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Abstract
The purpose of the present study is to investigate the factors that influence the repatriation process in the New Zealand companies. Kiwi managers returned to the parent companies in New Zealand are more likely to resign and seek employment in other companies. Based on our sample of Kiwi repatriate managers, it is very clear that overall repatriation process in New Zealand companies seems to be rather unsatisfying. The results of the present study indicate that young age, longer time spend in overseas assignment and decline in social status in New Zealand were negatively related to all facets of adjustment of repatriate manager. It is also found that clarity of repatriation policies and practices, role clarity and skill utilization are positively related to the work adjustment of the repatriate managers in New Zealand. Finally the results show that the novelty of the host country culture relative to the home country culture is negatively related to interaction and general adjustment of repatriate managers in New Zealand. The results of the present study also indicate that enhancing employees commitment towards their parent companies is a critical first step and the present study attempts to show way to the companies to begin this important process.
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INTRODUCTION
Companies are sending their best employees on international assignments to develop new markets, to maintain the existing operations (Windham 2001), or to develop high potential employee who can both contribute to the company strategy and develop a global view of the corporation’s business (Derr & Oddou 1991). No company wants to lose best employees, especially after the company has made considerable investments – more than $ 1 million, on average – in sending an employee overseas, providing support, and bringing the manager home (Adler 1981). Accordingly, the purpose of this paper is to (1) investigate the factors that influence the repatriation process in New Zealand companies, and (2) identify some concrete recommendations for corporate repatriation policies and practices.
The present study attempts to contribute to the international human resource literature in three aspects. Firstly, despite the increased interest in internationalization process, repatriation adjustment research has been neglected to some extent for a simple reason: the process of relocation in the home country has been assumed to be a simple matter for expatriates – they are coming back home. Secondly, very few qualitative studies (e.g., Stroh et al. 1998) have utilized qualitative data directly from the managers to determine which factors have actually influenced their repatriation process. Thirdly, in the past studies analysing the repatriation process, the focus has been on either US, European or Japanese firms (see e.g. Black & Gregersen 1991; Klaff 2002; Suutari & Brewster 2003). A review of the previous studies seems to indicate that in fact the only study made by Newton & Hutching (2006) focusing the repatriation process of Australian firms. Thus there is so far very limited information on the repatriation process of the Australian and New Zealand firms. Finally, to the best of our knowledge this is first study focusing on the repatriation process in the New Zealand companies, where the domestic conditions are very different from USA, Europe and Japan that have dominated the past research attention. 
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In the next section, the theoretical and empirical literature on repatriation and discussion of framework by Black et al. (1992) will be presented. In the subsequent section, the methodology and the data collection will be elaborated. Next section will discuss the empirical results of the study. Finally, conclusions of the present study and recommendations for managers will be presented.
LITERATURE REVIEW AND DEVELOPMENT OF HYPOTHESES
Black et al. (1992) have developed a theoretical model of international adjustment for the better understanding the adjustment challenges expatriates face during their assignments abroad. The model differs from previous models in that it aims to create a multifaceted research base, whereas previous models and theories assumed expatriate adjustment to be only unifaceted (Suutari & Valimaa 2002). In this framework adjustment has been divided into three facets: adjustment to work, adjustment to interacting with home nationals, and adjustment to general environment and culture. It is also possible to divide adjustment into anticipatory adjustment and in-country adjustment.
Later the model has been applied to repatriation adjustment as well since both adjustment situations contain similar aspects to which the person in question has to adjust. Like the original model this framework includes the three facets of repatriation adjustment and four categories of antecedent variables (Black 1992). First, there are individual variables that contain individual attitudes, values, needs or characteristics. Second, there are organizational variables that describe organizational policies and practices. The third category contains work variables that are related to tasks and characteristics of person’s job. Finally the fourth category consists of non-work variables. Using this categorization, the following paragraphs represent a unique combination of old and new variables that are selected for the present study.
Individual variables
Age
In the repatriation adjustment literature, it has been argued (Black & Gregersen 1991) that the older the repatriate is, the more information he has about the home country and organisation and this accumulated knowledge might serve him to reduce the uncertainty associated with adjustment in the home country. Similarly among the Japanese repatriate managers, age was positively correlated with all the facets of repatriation adjustment (Black & Gregersen 1991). Consequently, we would expect a strong positive relationship between the older age and all facet of adjustment after repatriation.
Hypothesis 1: Age will relate positively to all facet of adjustment for NZ repatriates.
Length of time spent overseas
It has been argued (Harvey 1982) that the longer the individual stay away from their home country, the more it can change and, as a result, the more uncertainty individual will encounter upon their return. Similarly previous studies (Gregersen & Stroh 1997; Suutari & Valima 2002) have also concluded that the companies may have gone through some changes and also expatriates may have changed during their foreign assignments, as may also their friends and family back home. Thus we would expect a negative relationship between the long time spend on foreign assignment and all the three facets of adjustment after repatriation.
Hypothesis 2: Length of time spent overseas on foreign assignment will relate negatively to all facet of adjustment for NZ repatriates.



