman et al. (2006)
explored that job change negotiation
positively linked with adjustment
variables such as commitment, task
mastery, social interaction, and role
clarity, but was not related to the intention to remain, person-organization fit,
and job satisfaction. Similarly, Saks et
al., (2011) found that job change negotiation was associated with task mastery,
role clarity, and social interaction, but
Journal of Business Studies, 4 (2)
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Proposition 1: Repatriates’ who highly
engage in job change negotiation will
better adjust to their repatriation
transition.

Repatriates need to learn the current
work and non-work related norms,
values and behaviors (Oddou et al.,
2008). Developing networks with others
provides chances for more interaction
with others; a broad range of interaction
helps in learning necessary skills and
appropriate workplace behavior (Reichers, 1987), and it provides resource
requirements that facilitate adjustment.
Further, interaction with others provides
meaning to the uncertain situation and
increases their satisfaction and the
quality of their life, which can enable an
individual to achieve a better fit to their
organization (Gruman et al., 2006).
Thus, repatriates’ proactive engagement
in networking helps them to learn
appropriate work and non-work related
behavior that enables them to reduce
uncertainty and to adjust to their
repatriation better. Based on theoretical
explanation and empirical evidence we
make the following proposition:

Networking and adjustment
Networking is an individual’s proactive
attempt to develop work-related and
social ties with others in the organization. Employees with wide and strong
networks with others inside and outside
of the organization can find more
opportunities for career advan-cement.
In addition, well-established social ties
provide more openings to accumulate
more resources for personal and career
success (Burt, 1997; Carroll & Teo,
1996; Tsai & Ghoshal, 1998). Net
working enhances employees’ learning
and sense making of a complex
situation. In the process of organiza
tional socialization, newcomers’ proa
ctive behaviour of networking was
positively related to their adjustment
(Ashford & Black, 1996; Gruman et al.,
2006; Kim et al., 2005; Saks et al.,
2011). The role of networking in the
adjustment process of repatriates has
been neglected in empirical investi
gation. But it is suggested that develo
ping networks with others in the organi
zation assist repatriates to better adjust
to their repatriation (DeFillippi &
Arthur, 1994; O’Sullivan, 2002; Stroh,
1995).

Journal of Business Studies, 4 (2)

Proposition 2: Repatriates’ who highly
engage in networking will better adjust
to their repatriation transition.
Information seeking and adjustment
Seeking information is a means of
acquiring knowledge about how things
work in and around the organization,
and what behaviors are expected from a
new member in the workplace (Ashford
& Black 1996). Employees try to reduce
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uncertainty during the role transition
(Van Mannen & Schein, 1979), and they
seek information to reduce uncertainty
to move from an unpredictable to a
predictable environment. Information is
a critical input to the sense-making
process that reduces uncertainty and
increases a sense of control (Black et al.,
1992; Dervin, 1983; Louis, 1980b;
Nicholson 1984; Wilson, 2000).

Information enables an individual to
reduce uncertainty-related psychological conditions, understand requirements and purpose of a job, and the
required nature of relationships with
organizational members (Miller &
Jablin, 1991). Information seeking
increases learning and reduces uncer
tainty (Morrison, 2002). Repatriates
may seek different types of information
from various sources (Black et al., 1992;
O’Sullivan, 2002). Repatriates who
received information about their home
organization were satisfied with their
repatriation (Black et al., 1992).
Providing information about expected
task performance and expected behavioral patterns in the workplace increases
the chance of repatriates developing an
accurate expectation that reduces
repatriation shock (Adler, 1981; Baughn
1995).Information seeking provides
repatriates with control over the environment where they are, and enables
them to better adjust to their repatriation.
This leads to the next proposition:

Dervin (1983) developed the sensemaking approach to explaining
information seeking behavior. Sensemaking refers to how an individual
makes sense of a situation out of an
uncertain context. According to Dervin
(1983) information seeking behavior
consists of four elements; a situation, a
gap, an outcome, and a bridge. The
situation refers to the context in which
the information need arises. The gap is
the difference between the contextual
situation and the desired situation. The
outcome is the result of understanding
the context, and the bridge is closing the
gap between the current context and
outcomes. This approach suggests that
individuals seek information to achieve
some goals (Wilson, 2000). When an
employee moves from one organization
to another organization, the goal of
information seeking can be reducing
uncertainty and making sense of the new
context (Louis, 1980b; Morrison, 2002;
Nicholson 1984).

