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The Adjustment Process of Female 
Repatriate Managers in Australian and 
New Zealand (ANZ) Companies

Rizwan Tahir
Naheed Azhar

Abstract
Globalization	in	recent	years	has	made	the	understanding	of	international	human	resource	problems	
more	important	for	managers	in	companies.	Despite	the	growth	of	female	managers	with	international	
assignments,	there	are	very	few	studies	about	the	repatriation	challenges	faced	by	female	managers.	
The	study	on	which	the	present	article	is	based,	attempts	to	explore	the	emotions	and	feelings	that	
female	repatriate	managers	in	Australian	and	New	Zealand	(ANZ)	companies	encountered	during	their	
repatriation	process.	To	the	best	of	our	knowledge	this	is	the	first	study	focusing	on	this	subject.	Our	
findings	 indicate	the	overall	repatriation	process	 for	 female	expatriate	managers	 in	ANZ	companies	
to	be	rather	unsatisfying.	This	study	attempts	to	posit	that	enhancing	female	employees’	commitment	
towards	 their	parent	 firms	 is	a	critical	 first	 step	and	 to	show	the	way	 for	ANZ	 firms	 to	begin	 this	
important	process.

Keywords
Female	expatriate	managers,	repatriation,	foreign	assignments,	adjustment,	international	human	resource	
management

Introduction

As the scope of business becomes more ‘global’, Australian and New Zealand (ANZ) firms are making 
a strategic effort to increase their market share in foreign countries. Although ANZ firms have tradition-
ally staffed their subsidiaries with host country nationals, they have gradually been sending an increasing 
number of their nationals (Australians and New Zealanders) to overseas posts and many of them assume 
high-level managerial positions. Companies often do this to ensure that not only their organization’s 
goals and objectives are being met but also that the company’s best interests are represented in the 
actions of its international subsidiaries (Linhares, 2008; Paik et al., 2002). Effective management of 

Rizwan Tahir,	Rochester	Institute	of	Technology,	Techno	Point	Dubai	Silicon	Oasis,	Dubai.	
E-mail:	rxtcad@rit.edu
Naheed Azhar,	 Edward	 J.	 Bloustein	 School	 of	 Planning	 &	 Public	 Policy,	 Rutgers,	 The	 State	 University	 of	
New	Jersey,	USA.	E-mail:	nazhar@eden.rutger.edu

Global	Business	Review	
14(1)	155–167

©	2013	IMI
SAGE	Publications

Los	Angeles,	London,
New	Delhi,	Singapore,	

Washington	DC
DOI:	10.1177/0972150912466469

http://gbr.sagepub.com

 at ROCHESTER INST OF TECHNOLOGY on July 1, 2016gbr.sagepub.comDownloaded from 

http://gbr.sagepub.com/


Global Business Review, 14, 1 (2013): 155–167

156	 	 Rizwan Tahir and Naheed Azhar

human resources, particularly when it comes to satisfying the increasing demand for managers with 
international expertise, is a challenge.

Over the last several years, companies have spent an increasing amount of time and resources to help 
expatriate employees and their families adjust smoothly to new overseas assignments with the hope of 
increasing the chances that expatriate managers will successfully execute their overseas assignments. 
Unfortunately, very few of the same companies are providing any valuable support towards helping their 
expatriate managers experience a smooth return home (Liu, 2005). Relatively few studies have analyzed 
the data from expatriates in order to determine the factors that have actually affected their repatriation 
adjustment (Black and Gregersen, 1991). In particular, there are very few empirical studies (for example, 
Lineham and Scullion, 2002) that have focused on the repatriation phase of international female 
managers.

Taylor and Napier (2001) have argued that research in the area of international human resource man-
agement mainly focuses on the experiences of men and often excludes the female managers and there-
fore has cast reservations on the applicability of the findings of such research to female international 
managers. The present study focuses on the views of ANZ female repatriate managers. More precisely, 
this benchmark qualitative study attempts to explore the emotions and feelings that ANZ female manag-
ers encountered during their repatriation experience.

