
1. INTRODUCTION

In recent years, an increasing number of 

academics view the international experience 

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). Also, universities consider 

providing an expatriate experience to 

academics is a long-term investment. Many 

universities invest large amounts of money 

to provide with international experience and 

to develop their talent pool.

 In Sri Lanka, government and universities 

are very keen to upgrade their universities to 

reach a high international standard and meet 
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national needs. Most importantly, the Sri 

Lankan government has attempted to 

increase the World University rankings of 

Sri Lankan universities. Sri Lankan 

universities' rankings were within the range 

from the 2092 (University of Colombo) to 

15,362 (Uva Wellassa University) according 

to Webometrics 2016. In an attempt to get 

universities to reach international 

recognition and make Sri Lanka a global 

knowledge hub in Asia, the Sri Lankan 

government has continued to invest much 

money in the development of human capital 

(HETC, 2013; Samaranayake, 2011). 

In Sri Lanka, Academics are encouraged by 

the government to gain international 

experience in research and teaching. The Sri 

Lankan government provides financial 

assistance for academics who want to 

engage in academic activities offshore for a 

specified period. Also, many international 

scholarships such as the Commonwealth 

Scholarship, the Australian Leadership 

Award and awards from the South Asian 

Association for Regional Cooperation 

(SAARC) are available for Sri Lankan 

academics who wish to pursue their research 

and higher studies overseas. Furthermore, a 

World Bank assisted project; “Higher 

Education for the Twenty-first Century” 

(HETC) also focuses on strengthening 

human resources in the higher education 

system by providing international 

experience to university academics (HETC, 

2013). International experience is highly 

respected in Sri Lankan universities and is 

perceived as an opportunity to gain foreign 

exposure and experience. Perceived societal 

status increases with international 

experience and thus, in addition to the 

government motivation, individuals are 

themselves motivated to gain international 

experience. 

In Sri Lanka, before academics leave the 

country, they need to sign an agreement with 

their university confirming that they will 

return to their home organization and serve 

for a particular period back at home 

university. Sri Lankan expatriates have 

strong family ties and are sentimental about 

t h e i r  h o m e  c o u n t r y  ( A n a s  &  

Wickremasinghe, 2010). Because of the 

bond agreement and family attachment, a 

reasonable number of academics return to 

their home university. People who return to 

their home countries after staying 

considerable time in abroad are called as 

repatriates.

Over the last few decades, the literature on 

corporate repatriation has stressed the 

importance of efficient management of 

repatriation, and has highlighted the fact that 

unsuccessful management of repatriation 

leads to employees suffering from problems 

of adjustment which result in stress and loss 

of motivation at work (Black, Gregersen, & 

Mendenhall, 1992; Suutari & Brewster, 

2003). This situation leads to adverse 

consequences, for example, high turnover 

and low performance were observed among 

repatriates. 
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Unsuccessful repatriation adjustment 

hampers the expectations of both 

organization and repatriates (Oddou, 

Osland, & Blakeney, 2008). An ineffective 

repatriation management is a potential 

hurdle for retaining top talent and making 

use of this in the organization. This, in turn, 

hampers the successful process of 

internationalization of a university and its 

competi t ive posi t ion.  Repatr ia tes '  

unsatisfactory adjustment to their home 

organization can damage their personal and 

career development expectations.

For both an organization and repatriates, 

successful management of repatriation has 

become a challenge (Adler, 1981; 

Jassawalla, Connelly, & Slojkowski, 2004; 

Shilling, 1993; Solomon, 1995). During 

their overseas stay, expatriates are most 

likely to change, and thus, upon repatriation 

they may feel they are in a new place, feel 

uncomfortable, and experience uncertainty 

(Black et al., 1992; Stroh et al., 2000). To feel 

comfortable, have a sense of certainty, and 

establish their position in the organization, 

repatriates need to socialize themselves to 

understand the prevailing situation and 

establish their position in their home 

organization. During the organizational 

socialization process, individuals (whether 

newcomers  o r  r epa t r i a t e s )  l e a rn  

organizational values, formal and informal 

norms, politics, expected behaviour and 

essential social skills needed to be an 

accepted member of the organization (Louis, 

1980b). This process helps individuals to 

adapt and integrate with the new 

organizational environment (Bauer, Bodner, 

Erdogan, Truxillo, & Tucker, 2007; Chao et 

al., 1994; Cooper-Thomas & Anderson, 

2006).

