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ABSTRACT 

International Assignments have been significant to internal talent mobility &amp; rotation within organizations since 

many decades now. It is being leveraged by the organizations to accelerate the careers for its employees &amp; make 

them ready for key roles with newer skills and exposure to global environment. It is largely found that employee 

expatriating from his home to a new geography are supported with lucrative benefits but the reverse movement has 

not received the same thrust. This becomes precarious when applied on the career growth of the repatriate. In this 

review paper, we have attempted to explore the linkages between Career development and long term International 

assignment. Further, we have suggested a framework with strategic and operational objectives aligned with the 

international assignments both for the organization as well employee. We have also evaluated tactical interventions 

which can lead to positive repatriate experience with a meaningful connection to his or her career.  

KEYWORDS: Career Advancement , International Assignments , Talent mobility , Repatriation , Skills 

 

Received: Jun 01, 2022; Accepted: Jun 20, 2022; Published: Jul 13, 2022; Paper Id.: IJHRMRDEC20221 

INTRODUCTION 

The last few decades have seen tremendous increase in International assignments and mobility of employees across 

the globe. With most of the organizations expanding their businesses in multiple regions as a part of their growth 

strategy, it is evident that they are rotating the employees across geographies and giving them career opportunities 

to learn newer skills (Lazarova & Caligiuri, 2001, Jayasekara & Takahashi, 2014, Benson & Pattie, 2008). In order 

to accelerate the long-standing benefits of global agility for multinational corporations, International assignments 

and intra-organizational careers must be deliberately altered (Breitenmoser et al., 2017, Johnston, 1991, Bolino, 

2007, Baruch & Altman, 2002). It has also been noticed that organizations that are able to transcend national 

boundaries for their employees are creating more successful careers and leveraging on their human talent to the 

best (Suutari and Brewster, 2003, Reiche, 2012, Steve Chi & Chen, 2007, Biemann & Braakmann, 2013). 

The research in the area clearly indicates that the organizations have made efforts in understanding the 

experiences of the employees during repatriation. Many interventions have been proposed in terms of support 

practices to influence the repatriation outcome and proposed the likelihood that the operations & business practices 
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of the firm influence the satisfaction of repatriated employees (Rhoades & Eisenberger, 2002, Cho et al, 2013, Kraimer & 

Wayne, 2004). But organizations have also found that there have been significant personal and professional challenges 

(Shen & Hall, 2009, Welch et al., 2007, Starr & Currie, 2009). The repatriation support is multifaceted and influences 

repatriation turnover intentions and all aspects of repatriate career development (Birur & Muthiah, 2013, Howe-Walsh & 

Torka, 2017) 

For some reason, the efforts on expatriation are found to be far more formalized than those at the time of 

repatriation (Black et al., 1992, Pattie et al., 2010, Baruch et al., 2002). This is despite that the employees found re-entry 

into the base country and home company to be more problematic than the original relocation to the foreign country 

(Aldossari & Robertson, 2015, Nery‐Kjerfve & McLean, 2012, (Sreeleakha, 2014). Adaptability upon repatriation in the 

same old life was found to be difficult (L. O’Sullivan, 2013, Kulkarni et al., 2010, Linehan & Scullion, 2002). Also, 

accompanying spouses have been identified as having a great difficulty adjusting to the home after overseas assignment 

(Gregersen & Stroh, 1997, Paik et al., 2002, Black & Gregersen, 1991). However, about 60 per cent of companies had no 

formal repatriation policy or program indicating low priority for organizations. This may be attributed to the perception 

that repatriation is considered as ‘coming back home’ (Shaffer et al., 2012, Suutari & Välimaa, 2002, Hyder & Lövblad, 

2007, Starr, 2009). Successful repatriation means that the repatriate acquires good career and personal development after 

international assignment experience (Peltonen, 1997, Chew & Zhu, 2002, Stevens et al., 2006). But it was found that only 

33% of repatriates are promoted, 58% of repatriates continue to be at same level and 9% are surprisingly demoted after 

returning from International assignment (N. Padmavathy et al., 2011) 

In the general context, career management can be described as the active and purposeful management of a career 

by an individual and organization. It is a progression in order to assess the aspirations and capabilities of employees, a 

process through which their personal development is planned and directed, along with the prospects existing in the 

organization. Career advancement is an outcome which is an extrinsic career success. In this regard, there are three levels 

of hierarchy – Demotion, Lateral move or Promotion as considered by the repatriate. As the meaning suggests, demotion 

can be considered as least impactful and promotion being maximum and finds it’s meaning in the underlying hierarchical 

structure. Repositioning on return is defined as an important career advancement indicator on repatriation The role on 

repatriation where the repatriate has been able to utilize his/her knowledge acquired during international assignment and 

gets a position which is progressive from previous roles is an indicator of career advancement (MacDonald and Arthur, 

2005, Zikic et al., 2006, Feldman & Tompson, 1993).  