The present study attempts to contribute to the international human resource literature in four aspects. 
First, despite the increased interest in the internationalization process, repatriation adjustment research 
has been neglected because of lesser importance accorded to the complex process of relocation in the 
home country. Second, very few qualitative studies (for example, Stroh et al., 1998) have utilized 
qualitative data directly from the managers to determine which factors have actually influenced their 
repatriation process. Third, in the past studies analyzing the repatriation process, the focus has been on 
American, European or Japanese companies (for example, Klaff, 2002; Suutari and Brewster, 2003). A 
review of the previous studies seems to indicate that the only study focusing on the repatriation process 
of Australian companies was conducted by Newton and Hutchings (2006). Thus, there is, so far, very 
limited information on the repatriation processes of ANZ companies. Finally, to the best of our knowledge, 
this is the first study focusing on the repatriation phase of female expatriate managers in ANZ companies, 
where the organizational culture is different from those in American and European companies that have 
dominated past research attention. Figure 1 sets out the framework of the present study.

For the purpose of the present study, an ‘expatriate manager’ is defined as an employee of the parent 
company who has worked outside her home country for more than six months. Similarly a ‘repatriate 
manager’ is defined as an employee who has returned to her home country after working abroad for at 
least six months.

Literature Review and Development of Hypotheses

Black et al. (1992) have developed a theoretical model of international adjustment for better understand-
ing of the adjustment challenges expatriates face during their assignments abroad. Following the original 
model we have included three facets of repatriation adjustment in this framework along with four catego-
ries of antecedent variables (Black, 1992) namely individual, organizational, work and non-work varia-
bles. The individual variables contain individual attitudes, values, needs or characteristics, while the 
organizational variables describe organizational policies and practices. The work variables are related to 
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Three Facets of Adjustment

Work-Related Variables
Non-Work Variables

Novelty of Host Country
Culture
Downward Shift in Social
Status

Role Clarity
Skill Utilization

5.
6. 8.

7.

Individual Variables

Age
Length of  Time Spent
Overseas

2.
1.

4.

3.

Organizational Variables

Clarity of Repatriation
Policies
Pre-Return Training

Work
Interaction

General

Figure 1. Framework	of	the	Present	Study

Source: Compiled	by	the	authors.

tasks and characteristics of a person’s job and finally, the non-work variables account for the adjustment 
environment. The following paragraphs represent a unique combination of old and new variables that 
have been selected for the present study.

Individual Variables

Age

The age of a repatriate and his accumulated repertoire of information about the home country and the 
organization is argued in the repatriation adjustment literature to be decisive in adjustment (Black and 
Gregersen, 1991), as information presumably contributes to reducing the uncertainty associated with 
adjustment. However, Gregersen and Stroh (1997) do not support the assumed influence of age on repat-
riate adjustments. Nevertheless, Black and Gregeren (1991) have found age to be positively correlated 
with all the facets of repatriation adjustment. Consequently, we would expect a strong positive relation-
ship between the age of the repatriate manager and all facets of adjustment after repatriation.
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Hypothesis 1: Age will be positively correlated with all the three facets of adjustment for ANZ female 
repatriate managers.

Length of Time Spent Overseas

Contrary to the age argument it has been argued that the length of period of absence from the home 
country adds to the uncertainty associated with repatriation adjustment (Harvey, 1982). The longer an 
individual stays away from his home country, the more uncertainty he is likely to encounter on his return 
to the home country. Later studies (for example, Suutari and Valima, 2002) have supported the argu-
ments pertinent to the positive correlation of the expatriates’ overseas experience and changes in the 
companies at home during their foreign assignments with repatriate adjustment uncertainties. These 
studies (Gergersen and Stroh, 1997; Suutari and Valima, 2002) have assumed that longer durations of 
foreign assignment are associated with greater uncertainties faced by the repatriate managers on their 
return to the home country. Thus, we would expect a negative relationship between the length of time 
spent on foreign assignment and all three facets of adjustment after repatriation.

Hypothesis 2: Length of time spent overseas on foreign assignment will have a negative correlation 
with all the three facets of adjustment for ANZ female repatriate managers.