The role of co-workers' social support has 

been seen as relevant to the socialization 

process. Theories such as work role 

transition theory (Nicholson, 1984), surprise 

and sense-making theory (Louis, 1980b), 

organizational socialization theory (Van 

Maanen & Schein, 1979) and socialization 

resource theory (Saks & Gruman, 2012) 

underline the role of social support from co-

workers and supervisors in repatriates' 

adjustment to the new environment. Co-

worker support can minimize the adverse 

psychological effects of ongoing life strain 

and stressful events. In contrast to this need, 

the literature on repatriation of corporate 

employees speaks about the negative 

perception and unsupportive behaviour of 

repatriates' peers (Adler, 1981; Adler & 

Gundersen, 2008).  However, co-workers' 

influence on repatriation adjustment has 

apparently been neither discussed nor 

empirically tested among academic 

repatriates so far. Given that, in this study, 

researcher intended to find out does 

academic repatriates' perceived co-worker 

support predict repatriation adjustment? If 

yes, why and to what extent does co-worker 

support facilitate repatriation adjustment? If 

not, why?
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2. LITERATURE REVIEW 

A N D  H Y P O T H E S E S  

DEVELOPMENT 
Repatriation is a transition from a host 

country to one's home country after living 

overseas for a significant period (Adler, 

1981; O'Sullivan 2002). Repatriation of 

different groups of people, for example, 

students  and peace corps volunteers, has 

been discussed in the literature many 

decades ago. Since the 1970s literature has 

been talking about repatriation of corporate 

employees (Adler 1981; Cagney, 1975; 

Howard, 1974). Research on repatriation of 

corporate employees has been developed 

from its research roots in domestic 

relocation and expatriation literature; theory 

on repatriation was developed based on the 

work of adjustment theorists of domestic 

relocation (Dawis & Lofquist, 1984; 

Nicholson 1984) and expatriation (Black, 

Mendenhall & Oddou, 1991).

Repatriation adjustment is a process of re-

adjusting into the home context, having 

stayed overseas for a significant period 

(Adler, 1981; Allen & Tavares, 1998). The 

process of repatriation adjustment continues 

until repatriates adjust adequately with 

different aspects of their home context 

(Sussman, 2000). In the process of 

repatriation adjustment repatriates attempt 

to reduce uncertainty and achieve a degree of 

fit with the different aspects of the home 

context (Black et al., 1992). Better adjusted 

repatriates feel acceptance, well-being, and 

a psychological comfort in the home context 

and better-fitted to the context (Adler, 1981; 

Black et al., 1992).

ss of re-adjusting into the home context, 

having stayed overseas for a significant 

period (Adler, 1981; Allen & Tavares, 1998). 

The process of repatriation adjustment 

continues until repatriates adjust adequately 

with different aspects of their home context 

(Sussman, 2000). In the process of 

repatriation adjustment repatriates attempt 

to reduce uncertainty and achieve a degree of 

fit with the different aspects of the home 

context (Black et al., 1992). Better adjusted 

repatriates feel acceptance, well-being, and 

a psychological comfort in the home context 

and better-fitted to the context (Adler, 1981; 

Black et al., 1992).

Repartees realize mismatch between 

repatriates' repatriation expectations and the 

reality they experience upon their 

repatriation (Gregersen & Black, 1995; 

Hurn, 1999; Stroh, 1995). This mismatch 

can be due to mainly the failure of 

expatriates to follow changes in the home 

organization during their absence and 

changes within expatriates and their failure 

to realize the changes occurring within 

themselves (Baughn, 1995; Hurn, 1999; 

Jassawalla et al., 2004; Martin & Harrell, 

1996; Stroh, 1998).

