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ABSTRACT

The IT industry in India is one of the major cohbtriors to the national economy by way of contrithutio GDP as
well as foreign remittance. The employees findidte attractive because of the salary, perks,@gssients abroad and career
growth. The companies assign the employees tousapsite projects based on the demand, domainlkdge;, skill set and
experience of the employees. The process of eafiatriand repatriation are equally challenging tooth the employee and
the HR manager, because of the complexity of faskéved. This paper focuses on the concept oftrigtian, with special
reference to knowledge sharing. When the emplagtes to his host country/company, after his fgreassignment, he
has to face a lot of changes in terms of work calttechnology employed, pay parity, cultural digfeces and knowledge
platform. The repatriation process of the compamyutd be conducive enough to accommodate the eegbmd help him in
effective sharing of the knowledge acquired. Aemaftt has been made here to analyse the factoremding the knowledge

transfer of a repatriate, by a comprehensive revadliterature.
KEYWORDS:Repatriate, Knowledge Transfer, India, Barriers, IT

INTRODUCTION

India is a hub for the IT projects world due to thgporting ecosystem. Availability of trained wddtce with
domain specific capabilities, willingness to workglobal locations, adaptability and experiencerhade the Indian work-
force an ideal choice for global locations. The pamies give global assignments to the employeesdbas the demand
and the calibre of the employees. The expatrigifmeess is carried out on a regular basis comgrisirthe technical, legal
and orientation issues. At the same time, thegerised to analyse whether the companies have atlyeéir policy for
repatriation of the employees. The repatriatesaanaique pool of resources for an MNC, who poskaessviedge on the
cultural context of the global locations, the sfieanarket and customers, opportunities availalbiead for expansion of
their company. (Downes & Thomas, 1999). It is ingtiee for a MNC to make use of this strategic huroapital for its
further development. If the repatriate is not i@t post assignment, he may leave the companty hvit added skill set
and this is a huge loss to the company.The compaaig on these experienced expatriates for teehrtical capability and
cultural competence (Joinson, 1998). Hence, thepemies should provide a compatible and congeniat@mment for these

talents when they return to the company after gesignments.
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Need for the Study

Repatriation, otherwise called as cross-culturanty refers to the transition from the foreigmuotry back into the
home country and organization. This reentry inirthome country is equally challenging as thdahitross cultural entry
into the host country. They face a newer envirortnberth at work and at family. Interacting and mangghese changes
in the work and non work environments is not arygab for them. (Black, Gregersen, & Mendenhall92p There is a
misconceived notion that the reentry is supposedoketeasier as this is, after all, their home cqurEven the companies
do not emphasize much on a repatriation policystig literature and experiences highlight thantgeis not as easy as it
appears to be. Murray, 1973 refers to this as@rsevor re-entry culture shock for the repatrifités shock is sometimes so
intense that the repatriate is helpless in his ommpany and finds it an unsuitable place. Lackupfp®rt and reorientation
to the expatriates leads to attrition. There ignarantee that the repatriate’s expectations mgef salary, support, work
culture, recognition of his global experience, khenlge transfer and protection are completely nmetial, which is a major
supplier of global IT staff across the world, hias same issue. Hence there is a need to revieexising literature on this

domain, for a comprehensive view on the repatmggiolicy on knowledge sharing and orientation.

Knowledge Transfer

Knowledge transfer (KT) refers to mutually benefl@ollaborations for a vast range of activities fiid companies
spending considerable amount of time and cost edévelopment of effective systems for the tranaifiel reuse of existing
knowledge. Money and time are spent on developffagtive systems, the purpose of which is to inmeronanagement
of knowledge resources by handling the transfer ruse of existing knowledge (Watson & Hewett, 2006is is a
knowledge driven era where the entire businesevsm by the right use of required knowledge. Tagbgies like Big data,
machine learning and Al have different implicatiardl it is necessary. As Persson (2006) opineknbwledge transfer,
in an organization, can take any direction and falkee at any level within the organization andiketo “economies of

knowledge” (cost advantages related to scale ofatipe based on knowledge here).

