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ABSTRACT

This paper presents a research model for revising repatriation concerns. Traditionally, literature has been focused on investigating the impact of organizational practices and support on repatriation but, recently, new studies suggest that this approach is insufficient. According to them, individual and contextual influences are also important on repatriation and new studies are needed in order to measure its impact. They propose to analyze the repatriate as an active actor on his/her return and not just as a passive receiver of organizational human resource practices. Thus, the research model presented on this paper is the base of one of the few studies that aims to analyze the impact of both approaches at once. This paper has been the base to analyze the opinion of more than 200 repatriates, and the final conclusions will be presented in future papers.
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THEORETICAL RESEARCH MODEL

Changes to Lazarova and Cerdin (2007) model

This research pretends to continue with the work initiated by Lazarova and Cerdin (2007) providing a new empirical study for the analysis of the impact of both perspectives on repatriation. Nevertheless, it presents some differences. 

One of the main ones is that this study concludes its analysis on what Lazarova and Cerdin (2007) call Repatriation Outcome, this is, it doesn’t consider if Repatriation Success is given by the mobility of the individual or by the knowledge transfer and network establishment for the company. This second analysis has been postponed for various reasons: (1) the questionnaire is directed only to repatriates, so it is not possible to address the information requested to measure organizational success and (2) the theoretical model of this research examines much more variables to measure both perspectives and the repatriation outcome, considering the propositions of other authors (Bochache, 2005; Chi and Chen, 2007; Lazarova and Caligiuri, 2001; Sánchez et al, 2005), so the volume of information and data would be excessive. 

Figure 1 Differences from Lazarova and Cerdin (2007) model

[image: ]
Source: Self-elaborated considering Lazarova and Cerdin (2007, p.423)

In the figure, [image: ] refers to the inclusion of new variables. Grey parts represent those excluded from Lazarova and Cerdin research.

Proposed theoretical framework

The model starts from the traditional perspective, the most studied one so far, which suggests that some HHRR practices have an  impact on repatriation outcome. 

However, considering the propositions of Lazarova and Cerdin (2007), the model includes the emerging perspective, which suggests that individual and contextual issues play an important role on repatriation outcome. 
As it has been said before, the variables studied for both perspectives are more than the ones studied by Lazarova and Cerdin (2007). They have been grouped into five groups that we will present later.


LITERATURE REVIEW AND PROPOSITIONS

This chapter presents the variables that compose the model following the theoretical framework explained above. 

Expatriation conditions
Repatriation can be affected by issues that took place much before the returning moment and, thus, it must be considered since the very beginning of the process. Some of these issues happen during the international assignment and are linked to the cultural shock the individual suffers. 

Cultural shock is used to describe the moment when the expatriate must deal with the new environment in his daily life and assumes a lack of training and preparation (Pires et al, 2006); nevertheless, this need for adaptation comes up again once the individual returns to his country of origin. Due to the adaptation to the culture in destiny and the changes back home, the repatriate comes back with an altered perspective of his own environment and suffers what literature calls reverse cultural shock (Gregersen and Stroh, 1997; Lazarova and Cerdin, 2007; Lee and Liu, 2006; Pattie et al, 2010; Osman-Gani and Hyder, 2008; Vermond, 2001). 

Regardless the actions that the company may put into practice in order to reduce it, the reverse cultural shock might be bigger depending on the duration of the expatriation phase and the cultural distance among origin and destination countries. The longer the assignment is, the worse the adaptation of the repatriate will be and, the bigger the cultural distance, adaptation will also be aggravated (Gregersen and Stroh, 1997; Peltonen, 1997; Sánchez et al, 2005). 

· P: The longer duration of expatriation, the worse adaptation upon return
· P: The bigger cultural distance, the worse adaptation upon return. 

Repatriation conditions
As it can be assumed, not only expatriation conditions affect outcomes upon return, but also repatriation conditions. In this paper, seven are analyzed; four related to the characteristics of the job upon return and three related to the international experience degree of the company as moderator variables of the repatriation outcomes. 

