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PREFACE :  REFLEXIVE CRITIQUE -  W HO AM I?  

As the research project was born out of my own acculturation experience, I 

believe that  in order to increase its validity,  it is necessary to provi de the 

reader with information regarding my person prior to them reading the 

thesis. My previous experience not only enabled me to better empa th ise 

with the interviewees, but may also potentially have influenced the results 

of the research . Providing an in sight into my own adaptation experience 

provides the reader  with  the opportunity to estimate its potential effect .  

My motivation for the move was complex: in part it had always been my 

intention to move away from home and gather international experience, to 

see the world, which as a young  civil and structural  engineering student in 

the mid 1980ôs was a viable intention, representing  a career move; in part I 

was attempting to leave some of the more difficult elements of my past, so 

in some ways I was trying  to escape; the main reason for my decision to 

select Germany was that I had met a young German women, who is now 

my wife of 25 years, and as she was not able to move to the UK at the time 

I decided to make the move , representing a family move . Before emba rking 

on the move, however, her family  insisted that I learn the German language 

(German was not an option at grammar school) to ensure that I could 

interact with ñthe localsò and most importantly find a job.  

Learning the language was not easy , but with a  good reason to succeed, I 

completed an evening course in German in the UK and after 18 months 

could proudly present my óAô-level. There were many amusing anecdotes on 

the way surrounding the misuse of the language, but I  had  decided to 

forget the ñVictorian conservatismò and fear of making mistakes and just 

try, and this strategy paid off. I had support from my girlfriend, with whom 

I regularly called and corresponded ï this was the pre - internet age. Regular 

trips to Germany rounded off my inauguration int o the German culture.  

On the 1 st  May 1989 I officially arrived in Germany to start my first job. I 

was blessed with very helpful colleagues and an employer who, together 

with my girlfriend  and her  family assisted with the bureaucracy, so support 

mechanisms  were in place. I was glad of my German language ability, 
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because I was working in a company in which the majority of employees 

could not speak English. That being said, the company was situated in a 

very small village in Swabia  ( region in  Bavaria)  where i ndividuals spoke a 

very heavy local dialect, which at the time appeared to have only limited 

resemblance with th e German that I had learnt at  evening school. This 

phase of my learning and adaptation is also rich in amusing anecdotes 

surrounding the (mis)us e of the dialect. The local population found me 

interesting and I was known in the village as ñder Engländer ò (the 

Englishman) and typical for a small village , even today, everybody was 

aware of who I was, and what I did.  

From the beginning, I applied an active integration strategy without 

realising this  at the time,  as I am very people oriented, and visited the local 

church, fitness club, and other clubs and associations. This meant that I 

never had the feeling of being alone. There were no other English people in 

the village or closer vicinity that I was aware of, and I wasnôt inclined to 

look for them as it was my intention to fit in and ñbe one of the localsò or at 

least as far as this is possible in a German village. I was readily accepted by 

colleague s and locals, and I believe this was due to my language ability, 

which allowed me to freely interact with them. Additionally, after a 

relatively short period of time I picked up the dialect and was quietly able to 

submerge myself in the culture.  

In the las t 25  years I have remained in Bavaria and was always able to pass 

off as one of the locals with only my name providing an indication of my not 

being German.  

My professional career during this period involved employment in different 

areas including more tha n eight years in international sales management, 

founding international subsidiaries and rolling out new products across 

international markets. During this period I had contact with many different 

cultures and became increasingly aware of the differences i n their behaviour 

and expectations.  
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1 

ABSTRACT  

Addressing the gap in the literature surrounding the acculturation of 

expatriates, the research seeks to understand how voluntary expatriates , 

who work in SMEs in Germany, perceive, make sense of and respond to 

their new cultural context. Implementing an overarching grounded theory 

approach, semi -structured  interviews supported using additional probing 

que stion s, were carried out with 19 individuals from different backgrounds, 

working for varying companies and of mixed ages and genders. Focus 

groups were used to investigate the theoretical saturation achieved and the 

substantive grounded theories obtained t hrough the interviews. The 

narratives obtained were analysed using a four level inductive analysis 

framework under implementation of the constant comparative method.  

The research provided insights into  contextual  factors affecting individualsô 

sensemaking  processes and the importance of identity work as a 

mechanism for palliating  cognitive dissonance perceived during the 

sensemaking  process. Further, the research findings indicated a plausible 

dependency between previous experience accumulated and an indiv idualôs 

expectations of the current assignment.  

An overall model was developed that explains how narrative resources, 

drawn from the contextual factors, are developed by respondents into 

meaning and identity forming narratives, framed on mythical archetype s, 

that help build upon, or palliate, their situations, and which in turn 

contribute to the success of failure of the assignment.  

In addition, the research contributed to the extension of research methods, 

demonstrating the benefit of retrospective narrati ves to investigate 

sensemaking  activities and the cultural adaptation of individuals in 

organisations over standard questionnaires and standardised interviews. 

The rich data obtained provided the researcher with a more holistic 

understanding of the individ ual, his or her sensemaking  processes and the 

overarching themes and theories.   
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Chapter 1  Introduction  

The integration into a new cultural environment represents a challenge for 

immigrant workers and their families around the world. Particularly in the 

European Uni on, where the free movement of workers and their families is 

anchored in the European Treaty (Conference of the Representatives of the 

Governments of the Member States 1957 ; 2012 ) , they  represent both a 

challenge and an opport unity for organisations. In Germany, the active 

integration of foreign immigrants into the work environment 

(Bundesrepublik Deutschland 2011, pp. 31 -33 ; OECD 2013, pp. 41 -43 )  

forms an important aspect of a five prong strategy to alleviate the reduced 

availability of skilled labour (Bundesrepublik Deutschland 2011, pp. 10 -13 ; 

OECD 2013, pp. 41 -43 )  resulting from demographic changes. As an 

important motor f or the European economy, SMEs (European Commission 

2013b, p. 10 )  are equally cha llenged by the negative effects of the 

demographic development. The maximum benefit from the immigrant 

workers can only be achieved, however, if they are able to adequately 

integrate into their new cultural environment.  

Previous research mainly investigate d the cultural adaptation either of 

assignees from large multinational organisations (e.g. Caligiuri et al. 1998 ; 

Tung 1982 )  or groups of students (cf. Black and Mendenhall 1991 ) , but 

generally not for individuals working in SMEs, resulting in a gap in the 

literature.  The SME therefore represents the sample framework for the 

participants of this exploratory research  and its site  rather than a variable 

for the analysis, which would have enabled a comparison of the results 

obtained with those of other organisational form s. 

I n contrast to the traditional trait or characteristics based research 

(Adelman 1988 ; Bhaskar -Shrinivas et al. 2005 ; Broom et al. 1954 ; Wang 

and Kanungo 2004 )  this research uses retrospective narrative analysis to 

investigate the influence o f these factors on an individualôs sensemaking  

(Louis 1980, p. 233 ; Weick 1995, pp. 4 -6) , narrative choice s (Riessma n 

1993 ) , and response to their new cultural contexts.  

As the choice of the topic for this research project arose from the 
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researcherôs personal experience as an expatriate in Germany, it was 

considered important that this experience did not prejudge the research 

outcomes. A broad grounded theory objective to understand how voluntary 

expatriates, working  in SMEs in Germany, perceive, make sense of and 

respond to their new cultural context was therefore defined. This approach 

allowed the conceptual framewor k and substantive grounded theory to 

emerge from the research.  

The in -depth qualitative research focused on 19 international assignees 

working for SMEs in Germany. Data was collected using a combination of a 

standardised, self -administered questionnaire (Saunders, Lewis and 

Thornhill 2006, pp. 356 -357 )  to gather generic information regarding the 

interview partners, and semi -structured interviews (Bryman and Bell 2007, 

p. 474 )  supported using additional probing questions to gain a deeper 

understanding of inf luencing incidents from the respondents  (Butterfield et 

al. 2005 ; Fitzgerald and Dopson 2009, p. 479 ; Flanagan 1954 )  to collect the 

qualitative narrative data. Focus groups were used to investigate the 

theoretical saturation achieved (Charmaz 2006, pp. 113 -115 ; Glaser and 

Strauss 1967, pp. 61 -62 )  and the theories obtained through the interviews.  

The collated retrospective narratives were analy sed using a four level 

inductive analysis framework under implementation of the constant 

comparative method (Glaser and Strauss 1967 ) :  

Level 1: Substantive coding  

Level 2: Creation of conceptual framework  

Level 3: Narrative analysis  

Level 4: Analysis of literature ar chetypes  

Each of the levels of analysis were interlinked and subject to constant 

reflection and adjustment as concepts emerged from the data. The resulting  

codes and frameworks were therefore in a constant state of flux.  

Three themes were identified from the construction of the conceptual 

framework:  

1.  Identify the factors and content that influence sensemaking  and 
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narrative choices  

2.  Identify potential commonalities and differences in the sensemaking  

processes used by expatriates  

3.  Identify the narrative structu res and their function in sensemaking  
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Chapter 2  Literature Review  

In accordance with  the interpretive, grounded theory approach employed in 

th is research , the main review of the relevant literature  was carried out 

after completion of the first phase of the theore tical coding  (Chapter 6 )  and 

during the narrative analysis  (Chapter 7 )  in order to r educe its potential 

influence on  the research outcomes.  The results of this broad, theory driven 

literature review  are  drawn together in this chapter and  illustrated in  Fig. 1, 

which  also  form s the structure of this chapter.  

The first section reviews  the ñContext and Narrative Resourcesò that form 

the starting point for the understanding  of t he  context of the  individuals and 

Fig. 1: General Research Considerations  
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their wider environments  and delivers the resources used by individuals to 

construct their narratives . The information is structured from the external 

environment,  which an  individual is not able to influence , to the inter nal 

environment, which he or she  can directly or indirectly influence. The 

general economic environment as an element of the CAGE (culture, 

administration, geographic, economic) distance framework (Ghemawat 

2001, p. 138 ; 2007, pp. 40 -45 ; 2011, p. 54 )  and the nature of the 

company in which the indiv idual currently works  (SME, MNE) , are both 

elements that the individual is currently not able to influence  in terms of 

their narrative development,  as they are driven by  factors to which he or 

she  has no access. The flow of information into and influence o n the 

narrative is, therefore, unidirectional  at the time the narrative is formed , as 

indicated by the single headed arrow in Fig. 1. These elements do not form 

variables of this exploratory research project, but create the framew ork 

within which the research takes place. The literature on economic 

development provides an insight into  the growing importance of 

international assignments and i mmigration for economies to alleviate the 

skilled labour deficit resulting from demograph ic change , particularly within 

developed economies such as Germany  (Bundesrepublik Deutschland 2011, 

pp. 10 -13 ; OECD 2013, pp. 41 -43 ) . The literature on micro - , small, and 

medium -sized enterprises (SMEs) pro vides insights into the complexity of 

their definition (Ardic, Mylenko and Saltane 2011, p. 7 ; Ayyagari, Beck  and 

Demirguc -Kunt 2007, p. 416 ; Kushnir, Mirmulstein and Ramalho 2010, p. 2 ; 

OECD 2004, p. 10 ) , and their economic importance in particular for t he 

European economy (de Kok et al. 2011 ; European Commission 2013b ) , 

supporting their selec tion as the sample framework and site  of this 

exploratory research.  

The remaining categories in this section can either be directly or indirectly 

influenced by the individual, by selecting an appropriate career form 

(Arthur, Inkson and Pringle 1999 ; Briscoe, Hall and Frautschy DeMuth 

2006 ; DeFillippi a nd Arthur 1996 ; Hall 1996b ) , personally managing the 

development of their careers (Arthur 1994 ; Arthur and Rousseau 1996a ; 

DeFillippi and Arthur 1994 ; Hall 1976 ; 1996b ; 2004 ; Inkson 1997 ; Schein 

1978 ; 1996 )  and career  capital (Dickmann and Harris 2005 ; Jokinen, 
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Brewster and Suutari 2008 ; Suutari and Mäkelä 2007 )  or improving their 

language skills to improve host interaction and the acculturation process  

(Bhaskar -Shrinivas et al. 2005 ; Jameson 2007 ; Peltokorpi 2010 ; Piekkari 

2006 )  during a current assignment or in  prepar ation  for a potential future 

assignment. The expatriate selection category has been positioned towards 

the internal environment as  the selection of an individual for an assignment 

is no longer necess arily a one sided decision carried out by the organisation 

and followed by the individual  ( Inkson 1997 ) . Taking into account the  

modern forms of career management, individuals may active ly  seek 

international assignments for which they consider themselves suitable  

(Altman and Baruch 2012 ; Andresen, Bergdolt and Margenfeld 2013 ; 

Andresen et al. 2014 ) . Further , some organisations are also implement ing  

self -selection processes for i nternational assignments (Caligiuri and Phillips 

2003 ; Caligiuri, Tarique and Jacobs 2009 )  in which individuals are able to 

determine their own suitability for an assignment based on realistic job 

previews containing all salient information pertaining to the position 

(Caligiuri and Phillips 2003 ; Dickmann and Baruch 2011 ; Harvey and 

Moeller 2009 ; Webb  and Wright 1996 ) . Each of these factors, in isolation or 

in combination demonstrates  the growing influence that an individual is able 

to take on their ñselectionò for an international assignment. 

The second section considers the ñNarrative Developmentò and relates to 

those elements required by individuals to  manipulate the context and 

resources defined in sec t ion one to  create the narratives  (Eriksson and 

Kovalainen 2008 ; Riessman 1993 )  used to explicate their situation and 

emo tions in the new environment  narratives (Mason 2004 ) . In order for the 

individuals to create the narratives, they must first make sense of the ir  

situation  (Dervin 1999 ; Louis 1980 ; Weick 1993 ) , which requires that they 

first  understand who they are  and almost more importantly who they are 

not  (Clarke 2008 ) . This will enable them to determine other members of 

their potential minority ingroup s (Tajfel 1974 ; Williams and O'Reilly 1998 )  

who  may be able to provide social support , and to develop a strategy to 

interact  with  local host country members and to integrate . This process i s 

considered in the strongly interlinked litera ture surrounding sensemaking , 

identity development and social interaction theories.  
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The final section considers the ñNarrative and Situational Understandingò 

which represents the potential outcomes of the narrative and the social and 

cultural interaction. The literature reviewed here relates to  the acculturation 

process, the various considerations of expatriate failure and the potential 

influence of traditional and modern support mechanisms on the assignment 

outcome , factors that become evident in the narra tives created by the 

individuals and presented in Chapter 7 . 

Although this research centres on individuals who  have moved voluntarily to 

Germany as part of a self - initiated expatriation, and are currently gainfully 

employed wit h a n SME in the country, the literature on traditional assigned 

expatriate assignments as well as general international human resource 

management literature and literature from specialist areas of sociology and 

psychology will be considered in addition to the literature on self - initiated 

expatriation to provide a rounded understanding of the topic . 

I.  Context and Narrative Resources  

The development of the international economic landscape and the effects of 

increased globalisation (Dicken 2011, p. 7 ) , the interdependence of markets 

(Osland 2003, p. 139 )  and the changing economic landscape (Karmarkar 

2004 ; Szirmai 2012 )  provide the context in which people find themselves 

and define the themes that they use to form narratives and give meaning to 

their situation . The  literature demonstrates the growing importance of 

international ñarmôs-lengthò transactions made possible by developments in 

telecommunications technologies, providing SMEs with improved access to 

international markets. In a second step, the definition of  micro - , small -  and 

medium sized enterprises (SMEs) is investigated together with the growing 

economic importance of this group of enterprises and the trend towards 

mini -multinationals (Hill 2004, p. 25 )  brought about in part by what 

Cairncr oss (1995, p. 5 )  coined the ñdeath of distanceò.  