This study helps to understand the post repatriation impact on career management after completing an 

international assignment 

The research paper is divided into following sections.  

 Section 1) Background and Research methodology  

 Section 2)The literature review strategy on the subject,  

 Section 3) Results,  

 Section 4) Discussion and conclusion with a proposed framework, 

 Section 5) Managerial implication and proposals  
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 Section 6) Limitation 

 Section 7) Future recommendations  

RESEARCH METHOD  

As discussed earlier, repatriation has failed to get the same attention which expatriation has received by the organizations 

and researchers. This is despite the huge cost of repatriation failure and its direct impact on the careers of the employee. 

Therefore, a Meta review of repatriation literature would enrich the existing literature. Repatriation and its outcome have a 

direct impact on career management and to the best of our knowledge there has not been any study to explore the same. 

Hence, the need for review of repatriation literature and to understand its use for career progression would be of immense 

benefit to the organizations. This can as well be used to influence the overall global mobility outcome for the 

organizations. 

Research Questions 

A review of literature on repatriation makes it evident that limited studies have been conducted in the past to understand 

the journey an employee goes through in the process of international assignment and carries its impact on career 

management post repatriation. Therefore, we propose to conduct a systematic appraisal of the existing literature related to 

the career aspects of employees on return from international assignment. Four research questions which emerged in the 

preliminary literature review and are explored in the current qualitative meta-synthesis are following:  

 RQ1: What are the contributing factors to the career outcomes on repatriation? 

 RQ2. What are the relationships between contributing factors and career development outcomes? 

 RQ3: What are managerial implications for the organizations based on literature review of career management 

aspects of repatriation?  

 RQ4: What are gaps in the existing literatures which are recommended for future research?  

Literature Search Strategy 

The goal of the search was to identify only those studies which have relevance on career outcome on repatriation. It must 

be added, though Career Management is a vastly studied topic, Repatriation though less widely explored, also has many 

aspects of influence. Hence, appropriate selection and synthesis of the studies relevant to the objective was a must to avoid 

getting lost in the spectrum. 

Flow and Criteria for Inclusion and Exclusion 

The study was carried out at the below four stages: 

1. Identification: The internet based literature search was conducted and the term “repatriation” was entered into the 

ProQuest Digital Dissertations, ProQuest Advanced, EBSCO to find research work on the topic. To identify any additional 

published or unpublished trials, we also searched, Dissertation Abstracts International, Google Scholar and ETHOS online 

databases. Thorough database search, using reference lists and citation Review of repatriation /Repatriates was done. 

Online search for unpublished articles through website like google, yahoo search was+ made to not miss any relevant 

studies. At this stage all the articles and studies with some relevance around repatriation and related aspects were collected. 

Therefore, search covered all sources of work, published studies as well unpublished articles. Included studies were 
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empirical, correlational or experimental; conducted across the globe and on a wide variety of industry samples. The 

abstracts and key words were screened and the records were included if they were in 1) English language 2) discussed 

about repatriation in any aspect. The records were excluded 1) if the repatriation term mentioned about non-human entities, 

such as exchanging a foreign currency into the currency of one's own country, 2) any publication with financial meaning of 

repatriation. 3) Any duplicate studies were omitted. A total of 138 studies were collected and identified to move to the next 

phase of screening. 

