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Abstract -problem among the academics, where the
academics find difficulties in adjusting back to the
local context after the international academic
assignments. Although this is a pertinent issue, in the
extant body of literature investigations are lacking.
This paper aims to investigate the factors affecting the
repatriation adjustment among the academics in the
Sri Lankan context. In addition, this paper
investigates whether the proactive personality of
academics moderate the impact of the factors
affecting repatriation adjustment. For this purpose,
120 academic repatriates have been considered from
the Sri Lankan universities. Structural equation
modelling has been used to test the hypotheses
through AMOS statistical package. Findings of the
study suggests adjustment of the academic
repatriates to the local context is affected by the
individual factors, organizational factors and other
factors. Further, personality moderates the impact of
these factors on repatriation adjustment. This
suggests that, presence of proactive personality
facilitate academics to perceive the individual factors,
organizational factors and other factors in a
favorable manner which would smooth their
adjustment process in the local context. The findings
provide significant insights for the university
administrators to facilitate smooth adjustment of
academics to the local context after their foreign
assignments. The originality of this paper is on its
contribution to the literature by examining the
repatriation model of Black et al. that has not been
thoroughly analyzed before as a whole. Further, the
extension introduced for the model through
incorporating personality as a moderator provides a
significant contribution to better explain repatriate
adjustment phenomenon among the repatriate
academics.
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Repatriation can be considered as a transition
from a host country to one’ s home country after
living overseas for a significant period [1],[27]. In
the process of repatriation adjustment, repatriates
attempt to reduce uncertainty and achieve a degree
of fit with the different aspects of the home or
organization context [6],[26]. Despite the
importance of managing repatriation, it is identified
that high percentage of repatriates who return from
the foreign assignments find difficulties and remain
with low motivation and low performance [5],[49].
Upon repatriation, repatriates find the home context
as unfamiliar [1], [29]. Literature points out that
repatriates encounter certain difficulties when they
return back to their home country [40].

INTRODUCTION

Academics are given opportunities to engage in
foreign assignments based on teaching and research
for a specific time period in overseas [25]. They are
given leave with pay during their stay overseas [25].
This is a common practice in the academia in Sri
Lanka as well. In order to obtain higher world
rankings for Sri Lankan universities, and to make
the Sri Lanka the knowledge hub in Asia, Sri
Lankan government invest more on the
development of human capital in academia
[23],[45]. However, upon return to their home
university, academics in Sri Lanka encounter
adjustment issues [25]. The survey of [25] involving
63 Sri Lankan academic repatriates revealed that
repatriation adjustment is a significant issue among
the academic repatriates in Sri Lanka. Academics
upon return feel less fit to the university [25].
During their foreign assignments’ academics
engage in teaching and research [20]. Academic
expatriates live and work in new cultural and
organizational settings; they adopt new cultural and
organizational values and norms to perform well
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[42] [43]. However, during the process of
repatriation academic repatriates may establish
unrealistic repatriation expectation and experience
reverse cultural shock which creates academic
repatriates to feel uncomfortable and mismatch with
their home context [25].

Although repatriation adjustment issue among the
academics is significant, it has not yet been
sufficiently discussed in the extant literature [54]
[20] [25]. Particularly, this lacuna exists in the Sri
Lankan context [25]. [23] emphasized that there is a
higher need for enhancing the understanding of the
repatriation issues. In response to this present study
investigates the factors affecting the repatriation
adjustment process among academic repatriates. In
addition to the factors which are already present in
the model proposed by [7], this study extends the
model by incorporating repatriate’s personality as a
moderating factor which has an impact for
individual’s adjustment in the repatriation process.
Such an investigation is demanded in the extant
literature where [25] highlighting the unique
findings of their study regarding adjustment of
repatriate academic, demands that further studies
need to be carried out to find how individual factors
such as personality would influence the adjustment
process of repatriates.

II LITERATURE REVIEW

Academic repatriates

Expatriate academics are defined as professors
and non-professorial staff who are part of the
research and teaching profession' [30]. They have
been employed in an educational institution outside
of their country of origin for five years or less and
intend to live in that country at least until the end of
their working contract [44]. However, [25]
identified academic repatriates as academics who
had been attached to a foreign university or
academic institution for more than one year, had
been involved in academic activities and, at the
survey date, had returned within the past two years.