Organizational Variables

Clarity of Repatriation Policies

The previous research studies have emphasized the linkages between repatriation policies and processes 
and repatriate adjustment. Clarity of repatriation policies and processes reduce uncertainties (Harvey, 
1982) and facilitate repatriation adjustment. Black et al. (1992) have found that the congruence between 
expectations and reality back home usually has a direct impact on repatriation adjustment. Most recently, 
Gomez-Mejia and Balkin (1987) have argued that an understanding of the repatriation process and poli-
cies is highly correlated with repatriation satisfaction. Given the consistency of findings of these studies, 
we would expect a positive relationship between the clarity of the repatriation policies and work adjust-
ment after repatriation.

Hypothesis 3: Clarity of repatriation policies and practices is positively related to work adjustment for 
ANZ female repatriate managers.

Pre-Return Training

Post-return training and orientation has been argued to be material in providing predictive control in 
repatriate adjustment, comparable to the predictive control facilitated by the pre-departure training and 
orientation provided by the firms (Black et al., 1992). The repatriate adjustment literature purports that 
the adequacy of the content of training—covering all the adjustment aspects—and the rigours of the 
post-return training can facilitate repatriate adjustment. In addition, pre-return training after international 
assignments illustrates a firm’s dependability (Black and Mendenhall, 1991), and thereby enhances the 
organizational commitment. Accordingly, we would expect a positive relationship between pre-return 
training and all facets of adjustment after repatriation.

 at ROCHESTER INST OF TECHNOLOGY on July 1, 2016gbr.sagepub.comDownloaded from 

http://gbr.sagepub.com/


Global Business Review, 14, 1 (2013): 155–167

Female Repatriate Managers in Australian and New Zealand (ANZ) Companies	 159

Hypothesis 4: Pre-return training for ANZ female repatriate managers is positively related to all the 
three facets of their adjustment.

Work-Related Variables

Role Clarity

Repatriate managers most often do not have clearly assigned roles or jobs when they return to their par-
ent companies. That probably is the reason, according to Black (1992), why role clarity appears to be an 
important issue for repatriate managers. Klaff (2002) has also claimed that two-thirds of companies in 
the United States did not guarantee positions for their repatriates. Some previous studies (for example, 
Suutari and Brewster, 2003) have found that the repatriate managers’ commitment to their parent com-
panies, as well as their prolonged tenure with these companies, depends on the extent to which their 
expectations regarding the position to which they return are met. If their expectations are not met, repat-
riate managers choose to leave their organizations after returning. Based on these findings, we would 
expect a positive relationship between role clarity and work adjustment after repatriation.

Hypothesis 5: Role clarity has a positive correlation with work adjustment for ANZ female repatriate 
managers.

Skill Utilization

Skill utilization is the extent to which a repatriate manager will be able to utilize his/her skills in a new 
job after repatriation. Research on American expatriates indicates that the experience and skills acquired 
by repatriates from their international assignments are considered a liability, rather than an asset (Oddou 
1997). Hence, the commitment of repatriated managers is directly related to, and is based on their per-
ception of, the extent of value that the parent companies place on their (repatriated managers’) interna-
tional experience. The repatriated managers are likely to exhibit higher commitment towards their parent 
companies (Gregersen, 1992) if they perceive that their international experience and skills are assigned 
high value, and vice versa. Consequently, we would expect a strong positive relationship between skill 
utilization and work adjustment after repatriation.

Hypothesis 6: Skill utilization is positively related to work adjustment for ANZ female repatriate 
managers.

Non-Work Variables

Novelty of Host Country Culture

The dissimilarity of the home country and the host country from where the expatriate is returning (Black and 
Gregersen, 1991) is the first significant non-work variable that we assume would influence the repatriation 
adjustment process. Because the host country has been the expatriate’s and his/her spouse’s point of refer-
ence during the foreign assignment, the extent to which it is dissimilar or novel to the home country’s culture 
is a significant measure to gauge the complexity of the adjustment process. The greater the extent of contrast, 
uncertainty and unfamiliarity of the home country (Louis, 1980), the higher will be the difficulty in general 
repatriate adjustment. Adjustment to the home country, thus, will not be easy as the novelty of one country’s 
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culture increases relative to that of the other. We would therefore expect a negative relationship between the 
cultural novelty and interaction and general adjustment after repatriation.