2. Broad Screening: At this stage, the full texts were screened. As mentioned above, repatriation has many antecedents 

impacting various aspects of repatriate adjustment. In view of the career advancement objective, the text was broadly 

screened and included only if 1) it has any aspect of career related outcome discussed and excluded 1) non-work related 

adjustment on repatriation 2) Studies with non – corporate focus group for example academicians, students, returning army 

or missionaries etc. and 3) the studies with only theoretical view or secondary studies were not taken. The focus was only 

primary research outcome. In the process, 99 studies were excluded 

3 Narrow Screening: At the end of the broad screening, we were left with 39 studies which discussed work related 

influence and outcome in repatriation. Work factors varied from work adjustment, job satisfaction, and pro-activeness at 

work to career advancement. It was important to align this information with the objective of Career Advancement or 

Progression. We wanted to retain only those factors which contributed to career advancement outcome on repatriation and 

also quality assessment was important at this stage. Hence, narrow screening was done and only those studies were 

included 1) which depicted clear relationships of interventions with career outcomes, 2) Quality assessment resulting in 

‘high’ and ‘very high’ CASP were retained based on checklist. Those which were excluded 1) discussed work adjustments 

aspects, satisfaction at work post return but did not show influence of the same on career outcome 2) medium or low on 

quality assessment checklist. This excluded 30 studies on narrow detailed screening.  

4. Final Selection: Since the topic is not richly discussed and the numbers of studies were limited, no further exclusion 

was done on the basis of any methodological criteria. Both qualitative and quantitative studies were taken. Also, no 

exclusion on the basis of industry type or sampling method was made. This resulted in the most relevant eight studies to be 

explored in depth from the existing literature  

Data Extraction 

The data extracted was based on SPIO approach- (Study Design, Population, Interventions, and Outcomes) and comprised 

of evidence on study design and methodology, the populations under assessment, the interventions engaged, and the 

inferences reported in each study. These screening standards were constructed on guidelines provided by the Centre for 

Reviews and Dissemination ("2009 - Centre for Reviews and Dissemination, University of York") 

The inclusion criteria on Study design, Population, Interventions and outcome was simple and objective oriented. 

The exclusion basis of the methodology and design was limited. The studies with only secondary data were omitted; the 

population had no exclusions on corporate focus groups. However, non-repatriation related practices were excluded and 

with the focus being on career advancement outcome without considering any other work related aspect.  

Critical Quality Assessment CASP also known as critical Appraisal Skills program which is designed to 

systematically assess the trustworthiness, relevance and results of published papers. This checklist is for quality assessment 

of research papers both qualitative and quantitative studies. The reason to imply the checks was to ensure that a certain 
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standard is maintained across all studies. 

As given in Table II & II, there were screening questions to check the objective and methodology used to address 

given research goals. If the screening questions were found to be worth continuing by the researcher, the next set of 

retailed questions would follow. This applies to qualitative and quantitative /Randomised Controlled Trials (RCTs) studies. 

As the outcomes of this search and our examination produced a small number of heterogeneous interventions with 

just 8 studies matching the desired criteria and objectives, a quantitative meta-analysis would not provide useful results. 

Henceforth, we presented our findings in a descriptive format.  

RESULTS  

The search of the databases retrieved 158 records and further synthesis resulted in 08 studies truly relating with the 

objective. This included all relevant research information which could be derived by the word ‘repatriation’ in the context 

of the returning back of corporate executives from host country to home country and influencing career advancement. The 

industry, geography and any other demographic influence was not a limitation with corporate repatriates.  

Selected Study Characteristics 

Country of Origin (Country of Repatriation) 

While the systematic synthesis narrowed us down to only 9 relevant studies but these studies broadly covered the origin 

from almost all corners of the world. The repatriates from United States was covered in studies from Kraimer et al. (2009), 

Ren et al. (2013) and Bossard and Peterson (2005). European, Japanese and Australian sample were covered in Tung 

(1988) and Eugenia Sánchez Vidal et al. (2007). Singapore MNCs were taken up by Ahad M. Osman‐Gani and Hyder 

(2008) whereas Canada was the sample country for MacDonald and Arthur (2003). The study by Stahl et al. (2008) was 

one the most exhaustive studies in view of horizon taking 93 country bases. One common factor is that these countries 

where employees were repatriating are developed countries- which is a clear evidence that the developing and under 

developed countries, lack relevant studies. Besides, repatriation and its outcomes – from career development perspective 

have been completely ignored; which in our opinion, this is a huge gap and the researchers in this part of the world need to 

further their studies on this aspect – and enlighten us with its implications. 

Study Design 

In terms of the design of the studies, four studies which conducted randomized controlled trials and purely quantitative 

methodology include Eugenia Sánchez Vidal et al. (2007), Kraimer et al.(2009), Ren et al. (2013) and Stahl et al.( 2008). 