Journal of Business Studies, 4 (2)

Proposition 3: Repatriates who highly
engage in information seeking will
better adjust to their repatriation
transition.
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perceive high organizational support
will better adjust to their repatriation
transition.

Organizational support and
adjustment
The literature suggests both expatriates
and repatriates suffer during their
transition time and upon repatriation
expatriates experience more difficulties
than their experience on expatriation.
Research on expatriation clearly explains that expatriates experience less stress
and uncertainty (Muntonet al., 1993)
and better adjustment (Kraimer et al.,
2001) when they are provided with the
necessary organizational assistance and
support. A longitudinal study (Takeuchi
et al., 2009) on expatriation adjustment
found that perceived organizational
support was positively associated with
both work and general adjustment.
Providing appropriate organizational
support during the foreign stay and upon
repatriation positively influences the
adjustment upon repatriation (Black,
Gregersen et al., 1992). Howard (1974)
emphasizes the role of the organization
in minimizing re-entry adjustment
difficulties. However the empirical research on the influence of social organizational factors on repatriation adjustment is lacking. Though literature proposes organizational support facili-tate
repatriation adjustment, empirical evidence on the direct link between organizational support and repatriation adjustment is lacking. Thus, I propose that:
Proposition 4: Repatriates who
Journal of Business Studies, 4 (2)

Co-workers’ support and adjustment
Repatriates may be perceived wrongly
/negatively by their co-workers and
treated accordingly. In Japan, repatriates
are viewed as outside members and are
given a new negative title “kokusaijin”
(“an international person”), which infers
that the overseas experience infects their
original values (Hurn, 1999). Though
this issue has not been widely empirically tested, an early study (Gama &
Pedersen, 1977) investigated this issue
among Brazilian returnees who returned
from their graduate studies in US and
found that returnees (University professors) experienced peers’ professional jealousy.
Repatriates returning to their home
organization where they had been
working previously need to undergo a
socialization (re-socialization) process
which includes learning the process and
system, and re-adopting the organization’s formal and informal norms and
values (Oddou et al., 2008). Through the
socialization process repatriates try to
understand and acquire the behaviour
and attitudes of the organizational
members, and become accepted
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members of the group. Repatriates take
time to socialize to the norms, values
and customs of their home country
culture (Sussman, 2000). The literature
suggests that this process is usually
painful and that support from others can
reduce this pain, but that the attitudes
and behaviors of organizational
members may also make this process
very painful and difficult. Peers may
fear the repatriates as they feel that these
repatriates have bettered themselves and
their presence may hinder their own
progress or threaten their existing status.
Thus they are not ready to accept them.
This behavioral issue is common in the
organizational setting generally, but
repatriates perceive it as a severe problem as they experience various adjustment issues upon their repatriation
(Howard, 1974) and in turn this may
increase challenges in their process of
adjustment. Adler (1981) also found this
type of organizational response in
regard to accepting new talents and
labeled it ‘xenophobic' response’. Thus,
this study proposes the following
hypothesis:

Individual and situational variables and adjustment
The influence of age on repatriation
adjustment was not clear. Older
employees are well aware of the home
country context and able to understand
the nature of the changes upon their
repatriation therefore age has a positive
influence on the repatriation adjustment
(Black and Gregersen 1991; Black
1994; Cox 2004; Hyder and Lövblad
2007).On the other hand,Suutari and
Välimaa (2002)reported that age has a
negative influence on adjustment.
Length of time on overseas assignment
influences the problems repatriates face
upon their repatriation(Harvey 1982).
Black, Gregersen et al. (1992) propose
that long stay in foreign country
influences expectations of repatriates
and their adjustments. But the empirical
evidence in this regard is inconsistent.
While (Black & Gregersen 1991)
reported that length of the period on
foreign assignment negatively influences work adjustment but not a general
or interaction adjustment. Gregersen
and Stroh (1997) Suutari and Välimaa
(2002) reported length of time negatively influences on general adjustment
but not work or interaction adjustment.
However, Gregersen and Stroh (1997)
noted that the length of international
assignment did not influence on general
adjustment.