Hypothesis 7: The novelty of the host country’s culture relative to the home country’s culture will be 
negatively related to interaction and general adjustment for ANZ female repatriate managers.

Downward Shift in Social Status

Any downward shift in status is assumed to add to the adjustment problems faced by the repatriate 
managers. Kendall (1981) has noted that most expatriates who experienced a downward shift in social 
status upon their return to the United States also experienced increased anxiety. Correspondingly, 
Gomez-Meija and Balkin (1987) have found that repatriate managers face less prestige and status in their 
new assignments in their home country. It can be argued that during their international assignment in a 
foreign country, they assume an elite status, being part of an exclusive group assigned very important 
roles to accomplish in foreign territories. Upon return to the home country, they feel like ‘faceless’ 
employees working within a large administrative structure. So we would expect a direct relationship 
between the shift in social status and all three facets of adjustment after repatriation.

Hypothesis 8: A downward shift in social status is negatively associated with all the three facets of 
adjustment of ANZ female repatriate managers.

Methodology

Our study is based on qualitative research conducted through interviews with individual female repatri-
ate managers. The sample for this study was drawn from ANZ companies and it consists of all employees 
who have returned to Australia and New Zealand from a foreign assignment lasting more than six months 
in continuous duration. The websites of the Australian Expat Association and the Kiwi Expat Association 
provided the starting point for targeting interviewees. A total of 20 female repatriate managers were 
selected as potential participants in this study. However, in response to initial contact made by telephone 
only three expressed interest and agreed to be interviewed.

These three interviewees were later requested to refer other repatriate managers who would be eligi-
ble and interested in being a part of our study. This snowballing method, also used in the international 
best practices in IHRM study reported by Von Glinow et al. (2002), proved to be a useful tool for this 
study as it enabled key participants to be found outside the traditional database techniques that had 
already been exhausted. The final number of interviewees was 10.

All the participants in the study held senior positions. They were departmental heads or managers in 
their companies. The majority of participants were fairly experienced in their careers. The average age of 
the expatriates was approximately 48 years and the repatriates had been with their companies for  
10 years on average. The length of their assignments abroad was also reasonably large for testing the 
second hypothesis of our study. The average length of the foreign assignment was three years. Of the 
repatriate managers 70 per cent (n = 7) were Australian and 30 per cent (n = 3) were Kiwi (New Zealanders) 
and their international assignments had been completed in 10 countries. The diversity of participants com-
ing from the two countries proved instrumental in reducing the bias that could have affected the reliability 
of our findings. Table 1 sets out the background of the participants in further detail.
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Table 1. Background	of	the	Participants	of	the	Present	Study

Cases Industry
Years	as	
Expatriates Functions Designation Age Host	Country

Case	1 Construction 3 Engineering Vice-President 57 China
Case	2 Construction 6 Engineering Project	Manager 38 Thailand
Case	3 Construction 2 Engineering Project	Manager 47 Malaysia
Case	4 Dairy 4 Finance HOD 42 United	States
Case	5 Packaging 5 Production Vice	President 50 Canada
Case	6 Paper 2 Engineering Vice	President 52 Argentina
Case	7 Tourism 4 Marketing Manager 56 United	Kingdom
Case	8 Tourism 2 Accounting Manager 41 Australia
Case	9 Tourism 4 Marketing HOD 44 Japan
Case	10 Tourism 2 Management HOD 58 India

Source: Compiled	by	the	authors.

Table 2 Summary	of	Predicted	and	Supported	Relationships	between	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	Spent	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

Source: Compiled	by	the	authors.
Note: NA	=	Not	Applicable.

The authors contacted the interviewees via telephone and/or email to determine the time and location 
of the interview. All the interviews were conducted via Skype and ranged in length from one to two 
hours. The interviews were structured to ensure that similar data was obtained from each respondent. 
The results of this study were roughly 40 hours of recorded interviews transcribed on to 500 pages of 
data, which served as the basis for detailed analysis.