Repatriate Knowledge Transfer

Multinational companies now work across boundas/isaces. They have the opportunity for acquirimyilis-
ing knowledge across countries by virtue of thé@bgl operations. To reap the maximum benefit dthis knowledge, there
should be provisions to transfer the knowledge gagd in any of their units to all other units (8aez Vidal et al, 2016).
Repatriate Knowledge Transfer (RKT) is associatét the transfer and application of the acquirechdm knowledge by

the repatriates to the home company employees.
The disseminative capacity of the repatriate refetke abilities and motivation of the repatrigtshare the acquired
knowledge. The bottom up approach of knowledgesteanfrom the subsidiary to the headquarters issknas reverse

knowledge transfer. Further research on this byséme authors depict that repatriates’ dissemiaatipacity is positively
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associated with reverse knowledge transfer. Theviednge acquired by the repatriates during the edgiin and the firm’s

international assignments policy serve as effeaiieer’s for this process of KT.

Objectives

- To understand the challenges in the process ofriafian through a comprehensive review of literatu

- To identify the factors influencing the proceskonbwledge transfer.

REVIEW OF LITERATURE

The knowledge transfer by repatriates can be chaig only through organizational support. Thisuiegs a strong
repatriation policy in place in the organizationh@listic repatriation policy with an eye for knaslge transfer alone can
accomplish this goal. Some reviews on the genepatriation policy are discussed here.

Jassawalla et al (2004), had conducted their relsedith 11 former expatriate managers and had etudhe chal-
lenges and suggested remedies for successful isgjmatralong with their model. Their model for effeve repatriation
consists of orientation prior to departure, supplaring their stay and after they return. For begsults for the company,

they suggest frequent and high-quality communicatibile managers are aboard, a "sponsor" to ditiasn while they are
away to help them assimilate when they return, celmgnsive HR support, and the availability of gos# that make use of
their new skills. The implied outcomes of this foe company include improved retention and bettrn on Investment.
The employee in turn has lower uncertainty andetgxgreater satisfaction and greater sense ohpilg with the company.

The companies usually have a strong expatriatiditypbecause of the legal compliance in such assants,
with respect to the host country. When it comesefmatriation, it is viewed just as a global stagfurning to his home
country/company, and no special effort is madettieir orientation or adjustments. Dunlap- Hinlded Parente (2004),
in their research, had revealed that 76 % of tlyamirations had no formalized repatriation policte®ugh expatriation
policies were generally very strong (Stahl & Cerdifi04). The reasons behind ineffective or absehcepatriation policy
according to them is three fold: lack of expertisests associated with the process, false assumsptiich ignore the
problems expatriates may experience during expatniand repatriation. Harvey (1989)

Andreason & Kinneer (2005) had extensively resesttan this topic as there is a general opinion antbafirms
that repatriation is not a serious process whigdaepecial efforts on their side. Despite the grguevel of dissatisfaction
amidst the repatriates, companies continue witlir thenchalance, leading to high attrition. Theisgarch describes a
theoretical framework, combining adjustment andviidial control theories, which can be used to yrsland integrate
recent research. Recommendations are also madeaftaging reintegration into the home culture agdization.

Andries J du Plessis and Bob Beaver (2008) in tesizarch had differentiated the responsibilitidd® manager in
case of a domestic company and a global compargy/fagh paced growth of international trade had niatéenational assign-
ments inevitable. When the repatriates enter timepemy, a plethora of issues like remuneration,rectd and agreements,

cultural variation, knowledge transfer awaits hltris the duty of the HR manager to manage the alstaff effectively
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and ensure there is effective knowledge transférsamooth transition. Keeping this in mind, heredh¢hors have proposed
a transition model from domestic to internation& Fhanagement. There are recommendations for HR geaméhich in-
volves cultural research, the integration of HRteyss, and the functions of selection, trainingf@@nance management
and remuneration. Global staff play an importate io the expansion of business and also the newlatge they bring to
the company. They have to be nurtured and retaffedtively for better retention and developmenthe&f company.

The next part of this section comprises of reviewshe actual knowledge transfer process in theaglassignments.