Some companies might think that the international experience itself and the knowledge acquired compensate the sacrifice made when accepting an international mission. Nevertheless, employees are aware of their great professional development and they know it is applicable in other companies as well. All participants of the qualitative study of Suutari and Mäkelä (200[footnoteRef:1]) informed that during their global careers they had developed management general skills (such as leadership and change management) and international skills (such as cross-cultural skills, comprehension of the global business environment and the needs of foreign customers). Thus, one of the most valued characteristics of the job upon return is the possibility to use the acquired skills, although literature shows this is not as usual as it should be (Black and Gregersen, 1999; Bonache, 2005; Larson, 2006; Pattie et al, 2010; Shen and Darby, 2006).  [1: 
] 


Stroh et al (1998) found that 39% of repatriates did not make use of the acquired skills, Black and Gregersen (1999) found that 61% of the participants on their study said they lacked opportunities to put their foreign experience to work, the 30 Irish repatriates who participated on the study of Begley et al (2008) held the same opinion and, among the 42 participant companies of the study of Pattie et al (2010) which agglutinated a total of 3.243 expatriates, only 10% offered them positions of responsibility which would allow to use such skills, and this turned to be the main reason for volunteer turnover on 43% of the companies. However, a study of Riusala and Suutari (2000) found that 80% of the Finnish expatriates who took part on their study thought their new skills would be useful on their job at headquarters and 63% believed they could find a job that matches those skills perfectly. 

As a conclusion, companies should seriously take into account the perception of expatriates about the positive impact of their international experience on their career plan, but not necessarily on the same company (Lazarova and Cerdin, 2007; Riusala and Suutari, 2000)

· P: The use of acquired skills on the job upon return decreases turnover intention. 

Another issue related to the job back on headquarters is the hierarchical position (Sánchez et al, 2005). Gross (2002) detailed the evolution of repatriates’ perception about the relationship between international assignments and a career plan: Derr and Oddou (1991 in Gross, 2002) found that, on 1986, 68% of the respondents felt that an international assignment derived in a promotion; on 1987, most of them (74%) didn’t believe that international assignments were essential for future leaders and only 25% considered it “extremely important” and, on 1989, half of the respondents didn’t see any impact on the career of repatriates. Finally, on 2001, Windham (in Gross, 2002) found that only 36% believed an international assignment brings a promotion. This decreasing perception of the relationship between an international assignment and a promotion might explain that Sánchez et al (2007) didn’t find any relationship between a promotion and adaptation upon return; however, they suggest that more analysis needs to be done before assuring the lack of relationship. 

· P: Promotion upon return increases adaptation.  

According to the literature, the third characteristic of the job upon return that needs to be considered is the degree of autonomy (Lazarova and Caligiuri, 2001). Sánchez et al (2005), stated that half of the participants were not adapted to their job upon return (some of them had quitted, others showed a high turnover intention or were even seeking for a new job) and their main complains were lack of role clarity, loss of autonomy, lower attraction of the job, lack of resources and loss of promotion opportunities, among others. Nevertheless, they didn’t find adaptation problems in other areas, such as, general environment and social adaptation. Additionally, Bonache (2005) also found that providing greater autonomy in the workplace facilitates adaptation upon return and 31% of the companies participants on the study of Pattie et al (2010 identified loss of autonomy as an important reason for voluntary quitting.  

· P: Providing greater autonomy in the workplace upon return increases adaptation and reduces turnover intention. 
The last job characteristic that this study analyzes is the change in retribution. In addition to the cultural shock, another shock that repatriates might suffer is the economical one, since normally their compensation is drastically diminished (Sánchez, 2005). However, they found it didn’t affect adaptation and Bonache (2005) did not also find differences on satisfaction with compensation among Spanish expatriates and repatriates; none of the groups was satisfied. Nevertheless, Sánchez (2005) encourages to continue investigating it, so we propose: 

· P: Providing higher compensation does not affect adaptation upon return. 

To conclude with the analysis of repatriation conditions, it seems interesting to investigate if MNC with high degree of international experience have more possibilities to offer jobs that match the characteristics mentioned above as the ones valued by the returnees and, consequently, with positive impact on repatriation outcome. 

· P: The company’s degree of international experience moderates the impact of job characteristics upon return on the repatriation outcome. 

HHRR practices
The HHRR practices analyzed in the present study are grouped into four main families: communication, training, guarantees and value of international experience. 