Two studies were mixed with both qualitative and quantitative methods of approach by Ahad M. Osman‐Gani and Hyder 

(2008) and MacDonald and Arthur (2003). The remaining two studies were qualitative researches by Bossard and Peterson 

(2005) and Tung (1988). This shows that the selected studies were done on different approaches and methodologies.  

Bossard and Peterson (2005) desired to comprehend the way the repatriates may themselves experience the 

adjustment course and the approach through which they are supported by their organizations during the problematic time 

of returning home. A face to face, semi structured interview discussions were done so that personal views can be discussed 

and new ideas can be generated. In the study by MacDonald and Arthur (2003) an open ended questionnaire was used to 

gather demographic statistics and to prompt participants to begin thinking about the repatriation experience. Semi – 

structured interviews were used for detailed data gathering and interview data was analysed by the qualitative techniques. 
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The findings presented in Tung (1988) were based on in-depth interviews with the Vice President of foreign 

operations or HR in 17 European, 18 Japanese and 11 Australian companies. Face to face interviews with 15 repatriate 

managers were conducted, first to gain better understanding through a semi structured open ended interview guide, the 

issues were identified and expert opinions from Industry and Academics were taken. Post which structured questionnaire 

was designed and implemented in company information, repatriation policies, Training and Development, features of 

career development and career counselling etc. The questionnaire was shared with response from 162 repatriates which 

were Singapore based MNCs (Ahad M. Osman‐Gani and Hyder, 2008). 

 

One of the most exhaustive studies has been by Stahl et al.(2008). This included the sample of 1779 international 

assignees from 141 MNCs out of which 33 companies were based of Germany, 20 in France, 32 in USA, 31 in Singapore 

and 25 in Japan. This enhanced the generalizability of findings and gave a broad presentation of different industries, 

countries of origin etc. A standardized questionnaire was used. 

Demographics & Occupations 

The selected studies consisted of majority of male samples which would have returned to the home country in last 3 years. 

The average age ranged from late 30’s to early 40’s at the time of repatriation. 

Study by Stahl et al. (2008) had a typical set of respondents who were college educated, married males, working 

in managerial positions. Further, Bossard and Peterson (2005) targeted the repatriates who had returned to America not 

more than 2-3 years ago. This was to ensure that they had fresh memory to recall their experiences. However, MacDonald 

and Arthur (2003) only considered those repatriate who had worked over a minimum of one year and came back in last one 

year. 8 participants including seven men and one women were in the sample between 35- 48 years of age and with a 

foreign assignment of 3 to 23 years, they were expatriated in several countries most of them with multi country 

assignments. Ren et al. (2013) targeted five US based MNC’s repatriates, 84 sample size including those who returned 

back in last 3 years to their home country. Out of these, 86 % were male and 87% were married. The average age was 

found to be 43 years and their average organizational tenure was 14 years.  

Ahad M. Osman‐Gani and Hyder (2008) had 80 per cent male respondents with 59 per cent of respondents 

unmarried and between 30 to 39 years of age. They were in mid-career life and keen on international experience. 

Interestingly, 56 per cent had English as their first language and 33 per cent were familiar with the language due to official 

contexts, 66 percent had overseas assignment lasting for two to four years. Eugenia Sánchez Vidal et al. (2007) surveyed 

81 Spanish repatriates specifically managers. The managers were specifically chosen as most expatriates are managers. 

Most repatriates were men around 93.8 per cent and aged between 30 to 40 years with an average of 11.4 years in the 

organization. They have been abroad for 2- 4 years. 43 per cent were in general management function and 30 per cent were 

promoted after coming back and 16 per cent considered that their objective matched with their companies’ prospects for 

them and 76 per cent of the repatriates considered that International experience can allow them to acquire very useful 

knowledge and skills for working.  

Intervention Characteristics / Contributing Factors and the Relationship 

The factors which were found to be influential in generating the career outcomes resulting in career advancement were 

analysed and considered as influencing contributing factors. 
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Based on the review, the intervention characteristics can be categorised as below  

A. International Assignment itself as the Intervention Characteristic 

The type of International assignees, the purpose of the International assignment and the value perceived of the same has 

been considered as one of the most important influencers in the career outcome of the repatriation cycle.  