Repatriation adjustment

Repatriation is considered as an intra-organizational
transition [46] and the developments of conscious

which the experience of the individual is adapted to
match the accepted behavior of the host culture [4].
Also, it is defined as the degree of a person’s
psychological comfort with various aspects of a host
country [5]. Work of adjustment theorists of
relocation [37] and expatriation [8] provides the
theoretical underpinning for repatriation”.

Factors affecting repatriation adjustment

There are four main factors which influence
individual’s repatriation adjustment process.
Individual factors, job factors, organizational
factors and other factors [7] as cited in [52]. In the
repatriation adjustment process individual factors
facilitate to understand the new situation.
Characteristics relating to individuals and their
foreign assignment comes under these individual
factors. Particularly, factors such as self-efficacy,
social capacity and perceptual capacity help
individuals to understand and adjust according to
the new situation [52]. Effect of job factors comes
from four main factors. Mainly from the clarity of
the tasks to be performed after repatriation, level of
freedom or the autonomy in their job after
repatriation, to what extent the organization values
their international exposure after returning back to
the home country and the expected promotions in
the job after repatriation [52],[22],[40] [11].
Organizational factors also determine the level of
repatriation adjustment and the key factors under
that are repatriation policy, compensation and the
training provided upon repatriation [52]. Impact of
these factors are empirically validated by several
[71,[9],[11]. Apart from the individual, job and
organizational factors there are some other
important factors which would impact the
adjustment in the repatriation process. Particularly,
spouse adjustment, housing condition and the
social status matter in fitting to the environment in
the home country [52].

III MODEL OF THE RESEARCH

Individual factors \
A

Job factors

and unconscious anticipations about the new setting y | Repatriate

[31, , p. 336]. Repatriation adjustment is the adjustment

experience of reintegrating their earlier accustomed Organizational of academics
environment having stayed in  different factors

surroundings for a considerable period [1],[27].

Certain studies refer repatriation adjustment to the Other factors

. . . L Personali
process of attitude and behavior modification in v
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III DATA ANALYSIS AND DISCUSSION

The data was analysed using the structural equation
modeling approach to examine the model and test
the hypothesized relationships with AMOS.
Goodness of measures was performed to test the
validity of measurement instruments, and a
structural model was analysed to empirically
establish the relationships between the constructs
and test the model fit of the hypotheses. Construct
validity, convergent validity and discriminant
validity was assessed and assured in the present
study to ensure the goodness of measures.
Cronbach’s alpha was tested to ensure the reliability
of the measures.

The overall structural model was assessed for the
model fit, and it produced the following value
indices. Some researchers [39] allow values as high
as 5 to consider a model adequate fit [34].
Therefore, the structural model in the present study
indicated a moderate level of fit.

TABLE 1: GOF INDICES FOR THE STRUCTURAL MODEL

Incremental Parsimony-Adjusted
Fit measures
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Figure 1 Structural model for the direct relationships
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TABLE 1: HYPOTHESES (H1-H4)

Hypotheses

Beta
Value

P

value

Decision

Individual factors have a
positive impact on
repatriation adjustment of

academic repatriates (H1)

0.94

.000

Supported

Job factors has a positive
impact on repatriation
adjustment of academic

repatriates. (H2)

0.214

Not
Supported

Organizational factors
have a positive impact on
repatriation adjustment of
academic repatriates.

(H3)

0.000

Supported

Other factors have a
positive impact on
repatriation adjustment of
academic repatriates.

