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Abstract:

Aims and Objectives: This study explored the negative effects of talent repatriation on multinational enterprise (MNE)
performance, focusing on the mediating role of reverse culture shock. Even as international assignments were planned and
implemented with the idea of building global talent and organisational global knowledge, repatriation presents a couple of key
problems that work against such a value addition.

Methods: The study explored talent repatriation and reverse culture shock with the MNE performance through survey questionnaire
distributed to 385 employees working in MNEs who were returned to their home country following an international assignment.
The participants were recruited across technology, business, medical, engineering and IT companies of the UK. The data was
analysed using Partial Least Squares Structural Equation Modeling (PLS-SEM).

Results: According to the research results, the author concludes that while talent repatriation has had no direct effects on the
performance of MNE (B = 0.066, p-value = 0.393), reverse culture fully mediates the relationship between talent repatriation and
MNEs performance (B =0.287, p-value = 0.000). This implies that reverse culture shock plays a key role in mediating the influence
of the repatriation processes in its contribution to the performance of the MNE.

Conclusion: It underscores the importance of MNEs to develop repatriation policies that respond to logistics, career, psychological
and cultural aspects resulting from the relocation.

Keywords: Talent management, MNESs, culture shock, repatriation, organizational performance, PLS-SEM.

1. INTRODUCTION

Multinational enterprises operating in the modern
business environment draw heavily on international
human capital mobility to boost global competitiveness
and foster a talent pool with intercultural accolades (Shah
& Baber, 2023). These expatriate assignments are

mobility, more so as having a positive impact on the
career biography of the employee, repatriation turns out
to be a problem that negatively impacts the worker and
the organisation (Collings & Isichei, 2017). Returning to
the company can be disheartening for many repatriated
employees; reverse culture shock affects their working

fundamental to talent management and creating and
sharing expertise inside a company. This, in turn, leaves
out one significant area in international talent
management — repatriation, where the employee moves
back to their home country after working in another
country. Although expatriation is viewed as career

performance.

Reverse culture shock is the process whereby
employees, having adapted to the host country’s culture
must readjust to the culture and organisational changes of
their home country (Latukha et al, 2019). This often
results in feelings of isolation, dissatisfaction and
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perceived low organisational value, which may translate
into low job performance and high turnover rates.
Reverse culture shock and defective repatriation
procedures are a severe but not thoroughly explored issue
in international human resource management, especially
among UK-based MNEs. Returning expatriates
frequently have difficulties reintegrating into their home
country's organisational culture, experiencing lower job
satisfaction, disengagement, and even early termination
(Liu, 2024). This disconnection has the potential to deny
UK MNEs full leverage of the world skills and
knowledge their expatriates gain overseas (Glencross,
2023; Pasmatzi, 2022). Even though expatriation has
been a subject of much research from the studies such as
(Hack-Polay & Mahmoud, 2023; Helminen, 2025; Lo &
Nguyen, 2023; Ribeiro & Silva, 2025; and Zhong et al.,
2021), the repatriation process, and particularly the
mediating effect of reverse culture shock on
organisational performance, still remains underexplored.

This research targets the UK in particular, where new
socio-political developments like Brexit, changing
immigration policies, and the growing necessity for
global competitiveness have heightened the need for
successful international talent management (Pasmatzi,
2022; Read & Fenge, 2019). British MNEs are under
increased pressure to hold onto globally experienced
managers and bring their repatriation policies in line with
changing economic and cultural realities (Glencross,
2023). It is timely and necessary to do this research now
as British companies aim to consolidate and maximise
their international activity in a post-Brexit environment.
The research will benefit HR professionals, business
executives, and policy-makers by providing an
understanding of the normally neglected repatriation
stage of global assignments. The research will underscore
the need for managing reverse culture shock as a
mediating process that can be a hindrance or an addition
to organisational performance. By bridging this research
gap, the research adds to more strategic and evidence-
based management of talent retention and reintegration
and hence firms' global capability and competitiveness of
UK MNEs.

2. LITERATURE REVIEW

Talent repatriation and its implications for MNEs
have been studied in the international business context
literature paradigm as organisations look for a global
talent pool for a competitive edge. While expatriate
management has witnessed steady research attention, the
process of repatriation, which is almost equally strategic

to organisational productivity and the retention of key
human capital, has received scarce attention (Shah &
Baber, 2023). This literature review delves into three key
areas relevant to the study: talent turnover, reverse culture
shock and its implication on multinational enterprise
performance.