Many companies view their global work force asMitaman capital investments. Repatriates havedisgansable
role in organisational learning. They are the fliahd sources of knowledge on global technologitual differences,
customer preferences and global market. They cacidas catalysts of the knowledge transfer probesseen the host
country to head quarters and vice versa( Caligiutiazarova, 2000) The companies should deviseegmatpolicies that
would benefit both the repatriates and the compmnthe International knowledge is a competitiveamdirge to both the

parties involved.

Crocitto, Sullivan and Carraher (2005) in theire@sh had discussed the effects of mentoring fpateates which
increases the career outcomes and helps in beibeviédge transfer. A framework for examination gpatriate careers is
proposed based on Hall and Chandler’s (2004) cdanakpation of multiple learning cycles. The exjet process consisting
of pre departure, onsite and repatriation is sintdaa learning cycle. If multiple mentors are dafalie in various locations,
the learning process would be very successful.r€patriates are a reservoir of embedded and taoivledge. By aiding
the smooth knowledge country, the company can shdtte learning curve of operations in the hosntguthus aiding
faster global expansion. When the repatriates aré¢apped for this quintessential knowledge achmsslers, it creates an
unfortunate situation and loss of intellectual talpiThis research had emphasised mentoring asildafive factor and lack
of proper knowledge transfer channel as an inkibifictor for effective repatriation strategy. Tgbuhe need for mentoring
in international career is obvious, very few corniparpractise it. The role of the mentor is holislicstarts from the global
assignment till the completion of the repatriatmncess. When the expatriate returns to his hompetog the mentor helps

in areas such as home country readjustment, wéekadjustments and culture adjustments.

Gani and Hyder (2008) had researched on the ustR@ef interventions relating to training and develaminfor
effective readjustment of international managersepatriation. The data were collected througheld fsurvey conducted
on repatriation experience of international mana@@m more than five countries, who are workingingapore. The repa-
triation programme should have training on its omith specific duration, delivery mode and resoyseesons for training.
The findings provide a good learning for HR manag#rMulti National Enterprise (MNES). They alsdhé developing
suitable career development programmes for the@apk on international assignment.

Developing a shared field for knowledge transfemimg of the knowledge transfer, criticality of tekared knowl-
edge, influencing power of the repatriate, recani@ising the knowledge by the receiver and theeshdackground of
sender and receiver are important aspects relatée trepatriate knowledge transfer. (Oddou €0f19)

Devaluing of repatriate experience is a commontsharing faced by the repatriates. When the refatitagiven

a position that does not deploy his newly gaineovidedge, he feels at a loss and is naturally itidiwhen it comes to
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knowledge sharing. The degrading of the repatsdteernational experience is related with negatiaeser progression and

over all, this is not healthy for the company adl @& the repatriate. (Rahim, 2010)

The knowledge sharing behaviour of repatriatestaadknowledge governance mechanisms are mediatieabloy-
edge sharing motivations and knowledge sharing appities. Researchers conducted on these areasihdicated the
inconsistent relationships among KGMs, motivatibmshare knowledge and knowledge sharing behaviohiu & Lu
(2013) had surveyed 140 repatriates from 66 mulonal companies. The companies are distributed tve different
geographic locations. The research model had bessssed by Structural equation modelling. The kedgé governance
mechanisms operate in formal and informal waystheg both have significant have significant inflaeron knowledge
sharing motivation and opportunity. It is to botinemind that RKT is one of the valuable knowledgdivcery sources for
any MNC. At the same time, intellectual assetsdi@nof this kind cannot be forced but can be eraged by effective
organizational design and culture. The formal arfdrmal KGMs discussed in their study supportskhewledge sharing

behavior of repatriates.

Minbaeva et al (2014) who had originally contriliite the conceptualization of absorptive capaatyrhultina-
tional corporation (MNC) in their first paper hadther augmented their research. The importantieedahteraction between
employees’ abilities and their motivations influeddhe absorptive capacity. In their present resediney have revisited the
paper and analyzed how their concepts had beapiated in the other researches. Based on thig hidnee suggested more
theoretical and empirical work which should focusgreater contextualization of both the concepttaeddevelopment of
absorptive capacity, multi-level research logic anderstanding the dynamic models of knowledgesfeanThe directions

given in this research serve as a ready reckomanfpresearcher involved in the RKT domain.