Organizational variables
Clarity of repatriation policies
Harvey (1982) argued that clearer repatriation policies and practices could reduce the uncertainty associated with returning to the US and thereby could facilitate repatriation adjustment. Similarly Gomez-Mejia & Balkin (2007) found that an understanding of the repatriation process and policies was highly correlated with repatriation satisfaction. As a result we would expect a positive relationship between the clarity of the repatriation policies and work adjustment after repatriation.
Hypothesis 3: Clarity of the repatriation policies and practices will relate positively to work adjustment for NZ expatriates.
Pre-return training
Research on US expatriates indicates that predeparture training before international assignment is associated positively with commitment (Black & Gregersen 1991). Given the relevance of training before international assignments (Black & Mendenhall 1990), prereturn training after international assignments also illustrates a firm’s dependability and thus should enhance organizational commitment. Consequently, we would expect a positive relationship between the pre-return training and all facet of adjustment after repatriation.
Hypothesis 4: Pre-return training for NZ repatriates will relate positively to all facet of adjustment.
Work-related variables
Role clarity 
According to Black et al. (1992) role clarity would seem to be an especially important issue for repatriate managers, because more than 62% of the time they do not have assigned jobs or positions in their parent company when they return home. Similarly Gregersen (1992) argues that not clearly knowing what is expected of them after returning home, they find it difficult to develop an action-oriented sense of felt responsibility. We therefore expect a positive relationship between the role clarity and the work adjustment after repatriation.
Hypothesis 5: Role clarity will be positively related to the work adjustment for NZ repatriates.
Skill utilization
Research on US expatriates (Oddou 1997), however, indicates that they often return to parent companies in which international experience is considered a liability, not an asset. Gergersen (1992) argued that to extent repatriate managers perceive that a parent company does value international experience and skills, repatriates are likely to reciprocate with lower commitment to the organization, or conversely, to the extent that the firm is perceived as valuing international experience, repatriates are likely to exhibit higher organizational commitment. Consequently we would expect a strong positive relationship between the skill utilization and the work adjustment after repatriation. 
Hypothesis 6: Skill utilization will be positively related to the work adjustment for NZ repatriates.
Non-work variables
Novelty of the host country culture
The first non-work variable related to the repatriation adjustment process is the dissimilarity of the home country and the host country from where the expatriate is returning (Black & Gregersen 1991). Because the host country has been the expatriate’s and spouse’s point of reference during the foreign assignment, to the extent that it is dissimilar or novel to the home country culture, the greater the contrast, the greater the uncertainty and unfamiliarity of the home country (Louis 1980). Consequently, adjustment to the home country will not be easy as the novelty of one country’s culture increases relative to the other country’s. Consequently, we would expect a negative relationship between the cultural novelty and interaction and general adjustment after repatriation.
Hypothesis 7: The novelty of the host country culture relative to the home country culture will be negatively related to interaction and general adjustment for the NZ repatriates.
Downward shift in social status
In the past researchers (e.g., Kendall 1981) argued that most expatriate who experienced a downward shift in social status upon their return to the U.S also experience increased anxiety. In line with this, Clague & Krupp (1978) argued that repatriates found it demanding to reacclimatize to home country lifestyle after relocation back home in particular due to the downward shift in social status which was partly caused by the experienced financial setback. So we would expect a positive relationship between shift in social status and all the three facets of adjustment after repatriation. 
Hypothesis 8: A downward shift in social status will be negatively related to all facet of adjustment of NZ repatriates.
METHODOLOGY
The sample of this study is drawn from New Zealand companies and consisted of all employees who had returned to New Zealand from a foreign assignment lasting more than one year in continuous duration. The website of Kiwi Expat Association provided the starting point for targeting interviewees. A total of 50 senior repatriate managers were selected for inclusion in this study. Initially contact was made via a telephone to all these potential participants. 
Only five agreed to be interviewed and expressed interest in the research. These five interviewees were later requested to name anyone who would be eligible and interested to be a part of the present study. This snowballing method (also used in the international best practices in IHRM study reported by Von Glinow, Drost & Teagarden (2002) was proved to be a useful tool for this study as it enabled key participants to be found outside the traditional database techniques that have already been exhausted. The final number of interviewees was twenty five (n=25).
Most of the repatriates held positions as departmental head or managers in their firms. The average age of the expatriates was approximately 45 years and the repatriates have been with their firms on average 10 years and thus majority of them were fairly experienced in their work career. The average length of the foreign assignment was three years. All of the repatriate managers were married and due to the long distance to the home country New Zealand spouses and families were with them when they were on foreign assignment. Eighty four percent of the repatriates (n = 21) were male and approximately sixteen percent (n = 4) were females and their international assignments have been completed in 14 countries. 
The author contacted the interviewees via telephone and/or email to determine the time and location of the interview. Twenty one interviews were conducted at public locations (e.g., cafes or restaurants). Coincidently, the four interviews took place at interviewees’ home involved female interviewees. Data was collected using semi-structured interviews. The interviews took one to two hours to complete. They were all conducted in English. The results of this study were roughly 45 hours of recorded interviews that are then transformed onto 600 pages of transcription. This transcription served as the basis for the detailed analysis of data. The transcriptions were revisited several times to confirm codes, themes, patterns and typologies I developed. The content analysis, based on qualitative research method prescribed by Taylor and Bogdan (1984), was iterative.  Based on privacy concerns, all data collected were anonymous.
THE EMPIRICAL RESULTS
The goal of this section is to present and discuss the findings that were gained from empirical analysis and to identify the factors that have influenced the adjustment of the repatriate managers. The findings of the study are summarized in table 2, and the results are discussed in more details thereafter.