2.1. Talent Repatriation: and

Organisational Implications

Challenges

Talent repatriation is when employees are returned to
their home country from an international assignment
location (Nag & Malik, 2023). This is commonly
regarded as one of the most important stages of talent
management in MNE:s. Still, often, it needs to be managed
more unsystematically in comparison with the process of
eviction. (Howe-Walsh & Torka, 2017) emphasised that
repatriation includes certain difficulties for an employee
and the organisation, namely unfulfilled career
expectations, non-use of international experience, and
organisational support. The difference between what was
expected and what is being experienced creates
dissatisfaction, which may cause low motivation and
sometimes employee turnover (James & Azungah, 2020;
Minbaeva et al.,, 2025). These challenges confirm that
most MNEs need to establish an official sequence of
repatriation programs, which costs them talented
professionals and undermines their competitive
capabilities in markets.

Employees who have returned from an international
posting often report that they need to be tapped to their
full potential, and the skills they have developed abroad
are not fully utilised (Chanda & Betai, 2021). This lack of
recognition can cause low job satisfaction, resulting in job
dissatisfaction, employee withdrawal, and actual
turnover, as statistics indicate that many returned
international employees terminate their contracts within
one year of repatriation (Trinh, 2023). This disagreement
may also raise feelings of isolation and dissatisfaction that
they were not given what they expected upon returning to
their home country. Consequences of failed management
of the repatriation process are that great talents are lost
from the company, employee morale is low, and the
process of knowledge transfer is compromised,
consequently damning the competitiveness and
innovation of the company (Sreeleakha, 2014). To
address these concerns, organisations have to enhance the
strategy of repatriate management, and they need to
include career progression, job descriptions and the
psychological state of the escorting employees into their
repatriation policies.
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2.2. Reverse Culture Shock: A Barrier to

Reintegration

(Moonsup & Pookcharoen, 2017) explained that, like
in culture shock experienced during expatriation,
expatriates might experience reverse culture shock when
they again find themselves in their home country and
organisational climate. Although the study identified
reverse culture shock upon repatriation, yet their study
lacks focus on its mediating impact on organisational
performance. While providing valuable insights, it is
limited for its generalisation and lacks specific
application to MNEs of UK. (Al-Krenawi & Al-Krenawi,
2022) postulated that reverse culture shock may cause
emotional and psychological problems to the employees
since they do not fit into the organisational culture of their
home country. The study effective focus on emotional
impacts of reverse culture shock, yet overlook its
organisational implications. The strength of this study is
in addressing psychological wellbeing; however, it lacks
empirical focus on how such challenges affect
organisational performance, specifically in the UK
MNEs. (Latukha et al., 2019) indicated that the disparity
in cultural shock commonly results in loneliness, unrest,
and the impression that the organisation underestimates
the personnel. Since there is a lack of support during this
phase, the lifestyles of repatriated employees may lead to
job climate, which is a determinant factor in job
performance and productivity. The study highlighted the
emotional toll of reverse culture shock and its effect on
perceived organisational support. However, the study
lacks a clear link between job climate and organisational
performance. Its strength lies in identifying employee
experience, limitations include limited contextual focus.
(Nag & Malik, 2023) explained that if the effects of
reverse culture shock are left unchecked, organisations
will continue experiencing high turnover, losing talent
and hence low productivity for the organisation; it is
therefore very important for organisations to ensure that
they continue to offer support, counseling and career
development for the reverse shock affected individuals.
The study highlights the importance of support
mechanisms for reducing turnover from the reverse
culture shock. However, the study lacks quantitative
evidence linking such support to performance outcomes.
Its strength includes practical guidance. Yet, it’s limited
due to the absence of empirical validation.