The expatriation context provided them with 

different stimuli that forced them to change 

themselves (Kohonen, 2004). The new 

alterations change their perception of 

themselves. In other words, expatriates 
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change their identity (Baughn, 1995; Hall, 

1968; Kohonen, 2004, 2008; Weigert, 1986) 

which can influence their attitudes, 

behavior, and perceptions. At the same time, 

the home organization can undergo 

substantial changes during their absence 

(Baughn, 1995; Jassawalla et al., 2004; 

Stroh, 1998). Changes are likely to take 

place in the home organization in the form of 

structural and policy changes, as well as 

changes in employees' positions; employees 

may have been promoted or a new member 

may have replaced a previous employee. 

These changes may alter the power structure 

of the informal organization.  Repatriates 

fail to follow changes in the home 

organization and their failure to realize the 

changes occurring within themselves during 

their absence  (Baughn, 1995; Hurn, 1999; 

Jassawalla et al., 2004; Martin & Harrell, 

1996; Stroh, 1998). Therefore, repatriates 

see the home context as unfamiliar, and they 

need to readjust and settle into that context 

(Adler, 1981; Allen & Tavares, 1998; Lee & 

Liu, 2007). Repatriates found re-adjustment 

to their home context was more painful and 

challenging than they expected and their 

expatriation adjustment (Adler, 1981; Wang, 

1997). Repatriates experience psychological 

discomfort, alienation, uncertainties, and 

loss of control (Black et al., 1992; Vidal, 

Valle, & Aragón, 2007).

2.1 Coworker support and adjustment

Co-workers are a vital part of the 

organization, and they define the social 

environment at work (Chiaburu & Harrison, 

2008). Co-workers can be concerned about 

the well-being of an employee as well as 

help in solving job-related problems 

(Ducharme, 2000). Co-workers provide 

supports such as task directing, mentoring, 

and a friendly environment. Particularly, 

when employees are in an uncertain 

environment co-worker can be an important 

source of resources (Chiaburu & Harrison, 

2008); they can provide necessary 

information about how to overcome the 

uncertainty and make sense of the 

environment. For example, when repatriates 

are unable to understand the workplace 

behavior and predict expected behavior, co-

workers can provide information about how 

the formal and informal organization works 

and exactly what behaviors are expected 

from new employees. Such information 

enables repatriates to reduce uncertainty and 

make sense of the environment. Ducharme 

and Martin (2000) highlighted two types of 

co-worker support: affective support and 

instrumental support.

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 an accepted member 

of the group. Repatriates take a time to 

socialize to the norms, values and customs of 
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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.

In the repatriation context, repatriate 

experience co-workers' unsupportive 

behaviour (Adler, 1981; Adler & Gundersen, 

2008). Repatriates were perceived wrongly 

or negatively by their co-worker and were 

treated by them accordingly. Co-workers 

were not ready to accept repatriates' new 

identity, and undervalued their overseas 

experience (Adler, 1981). In Japan, 

repatriates were viewed as external members 

and given a new negative title “kokusaijin” - 

an international person - (Hurn, 1999) 

which infers that the repatriates can be 

treated as outside members. A study by 

Gama and Pedersen (1977) among Brazilian 

returnees who returned from their graduate 

studies in the US found that returnees 

(university professors) experienced peers' 

professional jealousy. 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 

increases their difficulties in the process of 

adjustment. 

In universities, academics are working 

together with least hierarchy and the greatest 

trust, and working in a team on projects. A 

senior academic is more likely to lead 

projects and junior academics work as a 

team and play different roles on a project 

(Baruch & Hall, 2004). Thus, the support of 

co-workers has been crucial for academic 

repatriates to better understand the work, 

work environment, and get rid of 

repatriation stress and challenges. Hence, in 

line with the existing literature on 

repatriation and organizational socialization 

theory, researcher presume that academic 

repatriates' perceived co-worker support can 

enable them to adjust to their repatriation 

better.  

H : Academic repatriates' perceived co-1

worker support has a positive and 

significant impact on repatriation 

adjustment.    

Co-worker may offer their support in many 

ways. Co-workers can help in solving their 

problems and concern their well being. Also, 

Co-workers provide supports such as task 

directing,  mentoring  and create a 

supportive climate. Particularly, when 

repatriates are in an uncertain environment 

co-worker may help to better understand the 

environment and to get rid of repatriates' 

stress.  Ducharme and Martin (2000) 

highlighted two types of co-worker support: 

affective support and instrumental support. 
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Affective support related to co-workers' care 

about other employees and make them feel 

that they are close with them. The 

instrumental support is related to co-workers 

support in task-related aspects such as be 

helpful in getting job done and providing 

useful advice on job-related problems. 