(H4)

0.000

Supported

TABLE 2 HYPOTHESES (H5-HS)

Hypothesis for moderator

effect

Beta
Value

P

value

Decision

Personality of academics
moderates the impact of
individual factors for
repatriation adjustment of

academics (HS)

Personality of academics
moderates the impact of job
factors for repatriation
adjustment of

academics(H6)

0.32

0.09

0.15

0.000

0.143

0.021

Supported

Not
Supported

Supported
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Personality of academics
moderates the impact of

organizational factors for 0.000 | Supported
repatriation adjustment of

academics (H7)

H8: Personality of
academics moderates the
impact of other factors for
repatriation adjustment of

academics. (H8)

Source: Survey data

Findings of the present study relating to the
impact of individual factors on repatriation
adjustment confirms previous empirical evidence
[521,[71,[91,[211,[49]. As confirmed by previous
studies in the repatriation adjustment process,
individual factors facilitate to understand the new
situation. Particularly, factors such as self-efficacy,
social capacity and perceptual capacity help
individuals to understand and adjust according to
the new situation [52]. Thus, the finding of the
present study suggests that academics with
favorable individual factors such as high self-
efficacy, high perceptual and social capacity would
enable them to better understand the local situation
upon their return and would make the adjustment
process much smoother.

Impact of the organizational factors on
repatriation adjustment is also empirically validated
by several scholars [7],[9],[11]. It is identified that
organizational factors such as repatriation policy,
compensation and the training provided upon
repatriation determine the level of repatriation
adjustment [52]. Thus, the finding in the present
study suggests that academic’s expectations about
the compensation and training that they would
receive upon their return would facilitate in
adjusting for the local situation upon return.

Finding of the present study related to the
impact of other factors on repatriation adjustment
also confirms previous empirical findings. It is
identified that other factors such as spouse
adjustment, housing condition and the social status
matter in fitting to the environment in the home
country [52],[7],[9]. Thus, in the context of the
repatriate academics, the other factors influence in
adjusting to the local context.

However, impact of the job factors on
academic’s repatriate adjustment was not supported
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in the present study. Although previous empirical
evidence confirms that job factors have an impact
on the employee’s repatriation adjustment
[52],[22],[40],[11], it can be said that in this context
of academics the impact of job factors is not
influencing for their adjustment to the local context.
This finding can be attributed to the nature of the job
of the academics where, throughout their career they
enjoy a very high level of independence and
autonomy [31]. Thus, it can be interpreted that
academics do not have to worry about the influence
of the job characteristics upon their return. Further,
as stated by [52], these factors would vary
depending on the context particularly in non US
context. Since the present study investigates the
factors affecting the repatriation adjustment of
academics in Sri Lankan context, job factors may
not have any impact for repatriation adjustment due
to the contextual differences.

A unique finding of the present study is the
moderating effect of personality on the repatriation
adjustment. Although personality has not been
investigated as a moderator of repatriate adjustment,
it is stated in the literature that certain individual
characteristics such as personality may result in
better repatriation adjustment [16]. Thus, according
to the findings of the present study it can be
identified that proactive personality may strengthen
the impact of individual, organizational and other
factors on the repatriate adjustment. Based on the
findings of the present study it can be reasoned out
that proactive personality would enhance the
individual factors such as self-confidence,
perceptual capacity which is required for better
adjustment to the local context. Further, based on
the findings it can be reasoned out that proactive
personality would make the repatriates to perceive
organizational factors such as university policies in
a favorable manner which makes their adjustment
process smoother. Moreover, personality enable
repatriates to perceive other factors such as spouse
adjustment and social status in a more favorable
manner, thus making the adjustment to the local
context much easier.

However, according to the findings, personality
does not moderate the impact of job factors on
repatriate adjustment. This suggests that having a
proactive personality would not have any influence
on strengthening the impact of job factors on their
adjustment. This can be reasoned out based on the
nature of the job of academics explained above and
the contextual differences.
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IV LIMITATIONS, IMPLICATIONS AND FUTURE
RESEARCH

The results of the study must be interpreted in
light of its limitations. Since the present study is a
cross-sectional study, findings must be interpreted
cautiously as repatriation adjustment varies as time
passes. In order to overcome such limitations, it is
suggested for future researchers to consider a
longitudinal study. Further, a significant finding of
the present study is the moderating role of
personality in repatriation adjustment process of
academics. However, further investigations are
required to understand why job factors do not have
any impact on the repatriation adjustment of
academics. It is suggested to conduct a qualitative
study to understand how proactive personality
moderates the repatriation adjustment and why the
personality do not moderate the impact of job
factors on repatriation adjustment of academics.