2.3. Impact on Talent Repatriation on Multinational
Enterprises' Performance

Empirical work on talent repatriation indicates
increasing recognition of its effects on organisational
performance, yet with considerable gaps. (Shah & Baber,

2023) highlighted the significance of organisational
repatriation support practices in maintaining global talent.
Their work, while rich in terms of concepts, is lacking
empirical evidence and does not attempt to examine the
direct impact of the lack of such practices on
organisational results, particularly in certain national
contexts such as that in the UK. In a similar vein, (Ho et
al., 2024) analysed turnover intentions of 445 Vietnamese
self-initiated repatriates with the help of structural
equation modeling (SEM). They identified that
adjustment challenges, both in professional and life
settings, enhance turnover intentions, thus inferring
adverse effects on organisational productivity. Their
research is only confined to Vietnam and does not
consider more wide-ranging organisational performance
indicators or implications in developed economies.

(Valk, 2022) investigated international talent
management using qualitative interviews among 78
expatriates and repatriates from different countries.
Underlying a mismatch between organisational and
repatriates' career objectives was the underutilisation of
talent. Even though the findings provide in-depth
qualitative insight, they are self-reports and do not
include direct measurement of organisational outcomes.
(Kudo et al., 2024) carried out a phenomenological
investigation of 20 Ghanaian organisationally assigned
scholars and identified that repatriation decisions are
taken halfway through the assignment with a bias for the
absence of continuous support. Although the research
enlightens on an overlooked population, scholar
expatriates, there is no empirical examination of how
these decisions influence organisational performance.

Lastly, (Fuchs & Primecz, 2025) presented a new
view by incorporating repatriates and HR practitioners
into the analysis. In their research, they brought forth the
idea of a "buffering effect,” in which perceived
organisational support counters the adverse effects of
decreased repatriation support. They claimed that
convergence between personal expectations and
organisational support increases retention and knowledge
transfer. Although useful, the research relies only on ten
interviews and has not received large-scale testing.

These studies highlight the significance of successful
repatriation for talent retention and organisational
effectiveness. Yet, significant research gaps still remain,
most notably the absence of empirical evidence
connecting repatriation practice directly to organisational
performance, under-research into the mediating influence
of reverse culture shock, and a deficit of research within
the UK setting. Although strengths in such studies are
found in their investigation of psychological and strategic
aspects of repatriation, they are usually brought down by
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small samples, regional context, and lack of multi-
stakeholder data.

The results throughout these studies can be challenged
under Social Exchange Theory (SET), which suggests
that workers respond to organisational support with
commitment and performance (Peltokorpi et al., 2021).
Although numerous studies indicate repatriates'
emotional and professional challenges, they are
insufficient to demonstrate how poor support breaks the
reciprocal relationship, causing talent loss and decreased
performance. For example, (Shah & Baber, 2023; and
Valk, 2022) recognise repatriate underutilisation but
neglect how this psychological contract violation
dissolves loyalty. Furthermore, most research does not
have longitudinal data to evaluate the influence of
sustained organisational support, as proposed by SET, on
long-term retention and performance. Hence, it can be
hypothesised that;

H1: Talent Repatriation significantly and
negatively impact on the MNE performance in the UK

2.4. Mediating Role of Reverse Cultural Shock

Reverse culture shock acts as a mediating force
linking talent repatriation to organisational performance
by determining how well repatriated employees are able
to reintegrate and perform after return. Under Social
Exchange Theory (SET), when organisations invest in
their employees via repatriation support, career planning,
and psychological support, employees tend to respond
with greater commitment and performance (Lehtonen et
al., 2023). Reverse culture shock, however, interferes
with the exchange by inducing disorientation,
dissatisfaction, and disengagement that dilute the desired
organisational gains from repatriation (Roberts et al.,
2025).

Organisational Support Theory (OST) also adds to
this by positing that perceived organisational support
reduces the adverse impact of reverse culture shock,
enabling repatriates to reintegrate better and share their
global competencies (Kumar ef al., 2022). Lacking such
support, repatriates can feel isolated or devalued, which
results in lowered morale, increased turnover, and
underuse of acquired skills, ultimately undermining
organisational performance (Heikkinen, 2021). Despite
recognition of the emotional and cultural difficulties of
repatriation in the literature such as (Gao et al, 2023;
James, 2021; and Zavala-Barajas et al, 2022), few
actually test reverse culture shock mediating effects
quantitatively. Based on the theoretical support, the study
hypothesised that;

H2: Reverse culture shock mediates the
relationship between talent repatriation and MNE’s
Performance in the UK.