Consideration of the literature surrounding c hanges in career management 

and the development from the external, organisational career to the internal 

( Inkson 1997, p. 178 ; Schein 1978, p. 37 ; 1996, p. 80 )  or protean career 

(Hall 1976 ; 1996b ; 2004 ) , indicates its potential effect on an individualôs 
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willingness  to accept international assignments and the perceived cultural 

differences. In addition , the increased recognition of the potential benefit of 

embarking on international assignments to gather international experience 

and  improve career opportunities  is di scussed  (Biemann and Andresen 

2010 ) . Th e culmination of this development in the ñboundaryless careerò 

(Arthur 1994 ; Arthur and Rousseau 1996a ; DeFillippi and Arthur 1994, pp. 

307 -308 )  provides a potential interface to the literature on self - init iated 

expatriation (Baruch, Budhwar and Khatri 2007, p. 100 ; Stahl, Miller and 

Tung 2002 ) .  

The literature on c ultur al  understanding allows  an insight into the 

differences and associations (Erez and Gati 2004 ; Mathe ws 2000 ; Schein 

2009 )  between global, national, organisational and professional culture, as 

well as the effect of  the  individual perspe ctive of cultural understanding. A 

firm understanding of the cult ural differences may provide organisations 

with a clear strategic development advantage or enable them  to develop 

strategies to avoid negative implications for international projects  

(Schneider, Barsoux and Stahl 2014, p. 14 ) . Cultural awareness may also 

be of benefit for individuals as it enables them to understand potential 

deviations between their own cultural programming (Hofstede 1981 )  and 

that of  others , thus enabling them to make sense of their situation a nd 

carry out social identity work (Louis 1980 ; Weick 1995 )  to palliate  possible 

dissonance (Festinger 1957 )  and a ssociated stress. Additional consideration 

of the effect of  general  diversity in work groups is also of importance in 

modern organisations as it enables individuals to understand their position 

and that of their ingroup (Williams and O'Reilly 1998, p. 81 )  within the 

outgroup enviro nment  as well as understand its effect on group functioning . 

The selection of the best candidate for an international assignment (Avril 

and Magnini 2007, p. 54 )  and the  correct training of the expatriate 

(Bennett, Aston and Coiquhoun 2000, p. 239 ; Lee and Crocker 2006, p. 

1188 ; Yeaton and Hall 2008, p. 76 ) , the host -country workforce (Vance and 

Paik 1995, p. 157 )  and the returning expatriates and families (Bossard and 

Peterson 2005, p. 11 )  have been considered important cornerstones for a 

successful international assignment. The literature reviewed here provides 

an insight into the potential training requirements of internationally active 
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individuals and the  implication s of training  on assignment  success.  

Language, an element of the outer layer of culture or ñArtefacts and 

Productsò (Trompenaars and Hampden -Turner 1997, pp. 21 -22 ) , and 

culture are inseparable as language is cognitively asso ciated with cultural 

scripts, norms, and practices (Chen and Bond 2010, p. 1515 ) , influenc ing  

thought and behaviour by evoking a culturally congruent mindset (Chen, 

Benet -Martínez and Ng 2014, p. 131 ) . It further influences  the acculturatio n 

process (Bhaskar -Shrinivas et al. 2005, p. 268 ; Broom et al. 1954, p. 994 ) , 

helps reduce unce rtainty and anxiety (Hechanova, Beehr and Christiansen 

2003, p. 221 )  and helps overcome  culture shock (Oberg 1960, p. 182 ) . As 

an extension  of the simplistic understanding of languag e and the words it 

contains  (Hall and Hall 1990b, p. 4 ) , the complex process of cross -cultural 

communication  (Weaver 1993, p. 114 )  represents the cues that help 

negotiate the daily environment in an acceptable manner (Adler and 

Gundersen 2008, p. 70 )  as well as providing a medium  for transmitting 

ideas, thoughts, and opinions along with goals, motives an d intentions 

(Chen, Benet -Martínez and Ng 2014, p. 131 ) .  

2.1  Economic Development  

Globalisation is not a new concept , (Dicken 2011, p. 2 ; Osterhammel and 

Petersson 2007 ) , although opinions on what exactly globalisation is vary 

depending on the academic perspective of the individual researcher (Clark 

and Knowles 2003, p. 368 ) . A modern definition of globalisation  provided by 

Osland (2003, p. 139 )  consider ed it:  

a process leading to greater economic interdependence and 

networks and the economic, political, social, cultural, and 

environmental results of that process  

indicating the increased level of interconnectedness between countriesô 

economies.  

Primary drivers for globalisation were  and still are  the lowering of trade 

barriers, increased foreign investment and the deregulation of financial 

markets (Lee 1996, p. 485 ) . Increased globalisation brought with it changes 
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in the world economic la ndscape (Dicken 2011, pp. 6 -7)  as technological 

innovation reduced the time and cost of transporting materials, products 

and people (Dicken 2011, p. 86 ) , and expanded the opportunities for 

international trade (Szirmai 2012, p. 407 ) .  

In the early 1980s, developed countries were concerned with the loss of 

blue -collar jobs as a result of globalisation, and firms outsourcing the 

manufacture of physical inputs to less expensive countries (Bhagwati, 

Panagariya and Srinivasan 2004, p. 93 ) . This c hanged with the introduction 

of the General Agreement on the Trade of Services (GATS) (World Trade 

Organization 1994 )  in 1995. Together with the increas ed service orientation 

of less expensive Asian, Latin American and Eastern European countries and 

the rapid development of telecommunications systems, armôs-length trading 

of services  became  possible (Bhagwati, Panagariya and Srinivasan 2004, 

pp. 93 -94 )  redirecting their concern to the potential loss of jobs for highly 

trained knowledge workers and service employees  (Osland 2003, p. 140 ) . 

The implementation of the GATS and improved telecommunication systems, 

also enabled  the growth of mini -multinationals (international SMEs) that 

were able to benefit from the reduced cost of international trade  (EIM 

Business & Policy Research 2010, pp. 45 -46 ; Hill 2004, p. 25 ) .  

As a result of demographic ch ange , for example in the form of  an  increasing 

percentage of older citizens  and the  migration from East to West , and the 

associated reduction in the availability of skilled labour (Bundesrepublik 

Deutschland 2011, pp. 10 -13 ; OECD 2013, pp. 41 -43 ) , Germany is 

currently following a campaign of active integration of foreign immigrants 

into the work environment (Bundesrepublik Deutschland 2011, pp. 31 -33 ; 

OECD 2013, pp. 41 -43 ) . One important source of immigrant workers  to 

Germany  is provided by the European Union  (EU)  with its policy of free 

movement of workers (Conference of the Representatives of the 

Governments of the Member States 1957 ; 2012 ) . Since 2008 the number of 

immigrants to Germany has  risen by almost 70%  (Fig. 2).  Almost 64% of 

immigrants to Germany in 2012 originated from other European Union 

countries with 43.1% originating from the 12 mainl y eastern European 

states that joined the EU in 2007 (Bundesrepublik Deutschland 2014, p. 

16 ) . The second largest group with 13.6% originated from other European 



 

-  12  -  

countries and the third largest group with 12.4% originated from Asian 

countr ies . Glob alisation and the increasing importance of immigrant workers 

for the German economy, therefore, allows people to see themselves, if 

they choose, in a positive role as part of a modern trend towards 

internationalisation rather than in the outdated negative role as a 

ñGastarbeiterò. 

The increasing  development of international markets  and the increasing 

diversity of national organisations  demonstrate , therefore, the increasing 

need for organisations to ensure that sufficient cultural understanding and 

skills are present in their organisations to enable them to operate 

successfully in the increasingly diverse work environment.  

2.2  Micro - , Small -  and Medium - Sized Enterprises  

One of the biggest challenges confronted when embarking on research 

involving micro - , small -  and medium -sized enterprises (SMEs) is the 

absence of a universal definition (Ardic, Mylenko and Saltane 2011, p. 7 ; 

Ayyagari, Beck and Demirguc -Kunt 2007, p. 416 ; OECD 2004, p. 10 ) . 

Definitions of SMEs not only vary across countries, but also time (Kushnir, 

Fig. 2: Foreign Immigratio n to Germany  

(Adapted from Table 1 -1 Bundesrepublik Deutschland 2014, p. 15 )  
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Mirmulstein and Ramalho 2010, p. 2 ) . Some of the commonly used limiting 

criteria include threshold values of one or more factors such as numbers of 

employees, annual turnover, annual balance -sheet total or asset value 

(Ayyagari, Demirguc -Kunt and Maksimovic 2011, p. 6 ; Kushnir 2010 ; OECD 

2004, p. 10 ) , whereby the thres hold value of the factors may vary between 

countries (Ayyagari, Beck and Demirguc -Kunt 2007, p. 416 ; OECD 200 4, p. 

11 ) . Further complication arises as some countries such as the USA (U.S. 

Small Business Administration 2011 ) , Japan (National Association of Trade 

Promotion for Small and Medium Enterprises 2014, p. x )  and Canada  

(Canada 2012, p. 5 )  also apply varying thresholds for different sectors, 

industries or reporting bodies (OECD 2004, p. 11 ) . In addition, studies of 

SMEs have not implemented consistent definitions, for example: some used 

varying definitions of SMEs within a single study (Kushnir, Mirmulstein and 

Ramalho 2010, p. 2 ) ; some excluded micro size organisations (Ayyagari, 

Demirguc -Kunt and Maksimovic 2014, p. 77 ; de Kok, Deijl and Vedlhuis -Van 

Essen 2013, p. 10 ) ; others used a unique definition of SMEs for the study 

(Ayyagari, Demirguc -Kunt and Maksimovic 2014, p. 75 ) .  

The European Union (2003 )  definition of SMEs set s thresholds for the  

number of annual work units (employees) , turnover and balance sheet total 

(Table 1) of organisations and their dependence s (European Union 2003, p. 

L124/149 Annex, Article 3 ) . Within the EU, this definition forms the basis for 

national legislation, although  deviations can still occur as  in some countries , 

such as  Germany (Handelsgesetzbuch 2015, § 267 )  and  Italy the thresholds 

have been amended (OECD 2004, p. 10 )  and  national labour legislation is 

Enterprise 

Category

Headcount 

(AWU)

Annual Turnover Annual Balance 

Sheet Total

Medium-

sized
< 250 Ò ú50 millionÒ ú43 million

Small < 50 Ò ú10 millionÒ ú10 million

Micro < 10 Ò ú2 millionÒ ú2 million

and or

Table 1: EU Definition of SMEs  

(European Union 2 005, p. 14 )  
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used to define an ñemployeeò (European Union 2005, p. 15 ) , one of the 

main constituent elements of the calculation.  

SMEs have long been considered to play an importa nt role in the economy 

(Agmon and Drobnick 1994, p. 1 ; Aharoni 1994, p. 9 )  and to be involved in 

internati onal business (Ayyagari, Demirguc -Kunt and Maksimovic 2011 ; 

2014 ; Kushnir, Mirmulstein and Ramalho 2010 ) . During the period 2002 to 

2010, 85% of total employment growth in the EU -27 was attributable to 

SMEs (de K ok et al. 2011, p. 6 ) .  

 

Recognising the importance and development potential of the SMEs within 

Europe, the ñSmall Business Actò for Europe (SBA) (European Union 2008 )  

provided a comprehensive policy framew ork to promote entrepreneurship 

and strengthen SMEsô competitiveness. Built around ten principles and 

additional policy and legislative actions to implement them (European Union 

2008, pp. 4 -5; 2011, p. 2 ) , the SBA aimed to tackle the obstacles 

hampering SMEsô potential to grow and create jobs. 

 The importance of SMEs for the European Economy (EU-27),  was 

emphasised in the 2012/2013 annual report on European SMEs (European 

Commission 2013b, p. 10 ) . In 2012 SMEs  represented 99.8% of all 

enterprises ( Table 2), provided 66.5% of total employment for that year 

Table 2: Enterprises, Employment and GVA of  SMEs in the EU -27, 2012  

(Adapted from European Commission 2013b, p. 10, Table 2 )  

Micro Small Medium SMEs

Number of Enterprises

Number 18,783,480 1,349,730 222,628 20,355,838

Percentage 92.1% 6.6% 1.1% 99.8%

Employment

Number 37,494,458 26,704,352 22,615,906 86,814,716

Percentage 28.7% 20.4% 17.3% 66.5%

Value Added at Factor Costs

Million Euros 1,242,724 1,076,388 1,076,270 3,395,382

Percentage 21.1% 18.3% 18.3% 57.6%



 

-  15  -  

(Table 2; Fig. 3) and delivered 57.6% of  the gross value added (GVA) 

generated by the private, non - financial economy ( Table 2; Fig. 4).  

According to a study carried out by EIM Business & Policy Research (2010, 

p. 28 ) , EU SMEs we re internationally more active than their American and 

Japanese counte rparts. Over 40% of EU -27 SMEs were  reported to be 

international ly  activ e (EIM Business & Policy Research 2010, p. 16 ; 2011, p. 

Fig. 4: Gross Value Added, EU -27 , 2008 -2014  

(Adapted  from European Commission 2013a )  

Fig. 3: Percentage Persons Employed, all Categories , EU-27 , 2008 -2014  

(Adapted from European Commission 2013a )  



 

-  16  -  

44 ) ; 39% of EU -SMEs had  previously  exported or imported (EIM Business & 

Policy Research 2010, p. 17 ) ; 30% cooperat ed with international partners 

(EIM Business & Policy Research 2011, p. 45 ) ; 54% we re active outside the 

EU-27 (EIM Business & Policy Research 2 011, p. 46 ) . At the same time a 

large untapped market potential  was recognised , in particular in the BRIC 1 

countries, which we re estimated to account for approximately 60% of world 

GDP by 2030 (European Union 2011, p. 13 ) . In 2010 only 7% to 10% of 

exporting EU SMEs were reported to serve these markets .  

In summary, the European SME sector , represents a major economic factor 

providing the major share of  employment ( Fig. 3)  and gross value added 

(Fig. 4), a trend forecast to continue through 2014  (European Commission 

2013a ) . In creased international trade represents an area of potential  future 

growth for  the sector . Together with the previously discussed economic and 

demographic developments these factors indicate the importance of the 

research for organisations .  

In terms of ind ividualsô narrative development, the positive development of 

the European economy and SMEs may increase individualsô expectations of 

the expatriation, especially of those embarking upon their move to ñescapeò 

from countries suffering negative economic deve lopment. This in term may, 

however, increase the potential for the development of cognitive dissonance 

and the need to implement  identity work to palliate their situation.  

2.3  Career Management  

One of the developing perspectives on both self - initiated and assi gned 

expatriation is the career perspective (Riusala and Suutari 2000 ; Stahl and 

Cerdin 2004 ; Stahl, Miller and Tung 2002 ; Suutari, Brewster and Tornikoski 

2013 ) . Both groups are engaged in the pursuit of personal and professional 

international career development (Cerdin and Le Pargneux 2010 ) . 

The research on careers can be traced back to the early organisational 

career studies carried out in the 1970s by Bailyn (1977 ) , Schein (1971 ) , 

van Maanen (1977 )  and Hall (1976 ) .  

                                       

1 Brazil, Russia, India, China  



 

-  17  -  

In his early research, Schein (1971, pp. 401 -402 )  purpo rted that a career 

consist ed of two complementary and interlinked perspectives: the individual 

perspective in which the career was defined as a ñset of attributes and 

experiences of the individual who joins, moves through and finally leaves 

the organisatio nò (Schein 1971, p. 401 ) ; and the organisational pe rspective 

in which he considered the career as a ñset of expectations held by 

individuals inside the organisation, which guide their decisions about whom 

to move, how and at what óspeedôò (Schein 1971, p. 402 ) . He considered 

that not only did the organisation have an influence on the individual 

(acculturat ion), but that the individual could also influence the organisation 

(innovation).  