This study contributes to the extant body of
literature in several ways. First, present study
extended the repatriation model proposed by [7] by
introducing personality as a moderator. As stated by
[52] and [47] the model proposed by [7] should not
be considered as it is and introducing any
moderators to it would enhance the predictive
validity of the model. Thereby study provided a
better understanding on how the impact of
individual, job, organizational and other factors
would vary when repatriates have positive
personality. Secondly, this study contributes by
investigating the repatriation adjustment process as
it is identified that there is a lacuna in studies which
investigates how academics adjust when they return
back to their home country upon completion of
foreign assignments on research and teaching [25].
Thirdly, this study addressed one of the main
limitations of the initial model proposed by [7]. As
emphasized by [52] this model is not that valid for
non-US contexts, and further research is demanded
in non US context. Since the present study
investigated the repatriate adjustment model in Sri
Lanka, the findings of the present study contribute
to enlighten the understanding on what factors
impact for the repatriation adjustment in non-US
context. The findings of the present study has
significant managerial implications. Particularly,
for the university administrators to facilitate for a
smooth adjustment for academics upon their return
after a foreign assignment. The study shed light on
shaping academic’s individual factors upon return
so that they would understand the local environment
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much better. Thus, university administrators need to
enhance the individual factors of academics such as
self-efficacy and social capacity. In addition,
university administrators need to focus on
redesigning the university policies, promotion
systems and shaping the academic’s personality to
facilitate the adjustment process upon return after a
foreign assignment. Further, the study provides
significant insights for university administrators,
heads of faculties and departments to provide more
opportunity for academics to balance out their
personal life and family life upon return. So that
academic repatriates would perceive spouse
adjustment, housing conditions in a more favorable
manner which make the adjustment process
smoother. Further, promoting positive personality
and shaping them is much essential as it influence
the way the academics perceive the influence of
individual, organizational and other factors.

V CONCLUSION

The findings of the study shed lights on the factors
affecting the repatriation process of the academics.
Accordingly, it can be concluded that adjustment to
the local context upon return after a foreign
assignment is affected by the individual factors,
organizational factors and other factors. Further,
these factors are moderated by the proactive
personality of the academic repatriates. Which
suggests the presence of proactive personality
would facilitate academics to perceive the
individual factors, organizational factors and other
factors in a favorable manner which would smooth
the adjustment process. However, the presence of
proactive personality would not have any impact on
perceiving the influence of job factors in a
favorable or unfavorable manner which in return
would not have any impact to make the repatriation
adjustment process smooth. This paper suggests the
need for rethinking and demands further
investigations why the personality would not have
any influence for the impact of job factors on the
repatriation adjustment process. The findings of
this study are much significant as the factors
affecting repatriation adjustment of academics
have not been sufficiently investigated, even
though adjusting back to the local context after a
foreign assignment is a pertinent issue among the
repatriated academics in Sri Lanka. This study has
significant managerial implications particularly,
for the university administrators in redesigning the
university policies, promotion systems and shaping
the academic’s personality to facilitate the
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adjustment process upon return after a foreign
assignment.

[11]

[12]

[13]

[14]
[15]

[16]

[17]

[18]

[19]

REFERENCES

Adler, N.J. (1981). Reentry: Managing cross-cultural
transitions. Group and Orpxzizurion Studies, 6: 341.356.
Adler

Anas, M.UM. and Wickremasinghe, S.I., 2010. Brain
drain of the scientific community of developing countries:
the case of Sri Lanka. Science and Public Policy, 37(5),
pp.381-388.

Baruch, Y., Steele, D.J. and Quantrill, G.A., 2002.
Management of expatriation and repatriation for novice
global player. International Journal of Manpower, 23(7),
pp.659-671.

Berry, J.W., 1992. Acculturation and adaptation in a new
society. International migration, 30, pp.69-85.

Black, J.S. and Gregersen, H. (1999) ‘The Right Way to
Manage Expats’, Harvard Business Review, 77: 52-7.

Black, J.S., Gregersen, H.B. and Mendenhall, M.E., 1992.
Toward a theoretical framework of repatriation
adjustment. Journal of International Business Studies,
23(4), pp.737-760.