The type of international assignment or assignees as given by Eugenia Sánchez Vidal et al. (2007) can be 

developmental or functional assignee. The study stressed that the ‘Developmental assignees’ were relatively mobile, 

young, controlled of future assignments, seen as having higher potential impacting positive career advancement as 

compared to ‘functional assignees’ who failed to convert the International assignment as career management process. This 

led to the re-fitment difficult for the home organization. Hence, the ‘ developmental assignees’ had better career 

advancement opportunities with their existing company and are more confident about their career prospects in and out of 

the organizations. The developmental assignees were less likely to be seen as ‘ hard to fit back ‘and would know their next 

assignment much in advance especially if it is part of succession planning or formal decided plan. Similarly, they were less 

likely to fall victim to the out of sight, out of mind syndrome because duration of assignment is usually limited. 

Additionally they would always ensure they are in touch with right mentors and leaders (Black, 1994). However, 

functional assignees would not make an attempt to be in touch of company’s leadership development team and programs. 

This would subsequently restrict their, influencing ability on career advancement opportunities. This shows that the nature 

of assignment plays a key role in determining the career outcome on repatriation.  

The pre decided purpose of the International assignment for organization and employee is an important influencer 

on career outcome. The reasons for which employees are sent for an International assignment are many. Among them, it is 

seen that assignments with developmental purpose had positive implications as against the functional or technical reasons. 

Development assignment is defined as the one where ‘the primary purpose of assignment’ is to develop global 

competencies and is considered to be part of long term career plan of the company. Other assignments are technical 

assignment with the purpose to purely conclude a technical requirement at host country and return. There are also 

functional assignments where the purpose is to build on specific job with domain experience and the last among these; 

being is strategic assignment to fill an executive level position (Kraimer et al., 2009). The development purpose is aligned 

to the career progression of the individual. If the initial purpose or one of the purposes of the international assignment was 

career management of the employee then the outcome was also progressively aligned. Also,, When the assignment was to 

fulfil the technical competency gap or the executive position, the success on career advancement was limited (Kraimer et 

al., 2009).This stressed that the developmental assignment purpose has far higher career advancement impact as compared 

to any other purpose for which repatriates were sent (Stahl et al., 2008).  

The third important aspect is the value attached to the assignment. It was observed during the course of the study, 

that if the employee values the assignment as an element to influence his career in long run, the outcome was positive. It 

also came up that every employee may attach his /her own value based on his expectations and idea for growth. The value 

may be a career advancement opportunity, financial security or life style shift experience etc. (Ren et al., 2013) highlighted 

and explained this as – The value of the assignment to the repatriate’s career (IAV – Career) and the degree to which the 

company values the International Experience and skills acquired by the repatriate (IAV – Organization). International 

assignment Value (IAV) moderates the impact of other influencing factors too and hence the positive attitude towards 

International assignment serve as a psychological source for repatriates to deal with the expectation not being met in other 
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areas. Also, career advancement has a clear implication here, those who thought the assignment was valuable to their 

career gave more importance to career advancement for career satisfaction than those who did not. Hence, their satisfaction 

due to demotion was not impacted. 

B. Advance Career Planning and Formal Inclusion of Career issues in Repatriation Policy 

As per Bossard and Peterson (2005), the advance career planning was completely missing in terms of support from the 

organization. This shows that organizations have limited the repatriate experience to a mere personal growth. Further, 

Tung (1988) explained that organizational activities on career support lower the intention to leave and help to retain the 

repatriate. The issue of re-absorption is graver when repatriate has only mediocre skills and talents. Hence, career planning 

with the individual prior to departure, involves reviewing the opportunities and pitfalls associated with the foreign 

assignments. An important relationship exists of the support, career planning, training and repatriate policy inclusion, job 

security etc. which has a direct influence on the career advancement (Bossard and Peterson, 2005). The better handled and 

supported repatriation activities by the organization showed superior outcomes with satisfaction with job on return 

(MacDonald and Arthur, 2005).There are many ways through which the organizations can offer support. Training and 

formalized program has been the key ask for career development and expatriates topmost priority in inclusion list for 

repatriation policy. The clarity of career path on joining the home office with a well drafted plan prepared in advance is an 

important intervention for the career advancement outcome (Ahad M. Osman‐Gani and Hyder, 2008). However, these 

plans should be realistic, in advance and a part of woven strategy for both the repatriate and organization. Career 

counselling before expatriates departure for International assignment can go a long way in strengthening the confidence of 

the person. Therefore, various career related practices like mentoring, counselling, growth plans and tracking etc. should be 

part of organizations agenda and inherent part of repatriation policy and should be tracked carefully on timely basis.  