In order to explain his career theory, Schein (1971, pp. 403 -404 ; 1978, p. 

39 )  proposed a three -dimensional, vertical, conical model of the 

organisational structure, in which  movement within the organisation  was 

considered  to take place on three dimensions (Schein 1971, pp. 403 -404 ; 

1978, pp. 37 -38 ; 2010, p. 99 ) :  

1.  vertically ï from one ñrankò to another across hierarchical boundaries  

2.  radially ï movement from an ñoutsiderò to an ñinsiderò across 

inclusion boundaries  

3.  circumferentially ï from one task, function or division to another  

across functional boundaries  

As a result, the dy namics of the career were considered a sequence of 

boundary passages along and across the boundaries and as consisting of 

the processes of learning (or socialisation), performance and either of 

becoming obsolete or learning of new skills, which would lead to further 

movement (Schein 1971, p. 418 ) . 

Developi ng from the early studies, career research has been carried out 

across the disciplines of psychology, sociology, anthropology, political 

science, economics, history and geography each of which offered its own 

definition of this term (Arthur, Hall and Lawrence 1989, p. 10 ; Bird 1994, p. 

326 ) . Definitions of a career by  Arthur, Hall and Lawrence (1989 ) , Baruch 

and Rosenstein (1992, p. 478 ) , Baruch (1996, p. 40 )  and  Shaffer et al. 
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(2012 )  considered it in terms of the development of an employeeôs 

experience over time . 

Bird  (1994, p. 326 ; 1996, p. 150 )  considered  this interpretation  of  a career 

to be  incomplete, as the experience per se in terms of a chronology of 

positions held is not the defining factor of a career. He  considered careers 

ñrepositories of knowledgeò (Bird 1994, p. 327 ; 1996, p. 152 ) , which 

implied  that knowled ge can be added to, but also removed, rearranged or 

replaced (Bird 1994, p. 326 ) . This inferred that not all career moves are 

directed at attaining increased pay and power, but may also be a direct 

attempt by individuals to acquire new skills and knowledge or apply 

previously acquired skills that are not req uired in the current position (Bird 

1996, p. 163 )  resulting in a move toward the intern al, self -managed career 

(Schein 1978, p. 36 ) .  

Following on from his earlier work, Schein (1978, p. 36 ; 1996, p. 80 )  

considered the career as consisting of two differing elements: the ñexternal 

careerò, as the traditional upward progression of job experiences; and the 

ñinternal careerò, involving a subjective sense of where one is going in oneôs 

work life. Comparable with the inter nal career, the protean career was 

considered to be ñdriven by the individual rather than the organisation, and 

[to]  be reinvented by the person from time to time, as the person and the 

environment change ò (Hall 1996b, p. 8 ) . The goal of the internal or protean 

career was not the traditional movement throu gh the organisational ranks, 

but  subjective  ñpsychological successò (Hall 1996b, p. 8 ) , described as ñthe 

feeling of pride and personal accomplishment that comes from achieving 

one's most important goals in life ò. Schein (1978, p. 125 )  considered the 

early career as a time of mutual discovery between the new em ployee and 

the organisation at a time in which the new employee gradually gained self -

knowledge and developed a clearer occupational self -concept. This self -

concept was purported to consist of three components that he termed the 

personôs ñcareer anchorò (Schein 1978, p. 125 ) :   

1.  Self -perceived talents and abilities  

2.  Self -perceived motives and needs  

3.  Self -perceived attitudes and values  
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These anchors formed a source of stability and could be considered as the 

motives and values that an individual would not give up if forced to make a 

choice  (Schein 1996, p. 80 ) . Schein (1978, p. 129 )  considered  that as a 

career develops, most individuals recognise that one or more factors will 

form their career anchor. Organisational development , result ing  in changing 

job and ro le requirements , however,  invok e a change in the emphasis of 

individual career anchors (Schein 1996, pp. 86 -87 ) .  

Changes in the economic landscape, corporate downsizing,  de- layering, 

right -sizing,  increasing globalisation  and competition are some of the 

factors deemed to result in organisationsô reduced reliability to provide a 

traditional organisational career (Demel and Mayrhofer  2010, pp. 301 -302 ; 

Higgins, Dobrow and Roloff 2010, p. 750 ; Suutari and Mäkelä 2007, p. 630 )  

and diminished ties and loyalty to employers (Thomas and Dunkerley 

1999 ) . The world has become one large employment pool for professionals, 

who increasingly initiate and finance their own expatriation to take 

advantage of  potentially  lucrative work opportunities created by a shortage 

of skilled workers (Bundesrepublik Deutschland 2011, pp. 10 -13 ; 

ManpowerGroup 2014 ; OECD 2013, pp. 41 -43 ; Tharenou and Caulfield 

2010, p. 1009 )  in both develope d and developing economies (Kuptsch and 

Pang 2006 ; OECD 2008 ) . Employees have embarked on professional and 

entrepreneurial careers (Kanter 1989 )  and sought t o satisfy their career 

objectives in and out of the organisation (Hall 2002 ) . The traditional one 

company, one country model of employment is slowly crumbling (Dickmann 

and Baruch 2011, p. 5 )  and  as a result , careers are  based more on 

occupations and individuals ñcultivatingò their occupational careers and 

develop ing  a self - identity based on specialist skills and interests ( Inkson 

1997, p. 172 )  than on organisations ( Inkson 1997, p. 171 ) . This 

development from the external to the internal career (Schein 1978, p. 37 ; 

1996, p. 80 )  or protean career (Hall 1976 ; 1996b ;  2004 )  can be considered 

to have culminated in the boundaryless career (Arthur 1994 ; Arthur and 

Rousseau 1996a ; DeFillippi and Arthur 1994, pp. 307 -308 )  followed by 

highly qualified mobile professionals who build their career competencies 

and labour ma rket value through transfer across both organisational and 

national boundaries (Banai and Harry 2004 ; DeFillippi and Arthur 1996 ; 
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Feldman and Ng 2007 ; Hudson and Inkson 2006 ; Thomas, Lazarova and  

Inkson 2005 ) . The boundaryless careers they embark upon are, therefore, 

not tied to a single organisation, not represented by an orderly sequence, 

and are marked by less vertical coordination and stability (Arthur and 

Rousseau 1996b, p. 5 )  inferring them to be the opposite of external 

organisat ional careers. Developing the concept further, Sullivan and Arthur 

(2006, p. 23 )  considered the boundaryless career a mul tifaceted 

phenomenon that ñcan be viewed and operationalised by the degree of 

mobility exhibited by the career actor along both the physical (objective) 

and psychological (subjective) continua ò. In this case work is arranged in 

temporary discrete projects,  and employees are made accountable for 

results rather than careers based on long tenure and nine to five presence 

( Inkson 1997, p. 179 ) . In a similar manner, international assignments are  

accepted as they are  considered to have a positive influence on an 

individualôs internal career irrespective of whether it would positively 

influence their external care er (Peiperl and Jonsen 2007, p. 361 ) . Baruch 

(2006 )  questioned whether  the extreme version of the new career 

portrayed by the recent literature may be exceeding the average career 

experience as most people are neither entirely indepe ndent and 

boundaryless, nor are they held captive to their organisations.  According to 

Dickmann and Baruch (2011, p. 76 )  the true meaning of boundarylessness 

in terms of career moves is not a total ex tinction of older boundaries, but 

rather about making boundaries more permeable (Gunz, Evans and Jalland 

2002, p. 62 ) . In a boundaryless world, people with non - tr aditional career 

attitudes, such as the protean career (Hall 2004 ) , will benefit from broader  

option s of career moves, including moving to different cultures (Dickmann 

and Baruch 2011, p. 76 ) . Thus, although now contested (Pringle and Mallon 

2003 ) , the boundaryless career is seen as an increasingly dominant career 

form (Arthur and Rousseau 1996b ; Dickmann et al. 2008 ; Eby, Butt s and 

Lockwood 2003 ; Miles and Snow 1996 ; Sullivan 1999 ) . 

Whereas the assigned expatriates may be considered  to embark on an 

organisational care er ( Inkson et al. 1997 ; Inkson and Myers 2003 )  the self -

initiated expatriat e career concept fits well wit h the boundaryless career 

approach (Baruch, Budhwar and Khatri 2007, p. 100 ; Stahl, Miller and Tung 
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2002 ) . Comparing the expatriate assignment with  overseas experience, 

Inkson et al. (1997 )  considered  that many young people opt for overseas 

experience for a variety of reasons, which they associated with the 

boundaryless career approach (Au and Fukuda 2002 ) . Although the 

concepts of the boundaryless career and self - initiated expatriation appear to 

overlap, Dorsch, Suutari and Brewster (2013, p. 45 )  warn that not all self -

initiated  expatriates will imp lement all concepts of the boundaryless career 

as some will move to another country, speak the language of the country 

(Vance 2005 ) , have a partner from that country (Thorn 2009 ) , take a job, 

and remain in that country and job for the rest of their working lives.  

Hall and colleagues (Hall 1976 ; 1996a ; 2004 ; Mirvis and Hall 1996 )  have 

focussed primarily upon the subjective perspective of the ind ividual career 

actor who faces the external career realities of the contemporary business 

environment. They have characterised the protean career as being driven 

by the person, not the organisation  as a career in which the person is (1) 

values driven  in th e sense that the personôs internal values provide the 

guidance and measure of success for the individualôs career; and (2) self -

directed  in personal career management ï having the ability to be adaptive 

in terms of performance and learning demands (Briscoe and Hall 2006, p. 

5; Briscoe, Hall and Frautschy DeMuth 2006, p. 31 ) . It is driven by 

subjective  succ ess rather than objective success (Hall 2002 ; Yan, Zhu and 

Hall 2002 ) . In this case , subjective career success  is considered  as a 

personôs internal reflection on whether he or she has accomplished desirable 

work - related outcomes over time across any dimension that is important to 

th em  such as having a sense of personal fulfilment (Arthur, Khapova and 

Wilderom 2005, pp. 178 -179 ; Bailyn 2006, p. 31 ; Cao, Hirschi and Dell er 

2013, p. 59 ; Hall 2002, p. 11 ) . In contrast, objective career success 

involves more external and tangible indicators of an individualôs career 

situation such as being promoted or having a pay rise (Arthur, Khapova and 

Wilderom 2005 ; Cao, Hirschi and Deller 2013, p. 59 ) . Although conceptually 

distinct, obj ective success and subjective success have been shown to be 

interdependent (Ng et al. 2005 )  allowing individuals to constantly adjust 

the ir understanding of success and adjust their career planning to optimise 

their position (Arthur, Khapova and Wilderom 2005, p. 180 ) . A protean 
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career attitude can promote objective and subjective career success 

because it is positively related to a proactive disposition and intrinsic 

motivation for self -career management (Briscoe, Hall and Frautschy DeMuth 

2006 ) . Research suggests that proactivity is positively associated with both 

objective and subjective indic ators of career success (Seibert, Crant and 

Krainer 1999 )  and that the positive effects of a protean career attitude on 

career satisfaction are mediated by increased career self -management i.e. 

employeesô efforts to define and realise their personal career objectives (De 

Vos and Soens 2008 ) . Professional development has been highlighted as a 

major motivation for many skilled professionals moving across countries 

(Harvey 2011 ) . 

2.3.1  International Mobility  

Due to the previously mentioned shortage of skilled workers in  many 

developed and developing countries  and the  increasing forces of 

globalisation there is a resulting increase in demand for interculturally 

flexible employees with more differentiated skill sets (Deloitte 2010 ) , 

incre asing the strategic importance of self - initiated expatriates for 

multinational corporations (Cao, Hirschi and Deller 2012, p. 159 ; Howe -

Walsh and Schyns 2010, p. 260 ; Jokinen, Brewster and Suutari 2008, p. 

979 )  in which employees are often called on to take part in global work 

experiences (Chen et al. 2010 ; Stahl, Miller and Tung 2002 ; Thomas, 

Lazarova and I nkson 2005 ) . International work experience is considered 

important to develop the skills employees require to carry out critical 

business activities (Stroh et al. 2005, p. 6 )  at al l levels of the organisation 

(Collings and Mellahi 2009, p. 309 ; Doherty and Dickmann 2013a, p. 234 )  

and develop competitive advantage (Doherty and Dickmann 2013a, p. 235 ; 

Welch 2003, p. 166 )  as an increas ing number of careers in contemporary 

society are evolving across national and regional boundaries (De Cieri et al. 

2009, p. 257 ; Doherty, Richardson and Thorn 2013b, p. 7 ; Fitzgerald and 

Howe -Walsh 2008, p. 158 ) . This increased movement of people and 

knowledge across international borders is an imp ortant manifestation of the 

internationalisation of professions and professional labour markets (Ackers 

and Gill 2005 ; Baruch, Budhwar and Khatri 2007, p. 99 ; Carr, Inkson and 

Thorn 2005 ; Iredale 2001 )  resulting in ñbrain drainò (Docquier, Lohest and 
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Marfouk 2007, p. 194 )  or in more positive terms ñtalent flowò (Carr, Inkson 

and Thorn 2005, p. 387 ), ñbrain circulationò (Saxenian 2005, p. 36 )  or 

ñbrain gainò (Tung and Lazarova 2006, p. 1854 ) . These  can be seen as  

ñmind-stretchingò experiences (Suutari, Brewster and Tornikoski 2013, p. 

159 )  and development opportunities that can influence an individualôs 

identity (Kohone n 2004 ; 2005 )  and his or her  future career expectations 

and intentions (Suutari and Brewster 2003 ) .  

Although many individuals experience international mobility as part of an 

organisationally assigned expatriate assignment (Banai and Harry 2004 ; 

Cappellen and Janssens 2010 ; Dickmann and Doherty 2010 ; Mayerhofer et 

al. 2011 )  or through migration (Zikic, Bonache and Cerdin 2010 ) , an 

increasing number are choosing self - initiated expatriation (Bozionelos 2009 ; 

Selmer and Lauring 2010 ; Tharenou 2010 ; Tharenou and Caulfield 2010 )  in 

which the initiative for leaving the home country comes from the individual  

and  not from the employer (Richardson and Mallon 2005 ) . This supports t he 

attempts of large multinational enterprises that have begun to substitute or 

complement traditional expatriate assignments with other forms of 

international assignment in an attempt to combat the high costs of staff 

mobility and challenges posed for exa mple by dual -career couples 

(Beaverstock 2004 ; Grainger and Nankervis 2001 ; McDonnell and Scullion 

2013, pp. 137 -138 ; Tahvanainen, Welch and Worm 2005, p. 663 ) .  

The international human resource management literature indicates a 

plethor a of forms of international work experiences such as self - initiated 

work experiences, global management activities, short -  and long - term 

expatriation, international project work, flexpatriate assignments (Baruch et 

al. 2013 ; Bonache, Brewster and Suutari 2001 ; Briscoe, Schuler and Claus 

2009 ; Cappellen and Janssens 2005 ; Demel and Mayrhofer 2010 ; Inkson 

and Myers 2003 ; Mayerhofer, Hartmann and Herbert 2004 ; Mayerhofer et 

al. 2004 ; Selmer and Lauring 2011a ; Tharenou 2002, p. 130 )  or 

international business travellers (Welch, Welch and Worm 2007 ; Westman 

2004 ) . Whereas the longer term traditional organisationally assigned 

expatriate assignment was well suited to the era in which it was formed and 

most prevalent, these new approaches are better suited to the global 

environment  of highly efficient transport systems, growing availability of 
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skilled local staff, and internet based communication (Bonache and Zárraga -

Oberty 2008, p. 1 ) . The function of these new forms of international 

assignment has become more strategically oriented towards knowledge 

transfer and project work (Beaverstock 2004 ; Welch 2003 ) . Vance (2002, 

pp. B3 -B4)  proposed a three phase career path model for obtaining foreign 

work experience: Phase I ï Foundation building; Phase II ï Specific 

prep aration; and Phase III ï Securing Foreign Employment, which was seen 

to consist of two tracks, Immediate Expatriation Track (consistent with self -

initiated expatriates) and MNC Track (consistent with assigned expatriates). 