Black, J.S., Gregersen, H.B., Mendenhall, M.E. and Stroh,
LK. (1999), Globalizing People through International
Assignments, Addison-Wesley Longman Inc., New York,
NY.

Black, J.S., Mendenhall, M. and Oddou, G., 1991. Toward
a comprehensive model of international adjustment: An
integration of multiple theoretical perspectives. Academy
of management review, 16(2), pp.291-317.

Black, J.S.,. O Kaerinasai: 1994 factors related to japanese
repatriation adjustment. Human Relations, 47(12),
pp-1489-1508.

Bonache, J., Brewster, C. and Suutari, V., 2001.
Expatriation: A developing research agenda. Thunderbird
International Business Review, 43(1), pp.3-20.

Bossard, A.B. and Peterson, R.B., 2005. The repatriate
experience as seen by American expatriates. Journal of
World Business, 40(1), pp.9-28.

Bossard, A.B. and Peterson, R.B., 2005. The repatriate
experience as seen by American expatriates. Journal of
World Business, 40(1), pp.9-28.

Brewster, C. and Harris, H. eds., 1999. International HRM:
contemporary issues in Europe. Psychology Press.
Bryman, A., 2011. Research methods in the study of
leadership. The SAGE handbook of leadership, pp.15-28.
Chang, S.J., Van Witteloostuijn, A. and Eden, L., 2010.
From the editors: Common method variance in
international business research.

Cox, P.L., Khan, R.H. and Armani, K.A., 2013. Repatriate
adjustment and turnover: The role of expectations and
perceptions. Review of Business & Finance Studies, 4(1),
pp.1-15.

Creswell, J.W., 2014. A concise introduction to mixed
methods research. Sage Publications.

Edmondson, A.C. and McManus, S.E., 2007.
Methodological fit in management field research.
Academy of management review, 32(4), pp.1246-1264.

234

[20]

(21]

[22]

(23]

[24]

[25]

[26]

[27]

(28]

[29]

[30]

[31]

[32]

[33]

[34]

[33]
[36]

[37]

Forster, N. (1994). The forgotten employees? The
experiences of expatriate staff returning to the UK.
International Journal of Human Resource Management,
5(2), 405-425

Garson, B., 2005. Teaching abroad: A cross-cultural
journey. Journal of Education for Business, 80(6), pp.322-
326.

Gregersen, H.B. and Stroh, L.K. (1997), “Coming home to
the Arctic cold: antecedents to Finnish expatriate and
spouse repatriation adjustment”, Personnel Psychology,
Vol. 50 No. 3, pp. 635-55

Harvey, M.G., 1989. Repatriation of corporate executives:
An empirical study. Journal of International Business
Studies, 20(1), pp.131-144.

HETC 2013, Higher Education for the Twenty-first
Century (HETC) Project Retrieved 10/03/2013, from
http://www .hetc.lk/

Henseler, J. and Chin, W.W., 2010. A comparison of
approaches for the analysis of interaction effects between
latent variables using partial least squares path modeling.
Structural Equation Modeling, 17(1), pp.82-109.

James, R., 2018. Repatriation of Academics: A Study on
Sri Lankan University Lecturers. South Asian Journal of
Human Resources Management, 5(1), pp.96-116.

Judge, T.A., 1994. Person—organization fit and the theory
of work adjustment: Implications for satisfaction, tenure,
and career success. Journal of Vocational behavior, 44(1),
pp.32-54.

Kulkarni, M., Lengnick - Hall, M.L. and Valk, R., 2010.
Employee perceptions of repatriation in an emerging
economy: The Indian experience. Human Resource
Management: Published in Cooperation with the School of
Business Administration, The University of Michigan and
in alliance with the Society of Human Resources
Management, 49(3), pp.531-548.

Lazarova, M. and Tarique, L., 2005. Knowledge transfer
upon repatriation. Journal of World Business, 40(4),
pp.361-373.

Lee, H.W. and Liu, C.H., 2007. An examination of factors
affecting repatriates' turnover intentions. International
Journal of manpower, 28(2), pp.122-134.

Leiba O’Sullivan, S., 2002. The protean approach to
managing repatriation transitions. International Journal of
Manpower, 23(7), pp.597-616.