Age
All of the respondents (n=25) reported that age was an important factors in their adjustment in New Zealand. One of them described it in this in the following manner “I would say that we were not young and we had our children and grand children living in New Zealand. Coming back to New Zealand was generally a positive experience. I had enjoyed my foreign assignment, but my wife was not very happy there. She was looking forward to come back to New Zealand, especially back with her sisters, children and grandchildren and back to the familiar surroundings where she knew everything. So it was not difficult for us to re-adjust back in New Zealand.” 
The results are in line with previous studies (e.g., Gregersen & Stroh 1997) arguing that older individuals generally have more information about and experience in their home country and home office. It is lot easier for the older employees to adjust in their home country, as they are equipped with this type of knowledge and it can help reduce the uncertainty associated with the repatriation adjustment.
Length of time spent overseas
A majority of respondents (n=18) described that longer the duration of the foreign assignment, then it is difficult for repatriate manager to adjust in the home country. One of the manager commented, “The duration my assignment was a little over 3 years and immediately after my return to New Zealand, one day I was sitting around with a group of executives of my company and they were talking about All Blacks, I had nothing to say. They must have thought that ‘this guy is a nerd.’ That is okey…. I was more interested in global finance than in trying to understand what is happening with All Blacks. So I often felt odd and definitely out of place.” 
Many participants commented that on their return they have to relearn the ways in which kiwis conduct everyday business. It is consistent with the views of the previous studies (see e.g., Gregersen & Black 1992; Suutari & Valima 2002) that the longer expatriate manager are away from home country, the less likely they are to identify with and exhibit commitment towards things embedded in an aversive home country context, such as a parent company or local work unit.
Clarity of the repatriation policies and practices
A very clear majority of the respondents (n=23) reported that they do not have clear and formal repatriation policies and practices in their companies. One commented “My executive sponsor got transferred to another job and I ended with a person whom I really do not know very well. He did not have international experience and he was not very communicative. I was not really comfortable with him.” These finding is supported by the literature. Previous studies (Gregersen & Black 1995) have shown that companies have done a poor job with reintegrating their expatriate managers. With the overwhelmingly poor job arrangements and support, repatriates feel disappointed and let down by their company. 
However all the interviewees (n=25) agreed that clear and formal repatriation policies can positively affect the repatriation adjustment. Similarly Kram (1985) have also argued that having a mentor in the home office can be beneficial in terms of receiving social support, protecting the expatriate’s interests while he/she is gone, scouting out potentially desirable repatriate assignments.
Table 2: Summary of predicted and supported relationships among the dependent and independent variables
	