Individuals embarking on an immed iate expatriation track would generally 

move to the foreign location after completion of phase II to enable them to 

be close to the local labour pool and to job opportunities. The advantages of 

this strategy (Vance 2002, p. B5 )  lie in the fact that the ind ividual can 

embark on an international career earlier than via the MNC track, increasing 

their career capital and providing a foundation from which they can propel 

their future career if they are able to  find suitable employment in the target 

country. One major negative aspect of this strategy lies in the fact that the 

individual is not able to benefit from the tangible and intangible support that 

may be provided on the MNC track (Vance 2002, p. B6 ) .  

Independent of the type of international assignment emba rked upon, the 

experience gained by the individuals enables them to gain and develop their 

career capital (Dickmann and Harris 2005 ) , where considered from a 

resource perspective (Arthur, Claman and DeFillip pi 1995 ; DeFillippi and 

Arthur 1996, p. 117 ; Jokinen, Brewster and Suutari 2008, p. 981 ) , global 

experience helps to reshape the óknowing-whyô, improves and enhances the 

óknowing-howô and generates a new network of óknowing- whomô for the 

person involved (Baruch et al. 2013, p. 2387 ; Jokinen, Brewster and 

Suutari 2008, pp. 988 -989 ) .  

Shaffer et al. (2012, pp. 1290 -1291 )  considered two groups of factors 

affecting an individualôs choices for global work: external influences 

(personal agency ;  country and family considerations); internal influences 

(intrinsic an d extrinsic motivators ;  personal characteristics). Typical 

external motives for the individual in accepting an international role have 

been linked to the job on offer, the opportunity to have new experiences 
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and learning possibilities, personal interest in  international experience, 

family and domestic issues, the location of the assignment, and the overall 

assignment offer including the repatriation package and the financial impact 

of working abroad (Dickmann et al. 2008, pp. 739 -742 ; Miller and Cheng 

1978 ; Stahl, Miller and Tung 2002 ; Suutari and Brewster 2000 ; Tung 

1998 ) . Researchers (Crowley -Henry 2007 ; Hippler 2009 ; Inkson and Myers 

2003 ; Richardson and Mallon 2005 ; Selmer and Leung 2003a ; Stahl, Miller 

and Tung 2002 )  have generally found that intrinsic motivators such as 

personal challenges and development derived from inter national 

exploration, and international work or non -work experiences (Biemann and 

Andresen 2010 ; Boies and Rothstein 2002 ; Cerdin and Le Pargneux 2009 ; 

Suutari and Taka 2004 ; Tung 1998 ) , and the asso ciated enjoyment (Chew 

and Zhu 2002 )  are important considerations in corporate expatriatesô and 

self -initiated expatriatesô choices for global work. If employees have low 

self -efficacy for living and working in a country with a culture different from 

their own, they may  be less attracted to working abroad than if they have 

high self -efficacy (Bandura 1997 ; Betz 2000 ; Lent, Brown and Hackett 

2000 ; Tharenou 2002, p. 134 ) . 

Clarity of Definition s 

Each of the types of global work discussed in the extant literature (Baruch 

et al. 2013, pp. 2374 -2386 ; Dickmann and Baruch 2011, pp. 77 -88 )  result s 

in a different set of expectations and differ ing  psychological contracts 

(Guzzo, Noonan and Elron 1994 ) . The understanding of the complex nature 

of these global work forms  and the comparison o f previous research  is, 

however, impaired by the often unclear terminology and demarcation used  

(Andresen, Bergdolt and Margenfeld 2013 ; Andresen et al. 2014 ; Baruch et 

al. 2013 ; Doherty 2013 ; Doherty, Richardson and Thorn 2013a ) .  

Typical for a young field of research, the search for appropriate terminology 

continued as individuals attempted to reach a clear demarcation between 

the various forms of international assignment th at were becoming more 

popular in business and the traditional organisational expatriate 

assignment. Moving on from the original concept of the ñOverseas 

Experience (OE)ò researched by Inkson et al. (1997 )  and the concept of 
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ñself-initiated foreign work experience (SFE)ò proposed by Suutari and 

Brewster (2000 ), the terms òself-initiated expatriateò and ñself- initiated 

expatriationò have become more prevalent in recent literature (Al Ariss and 

Crowley -Henry 2013 ; Andresen et al. 2014 ; Cao, Hirschi and Deller 2012 ; 

Doherty 2013 ; Doherty and Dickmann 2013a ; Doherty, Richardson and 

Thorn 2013a ; Doherty and Thorn 2014 ; Scurry, Rodriguez and Bailouni 

2013 ) . These terms are used to describe individuals who have 

independently elected to relocate across internationa l borders to a country 

of their choice in order to seek a job or to try an entrepreneurial venture 

(Jokinen, Brewster and Suutari 2008 ; Saxenian 2005 ) , often with no 

definite time frame in mind (Harrison, Shaffer and Bhaskar -Shrinivas 2004 ; 

Suutari and Brewster 2000 ) , but generally on a temporary basis (Doherty, 

Richardson and Thorn 2013a, p. 99 ) . They are considered to most often 

expatriate by resigning from their job and moving abroad, fi nding a job 

once there; to a lesser extent, they find work before they expatriate 

(Bozionelos 2009 ; Napier and Taylor 2002 ; Suutari and Brewster 2000 ; 

Thang, MacLachlan and Goda 2002 ) . Andresen et al. (2014, p. 2308 )  

considered that the expatriate, therefore, has migrant status in the new 

country of residence.  These two extreme forms of expatriate assignment, 

the assigned expatriate fulfilling the requirements of their organisation and 

taking up assignments at the organisationôs request , rewarded with 

security, support and benefits at the one end, and the self - initiated 

expatriate, free in the selection of their  target country and organisation, but 

penalised with no support and a high level of risk at the other  end , could, 

according to Myers an d Pringle (2005, p. 422 ) , form the poles of a 

hypothetical continuum of international career forms. Between these two 

poles, the various other types of international work experience could then 

be organised providing a simple form of categorisation.  

Alth ough this  differentiation initially appeared to offer a clear distinction 

between organisationally assigned expatriates  and self - initiated expatriates , 

Andresen and colleagues (Andresen, Bergdolt and Margenfeld 2013, p. 11 ; 

Andresen et al. 2014, p. 2295 )  recognised an overlap in the two groups and 

the use of the terminology in the research . One such overla p was visible in 

the case of ñglobal self-initiated corporate expatriatesò (Altman and Baruch 
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2012 )  who had demonstrated initiative to obtain an international 

assignment fulfilling the basic concept of the s elf - initiated expatriat e, but 

were still employed within the same organisation and could benefit from the 

support  mechanisms and benefits traditionally assigned to organisationally 

assigned expatriates. As a partial clarification of this dilemma they offered 

the concepts of the ñglobal self-initiated corporate expatriateò (Altman and 

Baruch 2012 )  and the further differentiation between ñintra-organisational 

self - initiated expatri ates (intra -SIEs)ò, describing individuals who self-

initiate an assignment and remain with their employing organisation and 

ñinter-organisational self - initiated expatriates (inter -SIEs)ò who change 

their employers with the new assignment (Andresen, Bergdolt and 

Margenfeld 2013, p. 11 ; Andresen et al. 2014, p. 2296 ) .  

Further difficulties were encountered w hen attempting to distinguish 

between ñexpatriatesò and ñimmigrantsò as well as between ñexpatriationò 

and ñmigrationò (Al Ariss and Crowley -Henry 2013 ; Doherty, Richardson 

and Thorn 2013a ) . Reflecting on basic definitions of these terms clarifies the 

difficulties encountered. According to the UNESCO (2014 )  a migrant i s ñany 

person who lives temporarily or permanently in a country where he or she 

was not born, and has acquired some significant social ties to this countryò. 

If the consideration of the migrant is narrowed to the migrant worker then 

Part I, Article 2 §1 of  the UN Convention on the Protection of the Rights of 

All Migrant Workers and Members of Their Families (United Nations 1990 )  

defines him or her as ña person who is to be engaged, is engaged or has 

been engaged in a remunerated activity in a State of which he or she is not 

a nationalò. Consideration of these definitions brings to light parallels with  

the definitions of organisational and self - initiated expatriates and 

additionally indicates that previous attempts at demarcation between 

migrants and expatriates based mainly on t heir permanence in the new host 

country (Doherty, Richardson and Thorn 2013a )  are inadequate. In an 

attempt to alleviate the difficulties encountered demarcating the numerous 

poten tial forms on international work, Baruch et al. (2013 )  expanded on the 

framework proposed by Peiperl and Jonsen (2007 )  and suggested a 

framework of seven characteristics (intensity of international contacts, the 

breadth of interaction, leg al context, international work instigator, extent of 
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cultural gap, and the specific position) and two contextual sets of variables 

(individual variables, organisational context) to differentiate the forms of 

international assignment. Each of the career for ms could then be described 

in terms of  combinations of degrees of each of the factors  enabling their 

uniqueness and similarities to be represented (Baruch et al. 2013, pp. 

2375 -2376 ) , providing individuals and organ isations with a clearer 

understanding of their properties and potential advantages and 

disadvantages.  

Factors Affecting Willingness for Global Work  

In order for organisations to increase the attractiveness of overseas 

assignments, and  decrease the rate of  failure it is important for them to 

understand the motivation underlying managersô willingness to work on 

international assignments (Boies and Rothstein 2002, p. 234 ) . Armed with 

this understanding, organisations are better able to adapt the design of 

their overseas assignments and relocation and reward packages (Noe, 

Steffy and Barber 1988 )  to take into account managersô expectations. 

The literature proposes a wide selection of factor s that may influence an 

individualôs willingness to engage in an international assignment or develop 

an international career. Individualsô general beliefs and perceptions (Adler 

1986a ; Aryee, Chay and Chew 1996 ; Boies and Rothstein 2002, p. 246 ; Eby 

and Russell  2000, p. 56 ) , as well as their volition (preferences, personal 

agency) (Tharenou 2002, p. 131 )  are proposed to be important when 

attempting  to understand an individualôs receptivity to international work. 

Considerations implementing the social cognitive career theory (SCCT) 

resulted in proposals that an individualôs personal agency, as well as other 

person factors (e.g. demographic factors), help explain the development of 

career interests (Bandura 1997 ; Betz 2000 ; Lent, Brown and Hackett 1994 ; 

2000 ) . Lent, Brown and Hackett (1994 ; 2000 )  proposed that, in addition to 

person factors, the barriers, opportunities and support perceived by 

individuals in their environments shape the formation of their career 

interests. The fewer the barriers such as admi nistrative difficulties, 

downward career mobility, or discriminatory behaviour (Al Ariss and 

Özbilgin 2010, pp. 280 -281 )  and the greater opportunities and support the 
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individual perceives in regard to a particular career, the more likely he or 

she is to develop an interest in that career (Tharenou 2002, p. 131 ) . An 

individualôs decision to embark on an international assignment may also  

result from the ir  wish to escape from a si tuation in which they are no longer 

satisfied either with their position or the organisation in general (Boies and 

Rothstein 2002, p. 248 ) . This  concept may potentially be expanded to 

include an individualôs dissatisfaction with their general environment 

including the home labour market , which when  coupled with a positive 

perception of the  target country  labour market could positively influenc e an 

individual ôs decision to embark on an international assignment (Baruch, 

Budhwar and K hatri 2007 ; Jokinen, Brewster and Suutari 2008 ; Suutari, 

Brewster and Tornikoski 2013, p. 167 ; Tharenou 2003 ) . 

Recent research (Cerdin 2013, p. 60 )  has focussed on expatriation 

motivation through 12 factors: (1) monetary considerat ions, (2) family 

considerations (non - job related), (3) normal career advancement pattern, 

(4) professional development, (5) personal challenge, (6) importance of job 

itself, (7) future opportunities for advancement, (8) encouragement from 

colleagues and su periors, (9) encouragement from spouse or partner, (10) 

geographic location of the assignment, (11) desire to escape from a social 

or economic environment related to the home country, and (12) desire to 

escape from personal problems at home. The first 10 i tems were taken from 

Stahl, Miller and Tung (2002 )  and Stahl and Cerdin (2004 )  and correspond 

to positive or pull factors. The last two were taken from Borg (1988 )  and 

Torbiörn (1976 )  and represent negative motivation or push factors.  One 

further factor that appears to play a major role in an individualôs decision to 

expatriate is chance or opportunity (Richardson and Mallon 2005, p. 412 ; 

Suutari, Brewster and Tornikoski 2013, p. 168 ) , driven by  the  three 

dominant motiva tions: adventure/travel, life change, and family. 

Irrespective of the categorisation factors or schema used in an attempt to 

understand expatriatesô reasons for embarking on an international 

assignment, it should be  recognised that these factors are not  singular and  

exclusive, but may be considered in combination resulting in different 

ñshadesò of the expatriation decision (McDonnell and Scullion 2013, p. 140 ) . 

Further, many of these categories have been found t o influence both 
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assigned and self - init iated  expatriates decisions  to pursue global work 

experience. Both groups consider the location, including cultural similarity, 

and security (Aryee, Chay and Chew 1996 ; Dickmann et al. 2008 ; Hippler 

2009 ) , as well as city -specific factors such as an attractive stan dard of living 

(Carr, Inkson and Thorn 2005 ) , the reputation of the global location 

(Dickmann and Mills 2010 ;  Fitzgerald and Howe -Walsh 2008 ) , the prestige 

of working in a particular city (Doherty, Dickmann and Mills 2011 ) , and the 

attitudes and behaviours of the host country citizens (Dickmann and Mills 

2010 ) . Personal and familial relationships, as well as work - family balance 

concerns are also important considerations for corporate expatri ates, self -

initiated expatriates , and global travellers  with those demonstrating  

stronger familial ties and responsibilities less likely to accept or self - initiate 

global work (Carr, Inkson and Thorn 2005 ; Konopaske and Werner 2005 ; 

Richardson 2006 ; Richardson and Mallon 2005 ; Tharenou 2003 ) . Dickmann 

et al. (2008 )  found , however, that spousal career considerati ons were less 

important to corporate executives than were their own career 

considerations when deciding to accept a global employment opportunity.  In 

a similar manner, both corporate expatriatesô and self-initiated expatriatesô 

choices  for global work  are influenced  by the perceived opportunity to 

develop global career competencies (Cappellen and Janssens 2008 ; 

Dickmann and Mills 2010 ; Doherty, Dickmann and Mills 2011 ; Fish and 

Wood 1997 ; Fitzgerald and Howe -Walsh 2008 ; Richardson and Mallon 2005 ; 

Suutari 2003 ; Tharenou 2008 ; Thorn 2009 ) , and intrinsic motivators such 

as personal challenges and development derived from international 

exploration (Crowley -Henry 2007 ; Hippler 2009 ; Inkson and Myers 2003 ; 

Richa rdson and Mallon 2005 ; Selmer and Leung 2003a ; Stahl, Miller and 

Tung 2002 ) , international work or non -work experiences (Biemann and 

Andresen 2010 ; Boies and Rothstein 2002 ; Cerdin and Le Pargneux 2 009 ; 

Suutari and Taka 2004 ; Tung 1998 ) , and the associated enjoyment (Chew 

and Zhu 2002 ) . 