Kang & Hau (2014) had highlighted the importancehaf social capital and social network theorieRKIT pro-
cess.331 respondents were included in this studydfn hierarchical linear modelling to verify thisulti-level research.
The research model of this study brings out thetineiel antecedents of RLT from the recipient paif view.The study
examines the impact of a recipient’s social cagitadn individual level and the effect of the direddationships between a
knowledge source and a recipient at a dyadic ldi/bas also explored the moderating influence @fcipient’s social capital
on the power of the dyadic relationships. The stualyinteresting findings, which includes thatréagipient’s trust in his/her
colleagues positively influences knowledge tranpfacess, and company tenure has a negative imisaatdyadic level,
the perceived expertise of a source and the strasfgies have a positive effect on knowledge tlamnsAlso, a recipient’s

network centrality moderates the effects of dyadiationships on knowledge transfer.

Burmeister et al (2015) had conducted a qualitagtuely among 29 German and American repatriateshwiad
resulted in adding a process perspective to tmtitire on repatriate knowledge transfer (RKT). iS#actured interviews
were conducted among them and the selection eriveas that the duration of the international exgrere should be atleast
six months which would enable better learning andwledge acquisition. The study had investigatedapplicability of
extant knowledge transfer process models and apthe micro processes during RKT. The study hadgsed a RKT pro-
cess model depicting the roles and activities ur feansfer phases namely, assessment, initiagiegution and evaluation.

This study is of eminent value to the manager, laslps them to gain an insight on the neededrisgsional eco system

| Impact Factor (JCC): 3.7985 - This article can be@wnloaded fromwww.impactjournals.us |




[164 Madhu. B K & K. Gayathri |

and the support needed for different actors aptbposed phases.

Zhang and Jiang (2015) had researched on the is@pdtnowledge sharing from the recipient’'s persigecThey
believed that the recipient’s characteristics hadrdluence on the knowledge sharer’s willingnesshare. Hypotheses
were set based on this fact. The recipient’s coemuat, learning attitude and personal relationship kknowledge sharer
had a significant influence on knowledge shareiflingness to share. The methodology included aade experimental
study and a field survey study to test the hypaba&hile there are many researches available okritneledge sharing
process and behaviour, the research on recipiehBsacteristics are limited. This study is uniqdédt® kind as it has
focussed on the influence of the knowledge recifserharacteristics on the sharer’s willingnesse Tésults showed that
recipients’ characteristics take different roledliiifierent situations in influencing the knowledgerers’ motivation to share.
In the case of responsive knowledge sharing, tbipient’'s learning attitude and personal relatiopskith the knowledge
sharer affected the sharer’s willingness to shierearoactive knowledge sharing, the recipient’'sfessional ability and
personal relationship with the sharer significaafffiected the sharer’s willingness to share. ilhigerative that organisations
should provide a conducive environment for learrand interaction by encouraging employees to sadkearn from their
colleagues, as and when needed. Composition of teambers, encouraging members to develop theirammpetency and

building trust among them are the initiatives thie recommended for organisations.

Burmeister & Deller (2016) had adopted a mixed-rodthdesign to identify organizational support grast that
facilitate repatriate knowledge transfer (RKT). Tinst study had focused on the kind of organizagicsupport provided by
organizations to facilitate RKT. The second studgwn the specific organizational support practiedsre, during, and after
international assignments that facilitate RKT. Bhedy 1 had 1, 134 repatriates who responded tmhmne questionnaire.
Based on this, the organizational support that thgjanizations provided to facilitate RKT was exadkd. In study 2, 22
repatriates and human resource managers wereigweny to assess to which extent the use of sewgmngerformance
work practices — selection and staffing, trainiogreer development, job design, performance agraismpensation and
rewards, and internal communication — before, dyramd after international assignments facilitd®&d’. Theinterviewees
demonstrated how these practices were implementdtkir organizations. Study 1 revealed that adstiigiive support is
more prevalent and strategic and knowledge tramsfated support is in paucity. Study 2 showed thaaining, career
development, job design, expectation managementfinancial rewards, and targeted internal commativer mechanisms
were viewed as highly relevant for RKT, whereasst#bn, staffing and financial compensation werese@n as relevant for

the facilitation of RKT by the repatriates and HRgitioners.