Therefore, researcher attempt to develop and 

test the following three hypotheses for two 

reasons: the first is to better understand the 

effect of each type of co-worker support and 

the second is to highlight if affective or 

instrumental support is more effective in the 

context of repatriation adjustment of 

academics.

H . Academic repatriates' perceived 1a

affective co-worker support positively 

relates to repatriation adjustment.

H . Academic repatriates' perceived 1b

instrumental co-worker support 

positively relates to repatriation 

adjustment.

H . Academic repatriates who perceive 1c

affective co-worker supports are better 

adjust to their repatriation than who 

perceive instrumental co-worker 

support. 

3. METHODOLOGY 
3.1 Sample and Procedures

This study focuses on Sri Lankan academic 

repatriates who had been attached to a 

foreign university or academic institution for  

more than one-year, had been involved in 

academic activities (teaching/research/ 

higher studies), and, at the survey date, had 

returned within the past four years. This 

study is a cross-sectional study using 

questionnaires.150 questionnaires were 

distributed to respondents by the researcher 

directly and through researcher's friends. 

Each questionnaire accompanied by a cover 

letter assuring confidentiality. The 

researcher sent reminders to respondents by 

mail, and ultimately researcher received 113 

responses which were 75% of issued 

questionnaires. This response rate is higher 

than the average rate of 52.5% in 

organizational research (Baruch & Holton, 

2008). 11 questionnaires were rejected: five 

were rejected because of more than 15% 

missing values and six were rejected as 

respondents have less than one-year 

overseas experience. Ultimately this study 

used 102 respondents.

3.2 Respondents' profile

Table 1 shows respondents' profile. Male 

participants accounted for 54 (53%) of the 

respondents and female for 48 (47%). 85 

repatriates, accounting for 84%, were 

married. In terms of previous overseas 

experience, although 29 (28%) respondents 

had at least one previous overseas 

experience, 73 (72%) respondents had no 

such experience.
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Note: Std.deviation = Standard deviation

In terms of age and working experience of 

respondents, their average age and working 

experience were 41.4 years and 11.3 years 

respectively, with a standard deviation of 7 

years and 5.3 years respectively.  

Respondents' expatriation and repatriation 

experience were 41.8 months and 12.6 

months respectively, with a standard 

deviation of 13.2 and 7.7 months 

respectively.

3.3 Variables

Co-worker support

Eight social support (co-worker support) 

items developed by Ducharme and Martin 

(2000) were included in the survey. This 

scale had an alpha of .78. These items focus 

on employees' perceptions of co-workers' 

support at the stressful situation in the 

organization. This instrument measured two 

types of co-worker support: affective 

support and instrumental support. The 

wording of the original items was modified 

without changing the meaning of the 

statements to make the respondents identify 

personally with the question.

Adjustment

Repatriation adjustment is a process of re-

adjusting into the home context, having 

stayed overseas for a significant period 

(Adler, 1981; Allen & Tavares, 1998). Better 

adjusted repatriates feel acceptance, well-

being, and a psychological comfort in the 

organization context and better-fitted to the 

context (Adler, 1981; Black et al., 1992). To 

measure repatriates' adjustment researcher 

developed 5 item with Likert scale. 

Demographic and situational variables 

In addition to the above two research 

constructs, seven situational and personal 

variables were measured to describe the 

research sample. These variables were:  

gender, marital status, pervious overseas 

experience, age, working experience, 

overseas experience and repatriation 

experience 

Table 1: Respondents' profile
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4. DATA ANALYSIS 

PROCEDURES
First, the survey data were entered into a 

Microsoft Excel sheet and then transferred to 

SPSS 20 for data cleaning and analysis. 

First, researcher performed exploratory 

factor analysis (EFA) to (a) identify whether 

the same factors as found before were 

replicated, or whether new factors emerged 

than those anticipated in this study; (b) 

determine whether the measures included in 

the scales reasonably measured the construct 

in this study context. Further, T-test, 

correlation, and regression analysis were 

performed to analysis the data and test the 

hypothesis. 