Communication
During the international assignment, it is not unusual that the expatriate suffers the phenomenon known as “out of sight, out of mind”. Pattie et al (2010) propose four support practices as connectivity mechanisms to help continuous communication: (1) home visits during the assignment to maintain a relationship with colleagues in headquarters and to be aware of changes (Gregersen and Stroh, 1997; Pattie et al, 2010; Tyler, 2006; Vermond, 2001), (2) newsletters, (3) assignment of re-enter sponsor and (4) mentoring program. Nevertheless, other authors say that the relative importance of each of them is not comparable. The positive effect of monitoring in adaptation has been deeply studied and so has been the impact of home-visits (Lazarova and Caligiuri, 2001; Lazarova and Cerdin, 2007; Osman-Gani and Hyder, 2008; Pattie et al, 2010; Qin y Baruch, 2010; Sánchez et al, 2007; Tyler, 2006; Vermond, 2001). As a consequence, the present research analyzes the effect of those two on adaptation, adding the possible positive impact of the use of ITC, due to its great increase on business arena. 

· P: The establishment of connectivity mechanism during expatriation increases adaptation upon return. The mechanism are: (1) mentor in headquarters and/or subsidiary, (2) home visits during expatriation and (3) use of ITC. 

As it has been said, companies often forget about the importance of continuous communication, especially regarding issues that go beyond the job-related ones. Lee (2007) showed that all the 15 participants on his study had established daily communication with headquarters, but always about labor issues; only one of them had talked about his adaptation, in fact, the only to whom the company had provided a mentor. Sánchez et al (2005) obtained similar results on their study where 30% of respondents had barely maintained communication with headquarters and, the ones who did, always for labor issues. In their study, only one of the participants had been provided a mentor too.

The existence of a fluent communication system between headquarters and the expatriate during the international assignment is considered as a really positive factor for repatriation, in part because it creates a sense of belonging and also because it helps to be aware of changes on the company (Sánchez, 2005). Thus, as Sánchez (2005), this study also investigates: 

· P: The higher the exchange of information between the expatriate and the company is, the better will adaptation be upon return. 

Continuing with communication factors with positive impact on repatriation, a third one is the clarity of the general process and repatriation conditions (Ali and Ismail, 2010; Gross, 2002; Lazarova and Caligiuri, 2001; Lazarova and Cerdin, 2007; Osman-Gani and Hyder, 2008; Pattie et al, 2010; Vermond, 2001). 

Black and Gregersen (1991a) proposed that clear repatriation politics and practices could reduce uncertainty upon return and, thus, facilitate adaptation. Their empirical study found no significant relationship with any facets of adaptation (to the job, to individuals and general) but the authors stated that it was too early to conclude there is no relationship, especially considering that the open questions made to some participants showed 36% of them had problems to adapt to their job in USA and identified the lack of politics and previous planning as important sources of their difficulties on adaptation. 

As a response to their call, Gregersen and Stroh (1997) studied the same relationship on 104 Finnish repatriates and Sánchez (2005) on 122 Spanish repatriates and, as the first ones, none of them found any relationship but also encourage researchers to continue with the investigation. 

· P: The higher clarity of the general process and repatriation conditions, the better adaptation upon return. 

Finally, regarding clarity of conditions, literature also proclaims the relevance of role clarity upon return (Black et al, 1992; Francke, 2007; Gregersen and Stroh, 1997; Sánchez, 2005). General theory and research on adjustment suggest it reduces the uncertainty associated with work situation. As 62% of the time Finnish repatriates do not have assigned jobs or positions in their parent company when they return home (Black et al, 1992), Gregersen and Stroh (1997) decided to analyze role clarity and found that it improves job adaptation upon return. 

· P: The higher role clarity, the better adaptation upon return. 

Training
Employees perceive information and training as a support mechanism of the company (Lee and Liu, 2006). Many participants of the study of Lee (2007) valued it as “positive and useful” for their adaptation during expatriation and Stroh et al (1998) added that it also helps repatriate’s adaptation. In this research, we classify training into two main groups: social and professional training. 

Within the first group, Shen and Darby (2006) value the importance of cultural training as a way to improve adaptation to the host country. The organization needs to take into account that the expatriate will work in a different environment and this type of training is very helpful. On the moment of repatriation, from the employee’s point of view, his home environment could also turn unknown, so the effect of training would also be positive at this point.

Lazarova and Caligiuri (2001) considered important to provide assistance with daily living, but less than 18% of the respondents said they had received it and they also recommended some financial and tax advice. Moreover, Osman-Gani (2000) suggests that companies should also provide advice for changes after repatriation not just to the repatriate, but also to his/her family (Lazarova and Caligiuri, 2001; Lazarova and Cerdin, 2007; Sánchez et al, 2007) as Gregersen and Stroh (1997) and Ali and Ismail (2010) found that spouse’s adaptation affects repatriate’s adaptation. 