Lewis, W., Agarwal, R. and Sambamurthy, V., 2003.
Sources of influence on beliefs about information
technology use: An empirical study of knowledge workers.
MIS quarterly, pp.657-678.

Lindell, M.K. and Whitney, D.J., 2001. Accounting for
common method variance in cross-sectional research
designs. Journal of applied psychology, 86(1), p.114.
Linehan, M. and Scullion, H., 2002. The repatriation of
female international managers: An empirical study.
International Journal of Manpower, 23(7), pp.649-658.
Lomax, R.G. and Schumacker, R.E., 2004. A beginner's
guide to structural equation modeling. psychology press.
Malhotra, N.K. and Dash, S., 2011. Marketing research an
applied orientation (paperback).

McCrae, R.R. and Costa Jr, P.T., 1986. Personality,
coping, and coping effectiveness in an adult sample.
Journal of personality, 54(2), pp.385-404.



2019 International Conference On Business Innovation (ICOBI), 22 November, Colombo, Sri Lanka

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

Nicholson, N., 1984. A theory of work role transitions.
Administrative science quarterly, pp.172-191.

Paik, Y., Segaud, B. and Malinowski, C. (1998), “How to
improve repatriation management: are motivations and
expectations congruent between the company and
expatriates?”, International Journal of Manpower, Vol. 23
No. 7, pp. 635-48

Paswan, A., 2009. Confirmatory factor analysis and
structural equations modeling: An introduction. Dept. of
Marketing and Logistics, COB, University of North Texas,
USA.

Peltonen, T., 1997. Facing the rankings from the past: a
tournament perspective on repatriate career mobility. The
International Journal of Human Resource Management,
8(1), pp.106-123.

Podsakoff, P.M., MacKenzie, S.B., Podsakoff, N.P. and
Lee, J.Y., 2003. The mismeasure of man (agement) and its
implications for leadership research. The Leadership
Quarterly, 14(6), pp.615-656.

Richardson, J. and McKenna, S., 2002. Leaving and
experiencing: why academics expatriate and how they
experience expatriation. Career Development
International, 7(2), pp.67-78.

Richardson, J. and Zikic, J., 2007. The darker side of an
international academic career. Career Development
International, 12(2), pp.164-186.

Richardson, J., 2000. Expatriate academics in the
globalized era: the beginnings of an untold story?. Asia
Pacific Business Review, 7(1), pp.125-150.
Samaranayake, G 2011, ,,Corporate plan 2011-201. Sri
Lanka: University Grants Commission.

235

[47]

(48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]

Sanchez Vidal, M.E., Sanz Valle, R. and Barba Aragon,
M.L, 2010. Analysis of the repatriation adjustment process
in the Spanish context. International Journal of Manpower,
31(1), pp.21-41.

Selmer, J., 1999. Career issues and international
adjustment of business expatriates. Career Development
International, 4(2), pp.77-87.

Spector, P.E., 2006. Method variance in organizational
research: truth or urban legend?. Organizational research
methods, 9(2), pp.221-232.

Suutari, V. and Brewster, C., 2003. Repatriation: empirical
evidence from a longitudinal study of careers and
expectations among Finnish expatriates. The International
Journal of Human Resource Management, 14(7), pp.1132-
1151.

Suutari, V. and Brewster, C., 2003. Repatriation: empirical
evidence from a longitudinal study of careers and
expectations among Finnish expatriates. The International
Journal of Human Resource Management, 14(7), pp.1132-
1151.

Suutari, V. and Vilimaa, K., 2002. Antecedents of
repatriation adjustment: New evidence from Finnish
repatriates. International Journal of Manpower, 23(7),
pp.617-634.

Tabachnick, B. G., & Fidell, L. S. (1996). Using
multivariate statistics (3rd ed.). New York: Harper & Row
Wang, M. and Takeuchi, R., 2007. The role of goal
orientation during expatriation: a cross-sectional and
longitudinal investigation. Journal of Applied Psychology,
92(5), p.1437.

Welch, D.E., 2003. Globalisation of staff movements:
beyond cultural adjustment. Management International
Review, 43(2), p.149.