2.5. Conceptual Framework

Fig. (1) represents the conceptual framework of the
study. It shows the impact of talent repatriation on the
MNE’s performance. The relationship between these
variables has been established under the study of (Ho et
al., 2024; Valk, 2022; and Fuchs & Primecz, 2025) that
have emphasised that the talent repatriates are under-
utilised in the organsiations leading to their turnover and
lower satisfaction. It leads to the impact on the
performance of the employees and company as a whole.
Furthermore, the mediating role of reverse cultural shock
is indicated in the framework which is supported from the
SET and OST which investigates that reverse cultural
shock interferes in the process of effective talent

Reverse Culture Shock

Talent Repatriation

repatriation and hence disrupts the organisation
performance as well (Roberts et al., 2025).
MNE’s Performance

Fig. (1). Conceptual Framework.
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2.6. Literature Gap

Even after growing emphasis on international talent
management, much is left to be understood regarding the
adverse impact of talent repatriation on the performance
of MNEs. Current empirical research mostly concentrates
on repatriates' individual experience, emotional
adjustment, and turnover intention (Ho et al., 2024; Kudo
et al., 2024), but they are unable to connect repatriation
directly with organisational performance outcomes.
Further, the mediational role of reverse culture shock,
while recognised as a psychological obstacle, is seldom
investigated under quantitative frameworks. Most
research such as (Valk, 2022; and Shah & Baber, 2023)
are focused on the support gap but provides few insights
into how this asymmetry translates into reduced strategic
benefit for MNEs. The existing literature is also
predominantly focused on developing or transition
economies with little research carried out in the context
of the UK.

3. METHODOLOGY

The present study uses a quantitative research method,
which is appropriate when analysing talent repatriation,
reverse culture shock and the performance of MNEs.
Sampling is accomplished using the survey method so
that the study focuses on systematically gathering data
and assessing the impact of leadership and career
development from the perceptions and experiences of the
repatriated employees in a stated generalisable way
across different organisations and industries. A cross-
sectional research design was used to test the mediating
effect of reverse culture shock between talent repatriation
and MNE performance. This approach enables data
collection at one given time thus enhancing the evaluation
of the effect of different variables in a large population of
repatriated employees. A five-points Likert scale
questionnaire (Appendix) was designed to measure the
respondents' attitudes, experiences, and perceptions
towards talent repatriation, reverse culture shock and its
impact on MNE performance. Closed-ended questions
are used for the survey to reduce variance in answers and
allow for the analysis of responses numerically (Yaro et
al., 2023). The final construct questionnaire was
composed of questions including different sections based
on the research objectives, based on a 5 Likert scale,
which ranged from Strongly Disagree = 1 to Strongly
Agree = 5, regarding individual questions that were
established on talent repatriation, reverse culture shock,
and organisational performance.

The target population for this study included
employees working in MNEs who have returned to their
home organisation following an international assignment.
Participants were drawn from diverse sectors that include

technology, business, medical, engineering and IT
companies of the UK. The representation ensured broad
relevance and applicability of the research findings. The
cross-sectoral inclusion increases the generalisability of
the findings in different segments of the economy. The
study has used purposive sampling method to specifically
target individuals with direct experience of repatriation,
that enriches study’s validity. The participants were
approached through LinkedIn, and personal contacts to
ensure that the platforms to approach participants were
diverse so that there is no concern of selection bias
occurring due to the use of purposive sampling. This
technique to remove selection bias is consistent with the
study of (Bell-Martin & Marston, Jr., 2021).

The survey was distributed to 650 participants where
only 405 responses were received attaining a response
rate of 62%. The responses were then filtered for the
missing values where 11 missing values were removed
having the sample of 394. The responses were then
filtered for the detection of outliers based on the Z-score
method as explained by (Yaro ef al., 2023). The value of
Z > 3 were considered as outliers. 9 values were detected
as outliers providing the final sample of 385.