· P: Providing the repatriate social training, this is, (1) Assistance with daily living and advice for changes after repatriation and (2) Financial and tax advice, improves adaptation upon return. 
· P: Providing the repatriate’s spouse social training, this is, (1) Assistance with daily living and advice for changes after repatriation and (2) Financial and tax advice,  improves his/her adaptation and, thus, the repatriate’s adaptation. 

In addition to the general environment, the repatriate also must adapt to his/her labor situation, so training in this area is also relevant and should cover issues regarding the job and the company. 

Considering training about changes on the company during international assignment, MacDonald and Arthur (2005) say it affects adaptation more that the duration of the international mission; consequently, the repatriate must be oriented on those changes (Lazarova and Caligiuri, 2001; Lazarova and Cerdin, 2007; Martin and Anthony, 2006). Pattie et al (2010) and Gregersen and Stroh (1997) say this type of information improves adaptation on repatriation, but Lazarova and Caligiuri (2001) found only 10,3% of 58 repatriates of their study had received it. 

But to be aware of the changes on the company is not enough to ensure high rates of adaptation and performance. In order to achieve it, it is necessary to know the requirements and expectations about the job upon return (Pattie et al, 2010; Peltonen, 1997; Tyler, 2006). However, Geodesy (2005) found that only 16% of companies plan with their repatriates the return more than six months before they come back and Lee (2007) showed similar results because 60% of the companies didn’t agree any aspect of repatriation, although employees said it would have reduced repatriation shock. Black et al (1992) found that 62% of the times repatriates don’t have a job assigned upon return and Pattie et al (2010) also found that the main reason for firing a repatriate was the lack of jobs upon return, partly motivated by the lack of planning. Lazarova and Caligiuri (2001) found that 36,2% of repatriates did career planning sessions with the company which, in turn, was the second most valued HHRR practice by returnees. Pattie et al (2010) found that only 5% of the companies considered international assignments in the design of career plans on the organization and, the ones who did, were those with more than 15 expatriates (a 5% of the respondents). The study also shows that only 7% of them had formal programs for reaching agreements with repatriates about their career plans. 

· P: Providing the repatriate professional training, this is, (1) changes in the company and (2) career planning session, improves adaptation upon return. 

Guarantees
Pattie et al (2010) showed that 29% of companies suffered unwanted dropouts as a response to not having provided a permanent job upon return. Authors conclude that repatriates are more likely to start a job hunting and leave the company on those cases (Stahl et al, 2009). Thus, it is important to provide job guarantees upon return, although the degree of certainty might depend on the specific situation. 

· P: Providing guarantees to the repatriate, this is, (1) assurance of a specific job after repatriation and/or (2) assurance of continuity in the company after repatriation, improves adaptation upon return. 

Value of international experience
Last but not least, providing signs of the value of international experience is a very positive factor affecting adaptation upon return. A qualitative study carried out in Spain found that none of the participants was fully satisfied with how the company valued their international experience (Sánchez, 2005), despite it was the most valued HHRR practice with an average score of 6.4 out of 7. According to their results, they propose to investigate the positive relationship among the value the company gives to international experience and adaptation upon return. 

· P: Providing signs of valuing international experience improves adaptation. 

Demographic variables
It has been studied the effect of some demographic characteristics on expatriation outcome (Ali and Ismail, 2010; Francke et al; 2009; Pires et al, 2006) and it could be understood that they might also have an impact on repatriation. Following the researches carried out by several authors, (Chi and Chen, 2007; Gregersen and Stroh, 1997; Hyder and Lövblad, 2007; Lazarova and Caligiuri, 2001; Lee and Liu, 2006) gender, age, civil status and number of children are studied in order to see if they moderate impacts on repatriation output. 

· P: Demographic characteristics such as (1) gender, (2) age, (3) civil status and/or (4) number of children moderates adaptation upon return. 

Moreover, it has been argued before that it is no longer correct to focus repatriation research only on organizational factors. Additionally, repatriates may develop some specific career-related attitude and behaviors which can affect repatriation outcome. 

Related to the first repatriation condition explained above, for example, if the individuals feel they have developed certain skills that might be of interest and application on the company upon return and they do not get a job that allows to put them into practice, the repatriation outcome will be worse (Bonache, 2005; Pattie et al, 2010). 