C. Post Return Career Path Assistance  

While the planning has its relevance, every individual’s case may have its own complications and need assistance or an 

exceptional sight to it. For example, promotion on return is seen to have a direct positive impact on career advancement 

and they get a direct value on return as reward. Eugenia Sánchez Vidal et al. (2007) suggested that getting a promotion on 

return also influences repatriates’ job satisfaction and it resonates that one of the employee motives for accepting an 

international assignment is career enhancement.  

There can be other facets to improve job satisfaction and career advancement which may not be determined purely 

by economic conditions of the job but are actually responses towards various facets of job content, enriched roles and 

career prospect. Promotions, Job content, compensation, autonomy etc. are antecedents proposed which can help in career 

progression on return. Agility and responsiveness to the career needs of the repatriate on the basis of individual’s capability 

and accepting that every career is carved differently would help to fill any gaps on repatriation by the organizations. 

In addition to the above three influencers, one of the studies conducted by Kraimer et al.( 2009) mentions that the 

number of International assignment does not have a positive relation with career advancement., The initial assignments 

will be conducive to advancement but too many assignments may impact the career negatively. The number of 

international assignments would have an inverted U – Shape relationship with career advancement at the time of 

repatriation. Career advancement was found to be lowest among those who had between two and four postings and after 

four assignments it started showing non – negative relationship which means that multiple International assignments due to 
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out of sight out of mind scenario can do more harm on career advancement than good within the organization. This also 

helps indicates that international assignments and repatriation process cannot be considered as mere tools for career 

development but leads to growth when paced and strategized carefully. 

DISCUSSION & CONCLUSIONS 

The repatriate studies on Career management clearly calls out for understanding the three levels of impact on career 

advancement. The first level is to strategize and align the objective with the International assignment. This would include 

the purpose, type and value attached to the task given assignment at the host country.  

The second level of impact is the organizational operational efforts undertaken. The study highlights that the 

advance career planning with well drafted repatriate policies and practices for all stakeholders can be instrumental in 

executing the strategy. Most repatriates felt that international assignment was not beneficial to their career development 

whereas where organization put some efforts into the process, job satisfaction increased. Ren et al. (2013) relates career 

satisfaction with the pay breach and career derailment. They have greater impact on managing career expectation by the 

organization. The last level of impact is agility and responsiveness shown by the organizations to fix any gaps which can 

align to an individual’s expectations of career outcome. Tung (1988) in one of the earliest studies on career issues related 

with repatriation found that international assignments were considered as an important criterion on promotion to senior 

management positions especially in the US. Eugenia Sánchez Vidal et al. (2007) also suggested individual centric 

measures that the organization can take and give rewards on return to shape the career of the repatriates in the form of 

promotion or special incentive or reposition offer etc. 

Therefore, a rigorous meta-review of the existing literature emphasised the importance of strategizing the 

repatriation process, ensuring solid operational support and finally fix any gaps at individual level to achieve the desired 

career outcomes for its repatriates.  

As given in the proposed model (Fig. 2), the career advancement on repatriation should be part of core strategy of 

international assignment, backed with the operational rigor followed by any specific focus at individual level. 

Managerial Implications 

We emphasize that organizations should make all possible efforts to link the career advancement with international 

assignments. This would help them to quantify the return of investment on repatriation and help the associates the long 

term advantage of global assignments. The current study proposes four major implications for the organizations in the 

context of repatriation and career development.  

 The first important implication of this study for the Managers is to understand ‘the why’ of the international 

assignment. It should have a purpose and value. Once this purpose is attached to the larger purpose of employee 

career goals and organizational goals, the outcome of repatriation will have high chances of success. The purpose 

of International assignment should be crafted and bought among employer and employees to actually substantiate 

the impact on career management. The purpose for the employee going for international assignment can be 

numerous – Knowledge transfer, Career development and gaining control over operations abroad. Organizations 

can arrive at better career oriented repatriation effectiveness when driving the career purposefulness of the 

international assignment and this should be aligned with the expats.  
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 The second implication is to stress the organizations with their readiness of repatriation policies and plan of 

execution.. The organization should have a detailed step by step manual to ensure that repatriates are assisted at 

each level to meet the strategic objective of the international assignment laid. This would include finding a 

suitable position on return, planning well ahead on repositioning. mentor connect and, encouraging the repatriates 

to get informed and ask relevant questions on what to expect professionally upon return. Organizations need to 

value international experience by placing the repatriates in job positions where the full utilization of the acquired 

skills and international experience is possible resulting in employee career satisfaction. 