However, the lower response rate of 62% increases
the concern on the non-response bias which needs to be
addressed. The non-response bias was addressed in this
study by evaluating the statistical difference between the
early and late respondents. The late respondents have a
similar characteristic to the non-respondents and hence it
provides effective method to address such issues (Clarsen
et al., 2021). Hence, the early respondents (nl = 30) and
late respondents (n2 = 30) were compared through
independent sample t-test. The results highlighted that
construct such as talent repatriation (P-value > 0.1),
MNE’s performance (P-value > 0.1), and Reverse
cultural shock (P-value > 0.1) have insignificant
difference between early and late respondents. Therefore,
the data is indicated to be free from the non-response bias.

The use of similar method for measuring dependent
and independent variable (Likert Scale questionnaire)
introduces the research to the common method bias as
well (Baumgartner et al., 2021). The common method
bias can be reduced in this study using Harman’s single
factor test, where exploratory factor analysis (EFA) is
conducted to extract only single factor and the total
variance explained for that single factor falling below
50% shows that the common method bias does not exist
(Bozionelos & Simmering, 2022). For this research, the
EFA indicated total variance extracted below 45% and
hence the common method bias was not detected in this
study.
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To enhance the internal validity and reliability of the
survey, the questions were piloted among a small number
of respondents with the aim of identifying general levels
of understating of the questions and clearing any
difficulties that might be encountered in understanding
the questions. The information gathered during the survey
was analysed with the help of SMART PLS — a suitable
instrument for modeling the relations between the
variables, in case the sample size is moderate and the
research model contains various constructs with potential
mediating effects.

The study was conducted based on several ethical
principles as a guideline. The participants read and signed
informed consent forms before completing the surveys
and were told that the results would be kept anonymous.
Respondents were fully informed about the survey, and
there was no participation coercion; they were free to
withdraw at any date. To maintain the anonymity of the
participants, all data were coded, conforming to data
protection regulations.

4. RESULTS

Table 1 shows the demographics of the 385
respondents. The large majority were male (86%) and
only 14% female, possibly reflecting male-dominated
fields like engineering and IT. Participants were
predominantly 31-35 years old (35%), followed by those
aged 26-30 (25%), representing a fairly youthful and

Table 1. Demographic characteristics.

mid-career population. Education-wise, 58% of them had
postgraduate qualifications, representing a range of very
well-educated participants. Work experience statistics
indicate that 47% had 1-5 years in their organisation, with
29% having less than a year, indicating a high percentage
of fairly new or newly repatriated employees, pertinent to
examining repatriation dynamics.

Table 2 shows the measurement model using
Confirmatory factor analysis. It reflects the factor
loadings to evaluate the validity of the indicators where
value of factor loadings above 0.6 is considered to be
valid (Brown & Moore, 2012). The value of factor
loadings in below tables are greater than 0.6 showing that
there is no need to drop any indicator and hence the
indicators are valid in measuring the constructs. The table
also shows the value of Cronbach’s alpha and composite
reliability to measure the internal consistency and
reliability of the constructs. The value of Cronbach’s
alpha and composite reliability above 0.7 indicates the
internal consistency and reliability of the constructs (Hox,
2021). The value of composite reliability and Cronbach’s
alpha for each variable below is greater than 0.7
confirming that each of the constructs are reliable.
Furthermore, AVE is used to evaluate the convergent
validity of the constructs where value above 0.5 indicates
that the constructs have convergent validity (dos Santos
& Cirillo, 2023). AVE for each of the construct below is
above 0.5 confirming convergent validity.

Demographic Category Category Frequency Percentage
Male 331 86%
Gender
Female 54 14%
up to 25 39 10%
26-30 96 25%
Age 31-35 135 35%
35-40 65 17%
40+ 50 13%
Under graduate 142 37%
Education Post graduate 223 58%
Doctoral 19 5%
less than a year 112 29%
Years of Experience in current company 1-5 years 181 47%
More than 5 years 92 24%
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Table 2. Measurement model using CFA.