Whether considering the motivations of self - initiated expatriates or assigned 

expatriates, research (Cerdin a nd Le Pargneux 2010, pp. 296 -297 ; Suutari, 

Brewster and Tornikoski 2013, p. 165 )  indicates that the motivations to 

expatriate may be similar, but the ir  weighting might differ. This can in part 



 

-  31  -  

be th e result of the restrictions implemented on the decision by the 

individuals environment and the degree of free choice available during the 

decision making process.   

In general, the changes in positions and thinking on careers have resulted 

in individuals i mplementing different prisms through which they  combine 

the contextual factors and  construct their individual narratives. This in t urn 

has implications for their ability to palliate their situations, and the success 

or failure of their current assignments.  

2.4  Cultural Understanding  

Commonly the term ñcultureò is used to describe differences in people and 

their way of life at a national or geographical level (Jameson 2007, p. 204 ; 

Mathews 2000, p. 1 ) . In general culture ñserves as a lens through which we 

perceive the óotherôò (Schneider, Barsoux and Stahl 2014, p . 16 ) . Since its 

conception in the cultural anthropology of the early twentieth century 

Topical  Culture consists of everything on a list of topics, or 

categories, such as social organisation, religion and 

economy  

Historical  Culture is social heritage, or tradition, that is passed on 

to future generations  

Behavioural  Culture is shared, learned human behaviour; a way of life  

Normative  Culture is ideals, values or rules for living  

Functional  Culture is the way humans solve problems of adapting to 

the environment or living together  

Mental  Culture is a complex of ideas,  or learned habits that 

inhibit impulses and distinguish people from animals  

Structural  Culture consists of patterned and interrelated ideas, 

symbols, or behaviours  

Symbolic  Culture is based on arbitrarily assigned meanings that are 

shared by a society  

Table 3: Diverse definitions of culture  

(Bodley 1994, p. 9 )  
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(Blumenthal 1940 ; Haring 1949 ; Kluckhohn 1951 ; Mead 1937 ; Tylor 1924 ; 

Young 1939 ) , various research disciplines have developed definitions of 

culture ( Table 3) to support the theories and models resulting from their 

research (Bodley 1994, p. 9 ) . Although these models were purported to 

consider conflicting cultural  dimensions, authors such as Browaeys and Price 

(2008, p. 6 ) , and Nardon and Steers (2009, p. 9 )  postulated that the 

variables demonstrate convergence and in part provide a means of 

comparison of the models.  

Organisations embarking on international business ventures should  

understand how cultural differences may be harnessed to drive the business 

forward, and the potential clashes that may lead to the demise of the 

venture (Schneider, Barsoux and Stahl 2014, p. 14 ) . Cultural awareness is 

also an advantage for internationally active individuals as it enables them to 

understand the potential difference s between their own cultural 

programming (Hofstede 1981 )  and other c ultures helping  them to feel 

comfortable, and make sense of events (Louis 1980, p. 233 ; Weick 1995, 

pp. 4 -6) . The importance of this understanding was stated by Schuetz 

(1944, p. 504 )  who considered that:  

[o]nly after having é collected a certain knowledge of the 

interpretive function of the new cultural pattern may the 

stranger start to adopt it as the scheme of his own 

expression  

As the li terature on cultural research does not use a consistent, uniform 

terminology, it is necessary to clarify the nomenclature used in this thesis. 

ñLevels of cultureò is used to describe the development of culture from the 

global level to the organisational le vel, the individual perspective, and 

cultural self - representation (Erez and Gati 2004, p. 588 ) . The cu ltural levels 

consider that individuals not only  have contact with their national culture, 

but also standardised behaviour within other discrete ñgroupsò such as the 

organisation in which they work, or a professional group with a particular 

ethos (e.g. med ical doctors having sworn the Hippocratic Oath). This 

concept is comparable to Hofstedeôs ñThree Levels of Human Mental 

Programmingò (Hofstede 1981, pp. 17 -18 ;  Hofstede and Hofstede 2005, pp. 
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2-3)  and Erez and Gatiôs ñMulti-level Model of Cultureò (Erez and Gati 2004, 

pp. 587 -588 )  in which they purport that ñeach cultural level serves as the 

context of the cultural levels below itò and that ñreciprocally, processes that 

reside in the nested level s shape the macro -level cultural entityò. 

The movement from the tangible to the intangible cultural factors considers 

the movement through the ñcultural layersò. There are many models of 

culture, Fig. 5 illustrates the ring model proposed by Trompenaars and 

Hampden -Turner (1997, p. 22 ) . The outer layer of culture labelled 

ñArtefacts and Productsò (Trompenaars and Hampden -Turner 1997, pp. 21 -

22 )  consists of explicit culture represented by factors Peterson (2004, p. 

20 )  considered can be ñperceived with your five senses ò. These elements 

are ñboth easy to observe and very difficult to decipherò (Sche in 2010, p. 

24 ) . Examples are architecture, language, food, music, clothing, gestures. 

The explicit culture , reflect ing  the deeper layers of culture, the ñNorms and 

Values ò (Trompenaars and Hampden -Turner 1997, pp. 21 -22 )  or espoused 

beliefs and values (Schein 2010, pp. 25 -27 )  of the group, are located in the 

middle layer of culture. The nor ms define the groupôs understanding of 

ñrightò and ñwrongò while the values describe what they consider as ñgoodò 

and ñbadò. Schein (2010, p. 25 )  considered this level to be concerned with 

someoneôs belief of ñwhat should beò as distinct from ñwhat isò. The ñBasic 

Basic 
Assumptions  

Norms and Values  

Artifacts and 
Products  

Fig. 5: Cultural Rings Model of Culture  

(Trompenaars and Hampden -Turner 1997, p. 22 )  
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Underlying Assumptions ò of a culture form the core of the model and refer 

to the implicit culture (Trom penaars and Hampden -Turner 1997, pp. 23 -

24 ) . This level of culture is very difficult to explore as i t  considers things 

that people tend to take for granted. ñThis deepest meaning has escaped 

from conscious questioning and become self -evident, because it is a result 

of routine responses to the environmentò (Trompenaars and Hampden -

Turner 1997, p. 24 ) . These are often elements that cause raised -eyebrows 

of disbeli ef when questioned as they are so much a part of daily life that no 

one really questions them . 

The smallest cultural elements used to describe and compare cultures are 

the ñcultural dimensionsò such as Power Distance (Hofstede 2001, pp. 79 -

143 )  or Context (Hall 1989, pp. 85 -116 ) . The cultural dimensions represent 

tendencies or an average of the population of a culture as a whole and do 

not consider regional, ethnic or religious sub -cultures, which may 

demonstrate substantial differences. When entering a new cultural 

environment one should  not expect  all host nationals, therefore, to  fully 

comply with the stere otypes implied by the dimensions.  

Although many theories regarding the different levels of culture  (global, 

national, organisational, professional) have been developed  (see Appendix 1  

for their consideration ), the ir  detailed  discussion is  not central to this 

research. In the context of this research, the  central factor lies in the fact 

that the combination of the  different levels of culture create a complex 

matrix of cultural values, beliefs and basic assumptions that result in 

individualsô varied understandings and selection  of contextual factors used 

to create the narratives that help build upon, or palliate their situations and 

in turn contribute to the success of the assignment.  

This position can be considered to  be founded on the broader view of 

ñglobal cultureò as consisting of complex connectivity and networking of 

cultural practices and experiences (Bird and Stevens 2003, p. 397 ; 

Tomlinson 1999, p. 71 )  in which improvements in information and 

communication technologies provided individuals worldwide with access to 

news, advertising, movies, music and lifestyle information f rom the 

ñadvancedò western economies (Bird and Stevens 2003, p. 399 ; Cavusgil, 
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Knight and Riesenberger 2012 , p. 87 ; Schneider, Barsoux and Stahl 2014, 

p. 7 )  and enabled them to negotiate restrictions imposed in the physical 

world (Bird and Stevens 2003, p. 399 ) . Consistent with this position, the 

national cultural can  also  be considered as a dynamic entity in which each 

cultural level influences the levels above and b elow it (Erez and Gati 2004, 

p. 587 ) . This  concept of the multicultural  paradigm is also present in th e 

global -culture considerations of Arnett (2002, p. 777 ) , and Bird and Stevens 

(2003, p. 397 )  who purported that as a result of globalisation individuals 

have developed bicultural identities consisting in part of their local identity 

and in part of a global identity resulting from an awareness of their relation 

to the global culture. Th ese two  cultur al identities experience  significant 

cultural ñcross-pollinationò (Bird and Stevens 2003, p. 403 )  as described by 

the dynamic top -down -bottom -up relationships of Erez and Gati (2004, p. 

588 ) , and Arnett (2002, p. 778 ) . The advances in globalisation and 

international movement, therefore , enable the forma tion of many new 

groups and differing levels of both nations and organisations .  

I n a similar manner to national culture, organisational culture can also be 

considered a descriptive framework of its members ô attitudes, emphasising 

their shared cognitive ap proaches to reality enabling one entity to be 

distinguished from another  (Adler and Jelinek 1986, p. 74 ) . These 

t raditional concepts of organisational culture focused , however,  on the 

inside of an organisation, separated from the s ocietal environment in which 

it is embedded (Adler and Jelinek 1986, p. 85 )  rather than an interactive 

open system in which the environment, the organisation and its members 

coexist and interact. Closer consideration of the organis ational culture 

literature indicates three main areas of interest: 1. the effect of the national 

culture on the organisational culture; 2. the effect of the objective 

categorisation of the bodies under consideration (etic perspective of cultural 

research ï organisation, department, job category etc.); 3. the effect of the 

individualsô sensemaking  of the situation.  The degree of influence of 

national culture on organisational culture is, however, not conclusive  

(Gerhart 2009 ; Nelson and Gopalan 2003 ) , and  Gerhart (2009, p. 255 )  

suggested that organisations may ñhave more discretion in choosing 

whether to localise or standardise organisational culture and related 
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management practices ò than is offered by traditional literature. Although 

organisational studies traditional ly  consider ed cultur e as relating to a 

specifi c location, organisation, career level, job or similar, this perspective is 

problematic, as it ignores the individual involved and their influence (Martin 

2002, p. 32 3) ; promotions, job -hopping, or border -crossing positions may 

all influence how an individual may make sense of a situation and how they 

carry out their job. As globalisation moves countries closer together, 

workforces become more diverse, forcing organi sations to address the 

accompanying challenges posed by differences in culture, race, nationality 

and ethnicity (Jackson, Joshi and Erhardt 2003 ; Stahl et al. 2010 ; Triandis 

2003, p. 486 ; van Knippenberg and Schippers 2007, p. 516 ; Williams and 

O'Reilly 1998, p. 78 ) . In addition , there is a growing need for them to 

increase the cultural awareness of their domestic employees in an attempt 

to improve their ability to interact with colle agues and partners from diverse 

cultural backgrounds (Littrell et al. 2006, p. 236 ; Ronen 1989, p. 417 ) . A 

particular case of internationalisation is demonstrated within the European 

Union with its policy of free movement of workers (Conference of the 

Representatives of the Governments of the Member States 1957 ; 2012 )  and 

incre ased influx of immigrant workers confronting organisations with 

increasing diversity challenges (Triandafyllidou 2012 ) . The 

internationalisation of organisations is not the only source of diversification 

however , as ñthe effects of diversity can result from any attribute people 

use to tell themselves that another person is different ò (Williams and 

O'Reilly 1998, p. 81 ) . This general understanding is  important as in order 

for an individual to demonstrate a negative bias (dislike or discrimination) 

towards an outgroup or to demonstrate a favourable bias (increased favour, 

trust, cooperation) towards an ingroup (Brewer 1979, p. 319 ; Mannix and 

Neale 2005, p. 41 ; van Knippenberg, De Dreu and Homa n 2004, p. 1009 )  

they first have to understand who they are and have acquired a clear sense 

of belonging to their own distinct ingroup (Tajfel 1974, p. 66 ) . In diverse 

work -groups this process may be complicated by the fact that individuals 

may not only disti nguish one main ingroup, but additionally various 

subgroups (van Knippenberg and Schippers 2007, pp. 517 -518 ) . A 

fundamental characteristic o f person perception and categorisation is that 

people react to the first available and meaningful information to categorise 
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others (Fiske and Neuberg 1990 ; Rakiĺ, Steffens and Mummendey 2011, p. 

16 ) . One way in which social groups may be perceived and categorised is 

according to their particular distinct language or speech styles (Giles, 

Bourhis and Taylor 1977, pp. 325 -327 ; Rakiĺ, Steffens and Mummendey 

2011, pp. 24 -25 ) , which in the case of ethnic groups may take the f orm of 

distinct separate languages, dialects or ñethnic speech styleò. Auditory 

categorisation may in fact take priority over vis ual category information  

(Rakiĺ, Steffens and Mummendey 2011, p. 24 ) . Speech styles not only 

constitute indicators of ethnic identity, but also useful catalysts to enable 

intergroup comparisons to be made on other non - linguistic dimensions 

(Giles, Bourhis and Taylor 1977, p. 329 ) . Harrison and Klein (2007, p. 

1200 )  considered , however,  that an organisational unit may not be  diverse 

per se, but that it may be diverse with regard to specific features.  

Lau and Murnighan (1998, p. 325 )  introduced the concept of diversity 

ñfaultlinesò or as Thatcher  and Patel (2011, p. 1120 )  considered them, 

latent or perceived faultlines, to refer to hypothetical dividing lines that 

subdivide a group based on differing combinations of correlated dimensions 

of diversity. Diverting from traditional diversity researc h, the faultline 

theory considers individuals as a complex collection of differing attributes 

that allow them to belong to various sub -groups within a particular 

environment, implying the possibility of both between -group differences and 

within -group simil arity (Bezrukova et al. 2009 ; Homan et al. 2007 ; 

Molleman 2005 ; Thatcher and Patel 2011 ; 2012 ; van Knippenberg et al. 

2011 ) . The attributes considered may be more perceivable, less task 

oriented social attributes such as race, ethnicity, nationality, age, gender or 

more task related informational attributes such as work and educational 

experience (Bezrukova et al. 2009, p. 37 ; Thatcher and Patel 2011, p. 

1126 ) . The stronger the diversity faultline, the more likely is the for mation 

of subcategories within the group, which in turn increases the possibility of 

disruptions to the functioning of the group as a whole (van Knippen berg and 

Schippers 2007, p. 523 ) . Bezrukova et al. (2009, p. 38 )  considered that not 

only the faultline strength, but also the faultline distance, the extent  to 

which subgroups diverge, has to be considered to obtain the true effect of 

faultlines on diverse groups. Their research indicated that greater faultline 
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distance increased the negative effect of both strong social category 

faultlines and information -based faultlines in diverse groups (Bezrukova et 

al. 2009, pp. 44 -45 ) . Groups with crosscutting dimensions of diversity (e.g. 

ethnic minority member in informational maj ority) were found to benefit 

from more favourable group processes and to outperform homogeneous and 

faultline groups (Phillips et al. 2004, p. 507 ; Sawyer, Houlette and Yeagley 

2006, p. 12 ) . The effect of faultlines can potentially be moderated by the 

strength of the individualsô level of identification with their groups, and may 

result in groups with a hi gh level of group identification and strong faultlines 

demonstrating higher levels of performance than compatible groups with a 

low level of group identification (Bezrukova et al. 2009, p. 46 ; Jetten, 

Spears and Postmes 2004, p. 875 ) . Adler and Jelinek (1986, p. 82 )  

differentiated between an organisational culture perspective, in which ñtop 

managers can create, maintain, and change the culture of an organisation ò, 

and a cross -culture perspective of organisational culture , which accepts the 

importance and influence of cultural differences and assigns them a greater 

role in affecting belief s, attitudes, and behaviour (Adler and Jelinek 1986, p. 