Proposition 5: Repatriates who perceive more co-worker support will better
adjust to their repatriation transition.

Journal of Business Studies, 4 (2)
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Literature suggests that personality
characteristics also influence repatriation adjustment. Black, Gregersen et al.
(1992, 1999); Vidal et al., (2007)
suggest self-efficacy positively influences on repatriation adjustment whereas
O’Sullivan (2002) suggests that “Big
Five” personality characteristics: extraversion, conscientiousness, openness to
experience, emotional stability, or
agreeableness influence repatriation
transition outcomes through repatriates’ protean behaviour. The optimistic
repatriates adjust the environment and
easily advance in their career (Jassawalla and Sashittal 2011). Therefore,
personality characteristics provide
different level of energy to cope the
repatriation adjustment. Drawing on
these arguments, we propose that:

& Tarique 2005) and are considered as ‘a
source of long term competitive
advantage’ (Downes & Thomas 1999;
Antal 2001). Therefore, knowledge
sharing between expatriates, repatriates
and organizational members increases
global performance of international
organizations.
In practice, repatriates experience
unsupportive environment upon their
repatriation. Repatriates are returning
to their home organization with the
intention to share their knowledge and
contribute to organizational development (Lazarova and Cerdin 2007) but,
unsupportive organizational environment makes them feel their knowledge
and expertise are completely ignored.
Adler (1981) labelled this unsu-pportive
environment as “xenophobic response”
that prevents the organization from
acquiring new knowledge from their
repatriates. Also researchers sug-gest
organizations fail to make use of repatriates knowledge and experience
(Harvey1989), and thus “most companies get anaemic returns on their expat
investments” (Black & Gregersen,
1999, p.53)

Proposition 6: individual variables
such as age, length of overseas stay and
personality, influence repatriation
adjustment.

Repatriation adjustment & knowledge sharing
“In the knowledge society, expatriates
and repatriates become exporters,
importers and local traders of expertise
and knowledge, the most precious
resource of all” (Inkson et al., 1997,
p.355). Repatriates are with a wealth of
different kind of knowledge (Lazarova

Journal of Business Studies, 4 (2)

The organizational environment and
support influence individuals to be
motivated to share their knowledge
(Adler 1981; Lazarova and Tarique
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2005). Misunderstanding and lack of
trust between repatriates and organizational members, unsupportive organizational environment, negative attitudes of organizational members in relation to accepting and valuing repatriates’
knowledge negatively affect their
knowledge sharing(Oddou, Osland et al.
2008). When repatriates are provided
with an appropriate organizational
environment that enables them to better
adjust to the environment, they are motivated to share their knowledge. Effective repatriation management leads to
better utilization of repatriated knowledge (Newton et al., 2007). Also Newton
et al. (2007) suggest that repatriation
adjustment positively influences repatriates knowledge sharing be haviour.

their experience and knowledge to be
valued with respect, career advancement opportunities and work autonomy
upon their repatriation. In other words
they expect more output to equalize their
increase input. However, upon their
repatriation, if repatriates are not
respected or accepted by organizational
members (Adler, 1981) and their
knowledge and experience are undermined coupled with lack of career
development opportunities (Paik, et al.
2002), they might become uncomfortable and experience distress and
difficulties to adjust.
Therefore,
repatriates may feel that though they
have more input than others they are not
provided with more output than others
(inequity) and may reduce their input in
the possible and easiest way of not
sharing their unique and valuable knowledge to the organizational members in
order to maintain equity. This leads to
the formulation of the proposition:

Inequity perception of repatriates may
influence their knowledge sharing
behaviour. Adams (1965) found that
employees compare their input/output
ratios with their co-workers and if there
is inequity, they try to reach an equity
position by reducing their input or
increasing their output. Employees may
reduce their input by not employing all
the resources they have and reducing
their performance level. As repatriates
enter into the home organization with a
feeling that they have international
experience, their knowledge, skill and
attitudes are valuable and unique than
that of their co-workers, they expect

Journal of Business Studies, 4 (2)

Proposition 7: Better repatriation
adjustment will result in repatriates’
better knowledge sharing
The following model (figure 1) shows
the variables that influence repatriation
adjustment that result in knowledge
sharing.
This study proposes propositions and
provides a theoretical model that
explains how individual, group and
-92-
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organizational level variables influence
on repatriate’s knowledge sharing
behaviour based on both theoretical and
empirical evidences. According to this
model when repatriates actively engage
in proactive behaviour and they perceive
co-workers and the organization
extending their full support during their
repatriation transition they better adjust

to their repatriation transition. In
addition to this, individual variables
such as age, gender, personality and
length of overseas stay also influence
repatriation adjustment. When repatriates better adjust their repatria-tion they
are motivated to share their knowledge.

Figure 1: Repatriation adjustment model
Job Change
negotiation

Personal and
situational
variables

Networking
Information
seeking

Repatriation
adjustment

Knowledge
sharing

Coworker
support
Organizational
support
networking, co-worker support and
organizational support facilitate
repatriation adjustment and successful
adjustment increase repatriates’ intention to share their knowledge.

4.0 conclusion
This study proposes multilevel effort
(individual level, group level and
organizational level) that facilitates
repatriation adjustment and its consequences. According to uncertainty
reduction theory cognitive and sense
making theory and organizational
socialization theory repatriates’ proactive behavior such as job change
negotiation, information seeking and

Journal of Business Studies, 4 (2)

The proposed model suggests that
individuals need to take the necessary
steps to overcome the adjustment
difficulties. This study provides insights
into how repatriates can overcome their
repatriation challenges by taking their
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own steps rather than blaming or
depending on the organization. In
addition to the individual level effort,
this study stresses group level and
organizational level efforts for better
repatriation management. In order to
maximize the use of best talent, organizations should provide the necessary
support and needs to encourage existing
members to support repatriates to enable
them adjust to their work and non-work
environment. This study provides ideas
to the organization for creating an
appropriate organizational climate to
facilitate repatriation adjustment and
provides insights for developing
appropriate training programs and adjustment support systems that ease the
inevitable adjustment challenges during
the repatriation transition period.

adjustment, expatriation and repatriation adjustment of business employees.
The proposed relationships among the
selected variables were supported by
well-developed theories in the field of
communication (uncertainty reduction
theory) and organizational psychology
(organizational socialization and
cognitive and sense making theory).
Further this model includes the key
organizational success variable (knowledge sharing) as an outcome of
successful repatriation adjustment. This
paper proposed a simple model that
provides a foundation for further
theoretical and empirical research in this
area.
In addition to providing a general model
for repatriation adjustment, our research
has put forward new questions in need of
further investigation. To validate this
model further empirical investigation in
different cultural contexts are required.
To broaden the existing literature in
repatriation, researchers need to
empirically test this model among
different group of repatriates. Further,
this study propose that organization and
co-worker support facilitate repatriation
adjustment; therefore, there is a need for
further research to better understand
what kinds of organization and coworker support to be provided to
facilitate repatriates to better adjust their
repatriation transition.

Literature on IHRM provides repatriation adjustment models that propose a
number of variables closely related to
one group of repatriates; repatriates in
multinational companies. These variables may not be more suitable to understand the repatriation process of other
repatriates other than multinational
companies because the organizational
environment and purpose of expatriation and repatriation might be different.
The model proposed in this study
includes the variables suitable for all
repatriates of any type of organizations.
These variables were drawn from the
literature focusing on newcomer
Journal of Business Studies, 4 (2)
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