	Repatriation adjustment
	Repatriation adjustment

	Independent variables
	Predicted
	Empirical Findings

	
	
Work          Interaction        General
	

	Individual variables
	
	

	  Hypothesis 1: Age
	   +                    +                       +
	Supported

	  Hypothesis 2: Time spend overseas
	    -                     -                        -
	Supported

	Organization variables
	
	

	  Hypothesis 3: Clarity of repatriation policies
	   +                    +                       +
	Supported

	  Hypothesis 4: Pre-return training
	   +                    +                       +
	Not supported

	Work related variables
	
	

	  Hypothesis 5: Role clarity
	   +                    NA                  NA
	Supported

	  Hypothesis 6: Skill utilization
	   +                    NA                  NA
	Supported

	Non-work variables
	
	

	  Hypothesis 7: Downward shift in social status
  Hypothesis 8: Cultural novelty
	   +                    NA                  NA

   +                    NA                  NA

	Supported

Supported



Pre-return training 
Most of the interviewees (n=18) did receive some kind of formal or informal pre-return training before coming back to New Zealand. It was not a specific pre-return training, but they received one to three days pre-departure training in which the information regarding repatriation challenges were presented. All of the participants who have received any pre-return were not satisfied from it and they believe that pre-return had not actually help them very much in the adjustment process in New Zealand. One commented, “I went through a one day course. There was a lot of information dump…it goes in one ear and out the other. They have these graphs…the ups and downs. I could not make any use any of that stuff during my repatriation.” 
Most the respondents (n=21) in our sample felt that they were ill prepared for changes in the home company and had unrealistic expectations prior to their return and coped badly with this repatriation process. The training as a mean of conveying information about the repatriation process was found by repatriate managers in this study completely irrelevant. This is consistent with the previous research (see e.g., Gregersen & Stroh 1997) as to the lack of correlation between training and adjustment.