83 ) . The organisational culture perspective severs the linkages between the 

environment, the organisation and the individuals involved, implicating that 

individuals enter an organisation tabula ras a (Adler and Jelinek 1986, p. 

83 ) . Individuals involved in the organisation, including the managers, 

however, are not isolated from external roles, influences and culture and 

enter the organisation with much social conditioning and prior culture 

already  in place (Adler and Jelinek 1986, p. 86 ) , demonstrat ing  a major 

weakness of this perspective. This does not mean that managers cannot 

influence organisational culture, but under adequate consideration of the 

societal culture, can create an organisation al culture, which benefits from 

the multiple cultures involved (Adler and Jelinek 1986, p. 87 ) .  

The context in which the group is perceived  may  additionally  influence an 

individualôs perception of the group memberôs characteristics (Lickel et al. 

2000, pp. 241 -242 )  and  which differences are likely to be salient and /or  

task - related (Triandis 1995a, pp. 225 -230 ; Williams and O'Reilly 1998, p. 

91 ) . I ndividuals may override attitudes and behaviours they consider t o be 

biased (Williams and O'Reilly 1998, p. 112 ) , thus improving group 
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functioning and performance; i f the differences are considered valuable to 

group functioning, individuals may respond more positively to diverse 

groups than to homogeneous groups (van Knippenberg, De Dreu and 

Homan 2004, p. 1019 ) . In organisational settings, context is inescapable 

and important as it is the environment in which organisations exist and 

provi des the purpose, resources, social cues, norms, and meanings that 

shape behaviour (Jackson, Joshi and Erhardt 2003, p. 813 ) . In such 

circumstances individual demographic variables may not adequately reflect 

the full meaning and impact of diversity (Riordan and Shore 1997, p. 342 ) . 

Combinations of interactions among a personôs social context and social 

identity may result in complex effects (Chatman et al. 1998 )  resulting in the 

same individual demographic characteristics yielding different work - related 

attitudes in different social contexts (Riordan and Shore 1997, p. 342 ) .  

Professional culture ñprovides a set of cultural values and prac tices which 

are accommodated into the culture of organisations ò (Bloor and Dawson 

1994, p. 283 ) . Each professional has a unique culture, including values, 

beliefs, attitudes, customs and behaviours (Hall 2005, p. p188 ) , which 

exists nested within the environmental and organisational culture. The 

possession of unique , socially valued and scarce knowledge and skills 

toge ther with a common professional code fosters group cohesion (Bloor 

and Dawson 1994, p. 283 )  and provides a point of professional reference for 

group members. Whether a professional joins an existing professional group 

or is a lone professional within an organisation,  the effects of the 

organisational culture influence the individuals interpretation and 

understanding of particular situations (Bloor and Dawson 1994, p. 287 ) . 

The individual, located at the centre of the dynamic cultural model (Erez 

and Gati 2004 ), was considered to reflect the ñcultural values as they are 

represented in the self ò. Throughout their lives, individuals accumulate 

positive and negative experience that, in the form of schemata or cognitive 

maps  (Abelson 1981 ; Bloor and Dawson 1994, p.  277 ; Fiske and Taylor 

1991, p. 98 ; Harris 1994, p. 310 ) , enable them to make sense of particular 

events (Weick 1995, pp. 1 -16 )  and select appropriate responses (Bloor and 

Dawson 1994, p. 277 ; Harris 1994, p. 310 ) . The value shaping experiences 

are not only a result of an individualôs nationality, ethnicity, or family 
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interaction, but also factors such as their religion and perceived socio 

economic value (social class) (Cohen 2009, p. 195 ; Saroglou and Cohen 

2011, p. 1310 ; Tarakeshwar, Stanton and Pargament 2003, p. 381 ) , factors 

that not only influence national culture, but are influenced by it . It can be 

inferred , therefor e, that an individualôs psychological functioning at any 

particular time, consists of a ñpooling of influences of these many forms of 

cultural identity ò (Cohen 2009, p. 200 ) . This would further imply that due to 

the individualôs membership to these differing contextual groups they can 

never be considered as mono -cultural (Cohen 2009, p. 197 ; Snibbe and 

Markus 2005, p. 70 4) .  

Research indicates that variations in group composition can have an effect 

on group functioning with diverse groups demonstrating lower levels of 

integration and communication, but higher levels of conflict (Williams and 

O'Reilly 1998, p. 115 ) . Riordan and Shore (1997, p. 349 )  demonstrated that  

the greater an indivi dualôs perceived demographic similarity in terms of 

race/ethnicity to their work group, the more positive is their perception of 

group productivity and commitment.  In a similar vein, Tsui, Egan and 

O'Reilly (1992, p. 572 )  suggested that minority/majority group proportions 

may matter for the effects of racial diversity as they do for gender effects. 

Bicultural members of minority cultural groups may use differing norm sets 

from their different cultural backgrounds depending upon their perception 

and interpretation of the signs and symbols of the situation resulting in 

ñsituational ethnicityò (Cox, Lobel and McLeod 1991, p. 830 ) . 

The concept of schemata and experience ga thering infers that, although 

individuals often state that their age influences their values and behaviours, 

it is not their age per se, but the various socialisation experiences that have 

influenced the development of their values (Harris 1994, p.  311 )  in a  similar 

to the  concept of the  cultural mosaic  proposed by  Chao and Moon (2005, p. 

1132 ) . Experience gathered can also influence an individualôs willingness to 

engage in psychological work (Festinger 1957 ; Harmon -Jones and Harmon -

Jones 2007, p. 7 )  to palliate  the cognitive dissonance (Aronson 1992 ; 

Festinger 1957 ; Harmon -Jones and Harmon -Jones 2007 ; Harmon -Jones 

2000d )  between the current schema and situation (Bartunek and Moch 

1987, p. 486 ; Harris 1994, p. 311 ) . 
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2.5  Expatriate Selection  

The literature considers the selection of the ñrightò individual for a particular 

assignment (Avril and Mag nini 2007, p. 54 )  important for its success. 

Caligiuri, Tarique and Jacobs (2009, p. 252 )  considered the main difference 

between the selection process for domestic and international positions was 

that the selection systems for international staffing ñinvolve a primary focus 

on predicting to a job context (working internationally) rather than job 

content (i.e. tasks, duties, position or title)ò. 

Organisations originally selected expatriates based on their domestic 

environment success (Buckley and Brooke 1992, p. 527 ; Hays 1974, p. 25 ; 

McDonald 1993, pp. 23 -24 ;  Mendenhall, Dunbar and Oddou 1987, p. 333 )  

and degree of technical ability (Tye and Chen 2005 ) . A case -dependent 

selection process (Borrmann 1968, p. 24 ; Tung 1981, p. 69 )  in which the 

position and required degree of interaction with host country nationals 

(Caligiuri and Colakoglu 2007, pp. 394 -396 ; Tung 1981, pp. 72 -74 )  was , 

however,  considered more effective. Researchers hav e been unable to 

agree on one set of candidate characteristics that would lead to success 

(Guion and Gottier 1965, pp. 159 -160 ; Ronen 1989, p. 426 ) , but 

increasingly the Big Five Personality Traits  (Openness, Conscientiousness, 

Extraversion, Agreeableness, Neuroticism)  (Costa and McCrae 1986, p. 410 )  

have been the target of interest as supplementary factors to the technical 

requirements of the posi tion (Caligiuri, Tarique and Jacobs 2009, p. 253 ) . In 

a similar manner , it has been  suggested that in order to be able to ñfit inò 

and interact successfully with host nationals  individuals should possess 

receptivity to working abroad (Tharenou 2003 )  and good cross -cultural 

skills prior to starting their new position (Howe -Walsh and Schyn s 2010, p. 

266 ) . Similar to success and failure in international assignments (Larson 

2006 ) , another factor that will influence the success of self - initiated 

expatriates is prior foreign experience (McDonnell and Scullion 2013, p. 

150 ) . As organisations are unable to prepar e self - initiated expatriates for 

their future intercultural work, there is perhaps further need for the 

consideration of soft skills (Howe -Walsh and Schyns 2 010, p. 266 ; 

McDonnell and Scullion 2013, p. 150 ) . In addition, knowledge of the local 



 

-  42  -  

language, required to enable interaction with the host country environment, 

support the understanding of the local population/culture and support the 

flow of information within the organisation was considered to support a 

successful assignment (Jameson 2007, pp. 214 -215 ; Peltokorpi 2010, pp. 

182 -186 ; Piekkari 2006, pp. 540 -542 ) . These requirements were 

substantiated in research  carried  out by Selmer, Pelto korpi and Froese 

(Froese and Peltokorpi 2013, p. 1962 ; Peltokorpi 2008 ; Peltokorpi and 

Froese 2013, p. 99 ; Selmer 2006 )  whose findings suggested that self -

initiated expatriates demonstrated higher host language proficiency and 

more experience in the host country, enabling them to enjoy an increased 

understanding of the host -country culture (Froese 2010 ; Peltokorpi 2008 ; 

Selmer 2006 ; Takeuchi, Yun and Russell 2002 ) , and more effective 

interaction with home country nationals leading to  higher interaction 

adjustment.  

Fontaine (1986, p. 363 )  purported that in internatio nal assignments 

involving families it was not normally the working partner that had the most 

intense involvement with the host culture, but the non -working spouse 

and/or children. Although literature recommends that the familyôs or at 

least the spouseôs characteristics and ability to adopt should be investigated 

(Adler 1983, p. 37 ; Borrmann 1968, p. 35 ; Ronen 1989, p. 426 ; Tung 

1981, p. 78 )  it is uncommon for them to be included in the selection 

procedure. It has been  suggested that this may result from lega l restrictions 

or cultural differences (Black et al. 1999, p. 56 ; Stroh et al. 2005, p. 53 ) , 

but additiona lly may result from the reduced willingness of individuals to 

partake in international assignments and the resulting difficulties 

organisations were faced with finding suitable candidates (Harvey and 

Moeller 2009, pp. 276 -278 ; Selmer 2001, p. 1220 ) . As organisations have 

been forced to use ñthe best available candidateò (Anderson 2005, p. 568 ) , 

inclusion of the spouse or famil y could have been considered to reduce the 

pool of potential candidates further. Additional factors may lie in an 

organisationôs reluctance to become involved in a candidateôs personal life, 

its reluctance to increase the cost of the selection process or s low down the 

development of the project by considering individuals who, from the 

companyôs perspective, are not directly involved in the project. Research 
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has indicated, however, that the adjustment of the family and spouse is 

particularly important (Arends -Tóth and van de Vijver 2006, p. 56 ; Arthur Jr 

and Bennett Jr 1995, p. 110 )  and positively and si gnificantly correlated to 

the candidate ôs adjustment (Bhaskar -Shrinivas et al. 2004, p. A4 ; 2005, p. 

268 ; Black 1988, pp. 288 -289 ; Shaffer, Harrison and Gilley 1999, p. 570 )  

as well as being positively related to their work adjustm ent (spillover effect 

between work and private areas) (Bhaskar -Shrinivas et al. 2004, p. A4 ; 

2005, p. 268 ; Hechanova, Beehr and Christiansen 2003, p. p221 ; Shaffer, 

Harrison and Gilley 1999, p. 570 ) .  

As both the demographic pro files and personal situation of candidates, and 

the requirements of the positions to be filled vary, self -selection and  self -

assessment ha ve  been suggested to lead to a more successful assignment 

(Caligiuri and Phillips 2003 ; Caligiuri, Tarique and Jacobs 2009, p. 252 ) . In 

order for individuals to critically evaluate themselves on all dimensions 

required  to fulfil the assignment and to create more applicable expectations, 

it was suggested that they should be provided realistic job previews 

containing all salient information pertaining to the position (Caligiuri and 

Phillips 2003, pp. 1105 -1113 ; Dickmann and Baruch 2011, p. 185 ; Harvey 

and Moeller 2009, p. 287 ; Webb and Wright 1996, p. 39 ) . An additional 

benefit of this process was that job expectations could be managed and 

individuals could go through a process of anticipatory adjustment before 

they l eave their country to work abroad (Black et al. 1999 ; Caligiuri and 

Phillips 2003, p. 1105 ; Takeuchi et al. 2005, p. 134 )  rather than managing 

expectation dissonance once the assignment had commenced.  

2.6  Expatriate Training  

The correct training of the expatriate (Bennett, Aston and Coiquhoun 2000, 

p. 239 ; Lee and Crocker 2006, p. 1188 ; Yeaton and Hall 2008, p . 76 ) , the 

host -country workforce (Vance and Paik 1995, p. 157 )  and the returning 

expatriates and families (Bossard and Peterson 2005, p. 11 )  have been 

considered to influence the success of an international assignment, and to 

benefit each of the parties in a different m anner . For the expatriate and 

their families it may lower anxieties, reduce culture shock, encourage 

appropriate behaviour, and enable them to cope with unexpected events 
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(Ali, Van der Zee and Sanders 2003, p. 576 ; Caligiuri and Tarique 2006, p. 

309 ; Earley 1987, p. 686 ) ; host country staff may better unde rstand what 

to expect from the expatriate, why they behave in a certain manner, and 

how to effectively cope with these cultural based differences (Vance and 

Paik 1995, p. 158 ) ; returning expatriates and their families woul d better 

understand the changes that may have taken place at home during their 

absence, and the expatriate would obtain information regarding the new 

position (Black, Gregersen and Mendenhall 1992b, pp. 755 -756 ; Linehan 

and Scullion 2002, p. 259 ; Thite et al. 2009, p. 282 ) . In addition, the 

organisation has been considered to benefit from the improved cross -

cultural competencies among international assignees, and improved 

relational skills, which in turn are central to effective performance in 

expatriate assignments (Caligiuri and Tarique 2006, p. 309 ; Tung 1981, p. 

70 ) . Cross -cultural training has been additionally purported to reduce the 

length of the accult uration process, improve assignee productivity, and 

increase the potential success of the assignment (Black and Mendenhall 

1990, p. 132 ; Brewster 1995, p. 57 ; Debrah and Rees 2011, p. 392 ) .  

The literature does not provide a generally valid description of the aims of 

cross -cultural training. Many resear chers considered it a meta -element 

(Black et al. 1999 ; Littrell et al. 2006 ; Stroh et al. 2005 ; Triandis 1995b )  

concerned with the ñtraining and development of cross national 

competenciesò (Caligiuri and  Tarique 2006, p. 309 ) , which they considered 

could be achieved by addressing the five areas  of  intercultural training: 

cognitive, attributional, experiential, self -awareness, and behavioural 

(Brislin and Bhawuk 1999, pp. 208 -211 ; Earley and Peterson 2004, pp. 

102 -103 ; Tan and Chua 2003, pp. 268 -270 ) . As it is not possible to teach 

individuals everything they need to know to master all situations,  however,  

it was suggested that they are taught how to learn and acquire the 

information about the culture (Bhawuk 1990, pp. 327 -328 ; Black, 

Gregersen and Mendenhall 1992a, p. 93 ; Brislin and Bhawuk 1999, pp. 206 -

208 ) , and to cope with unexpected events in the new environment (Earley 

1987, p. 686 ) , which is comparable to one of the central concepts of 

cultural intelligence (Earley and Ang 2003, p. 93 ) . Cross -cultural training 

should, therefore, aim ñto enhance the awareness of differences and 
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similarities between cultures to allow faster learning processesò (Puck, 

Kittler and Wright 2008, p. 2183 ) . Moving the concept of cultural 

intelligence in the  domain of multi - facetted conception of intelligence , 

Thomas et al. (2008, p. 127 )  defined it as ña system of interacting 

knowledge and skills, linked by cultural mega -cognition, that allows people 

to adapt to, select, and shape the cultural aspects of their environment ò 

(Cao, Hirschi and Deller 2012, p. 165 ) . In this context  óknowledge ô refers to 

declarative knowledge about the characteristics of cultures and mentally 

stored general process schemata in specific cu ltures. Skills , the second 

component,  are the characteristics of individuals that help them to interact 

in intercultural contexts  and are considered to be developmental and 

dynamic . The third component, cultural metacognition, is defined as 

ñknowledge of a nd control over oneôs thinking and learning activitiesò 

(Thomas et a l. 2008, p. 131 ) . It is culturally unspecific and acts as a linking 

mechanism that regulates interaction of its constituent elements.  