 The third implication is to highlight that for a perfect outcome some individual factors would need to be looked 

into on return. This means organization may have some exceptions to make and assistance to provide (Kimber, 

2019). There can be re-fitment gaps, compensation related gaps, skill utilization and role advancement gaps which 

may require consideration from the management to the satisfaction of the repatriate. 

 We suggest that for mutual satisfaction of both employee and organization, the above three namely ---strategizing, 

operational rigour and responsiveness at individual level, must be used as an integrated model. While the 

individual proposals will have its positive impact, but only if all the three phases are incorporated, the career 

progression for the employee as well return of investment (ROI) made by the organization would be visible.  

Limitations  

While very careful efforts were made to identify all the suitable studies to meet the objective, they may still not be 

exhaustive. Also, some studies had relatively smaller size given the niche nature of the respondents. The career 

management is an extremely broad subject and consists of multiple aspects but all aspects may not have been covered 

while reflecting the repatriation. Another limitation is that the repatriate outcome is reflecting a shorter duration and not the 

long term impact. Finally, the findings of this study are based on articles published in English; applicable publications in 

other languages were excluded. This may contribute to the fact that the selected studies do not cover all nations. It was 

observed only developed countries sample data was available which could be because there were no studies in developing / 

under developed countries or were in specific local language.  

FUTURE RESEARCH RECOMMENDATIONS 

Post review of the above findings and current research gaps, this section answers the final research question: What are the 

related areas arising out of literature recommended for future research? 

The future research must focus on the purpose of International assignments and if there is an alignment of the 

same between employee and organization? In this study, we understood that purpose has a reflection on career 

management but it would be interesting to seek the comprehensive understanding with the regards to the relation between 

the strategic alignment of expatriation with career advancement. In addition, even if there is a purpose of career 

progression attached to an international assignment, how is it understood by both the employee and the employer?  

Secondly, from repatriation perspective there are many antecedents like career management which has an impact 

and should be deeply studied in future. The issues like social, cultural, and financial aspect should be studied in detail to 

understand the nuances around it. 

Another important research should be a comparison of career graph both at expatriation and repatriation stage. 
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While we understood through the existing literature- that repatriates fear a dip in their career graph, after return, the 

question arises, as to whether the situation is truly as rosy post expatriation? 

While we have seen some studies in the developed nations, the developing countries perspective was almost 

missing in the sample and future researcher in these countries must study this topic in detail and compare the global 

scenario with his locally collected data. There can also be a research to understand how the repatriate’s experience is if the 

repatriation is from developed to developing country and vice versa 
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Annexure 

Table I: Data Extraction Criteria 

Criteria Inclusion Exclusion 

S- Study 
Design 

Quantitative and Qualitative studies,  
systematic review, single case studies, literature 
review, methodological papers,  

P –Population 

type  

corporate repatriates, across globe, Any gender 

and age bracket, Across industries 

Non – corporate repatriates like Armed forces, 

religious teachers, Students etc. 

I – 

intervention  
Repatriation or org strategy or support practices  non repatriation related practices 

O – Outcome 

on Career  
career advancement  Job satisfaction, Work adjustments etc. 

 

Table II: Quality Assessment Checklist (Adapted from CASP Qualitative Research Checklist 31.05.17) 

No. Screening Question Answer 

1. Was there a clear statement of the aims of the research? Yes/No/Can’t tell 

2. Is the qualitative or quantitative approach appropriate? Yes/No/Can’t tell 

No. Detailed Question Answer 

3. Was the research design appropriate to address the aims of the research?  Yes/No/Can’t Tell 

4. Was the recruitment strategy appropriate to address the aims of the research? Yes/No/Can’t Tell 

5 Was the data collected in a way that addressed the research issue?  Yes/No/Can’t Tell 

6 Has the relationship between researcher and participants been adequately considered? Yes/No/Can’t Tell 

7 Have ethical issues been taken into consideration?  Yes/No/Can’t Tell 

8 Was the data analysis sufficiently rigorous? Yes/No/Can’t Tell 

9 Is there a clear statement of findings? Yes/No/Can’t Tell 

10 How valuable is the research? Yes/No/Can’t Tell 

      Source: CASP-UK.net (Critical Appraisal Skills Program, 2017) 

 

Table III: Quantitative – Critical Assessment Checklist 

No. Screening Question Answer 

1. Did the study address a clearly focused research 

question? 