The Empirical Results

In this section we present and discuss the findings from the empirical analysis and identify the factors 
that have been instrumental in the process of adjustment of the female repatriate managers. The findings 
of the study are summarized in Table 2, and the results are discussed in more detail thereafter.
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Age

The influence of the variable ‘age’ was found to be in consonance with our hypothesis, as it appears to 
have positive impact on the adjustment variable. All the respondents (n = 10) felt that age was a condu-
cive factor in the repatriation process. One of them described it in the following manner, ‘I was over  
50 years old and have been working for the parent company in Australia for more than 10 years. So I was 
happy to be back in Sydney. It was indeed very nice to be back home.’

The results corresponded to the findings of previous studies (for example, Gregersen and Stroh, 1997) 
that argued in favour of age as a facilitating factor in adjustment. The repertoire of information and 
experience that the older individuals generally have about their home country and home office makes 
adjustment a lot more easy for them in comparison with their younger colleagues. We found that their 
knowledge and experience helps in reducing the uncertainty associated with the repatriation adjustment, 
and therefore, facilitates adjustment on their return to offices in the home country.

Length of Time Spent Overseas

We found a negative correlation between the duration of foreign assignment and adjustment. A clear 
majority of our respondents (n = 8) described that the longer the duration of the foreign assignment, the 
more difficult it was for repatriate managers to adjust in the home country. One repatriate manager com-
mented, ‘After living in India for five years, my humour changed into Indian style that Australian people 
are not used to. I really changed in that way and that is not appreciated in Australia. I just felt awkward 
and a stranger in my own home.’

Our findings are consistent with those of previous studies (for example, Suutari and Valima, 2002) 
maintaining the negative impact of longer durations of foreign assignments on repatriate adjustment. 
Many participants commented that on their return they had to relearn the ways Aussies and Kiwis con-
duct everyday business. With long durations of their foreign assignments the expatriate managers experi-
ence a disconnect with the general environment embedded in the home country context, and are therefore 
less likely to identify themselves and to show commitment towards their parent organizations or local 
colleagues.

Clarity of Repatriation Policies

Our results are consistent with our hypothesis that clarity of repatriation policy is positively related to 
adjustment. Clear policies are also associated with positive contribution towards job and repatriation 
satisfaction of the managers as well as with their commitment to their organizations in the home country. 
A majority of the respondents (n = 7) in the present study reported inadequacy or absence of clear and 
formal repatriation policies and practices in their companies. They believed that their companies had 
done a poor job with overwhelmingly poor job arrangements and support. They also indicated their dis-
appointment at the non-existent repatriation policies, and felt let down by their companies. One com-
mented, ‘I was a star employee and was supposed to have a great career to come back to. But now I think 
that I would have done much better in my career if I had not have taken an international assignment.’
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All the interviewees (n = 10) agreed that clear and formal repatriation policies could positively affect 
the repatriation adjustment. These findings are also supported by the literature. Gomez-Mejia and Balkin 
(1987, p. 12) have found that ‘an understanding of the repatriation process and policies was highly cor-
related with repatriation satisfaction’. Similarly, Harvey (1982) has argued that clearer repatriation poli-
cies and practices decrease the uncertainty associated with returning to the home country and thereby 
facilitate repatriation adjustment.

Pre-Return Training

Although the results on this variable were contrary to those expected, we believe that the adequacy of the 
pre-return training, both in material and methodology, would have been a better variable instead of the 
simple pre-training variable. Further research is required in this context. We found that most companies 
do provide pre-repatriation training; however, that is not adequate or congruent with the needs of the 
repatriate managers. Most of the interviewees (n = 6) in our sample did not find the pre-return training, 
formal or informal, helpful in their adjustment on coming back to their home country. The training that 
the participants received was not specific pre-return training, but one to three days’ pre-departure train-
ing in which the information regarding repatriation challenges was presented. All the participants who 
had received any pre-return training were not satisfied with it. They believed that pre-return training had 
not helped them much in the process of adjustment in their home country. One commented:

Yes, they have provided me some training, but it was not useful. I relied on my colleagues who have gone 
through this same repatriation process in the last two–three years and their experience with it was the most valu-
able training I could have ever had.