· P: The higher perception of skills improvement combined with the lower perception of the use of those skills, the worst adaptation upon return. 

In the same way, research should not just analyze the impact of the characteristics of the job provided by the company; but also repatriate’s satisfaction level with them. Thus, we propose: 

· P: The higher satisfaction with the characteristics of the job (regarding autonomy and compensation), the better adaptation upon return. 
And lastly, it is necessary to asses not only the impact of a hierarchical upper change explained above, but also the repatriate’s satisfaction with career prospection (Bonache, 2005) because, as the lector might remember, repatriates often feel their skills can be useful in other companies which could offer them better job opportunities. 

· P: The higher satisfaction with career prospection, the less turnover intention upon return. 

In addition to the feelings generated regarding job characteristics, individuals have also other interesting attitudes to be analyzed in relation to repatriation, such as, personal efficiency. Defined by Garrido (2000 in Sánchez et al (2007) as “the confidence individuals have in themselves and in their ability to overcome new situations”, according to MacDonald and Arthur (2005) and Sánchez et al (2007) the greater personal efficiency, the better adaptation. 

· P: The greater personal efficiency, the better adaptation. 

Similarly, career activism, defined by Krieger (1995: 30) as “actions taken by an individual with the intention of taking over or take control of his career” should also be taken into account. Lazarova and Cerdin (2007) found relationship between repatriation outcome and some career activism indicators, but they encourage researchers to continue with their investigation, so: 

· P: The greater career activism, the greater turnover intention upon return. 

Under this premise, when the repatriate is an active individual and considers that his/her career objectives override organizational decisions (Begley et al, 2008; Biemann and Andresen, 2010; Bonache, 2005; Lazarova and Cerdin, 2007; Pattie et al, 2010; Suutari and Mäkelä, 2007; Wittig-Berman and Beutell, 2009), he/she could consider the international assignment as a lever to impulse his/her career and not necessarily on the same company. Two concepts are proposed in order to measure this tendency, boundaryless and protean career, according to whom turnover intention could be generated by a poor reintegration on headquarters or by new job opportunities which perfectly match the employee’s wishes (Lazarova and Cerdin, 2007). 

· P: The greater boundaryless or protean career tendency, the greater turnover intention upon return and lower commitment.  

In addition to the career-related attitudes and behaviors detailed above, individuals may also show organization-related ones. 

It has been argued that providing higher compensation does not affect adaptation upon return according to Bonache (2005); but, as increasing compensation might be understood as a way of showing the value of international experience and, in turn, that is one of the most valued organizational aspects by repatriates, we propose: 

· P: The higher satisfaction with retribution, the better adaptation upon return. 

Furthermore, talking about satisfaction rates and perceptions, some authors have studied the relationship between HHRR practices and perception of organizational support concluding that the more number of practices and resources the company offers, the more respected fee employees, resulting in a better relationship between them (Lazarova and Caligiuri, 2001; Pattie et al¸ 2010). 

Based on the responses of 58 USA and Canadian repatriates, Lazarova and Caligiuri (2001) established a direct relationship between HHRR practices implementation and Perceived Organizational Support – POS, which, in turn, was directly related with lower turnover intention rates. This relationships were also studied by Pattie et al (2010) on 42 USA companies confirming the same results. However, both suggest to continue with the research. 

According to literature, POS has positive impact on adaptation (Avril and Magnini, 2007; Pires et al, 2006) and, considering the study carried out by Stahl et al (2009) with 1779 participants, satisfaction with POS diminishes turnover intention (Avril and Magnini, 2007; Osman-Gani and Hyder, 2008). 

· P: The higher POS, the better adaptation and the less turnover intention upon return. 

It is also interesting to study the impact of perceived fulfillment of the psychological contract on repatriation. According to Rousseau (1989 in Chi and Chen, 2007:475), the term  refers to a person’s beliefs about the reciprocal exchange agreement between him/her and the organization to which he/she belongs. An accepted psychological contract provides an employee with a sense of control and security in his/her relationship with the organization. It is especially meaningful for career management of repatriates (Chi and Chen, 2007). Chi and Chen (2007) showed it is negatively related to turnover intention and positively to organizational commitment. 

· P: The higher perceived fulfillment of the psychological contract, the higher commitment and the less turnover intention upon return. 

To end up with the individual variables that affect repatriation, we also include adaptation to the destination country and changes in social status. 