Role clarity 
More than half of our interviewees reported lack of clarity about the jobs they would occupy upon their return, a ratio somewhat better than two thirds reported by other researchers (see Klaff 2002). In our sample approximately half (n=13) of the repatriate managers did not have any specific position awaiting them upon return and another (n=9) had to go back to the old job as when they were expatriated. One manager reported,  “When I came back…I had to reapply for the positions, “technically” like any other new employee. I have to face all this after fifteen years of working in this company. I was surprised and then I told myself “Companies have short memories” It was a difficult thing to say, BUT IT WAS TRUE.”
It has also been argued in the past studies (e.g., Suutari & Brewster 2003) that repatriates usually have expectations regarding the positions to which they return and if their expectations are met, returning professionals tend to commit to their organizations and stay long term (Iverson 2005). If this is not the case, returnees choose to leave their companies shortly after returning (Stroh 1995).
Skill utilization
Most of the participants (n=20) in this study did not have many opportunities to utilize their knowledge and skills that they have acquired during their foreign assignments. Many interviewees wanted that their companies should value their overseas knowledge and give them opportunities to contribute to their companies. Unfortunately many repatriate in the present study did not find many occasions in which they could utilize their new found knowledge. One repatriate manager said, “I learned a lot during my foreign assignment and it was an excellent experience. But my present position has nothing to do what I have learned during my foreign assignment. Even though they had me, someone with a very unique experience, but unfortunately they didn’t know how utilize my skills or even think of utilizing it. It is wasteful.”  
According to Klaff (2002), only 39% of the repatriates have opportunities that utilize their skills. Previous studies (see e.g., Lazarrova & Caligiuri 2001) have also found that companies that value their employees’ international experiences positively affect a worker’s commitment to the organization. Similarly Iverson (2005) also argued that repatriates are likely to exhibit a higher organizational commitment if they believe the company values their international knowledge. 
Downward shift in social status 
A total of 22 of the 25 interviewees believe that they experienced a loss of status, loss of autonomy and faced major changes in their personal and family lives when they returned back to New Zealand. It has been indicated during the interviews that many managers in the NZ companies do not have international experience. When the repatriate managers joined their groups, it was difficult for their colleagues to understand the problems the repatriate managers face in the readjustment process. There was a little understanding that why the repatriate manager was not focusing on his job or why was not performing at 100% or why he was trying to solve the family related problems during the work hours. One repatriate manager commented, “Our quality of life in India was much better than here. We were living in a very big house and we had staff to help us with everyday things. Then here in New Zealand we could not afford those kinds of luxuries and therefore my family was not happy, and so I was not happy. I was focusing more energy and time reacting to those family problems and I was not able to focus very much on my job. All these things are interrelated.”
It has also been argued in the past studies (e.g Gomes-Mejia & Balkin 2007) that repatriate manager faces less prestige and status in their new assignment in home country. During their international assignment in a foreign country, they felt that they were a part an elite group with a very important role to accomplish. Upon return to the home country, they felt like “faceless” employees working within a large administrative structure.
Cultural novelty
It has already been discussed in the earlier sections of the present study that coming home was definitely more difficult than expected. Twenty (n=20) out of the twenty five respondents felt quite a big amount of reverse cultural shock, three (n=3) had some minor cultural problems and one (n=2) had no problems at all coming back. These experiences can be best described by quotes. One said, “When we came back it was very difficult time and it hard to adjust back in our home environment. We did not know the local sport teams and sport stars. It was a kind of setback for me and especially children. We just felt awkward and feeling like a stranger in our own home country.” 
In the present study, majority of interviewees found it extremely difficult to readjust in New Zealand after returning back from the foreign assignment. These findings are consistent with the findings of previous research. Previous studies (e.g., Iverson 2005) have even argued that coming back home is more difficult than going abroad. The repatriate managers discover that their home environment have changed during their foreign assignment. This could be a shock for the repatriate manager as most of them do not expect to feel stranger in their home country.
SUMMARY AND CONCLUSIONS
The purpose of the present study is to (1) investigate the factors that influence the repatriation process in New Zealand companies, and (2) identify some concrete recommendations for corporate repatriation policies and practices. Despite the increased interest in internationalization process, repatriation adjustment research has been neglected to some extent for a simple reason: the process of relocation in the home country has been assumed to be a simple matter for expatriates – they are coming back home. Furthermore very few qualitative studies (e.g., Stroh et al. 1998) have utilized data directly from managers to determine which factors have influenced their repatriation process. The present study intends to fill that gap. This study also contributes to the international human resource literature by focusing on the repatriation process in the New Zealand companies, where the domestic conditions are very different from USA, Europe and Japan that have dominated the past research attention. 