As the proposed survey was self-report and 

cross-sectional it may be vulnerable to 

common method var iance (CMV) 

(Podsakoff & Organ, 1986). Researcher took 

the necessary steps to minimize CMV issues 

in the survey at both the design stage and the 

analysis stage as suggested by Podsakoff et 

al. (2003).

5. DATA ANALYSIS AND 

RESULTS
5.1 Analysis And Results

Before conducting the analysis the accuracy 

of the data was checked; no values outside 

the specified range were found, means 

standard deviations and correlations 

appeared to be reasonable. Further, 

questionnaire non-responsive rate, item non-

response rate, distribution of data and 

outliers were taken into account and treated 

properly.

Exploratory factor analysis (EFA) approach 

The researcher used the Principal axis 

factoring (PAF approach). PAF was 

performed with eigenvalues >1 extraction to 

identify the number of factors that emerged 

from the empirical data (Brown, 2006; 

Fabriger et al., 1999; Raubenheimer, 2004). 

The following five criteria were followed to 

identify the factor structure:  (i) Bartlett's 

test of sphericity (p<0.05); (ii) the Kaiser-

Meyer-Olkin (KMO) measure of sampling 

adequacy (>.6); (iii) factor loadings (>.4) 

(cross loading also analyzed to provide 

theoretical and empirical lights); (iv) 

eigenvalues (>1); and (v) 

Table 2: Exploratory factor analysis 

(EFA) approach 

The results showed that two factors emerged 

with eigen values greater than 1. The Kaiser-

Meyer-Olkin Measure of Sampling 

Cronbach's alpha 

values (>.7). 
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Adequacy was .84, Bartlett's Test of 

Sphericity p< 0.05. Loadings of all variables 

with related factors were greater than .70, 

and no cross-loadings more than .32 were 

found. Cronbach's alpha value was 

satisfactory for each factor, at .93 and .92 for 

co-worker support and adjustment 

respectively. 

It was expected that co-worker support as 

two factors: an affective support and 

instrumental support, but EFA supported 

that co-worker support as one factor. 

Though,  Ducharme and Martin's (2000) 

divided co-worker support as two 

component the item included in their survey 

were quite similar, and respondents of the 

present study did not find the differences 

between  affective and instrumental 

component of co-worker support in this 

study context. Further, when researcher 

fixed the model with three factors 

(adjustment, affective support and 

instrumental support) the EFA result did not 

satisfy most of the evaluation criteria.  Based 

on the EFA results, the researcher decided to 

consider co-worker support as one factor in 

this study. As in this study context, co-

worker support emerged as one factor the 

researcher was unable to test the rest of the 

three proposed hypothesis (H1a, H1b and 

H1c).

The EFA confirmed that perceived co-

worker support is one factor, no new factors 

emerged than those anticipated in this study; 

and the measures included in the scales 

reasonably measured the construct in this 

study context.

To test if respondents' personal and 

situational variables' influence on the 

independent and dependent variable, t-test 

(for categorical variables) and correlation 

analysis were performed and the results were 

tabulated in the table below. A T-test was 

performed to identify if there is significant 

differences in adjustment and co-worker 

support between respondents' gender and 

marital status. Correlation was performed to 

identify if there is any significant 

relationship between respondents' variables 

(age, working expense, expatriation 

experience and repatriation experience) and 

research variables (co-worker support and 

adjustment) 
Table 3: Respondents' profile and research variables 
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T-test result indicates that there are no 

significant differences in perceived co-

worker support between male and female, 

married and unmarried, as well as repatriates 

with and without previous overseas 

experience. But, significant differences were 

not observed on adjustment between male 

and female, married and unmarried as well 

as repatriates with and without previous 

overseas experience.

According the correlation analysis (Table 4) 

no significant relationships were observed 

between repatriates personal variables (age, 

working experience, period of overseas 

assignment and time returned) and co-

worker support or adjustment.

Ta b l e  4 :  R e l a t i o n s h i p  b e t w e e n  

respondents' profile and research 

variables 

The t-test and correlation analysis results 

showed that the repatriation adjustment was 

not influenced by repatriates personal and 

situational variables. In other words, the 

degree of repatriation adjustment is 

influenced by some variables other than the 

repatriate's personal and situational 

variables. 