Previous research (Richardson and Mallon 2005 )  showed tha t self - initiated 

expatriatesô motivation for moving to other countries often includes 

gathering intercultural knowledge and experiences in a vocational context to 

increase cultural intelligence as a fundamental form of career capital that 

benefits their fu ture career development (Jokinen, Brewster and Suutari 

2008 ) . This is consistent with the experiential - learning theory (Kolb 1984 ; 

Yamazaki and Kayes 2004 ; 2007 )  that considers that ñexpatriates can learn 

and  consequently better adapt to a foreign country through concrete 

experience, reflective observations, abstract conceptualization and active 

experimentation ò. These are aspects that require time, which may provide 

an explanation for the positive influence o f longer host -country experience 

on self -initiated expatriatesô interaction adjustment (Black and Mendenhall 

1991 ; Haslberger and Brewster 2009 ; Torbiörn 1982 ) .  

As the strategic goals and position requirements vary  for each assignment  

(Aycan 1997, p. 444 ; Vora 2008, pp. 413 -428 ; Zakaria 2000, p. 496 ) , and  

individuals bring different abilities, skills , knowledge (Fleishman and 

Mumford 1989, p. 183 )  and preferred learning styles (Bennett, Aston and 

Coiquhoun 2000, p. 243 ; Charlesworth 2008, p. 125 )  to the training 

situation, research has suggested that the training should be designed and 
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delivered to suit the situation and the individual (Black, Gregersen and 

Mendenhall 1992a, p. 93 ; Brewster 1995, p. 58 ; Stroh et al. 2005, p. 85 )  to 

ensure its effective ness . Caligiuri and Tarique (2006, p. 312 )  suggested that 

a cross -cultural needs analysis should be carried out across the 

organisational, assignment and individual levels to help determine the 

degree of rigour  or mental involvement and effort  required for a particular 

training situation (Black, Gregersen and Mendenhall 1992a, p. 97 ; Black et 

al. 1999, p. 92 ; Stroh et al. 2005, p. 84 ) . As illustrated in  Fig. 6, high rigour 

activities demonstrate an increased involvement  of both participants , which  

also enable a closer understanding of the intended host environment.  

Although the literature does not state conclusively when training is most 

effective (Littrell et al. 2006, p. 373 ) , the timing will depend on the duration 

of the assignment and the role requirements (Mendenhall and Oddou 1986, 

p. 78 ) . For short - term flexpatriate assignments (Demel and Mayrhofer 

2010, pp. 301 -302 ; Mayerhofer, Hartmann and Herbert 2004, pp. 648 -649 ; 

Mayerhofer et al. 2004, p. 1371 ) , training was considered restricted to pre -

departure training with no particular  support provided during the 

assignment (Mayerhofer et al. 2004, pp. 1380 -1382 )  as no adjustment to 

the new environment is required (Debrah and Rees 2011, p. 398 ) . For 

Fig. 6: Degree of Training Rigour  

(Black et al. 1999, p. 93 ; Stroh et al. 2005, p. 85 )  
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longer - term assignments, a sequential combination of pre -departure and in -

country training complimented by an in -country support system or 

mentoring/coaching programme was considered to provide a good basis for 

successful accultur ation, knowledge sharing and assignment completion 

(Björkman, Evans and Pucik 2011, p. 357 ; Crocitto, Sullivan and Carraher 

2005, pp. 525 -526 ; Selmer, Torbiörn and de Leon 1998, pp. 835 -837 ) . 

Some of the training schemes provided for assigned expatriates, such as 

culture seminars which can target cog nitive, affective and behavioural 

competency development (Waxin and Panaccio 2005 ) , could be provided to 

self - initiated expatriates (Doherty and Dickmann 2013a, p. 243 ) . The use of 

mentoring, co -working or buddy programs may provide direct learning 

opportunities and real - time support for the self - initiated expatriates 

(Bozionelos 2009 ; Doherty and Dickmann 2013a, p. 243 ; Howe -Walsh and 

Schyns 2010, p. 267 ; McDonnell and Scullion 2013, p. 150 ; Toh and DeNisi 

2007, p. 295 ; Toh, DeNisi an d Leonardelli 2012, p. 236 )  enabling them to 

understand and adapt to the local norms, values and behaviours as well as 

obtaining information to enable them to understand the local organisation, 

facilitating the avoidance of conflicts (Vance, Vaiman and Andersen 2009 ) . 

On the other hand the expatriates could be confronted with further 

stressors if local employees consider them not belonging to the local group 

(Doherty and Dickmann 2013a, p. 244 ; Toh and DeNisi 2007 )  or 

supervisors succumb to negative stereotypes rather than exhibiting inter -

cultural sensitivity, flexibility and trust - inspiring and supportive behaviours 

(Huang, Chi and Lawler 2005 ; Tornikoski 2011 ; Vance, Vaiman and 

Andersen  2009 )  indicating potential areas of improvement that may be 

achieved through host country employee training.  

2.7  Foreign Language Ability  

Language as an element of the outer layer of culture or ñArtefacts and 

Productsò (Trompenaars and Hampden -Turner 1997, pp. 21 -22 )  is one of 

the elements that Peterson (2004, p. 20 )  considered ñcan be perceived with 

your five sensesò although , as relativized by Schein (2010, p. 24 ) , is ñboth 

easy to observe and very difficult to decipherò.  



 

-  48  -  

Although lang uage differences are often considered simplistically as a 

mechanical translation pro blem  (Welch, Welch and Piekkari 2005, p. 11 ) , it 

is important to be aware that cross -cultural c ommunication is deeper and 

more complex than just the ñwordsò it contains  (Hall and Hall 1990b, p. 4 ) . 

Communica tion ñinvolves a complex, multi - layered, dynamic process 

through which we exchange meaningñ (Weaver 1993, p. 114 )  and 

represents the cues that help negotiate the daily environment in an 

acceptable manner (Adler and Gundersen 2008, p. 70 ) . It is  a tool for 

transmitting ideas, thoughts, and opinions along with goals, motives and 

intentions (Chen, Benet -Martínez and Ng 2014, p. 131 ) , but it  doe s not 

necessarily result in understanding (Adler 1986b, p. 53 ) ; c ross -cultural 

communication continually involves misunderstanding caused by 

misperception, misinterpretati on, and misevaluation. Language and culture 

are inseparable as language is cognitively associated with cultural scripts, 

norms, and practices (Chen and Bond 2010, p. 1515 )  and  influences 

thought and behaviour by evoking a culturally congruent mindset (Chen, 

Benet -Martínez and Ng 2014, p. 131 ) .  

The influence of the language on the acculturation process (Bhaskar -

Shrinivas et al. 2005, p. 2 68 ; Broom et al. 1954, p. 994 ) , as a means of 

getting over culture shock (Oberg 1960, p. 182 )  and reducing unce rtainty 

and anxiety (Hechanova, Beehr and Christiansen 2003, p. 221 )  has been 

discussed in the literature. It is difficult , however,  to determine the degree 

to which individuals actually shift to the host language as the choice of the 

language will depend on the nature o f the relationship in which the 

language is being used (Berry 1980b, p. 252 )  and the individualôs 

motivation (Giles and Byrne 1982, p. 34 ; Skehan 1991, p. 282 ) .  

Learning a new language is not only a question of learning ability, but also 

an individualsô willingness to accept that part of the learning process is 

achieved through making mistakes. It is not easy for individuals to accept 

this fact and they demo nstrate anxiety or in this particular case, foreign 

language anxiety (Horwitz, Horwitz and Cope 1986, p. 128 ) , which then 

impedes their learning ability (Al-Shboul et al. 2013, p. 32 ; Horwitz 2001, 

p. 113 ; Horwitz, Horwitz and Cope 1986, p.  125 ; Tsiplakides and Keramida 

2009, p. 39 ) .  
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The literature (Færch, Haastrup and Phillipson 1984, p.  100 ; Laufer 1998, 

p. 257 ; Laufer and Paribakht 1998, p. 369 ; Lo and Murphy 2010, pp. 217 -

218 )  differentiates between three types of vocabulary knowledge positioned 

on a continuum. At one end of the continuum is the receptive/passive 

vocabulary, which represents words that can be recognised in written or 

oral input; the controlled active vocabular y represents words that an 

individual can recall and implement if a suitable cue is provided; and at the 

other end of the continuum is the free active productive vocabulary 

consisting of words that may be used at free will without the need for any 

cues or prompts. To take into account the fact that learning languages is 

not a ñblack or whiteò, ñI know ò or ñI donôt knowò experience, various more 

detailed scales have been developed (Laufer and Paribakht 1998, p. 367 ) , 

but their discussion would exceed  the realms of this thesis.  

Individual s with no previous knowledge of a foreign language often consider 

an increase in passive vocabulary as an increase in language ability  even if 

they are unaware of itôs meaning and are un able to communicate using this 

vocabulary (Laufer and Paribakht 1998, p. 366 ) . I ndividuals may  also  make 

use of cognates of their first or another known language to aid 

understanding before they have actually confronted a word in the current 

language (Laufer and Paribakht 1998, p. 369 ) . 

The various levels of ability and motivation may be collated using a 

consciousness -competence learni ng model (Adams 2013 ; Race 2007, pp. 

17 -20 )  in which  the learner moves through four stages of development 

starting as unconsciously incompetent, moving on through t he phases 

consciously incompetent, consciously competent and finally unconsciously 

competent. In t he unconsciously incompetent phase the individual ñdoesnôt 

know what he doesnôt knowò (Adams 2013 ; Race 2007, p. 19 )  as he or she 

is unaware of the need or relevance of particular skills and therefore their 

deficit of such. They may appear overconfident or lean to oversimplify 

problems. In order for these individuals to progres s to the next stage of 

consciously incompetent it is necessary that they recognise their own 

incompetence and the value of the new skills. At the conscious 

incompetence stage, the individuals are aware of the gap in their 

knowledge, but have not yet been a ble to gain the knowledge required to 
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bridge it (Adams 2013 ; Race 2007, p. 18 ) . Although some individuals may 

give up at this stage, those that accept their inability will  work to improve 

it, but should be aware that making mistakes is an essential element of the 

learning process. The third stage is the consciously competent stage 

(Adams 2013 ; Race 2007, p. 18 ) , when an individual is aware of how to 

perform a skill at will although they need to concentrate to do so. The final 

stage of this model is unconscious competence (Adams 2013 ; Race 2007, p. 

19 )  when the individual is so skilled in a task that they do it automatically, 

without thinking about how they do it.  

The highest level of language ability is represented by  the bilingual or 

multilingual individual s who understand and speak two or more languages 

fluently , almost as if they were their mother - tongues (Genesee 1994, p. 

383 ) , demonstrating a high level of free active vocabulary (Laufer and 

Paribakht 1998, p. 369 ) . As bili nguals differ in the contexts in which  they 

acquire their two languages, the linguistic and social features they respond 

to in language manipulation may well differ (Chen and Bond 2010, p. 1515 ; 

Ervin and Osgood 1954 ; Macnamara 1967, p. 64 ; Weinreic h 1953 ) . Mono -

cultural bilingual s who have  acquire d their two languages in the same 

cultural environment do not demonstrate language triggered frame -

switching (Luna, Ringberg and Peracchio 2008, p. 290 )  as knowing a 

language is no guarantee to understanding a cultural mi ndset (Gannon and 

Pillai 2010, p. 7 ) . Luna, Ringberg and Peracchio (2008, p. 290 )  

demonstrated that in true bicultural, bilingual individuals, who have 

acqu ired their first and second languages in the relative cultures,  and have 

internalised both cultures (Hong et al. 2000, p. 710 ) , the use of a particular 

language ñtriggeredò a change in the identity-related frame , which is a 

competence that goes beyond the boundaries of the standard conscious 

complacency model.  Another possible explanation of the ñtriggersò taken 

from identity theory (Carter 2013, p. 204 )  could be that an identity 

becomes activated (or invoked) in a social situation when an individual 

perceives that the meanings of the situation match the meanings of the 

identity. This implies that the German context requires the act ivation of the 

German oriented identity rather than English as this would not result in the 

desired level of positive interaction.  This is compatible with Arnettôs (2002 )  
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concept of the  dual - identity and the alternation model of acculturation 

proposed by LaFromboise, Coleman and Gerton (1993, pp. 399 -400 ) , which 

assum es that it is possible for an individual to know and understand two 

different cultures and adapt their behaviour to suit a particular social 

context.  

Although bilinguals have a very good command of the foreign language, the 

findings of Chen, Benet -Martínez and Ng (2014, p. 140 )  suggested that 

using oneôs first language enabled a more precise, expressive presentation 

of the self and thus more variability. Research carried out by Ramírez -

Esparza et al. (2006 )  examining cultural frame switching (Hong et al. 2000 )  

in the domain of personality of bilinguals indicated that language activated 

cultural frame switching for the personality dimensions tested in the Big 

Five Inventory (John 1990 ; John and Srivastava 1999 ) , not because of 

translation effects or self -enhancement tendencies, but because of cultural 

shifts app ropriate to the language communities involved. In a study carried 

out by Dewaele and Nakano (2013, p. 117 )  multilinguals reported different 

feelings when switching languages; they reported feeling significantly more 

authentic, more logical, more emotional and more s erious in their first 

language, with gradually lower values for languages which they had 

acquired later in life, and in which they felt significantly less proficient. 

Individuals who had grown up in highly multilingual and ethnically diverse 

environments r eported much more positive attitudes towards code 

switching (Dewaele and Wei 2013a, p. 247 ) , but high levels of 

multilingualism was  only loosely related to attitudes towards code switching.  

Dewaele and Wei (2013b, pp. 236 -237 )  found that multilingualism and 

aspects of individualsô linguistic histories are linked to tolerance of 

ambiguity. They argued that exposure to and knowledge of foreign 

languages forces multilinguals to become more attuned to differences and 

more aware that interlocutors may not share their values, beliefs, and 

communicative  practices. Their results further suggested that once the 

threshold of three languages is reached, the effect of knowing additional 

languages no longer affects the level of tolerance of ambiguity (Dewaele 

and Wei 2013b, p. 237 ) . Additionally, their findings indicated that those 

individuals wh o had never stayed abroad scored significantly lower on 
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tolerance of ambiguity than those who had stayed abroad for more than 

three months; the increasing benefit of length of stay on tolerance of 

ambiguity fades off for stays of over one year.  

For cultura lly very diverse organisations with individuals of differing 

language abilities the use of a common work language or lingua franca may 

be implemented. This does not mean , however, that the communication 

between the parties will necessarily be easier as th e lingua franca can result 

in mother tongue speakers expecting cultural commonalities although these 

are not given (Gannon 2004, p. 6 ; Gannon and Pillai 2010, p. 7 ) . 

II.  Narrative Development  

Having a sense of belonging within an environment (culture, organisation, 

family) is an important necessity raising an individualôs self-esteem and 

enabling them to obtain support from the members of the ingroup. 