Factor Cronbach's Composite Average Variance Extracted
Latent Constructs Indicators Loadings alpha Reliability (AVE)
MNEP1 0.834
MNEP2 0.853
MNEP3 0.873
MNE Performance 0.896 0.907 0.661
MNEP4 0.856
MNEPS5 0.752
MNEP6 0.693
RCS1 0.834
RCS2 0.859
RCS3 0.813
Reverse Culture Shock 0.908 0911 0.686
RCS4 0.817
RCS5 0.822
RCS6 0.821
TR1 0.781
TR2 0.803
TR3 0.765
Talent Repatriation 0.855 0.861 0.580
TR4 0.672
TRS 0.787
TR6 0.755
Table 3. Discriminant validity.
MNE Performance Reverse Culture Shock
Reverse Culture Shock 0.520
Talent Repatriation 0.401 0.734

The discriminant validity is further evaluated using
HTMT ratio as shown in Table 3. As per (Brown &
Moore, 2012), HTMT ratio below 0.85 indicates that
constructs are discriminant valid and they are unrelated to
each other. HTMT ratios as shown in Table 3 are below
0.85 showing that the discriminant validity is confirmed.
Hence, the measurement model confirms that the
constructs and indicators are valid and reliable.

Table 4 indicates the structural model. It shows that
Talent repatriation (B = 0.066, p-value = 0.393) have

insignificant and positive direct impact on MNE
performance. However, indirect effect of talent
repatriation (B = 0.659, p-value = 0.000) on MNE
performance is significant and positive. The specific
indirect effect shows that reverse cultural shock (B =
0.287, p-value = 0.000) shows positive and significant
mediating effect on the relationship between talent
repatriation and MNE performance. It confirms the full
mediation of reverse cultural shock on the relationship
between talent repatriation and MNE performance.
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5. DISCUSSION

The research was conducted to evaluate the impact of
talent repatriation on the MNE performance along with
the mediating role of reverse cultural shock especially
considering the context of the UK. The results of the
structural model show an interesting pattern between the
relationship between talent repatriation and MNE
performance. Although the direct relationship between
talent repatriation and MNE performance is statistically
not significant, the indirect relationship through reverse
culture shock is significant and positive. This indicates a
complete mediation; whereby reverse culture shock plays

Table 4. Structural model.

a significant part in bridging the effect of repatriation to
concrete organisational outcomes. Such findings differ
from existing research like (Shah & Baber, 2023; and Ho
et al., 2024), which highlighted the strategic benefits of
repatriated talent and its presumed direct impact on
organisational performance. Yet they failed to
empirically examine the mediating function of reverse
culture shock. Likewise, (Valk, 2022; and Fuchs &
Primecz, 2025) identified underutilisation and
misalignment problems but did not have a structural link
or mediation model to account for how repatriation
affects MNE performance through psychological and
cultural adjustment processes.

Path Path Coefficient T Statistics P Values

Reverse Culture Shock -> MNE Performance 0.435%** 5.364 0.000

Talent Repatriation -> MNE Performance 0.066 0.853 0.393

Talent Repatriation -> Reverse Culture Shock 0.659%** 21.088 0.000

Indirect Effect
Talent Repatriation -> MNE Performance 0.287%** 5.390 0.000
Specific Indirect Effect
Talent Repatriation -> Reverse Culture Shock -> MNE Performance 0.287%%* 5.390 0.000
Note: *** indicates significance at 1% level, ** indicates significance at 5%, * indicates significance at 10%
The difference in findings could be attributed to CONCLUSION

contextual variations. For the UK context, within which This research concludes that whereas talent

this study is located, organisational cultures could be less
adaptive or responsive to the reintroduction of globally
experienced workers. UK MNEs could also not have
well-established repatriation support systems, and thus
repatriates could be more intensely exposed to reverse
culture shock, which impacts their involvement, job
satisfaction, and performance levels (Glencross, 2023).
This would be the reason why the indirect route, mediated
by reverse culture shock, is the prevailing channel
through which repatriation affects performance.

In addition, the UK's post-Brexit economic
environment and rising international mobility have made
repatriation experiences more complicated, usually
amplifying cultural dissonance and expectation failures.
This underlines UK MNEs' necessity to acknowledge and
manage reverse culture shock actively to translate
overseas experience into performance improvements.
The results emphasise the strategic importance of focused
reintegration policies and psychological support
structures.

repatriation in itself does not significantly contribute to
MNE performance, its indirect effect, through the
mediation of reverse culture shock, is significant and
substantial. This underscores the importance of
psychological and cultural adaptation in bringing about
the desired gains from international talent mobility.
Within the UK context, the lack of formal repatriation
support exacerbates reverse culture shock, nullifying the
potential for improving performance by returning
employees.