5.2 Hypothesis testing 

To test the impact of co-worker support on 

adjus tment ,  researcher  performed 

regression analysis.  Adjustment and co-

worker support were entered as dependent 

and independent variables respectively. The 

results showed that co-worker support have 

a positive impact (486**) on repatriation 

adjustment. The results further explained 
2

that coworker support explains 24% (R  

.236) of the variance of the model. 

In this study researcher proposed that 

repatriates' perceived co-worker support 

positively predicted their repatriation 

adjustment. The results show that coworker 

support was a significant predictor (â = 

0.486, p <0.05) of repatriation adjustment. It 

suggests that co-worker support during the 

repatriation help repatriates adjust to their 

repatriation better, and thus the hypothesis 

supported for academic repatriates.

6. DISCUSSION AND 

CONCLUSION
In line with the proposed hypothesis, results 

found that repatriates who perceive high co-

worker support will adjust to their 

repatriation better.  This finding is consistent 

with existing literature. Repatriation creates 

psychological discomfort and high levels of 

stress (Black, 1988; Nicholson, 1984; Suss 

man, 2001). According to organizational 

socialization theory co-workers' support is a 

valuable resource that facilitates repatriation 

adjustment by enabling repatriates to learn 

the repatriation context, make sense of the 

situation, and reduce uncertainty. Scholars 
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consistently suggested that supportive 

relationships were the resources that 

facilitate employees to deal with stressful 

events (Bakker & Demerouti, 2007; Saks & 

Gruman, 2012; Viswesvaran et al., 1999). 

Similar to this idea, in a study among 

insurance company workers Karademas 

(2006) found that social support increases 

workers' psychological capital (optimism 

and self-efficacy). Consistent with these 

views, my results suggest that when 

repatriates are supported by their co-workers 

they are able to adjust better. 

This finding suggests that repatriates expect 

their co-workers need to be close, and really 

care about them (Cohen & Wills, 1985). 

Also, they expect co-workers' assistance in 

work-related issues (Caplan et al., 1975). 

However, literature on corporate repatriates 

highlights co-workers were unsupportive 

and were not ready to accept repatriates' new 

identity (behaviors), were reluctant to value 

their overseas experience (Adler & 

Gundersen, 2008), and treated them as 

external members (Hurn, 1999). For this 

reason, the role of the organization becomes 

more necessary to create an organizational 

climate that motivates existing employees to 

be supportive to repatriating colleges instead 

of being unsupportive.

When co-workers are unsupportive to 

repatriates, in the first stage, organizations 

need to understand the causes of co-workers' 

unsupportive behavior towards repatriates. 

If co-workers not providing support to 

repatriates because they feel repatriates are a 

threat to their present status and their future 

career advancement in the organization, HR 

need to make sure, if possible, that 

repatriates' arrival never affects existing 

e m p l o y e e s '  c a r e e r  a d v a n c e m e n t  

opportunities. If co-workers' lack of support 

is due to misunderstanding of repatriates' 

behavior and attitudes, organizations need to 

take the necessary steps to explain to 

existing employees the fact that repatriates 

are not the same person as they were when 

they left, and that changes in attitudes and 

behavior in repatriates are a natural part of a 

long-term overseas stay. 

Moreover, this study contributes to the 

repatriation literature by examining the 

impact of co-worker support on repatriation 

adjustment of academics, and by providing 

initial empirical evidence of the impact of 

co-worker support on repatriation 

adjustment with the academic repatriates' 

sample. 

In addition to answering the research 

questions, my research has put forward new 

questions in need of further investigation. 

This study found that personal and 

situational variables influence perceived co-

worker support; therefore, there is a need for 

further research  to understand the factors 

determining repatriates perceived co-worker 

support to facilitate repatriates to better 

adjust their repatriation. Further to 

understand the complex nature of the 

repatriation adjustment all related variables, 
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for example, organization support, 

repatriates' initiatives and cultural 

adaptation need to be included into the 

model and analyzed simultaneously using 

SEM. Also, adopting longitudinal approach 

in repatriation adjustment research facilitate 

to better understand the nature of 

repatriation and its predictor. 
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