However, most of the respondents (n = 8) in our sample felt that they were ill-prepared for changes in 
the parent company, and had unrealistic expectations prior to their return. As a result, they coped badly 
with their repatriation process. Repatriate managers in this study found the training as a means of con-
veying information about the repatriation process completely irrelevant. This is consistent with the pre-
vious research (for example, Gregersen and Stroh, 1997) as to the lack of correlation between pre-return 
training and repatriate adjustment. We feel the need for further research in this context in order to develop 
an adequate pre-return training for which an analysis of repatriates’ need is very important.

Role Clarity

Lack of role clarity is a major impediment to repatriate adjustment. In our sample, 60 per cent (n = 6) of 
the repatriate managers did not have any specific position awaiting them upon return, and 50 per cent of 
the interviewees (n = 5) had to go back to the old job when they were expatriated. One manager reported:

When I came back, I was asked to sit in the office of my colleague as she was on her maternity leave. I was told 
that they would try to find me something to do. It was not very nice. Finally after [a] frustrating nine months,  
I was given a long-term assignment.
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The empirical evidence from the present study on the significance and impact of role clarity is in 
consonance with the findings of previous studies. Tung (1998) has drawn attention to the magnitude of 
the issue. His study mentioned 60 per cent of American expatriates who were not guaranteed a position 
at all with their parent company. According to Black (1992, p. 183), role clarity is important for repatriate 
managers, ‘because most of the time they do not have assigned jobs or positions in their parent organiza-
tion upon their return’.

Skill Utilization

The home offices were not found to facilitate utilization of the skills acquired by the repatriate mangers 
on their foreign assignments, in contrast to the repatriates’ ardour to add value to the parent organizations 
with their international experience and knowledge. This lack of interest in the honed skills of repatriate 
managers has a negative impact on their commitment. Most of the participants (n = 8) in this study did 
not have many opportunities to utilize the knowledge and skills that they had acquired during their for-
eign assignments. Many interviewees wanted to utilize their skills and knowledge acquired overseas, and 
to contribute to their companies. Unfortunately, many repatriates in this study did not find many occa-
sions in which they could utilize their newfound knowledge. One repatriate manager said:

I was a star employee and so was looking forward to coming back to a great career. But I was sent back to the old 
job that I held five years ago. It was not challenging after working abroad as an expatriate manager. In fact that 
was pretty disappointing and I was bored to death.

Another manager, who had a rather positive view of her skill utilization commented:

I was nervous about taking the international assignment. But it worked out well. That assignment has taught me 
so many new things and helped me to become a much more mature and confident person. I am now involved in 
different things in the company. It is just great.

According to Klaff (2002), only 39 per cent of repatriates have opportunities that utilize their skills. 
Lazarova and Caligiuri (2001) have also found that companies that value their employees’ international 
experiences positively affect a worker’s commitment to the organization.

Novelty of Host Country Culture

Longer assignments abroad tend to estrange the expatriates from the home country environment as they 
get acquainted with and integrated into the host country’s culture. We found that repatriate managers 
characterized their readjustment to home environment as quite challenging. Five (n = 5) out of the  
10 respondents felt quite a large amount of reverse cultural shock, three (n = 3) had some minor cultural 
problems and two (n = 2) had no problems coming back. These experiences can be best described by 
quotes. One said, ‘I miss UK because of history, the beauty and everything there, but [sic] I feel that I am 
better fit there than back home here in Australia.’
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The majority of interviewees in our sample found it extremely difficult to readjust in their home coun-
tries after returning from foreign assignments. Our findings are consistent with the findings of previous 
research. Gregersen and Stroh (1997) have argued that one would expect the comparative novelty of the 
host and home country cultures to greatly influence the repatriate’s adjustment. The repatriate managers 
discover that their home environments have changed during their foreign assignments. This could be a 
shock for them, as most of them do not expect to feel like strangers in their home country.