It is suggested that UK-based MNEs formulate
extensive repatriation programs covering pre-return
briefings, post-return career planning, and psychological
support to effectively manage reverse culture shock. HR
departments should also play an active role, staying in
touch during international assignments and implementing
clear reintegration strategies. By treating reverse culture
shock as a strategic issue, companies are able to retain
returned talent more effectively and utilise their global
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experience to stimulate innovation, develop leadership,
and enhance organisational performance.

LIMITATIONS AND FUTURE DIRECTION

This research has a number of limitations. Although
the sample size was adequate (n = 385), it was restricted
to those respondents who could be contacted through
LinkedIn and email, thus leaving out less digitally active
professionals. The research considered only the UK
context, which could limit generalisability to other
cultural or institutional contexts. Moreover, cross-
sectional design limits causal inference between variables
over time. Furthermore, the study has considered limited
variables and other psychological and cultural variables
needs to be integrated in this research to evaluate the
context in a much broader aspect.

Subsequent studies must utilise longitudinal designs
to monitor repatriates' experience and performance
outcomes over time. Widening the study to other nations
or regions would provide comparative insights into the
role of national culture and organisational practices on
repatriation outcomes. Additionally, the use of qualitative
interviews could add depth to understanding the complex
experiences of repatriates and reintegration problems,
giving rise to more specific and responsive HR policies to
manage global talent. The future researchers can also use
other mediating psychological and cultural factors to
broaden the findings.

POLICY IMPLICATIONS

The results of this research have significant policy
implications for UK-based MNEs. The strong mediating
effect of reverse culture shock implies that repatriation
needs to be considered as a strategic stage of global talent
management, rather than a routine administrative
procedure. HR policies must require formal repatriation
programs, such as pre-return preparation, psychological
counseling, career planning, and continuing support upon
return. Organisations need to institutionalise monitoring
systems to evaluate repatriates' adjustment and
participation after return, such that their global
experience is successfully transferred back into
organisational processes. The performance appraisal
systems also need to be able to recognise and reward
global abilities developed overseas to foster retention and
motivation.  National policy organisations and
professional HR organisations in the UK also need to
create guidelines and toolkits to assist MNEs in
standardising repatriation policies. The adoption of such
policies will decrease talent attrition, increase
organisational performance, and optimise the ROI of
international assignments.
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APPENDIX: SURVEY QUESTIONNAIRE
DEMOGRAPHIC PROFILE

Gender

a) Male

b) Female
Age

a) Upto25

b) 26-30

c) 31-35

d) 36-40

e) 40+
Education

a) Undergraduate
b) Postgraduate
¢) Doctoral

Experience in Current Organisation

a) Lessthan 1 year
b) 1-5 years
¢) More than 5 years

Rate the following statements on the following Scale
1) Strongly disagree 2) Disagree, 3) Neutral
4) Agree 5) Strongly Agree
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Section 1: Talent Repatriation

1. The repatriation process is not managed well by
the organisation.

2. The company does not support employees
returning from international tasks.

3. 1 feel that repatriation negatively impacted my
career progression.

4. The repatriation process lacks clarity and causes
confusion among returning employees.

5. The organisation does not reward and recognises
the value of my international experience.

6. The concern has been raised on the low

awareness level about the general duties of the
returning employees among others.

Section 2: Reverse Culture Shock

7. 1 experienced challenges adapting to the
company's culture after returning.

8. 1 felt isolated from my colleagues after
repatriation.

9. My expectations regarding my role upon return
were not met.

10. The organisation did not prepare me for the
psychological challenges of reverse culture
shock.

11. My professional expectations were not met,

causing frustration and dissatisfaction. Reverse
culture shock has made it challenging to adapt to
my role and responsibilities.

Section 3: MINEs Performance

12. Talent management in this organisation has also
been affected through poor repatriation thus
leading into loss of talent.

High turnover of repatriated employees has
negatively  impacted the  organisation’s
performance.

Lack of proper management on the repatriation
has therefore led to negative impacts on its

13.

14.

productivity.
The organisation has become less competitive in
the international market because of absence of a

15.

structured repatriation program.
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16. Decreased morale of employees after
repatriation has resulted in lower team

performance.
There’s been a decline in financial performance
due to some factors that have be set the

17.

organisation’s repatriated employees.
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