Black et al (1992) and Black et al (1999) suggest that adaptation to the host country affects adaptation upon return. They assert that the better the expatriate was adapted, the worst he/she will adapt on repatriation. Sánchez (2005) found no empirical evidence for this theoretical proposition, but she says more studies are needed. 

· P: The greater adaptation to the host country, the worst adaptation upon return. 

Regarding social status, Gregersen and Stroh (1997) found that its loss aggravates adaptation upon return (Sánchez, 2005). 

· P: The less social status, the worst adaptation upon return. 

To end up with the presentation of variables, the final group is the contextual variables one, as part of the measure of the emerging perspective on repatriation research. Two factors are studied: available job opportunities and spouse’s adaptation upon return. 

Among others, Lazarova and Cerdin (2007) suggested that sometimes turnover intention is not related with the company, but with the number of job opportunities or even just with the perception of possibilities to obtain a job in another company (Pattie et al, 2010; Stahl et al, 2009). Suutari and Brewster (2003) found that 65% of expatriates had received job offers during the assignment and 60% after repatriation; and Pattie et al (2010) found that 26% of voluntary turnover among repatriates had been due to better job opportunities. 

· P: The higher perception of available job opportunities, the greater turnover intention upon return. 

Finally, spouse’s adaptation upon return is supposed to affect the repatriates one (Ali and Ismail, 2010), so: 
· P: The higher spouse’s adaptation, the greater adaptation of the repatriate. 

Taking all these variables into the theoretical model, the proposed research model is the following, presented in next page.

METHOD 

A questionnaire has been distributed between more than 300 repatriates of Spanish MNCs, from which 150 have been received. The questionnaire was design considering a rigorous revision of literature and, moreover, a preliminary design was validated with experts on the field and some repatriates. 

In order to test the propositions, several statistical analysis will be done, such as ANOVA and correlations, with the aim of measuring each of the variables of the model. SPSS will be used. 

THEORETICAL CONTRIBUTION AND PRACTICAL IMPLICATIONS

From a practical and business point of view, the importance and utility of the study is justified, on the one hand, because mismanagement of repatriation could lead to turnover of these valuable professionals or to a non satisfactory reinstatement or even to inefficiency (Lee, 2006; Tyler, 2006; Sánchez, 2005; Sánchez et al, 2007). On the other hand, because the perception that repatriation is not well managed and that it doesn’t lead to an advance for the employee could discourage future expatriates to accept international missions, what could even slow down the international progress of the company (Peltonen, 1997; Sánchez, 2005).

Another aim of the study, from an academic point of view, is to contribute to the knowledge on the area. The literature has been mainly focused on the expatriation process, studying the adaptation, performance, etc. of the expatriate during the international mission (Black and Gregersen, 1999; Francke, et al, 2009; Lee and Liu, 2006; Shaffer, et al, 2001); nevertheless, the last part of the process, repatriation, has not received so much attention (Gregersen and Stroh, 1997; Lee, 2007; Peltonen, 1997; Osman-Gani and Hyder, 2008; Sánchez, et al; 2005; 2007) even though it is considered one of the most difficult ones to manage (Gregersen and Stroh, 1997; Lee, 2007; Stroh et al, 2000; Martin and Anthony, 2006). In this sense, Ali and Ismail (2010) say: 

“Repatriation process is a distinct form from other forms of relocation. Repatriates may face a long list of difficulties upon returning home. Despite the growing recognition of its impact on successful expatriate management, repatriation process continues to be a source of frustration to many human resources managers and also expatriates” (2010, p. 7).
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Figure 6 Proposed Theoretical Model
 




 



Source: Self-elaborated

But the literature is, above all, recent, which shows (1) the current relevance of research on the field and (2) the still enormous need of analysis. Moreover, most studies have been carried out in USA or UK, although researches in other countries are increasing (Ali and Ismail, 2010; Gregersen and Stroh, 1997; Lee, 2007; Lee and Liu, 2006; Shen and Darby, 2006; Osman-Gani and Hyder, 2008). This denotes a need of analyzing the phenomenon in the Spanish context, where studies are limited (Bonache, 2005; García-Lombardía and Pin, 2009; Sánchez et al, 2005; 2007). Furthermore, in addition to the organizational perspective (the traditional one), a new one is emerging and research that combines both is required. 

This research pretends to be a new input that helps to support or deny the new perspective on repatriation phenomenon, as well as it constitutes a study in the Spanish context.
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