Downward Shift in Social Status

Our findings are in line with those of earlier studies on this issue. Repatriate managers encounter less 
prestige and status in their new assignments in home country (Gomez-Mejia and Balkin, 1987). Similarly 
Schuler et al. (2002, p. 47) have observed:

During the international assignments expatriate employees are rewarded with higher compensation packages 
than a similar job would obtain at the domestic organization. Consequently, when employees return to their par-
ent company they normally experience loss of acquisitive power that generates dissatisfaction at home.

Most of the interviewees in our sample (a total of 8 of the 10; n = 8) believed that they experienced 
loss of status, loss of autonomy and faced major changes in their personal and family lives when they 
returned home. One of the problems that repatriate managers in the ANZ companies faced was the lack 
of understanding and empathy for their readjustment challenges shown by their colleagues who had no 
international experience. There was little understanding as to why the repatriate manager was not focus-
ing on her job or why was she not performing at 100 per cent of her capacity or why she was trying to 
solve family-related problems during work hours. One repatriate manager commented, ‘In my foreign 
assignment, I used to manage more than 50 employees and when I came back suddenly I was being  
managed. I had a narrow span of control here in New Zealand. It was not challenging.’

Discussions and Conclusions

In the global economy nowadays, it is common practice for the ANZ companies to send employees on 
international assignment in foreign countries. These professionals not only experience a number of chal-
lenges during their assignments in foreign countries but also face a lot of problems during repatriation in 
their home countries. Most of the previous research has been quantitative in nature and has not explored 
in depth the lived experiences of female repatriate managers. More precisely, the evidence is neither 
conclusive nor enough to support or reject the issue raised in the theoretical literature about how female 
repatriate managers adjust in the parent companies back in their home countries. Therefore, there was a 
need for an in-depth interpretive inquiry to look into these experiences through the eyes of female repat-
riate managers.

The focus of the study is to understand the repatriation process from the perspective of female repatri-
ate managers in ANZ companies whose voices have been silent for too long in international human 
resource management research. In the study, we gathered qualitative information about the experiences 
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and coping behaviour of 10 ANZ female repatriate managers by using in-depth interviews. The study has 
demonstrated that repatriation is indeed a multifaceted complex phenomenon and its results point to a 
number of interesting patterns of relationships. The results indicate that young age, longer time spent on 
overseas assignments and decline in social status in Australia and New Zealand have negative impacts 
on the adjustment process of repatriate managers. However, we find a positive influence of other factors 
such as clarity of repatriation policies and practices, role clarity and skill utilization on their return. The 
results of the present study also show that the novelty of the host country culture relative to the home 
country culture is negatively related to the adjustment of repatriate managers in their home country.

Our study suggests that the overall repatriation process in ANZ companies is rather unsatisfying and 
in particular seems to have a low sense of awareness of the specific needs of female managers in relation 
to the repatriation process. Unfortunately, very few ANZ companies are investing resources towards 
helping their female repatriate managers experience a smooth return home. This lack of reintegration 
process may become a major international human resource problem—one that has the potential to 
adversely affect ANZ companies’ globalization efforts. There are clear evidences that ineffective han-
dling of repatriation of female managers may influence the willingness to accept the overseas assign-
ments in future. Our research suggests that ANZ companies should develop intervention and processes 
to repatriation for female managers that incorporate both career and organizational issues. It is to be 
noted that effective mentoring and support are the key elements of successful repatriation management 
for female managers.

Finally, the present study attempts to provide a better understanding of this phenomenon to individual 
repatriates, their organizations, human resource personnel and people who care about the repatriate expe-
rience of re-entering the home country. This objective is critical, particularly for ANZ companies who 
often rely on scarce technically-skilled personnel to establish, staff and manage subsidiaries in foreign 
countries.

Limitations of the Present Study and Future Research Directions

The main limitation of the present study is that our sample is small and is drawn exclusively from a pool 
of female repatriate managers of the ANZ companies. It is laudable from the point of view that it moves 
away from traditional reliance on the repatriation experiences of men in American and European compa-
nies. It is possible that our respondents may not be similar to men or repatriate managers from other 
countries. However, given the small sample size, we caution against the generalization of our findings 
and urge further research with the help of larger samples.
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