Based on the literature review it was expected that old age, clarity of repatriation policies and pre-return training will be positively related to all the three facets of repatriation adjustment. Secondly, longer time spent in overseas assignment and downward in social status will be negatively related to all the three facets of repatriation adjustment. Thirdly, role clarity and skill utilization will be positively related to the work adjustment part of the repatriation adjustment. Finally the novelty of the host country culture relative to the home country culture will be negatively related to interaction and general part of repatriation adjustment. The results of the present study indicate that young age, longer time spend in overseas assignment and decline in social status in New Zealand are negatively related to all facet of adjustment of repatriate manager. It is also found that clarity of repatriation policies and practices, role clarity and skill utilization are positively related to the work adjustment of the repatriate managers in New Zealand. Finally the results show that the novelty of the host country culture relative to the home country culture is negatively related to interaction and general adjustment of repatriate managers in New Zealand.
Finally the present study of repatriate identifies a host of specific factors that can collectively influence the repatriation process. These factors not only relate to the firms’ action on the managers’ return from overseas but also during their stay abroad. Based on the interviews and review of literature, we have proposed a model and managerial recommendations. Given the small sample size, we caution against the generalization of our findings and urge further research and testing of our hypotheses and model with the help of a larger sample.
RECOMMENDATIONS FOR PRACTIONERS
The results of this study lead us to a number of recommendations relevant for the companies and particularly the HR managers. Firstly it is very clear that overall repatriation process in NZ companies seems to be rather unsatisfying. A clear majority of the repatriate managers in our study reported that they had poor communication with their parent company. As a result, many were ill prepared for the changes in the parent company, had somewhat unrealistic expectations prior to their return and so coped badly with this repatriation process. Therefore regular communication is critical for the companies and individuals and it can help the expatriate and their families manage their expectations. In order to achieve that, any senior level manager in the head quarter who has an international experience should be assigned to keep in touch with the expatriates as a kind of “mentor” and update them on what is happening in the corporate head quarter. The mentor should also act as a supervisor to monitor performance, compensation and career paths of the expatriates.
A second recommendation is somewhat related to the first one that mentor should regularly ask the expatriate manager that what they have learned during their assignment and what they think that how they can contribute most to the company upon return. The mentor should begin planning at least six months in advance to find a suitable position for the returning managers where they can use the new skills and knowledge they have acquired during their overseas assignment. Most of the repatriate managers in our sample wanted that their companies should make the full use of the investment that was made in their overseas postings, and they would certainly be more satisfied to work in a setting where they can fully utilize their newly acquired skills and knowledge. This should also make re-integration process smooth and also aid the companies to retain the repatriate managers. 
The third recommendation is related to “reverse cultural shock” and the difficulties associated with adjusting back into the parent company and/or country. For the foreign assignments that have the duration of one year or more, the parent company should do something to facilitate the continuous interaction between the expatriate and the local Kiwi culture. For instance one way could be that all the foreign assignment that have a duration of one year or more, the companies should provide 2-4 weeks of paid vacation for the expatriate and his family in New Zealand so that they have possibility to come back home and keep in touch with the local kiwi culture. The companies should also utilize the services of some former senior expatriate manager to orient the new expatriate manager about their overseas assignment and same expatriate should also reorient the returning managers about the repatriation process. These might be difficult to accomplish, but it must be noted that there are pre-return training seminars/workshop and these are not considered very useful by the repatriate managers. It is very important that HR manager should try to find out that what kind of help expatriates really need and that can make their re-integration process easier.
The final recommendation is that companies need to understand that spouses and children are a source of social support for the repatriates. It is important that spouses and children readjust well back into the home country. If the family is not readjusted well and they are not happy, then obviously the work productivity of the repatriate manager may be compromised. Therefore, the companies should provide all the assistance and services to spouses and children to readjust well into their new houses, jobs or schools. 
In the nutshell, it is clearly demonstrated by the present study that effective repatriation is associated with significantly reduced uncertainty and anxiety, greater career satisfaction, greater feelings of cohesion and belonging to the parent company. Finally, it is hoped that by providing diagnosis of desirable and undesirable aspects of repatriation process, corrective actions may be taken by the top management in order to enhance the experience of international assignments. This objective is critical particularly for the New Zealand companies who often rely on scarce domestic personnel to install, staff and manage subsidiaries in foreign countries.
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