Chirawattanakij & Ractham, (2016) had investigatesl recipients’ knowledge adoption behaviour basedour
personal characteristics, namely, shared languatyeclen a knowledge sender and a recipient, thpieatis prior knowl-
edge, the recipient’s enjoyment in adopting knogtidand the recipient’s self-confidence. The rdleach characteristic
in the knowledge adoption process had been testéchime models had been developed. The study hadarésed the
factors as moderators and mutual predictors. SHangglage between a knowledge sender and a recipidrthe recipient’s
self-confidence to adopt new knowledge directlyaerdes the individual's likelihood to start learnilagd so they perform

better as mutual predictors, while prior knowledge enjoyment are the moderators.
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Challenges of Repatriation Knowledge Sharing

The repatriate returns to his home country withiad/expectations and experiences. He looks in &urpmportive
environment which helps in smooth relocation. WtrenMNC does not have a strong repatriate poligtace, the employee
is at an immediate loss and disappointment andtealiy the company fails to retain the talent. Theiews help us in

obtaining the following picture, with respect tetbxpectation of the employee, post assignment.

Expectations from the Repatriate, in General

» A smooth relocation policy from the company sidetflwork and non work side)
» Pay parity in view of his new assignment, expereand accomplishment.

» Recognition of his position and accomplishments.

Expectation with Respect to Knowledge Transfer

» Avenues to share his global knowledge, expertiseeaperience with the company.

» Knowledge transfer ecosystem for the bettermehi€areer and the development of the company.
 Orientation with respect to the changes in the amgpluring his absence.

* New assignments based on his domain expertise.

» Mentorship programme throughout the cycle.

» Managers and team members who have the sharedrbankigo make use of new knowledge.

Itis also clear, that majority of the MNCs are wagae of these specific needs of the repatriate.cbingpanies should
work on a strong repatriation policy, if they wabot retain their global presence. The HR manageosildhbe trained
extensively and intensively on meeting the needt®fglobal workforce right from expatriation ti#patriation. Sponsors
could be identified for mentorship during globasigaments. The technological updations require teamdearning and an
agile environment to keep pace with the changdecife knowledge transfer programs should be at@lwhich would
help in retaining the tacit knowledge from the glblstaff. The cost associated with these programstesild be

incorporated in the budget for effective impleménta
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CONCLUSIONS

The Multinational companies have a very clear sgatabout the business growth and expansion. Vehilempany
goes headstrong for growth, it should ensure tisatvorkforce is well equipped for the transitionh&# speaking of the
repatriation policy, the HR managers have the hregponsibility of coming up with an effective segy for the
process.The strategy for each company would beueriigsed on its complexity, premises and operatiashaving an
effective repatriation policy is detrimental to tbempany as well as the employees. The reviews paes an overview
on the challenges faced by HR managers, employaksha company during the process. Knowledge testrisfa unique
intellectual investment which every MNC should feand develop.

The repatriate knowledge transfer has to be amoatis function of the MNC with a standard operatiragedure.
As the dissemination capacity of the repatriate alnsbrptive capacity of the employees may varypiloeess had to be
carried out with mutual interest. The reviews cgntlet repatriate policy, organisational suppanteiiest of the repatriate
to effectively carry out knowledge transfer, infling power of repatriate, effective mentoring faetors which facilitate
knowledge transfer. The absence of supportive enment in the company, less challenging jobs asidasients post repa-
triation, completely changed working environmeisy interest shown towards learning and adopting keowledge are
some of the inhibitive factors in knowledge tramsfeis imperative that the companies frame tlo&n supportive repatria-
tion policy, so that there is effective utilisatiofthe intellectual capital, grooming and retagof the global workforce and

therefore better growth.
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