Yes/No/Can’t tell 

2. Was the assignment of participants to interventions 

randomised? 

Yes/No/Can’t tell 

3. Were all participants who entered the study accounted 

for at its conclusion? 

Yes/No/Can’t tell 

No. Detailed Question Answer 

4. Were the participants ‘blind’ to intervention they were 

given? • Were the investigators ‘blind’ to the 

intervention they were giving to participants? •Were 

the people assessing/analysing outcome/s ‘blinded’? 

Yes/No/Can’t Tell 
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5 Were the study groups similar at the start of the 

randomised controlled trial? 

Yes/No/Can’t Tell 

6 Apart from the experimental intervention, did each 

study group receive the same level of care (that is, 

were they treated equally)? 

Yes/No/Can’t Tell 

7 Were the effects of intervention reported 

comprehensively? 

Yes/No/Can’t Tell 

8 Was the precision of the estimate of the intervention or 

treatment effect reported? 

Yes/No/Can’t Tell 

9 Do the benefits of the experimental intervention 
outweigh the harms and costs? 

Yes/No/Can’t Tell 

10 Can the results be applied to your local population/in 

your context? 

Yes/No/Can’t Tell 

11 Would the experimental intervention provide greater 

value to the people in your care than any of the 

interventions  

Yes/No/Can’t Tell 

    Source: CASP-UK.net (Critical Appraisal Skills Program, 2020) 

 

Table IV: Studies Included in the Meta-Synthesis and Assessment Outcomes 

Author/Yea

r 

Design/typ

e of study 

CASP 

(Quality 

assessmen

t ) 

Sample/Population/Industr

y and country 

Intervention/influencin

g factors 

Outcomes 

measured 

Tung (1988) Qualitative  High 

Senior Executives 

European(17), Japanese 

(18)and Australian (11) 

MNCs  

Stringent Expat 

Selection criteria, Career 

Planning, counselling 

and connect, promotion 

on return 

Lack of same 

lead to poor 

career 

advancement 

on return 

MacDonald 
and Arthur 

(2003) 

Quantitativ

e and 
Qualitative 

( Mixed) 

Very High 
Repatriates returning to 
Canada 

Concentration on 
Organizational handling 

of the repatriates  

Most satisfied 
with career on 

return 

Bossard and 

Peterson 

(2005) 

Qualitative 

Method 
High 

20 expatriates in 7 

International American 

companies  

Lack of Job security on 

return  

Helped in 

Personal 

development 

and growth 

but no impact 

on Career 

advancement  

Eugenia 

Sánchez 

Vidal et al. 

(2007) 

Quantitativ

e  
High  81 Spanish repatriates promotion  

Career 

advancement 
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Stahl et al. 

(2008) 

Quantitativ

e  
Very High  

1779 international assignees 

from 141 MNCs and 93 

countries / Variety of 

industries including 

electronics, automotive etc. 

Developmental 

assignees and Functional 

assignees having 

different career 

development impact 

Developmenta

l assignees 

show 

significantly 

more 

optimistic 
future career 

advancement 

opportunities 

within their 

existing 

employers and 

other 

employers 

than were 

functional 

assignees 

Ahad M. 

Osman‐Gani 
and Hyder 

(2008) 

Qualitative 

and 
Quantitativ

e (Mixed) 

High  
162 repatriates working in 
Singapore based companies 

Repatriation policy or 
HRD intervention  

Career 
advancement  

Kraimer et 

al. (2009) 

Quantitativ

e  
Very high 

84 repatriates from 5 U.S.-

based MNCs 

Developmental purpose 

of assignment, No. of 

international 

Assignment, Promotion  

Career 

advancement 

is positively 

related but 

more the IAs, 

the negative 

impact on 

Career 

advancement  

Ren et al. 

/2013 

Quantitativ

e  
Very high  

84 repatriated employees of 

5 U.S.- based MNCs 

Psychological Impact - 

Value of International 
assignment for 

Repatriate and 

Organization 

negatively 

relates to 
repatriates’ 

career 

satisfaction  
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Figure 1: Flowchart of Search and Selection of Articles. 

 

 
Figure 2: Proposed Model: Phases of Career Management in International Assignment  

Based on these Finds the following Model was Proposed: 
 



 

 