Individuals are not allotted a particular position within an environment, they 

have to first make sense of the environment or experiences  (Maitlis and 

Christianson 2014, p. 59 ; Statt 1977, p. 80 ) . As an individualôs situation is 

prog ressively clarified (Weick 1995, p. 11 )  their identity develops  (Marra 

and Angouri 2011, p. 3 )  as identity work is carried out to determine the ir 

position within the superior outgroup and the inferior ingroup (Marra and 

Angouri 2011, p. 3 ; Tajfel 1974 ) .  

2.8  Sensemaking  

The literature does not provide a clear unitary nomenclature or singular 

clear definition of the term used to descri be the processes an individual 

uses when attempting to make sense of their environment. (Brown, Colville 

and Pye 2015, p. 266 ) . Sensemaking is first and foremost about an 

individ ualôs attempt to make sense of their environment or experiences 

(Statt 1977, p. 80 ) , in particular of events that do not fit into their current 

understanding of the world (Weick, Sutcliffe and Obstfeld 2005, p. 414 ) ; it 

is part of a life - long learning process, in which individuals attempt to 

understand unknown eleme nts of given situations, which may be  in a 

constant ly  changing context.  Considering the process from a psychological 

perspective, the raw material used to ñmake senseò is provided not only by 
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our sensory apparatus, but also by our  emotional and physical st atus at the 

time the inputs are received (Statt 1977, pp. 80 -85 ) . This is, however, a 

very simplified consideration of the process.  

An early consideration of sensemaking was provided by Louis (1980, p. 

241 )  who suggested that:  

sense making can be viewed as a recurring cycle comprised 

of a sequence of events occurring over time. The cycle 

begins as individuals form unconscious and conscious 

anticipations and assumptions, which serve as predictions 

about fut ure events. Subsequently, individuals experience 

events that may be discrepant from predictions  é 

trigger [ing]  a need for explanation, or post -diction, and, 

correspondingly, for a process through which interpretations 

of discrepancies are developed. Interp retation, or meaning, 

is attributed to surprises  [and]  any necessary behavioural 

responses to the immediate situation are selected. Also 

based on attributed meanings, understandings of actors, 

actions, and settings are updated and predictions about 

future experiences in the setting are revised. The updated 

anticipations and revised assumptions are analogous to 

alterations in cognitive scripts.  

This detailed description of sensemaking provides a basis for interpreting 

many of the subsequent definitions offe red in the literature that ha ve  

focussed on the three sets of interweaving processes: the perception of 

cues (noticing), making interpretations, and engaging in action (Maitlis and 

Christianson 2014, p. 59 )  such as those of Starbuck and Milliken (1988, p. 

51 ) , Thomas, Clark and Gioia (1993, p. 240 ) , Dervin (1999, p. 730 )  and 

Weick (1993, p. 635 ; 1995, p. 6 )  (see Appendix 1 ).  

Although there is no single agreed definition of ñsensemakingò there is an 

emergent consensus that sensemaking refers generally to those processes 

by whic h people seek plausibly to understand ambiguous, equivocal or 

confusing issues or events (Brown, Colville and Pye 2015, p. 266 ; Colville, 



 

-  54  -  

Brown and Pye 2012 ; Maitlis 2005 ; Weick 1995 ) . It  involves the ongoing 

retrospective development of plausible i mages that rationalise what occurs 

(Weick 1993, p. 635 ; 1995 ; Weick, Sutcliffe and Obstfeld 2005, p. 409 ) , 

turning circumstances into a situation that is comprehended explicitly in 

words, and serves as a springboard into action (Taylor and Van Every 2000, 

p. 40 ; Weick, Sutcliffe and Obstfeld 2005, p. 409 ) . This perspective requires 

a move away from viewing reality as ña collection of static, fixed entities to 

viewing reality as ever -changing entitiesò (Gioia 2006, p. 1711 ): ñit is about 

the process of óbecomingô rather than the óstatus of beingôò. Sensemaking 

emphasises that people try to make things rationally accountable to 

themselves and others.  

Sensemaking is a balance of ma king sense through thinking and acting 

(Colville, Brown and Pye 2012, p. 7 )  inferring that it is less about discovery 

than invention (Weick 1995, p. 13 ); it is ñan issue of language, talk and 

communication [ as]  situations, organisations and environments are talked 

in to existence ò (Weick, Sutcliffe and Obstfeld 2005, p. 409 )  and ñthe basis 

is laid to deal with [them] ò (Taylor and Van Every 2000, p. 58 ; Weick, 

Sutcliffe and Obstfeld 2005, p. 413 )  making communication a central 

element of sensemaking . In this context, ñsensemaking implicates 

storytelling and storytelling implicates sensemaking ò (Colville, Brown and 

Pye 2012, p. 8 )  and the story then shapes and c onveys sensemaking. 

Sensemaking is then about authoring as well as interpretation, creation as 

well as discovery (Weick 1995, p. 8 ) . Sensemaking is not about accuracy, 

the truth and getting it right, but about continued redrafting of an emerging 

story so that it becomes plausible, more comprehensive, incorporates more 

of the observed data, and is more resilient in the face of criticism 

(Kärreman and Alvesson 2001, p. 86 ; Weick 1995, p. 55 ; Weick, Sutcliffe 

and Obstfeld 2005, p. 415 ) ; individuals tend to enhance material that is 

compatible with understandings already considered plausible, thus placing 

themselves in familiar cognitive terrain wh ere appropriate action can be 

enabled.  Due to the socially constructed nature of social reality, plausible 

understanding and induced action more or less operate as self - fulfilling 

prophecies (Weick 1995, p. 147 ) , sometimes converting plausible 

understandings to accurate understandings (Kärreman and Alvesson 2001, 
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p. 87 ) . Further, sensemaking may not only result in the progressive 

clarification of a particular situation, but may also be involved in developing 

the definition of the situation (Weick 1995, p. 11 )  in a similar manner to 

that found in cognitive dissonance theory (Festinger 1957 ) . It is through the 

vehicle of language that prac tices, meanings, values and ideologies are 

taught and learned (Bonache and Zárraga -Oberty 2008, p. 8 ) , therefore, 

proficiency in the local language by interna tional assignees facilitates the 

knowledge transfer process. Yet as Brannen (2004 )  has shown, 

transnational transfers involve much more than the transfer of linguistic 

signals. Transferring the lingu istic signals alone does not ensure that the 

meanings attached to them are transferred. Sense making occurs in 

context, and when context is not shared, meanings are often lost.  

As an individualôs situation is progressively clarified as part of their 

sensem aking  activities (Weick 1995, p. 11 )  their identity must also be 

considered as dynamic a nd constantly evolving in relation to the context 

and narrative resources  (Marra and Angouri 2011, p. 3 )  as identity work is 

carried out to determine the individualôs position within the superior 

outgroup and the inferior ingroup (Marra and Angouri 2011, p. 3 ; Tajfel 

1974 ) . A further developmen t of this concept is provided by Ellemers, 

Spears and Doosje (2002, pp. 164 -166 )  who considered that each person 

has mu ltiple social identities, which may lead to differential perceptions of 

self and others depending upon which of the identities is considered more 

fitting at the time, and the degree of commitment demonstrated to the 

group in question. Reflecting on the wor k of Ring and Van de Ven (1989 ) , 

Weick (1995, p. 23 )  described five concepts that indicated the importance 

of identity and identity  work in sensemaking : (1) Controlled, intentional 

sensemaking is triggered by a failure t o confirm oneôs self; (2) sensemaking 

occurs in the service of maintaining a consistent, positive self -conception; 

(3) people learn about their identities by projecting them into an 

environment and observing the consequences; (4) people simultaneously 

try to shape and react to the environments they face, taking the cue for 

their identity from the conduct of others, at the same time making an active 

effort to influence this conduct to begin with; (5) sensemaking is self -

referential suggesting that self, rath er than the environment, may be the 



 

-  56  -  

text in need of interpretation. As stated by Kärreman and Alvesson (2001, 

p. 86 ) , ñidentity work does not occur in the domains of logical reasoning; it 

can b e affected and altered by logical reasoning, but refutation is based 

more on how well an argument connects to previous identity work than how 

well it performs in terms of logic ò. Dutton and Dukerich (1991 )  offer ed the 

analogy of a mirror , considering that individuals should keep an eye in the 

mirror and decide whether they like the reflection they see. In this case, 

however, the mirror is not necessarily a physical mirror , bu t may also be a 

metaphorical / figurative mirror of individuals external to the situation who 

provide the reflection in their feedback or judgement (Weick 1995, p. 22 ) . 

As part of their sensemaking activities, individuals may use schemata or 

cognitive maps developed from previous experiences and understandings, 

to enable them to make predicti ons regarding events and select appropriate 

responses (Abelson 1981 ; Bloor and Dawson 1994, p. 277 ; Fiske and Taylor 

1991, p. 98 ; Harris 1994, p. 310 ) . Schemata influence the encoding of new 

information, memory of old information, and inferences where i nformation 

is missing (Abelson 1981 ; Fiske and Taylor 1991, p. 121 ) . People often cue 

schemata  from visual ly prominent physical features (Fiske and Taylor 1991, 

p. 121 )  such as  race  and gender as they allow individuals to more rapidly 

categorise other individuals than using more discrete features  (McCann et 

al. 1985, p. 1458 ) . Physical features may have priority over other features 

of social schemata  (Ashmore and Del Boca 1979 ; Brewer and Lui 1989 ; 

Deaux and Lewis 1984 ) , and certain physical characteristics may act almost 

like schematic labels. Once cued, schemata  affect how quickl y we perceive, 

what we notice, how we interpret what we notice, and what we perceive as 

similar and dissimilar (Fiske and Taylor 1991, p. 122 ) . People especially 

perceive themselves and their own group to be different from the other 

group (Allen and Wilde r 1979 ) , and they seek information that confirms this 

perception (Wilder and Allen 1978 ). Categorisationôs effect of reducing 

perceived variability is even stronger when people ar e considering groups to 

which they do not belong  (outgroups), inferring that outgroup members are 

not being recognised as distinct individuals to the same extent  they would 

be if they were perceived as ingroup members (Fiske and Taylor 1991, p. 

123 ) . If the person fits an outgroup schema, the fit is seen as particularly 
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tight, because outgroup schemata  are less variable and less complex than 

ingroup schemata . 

If individuals experience situations that deviate from the response 

prediction, schemata are adapted in one of three  ways (Bartunek and Moch 

1987, p. 486 ; Harris 1994, p. 311 ) . If existing schemata are expanded and 

elaborated to incorporate new information, this is  known as ñfirst orderò 

change (Bartunek and Moch 1987, p. 486 ) . If information is confronted t hat 

conflicts with existing schemata a conscious decision may be made to 

ñphase outò one schema and to ñphase inò another; Bartunek and Moch 

(1987, pp. 486 -487 )  describe this as ñsecond orderò change. In ñthird 

orderò change, organisational members are trained to understand the 

schemata they have available and to change the s chema they apply as 

required to best fit the situation they are confronted with (Bartune k and 

Moch 1987, pp. 487 -488 ) . In a similar manner to the cultural mosaic (Chao 

and Moon 2005, p. 1132 ) , the concept of schemata and experience 

gathering also infers that,  an individual ôs various socialisation experiences 

rather than thei r age influence  the development of their values (Harris 

1994, p. 311 ). Experience gathered can also influence an individualôs 

willingness to engage in psychological work (Festinger 1957 ; Harmon -Jones 

and Harmon -Jones 2007, p. 7 )  to palliate  the cognitive dissonance (Aronson 

1992 ; Festinger 1957 ; Harmon -Jones and Harmon -Jones 2007 ; Harmon -

Jones 2000d )  between the current schema and situation (Bartunek and 

Moch 1987, p. 486 ; Harris 1994, p. 311 ) . 

Cognitive  Dissonance  

A further central factor in sensemaking is cognitive dissonance, which 

according to Festinger (1957, p. 13 )  occurs between two elements if, 

ñconsidering these two alone, the obverse of one element would follow fr om 

the other ò. Two elements may be dissonant because they may be 

inconsistent or contradictory, culture or group standards may dictate that 

they do not fit etc. leading to discomfort for the individual. Dissonance may 

further be aroused whenever a person e ngages in an unpleasant activity to 

obtain some desirable outcome (Harmon -Jones and Harmon -Jones 2007, p. 

8) ; the greater the unpleasant effort required to obtain the outcome, the 



 

-  58  -  

greater should be the perceived d issonance . The magnitude of the 

dissonance aroused in re gard to a particular focal or generative cognition 

(Beauvois and Joule 1996 ; 1999 ; Harmon -Jones and Harmon -Jones 2007, 

p. 8 ; Mills 1999 )  is a function of the number and psychological importance 

of the cognitions dissonant and consonant with th is cognition (Festinger 

1957, pp. 16 -17 ; Harmon -Jones 2000b, p. 186 ) . The presence of 

dissonance motivates individuals to engage in cognitive  work to reduce or 

eliminate the dissonance and its negative effects (Festinger 1957, p. 18 ; 

Harm on-Jones and Harmon -Jones 2007, p. 9 ; Harmon -Jones 2000a ; 2000b, 

p. 188 ; 2000c ; 2000d ; Zanna and Cooper 1974, p. 708 ) . Not only will 

individuals try to reduce the dissonance,  for example, by exaggerating the 

desi rability of an outcome that would add consonant cognitions,  but under 

certain circumstances may actively avoid situations and information that 

would likely increase or result in dissonance (Festinger 1957, p. 17 ) . If 

dissonant information continues to mount, the negative emotion that results 

may motivate the individual to discontinue supporting the commitment and 

give in to the dissonant information (Harmon -Jones 2000b, p. 188 ) . The 

strength of the pressures to reduce the dissonance is a function of the 

magnitude of the dissonance.  

The many theories of cognitive dissonance (see Appendix 1 ) indicate that 

dissonance may not only result from inconsistencies between cognitions . 

The self -consistency theory (Aronson 1968 ; 1969 ; 1999a ; Harmon -Jones 

and Harmon -Jones 2007, p. 9 ; Harmon -Jones, Amodio and Harmon ȤJones 

2009, p. 124 )  and the self -affirmation theory (Aronson 1999b, p. 128 ; 

Sherman and Cohen 2006, pp. 185 -186 ; Steele 1988 ; Stone and Cooper 

2001, p. 230 )  posit that dissonance may als o be  aroused when people 

engage in actions that pose a threat to their self -concept . In a similar 

manner the self -standards model (Cooper 2007, pp. 104 -107 ; Stone and 

Cooper 2001, p. 231 ; 2003, p. 509 )  considers that dissonance resulting 

from the comparison of behaviours with personal standards relating to  

idiosyncratic self -expectancies will cause self -esteem differences in 

dissonance arousal.  Cooper and Fazio (1984, p. 241 )  proposed that 

cognitive dissonance may result from  ñthe perception of having brought 

about an aversive and irrevocable event ò (Cooper 2007, p. 80 )  or ña 
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consequence that is unwanted ò (Cooper and Fazio 1984, p.  234 )  and 

represents a violation of societal or normative standards for behavioural 

conduct (Cooper 1992 ; Cooper and Fazio 1984 ; Harmon -Jones and 

Harmon -Jones 2007, p. 11 ) . 

Irrespective of the theoretical  position taken,  it may become apparent that 

the individualôs understanding of a particular event or situation may change 

over time as the sensemaking process develops and the individual gains 

distance from the event or situation (Weick 1995, p. 11 ) . Outside of a strict 

framework of rules to enable them to fix their understanding of the self and 

themselves results in an aporetic void allowing cognitive dissonance to be 

resolved and a  positive position to be achieved.  

2.9  Identity  Development  

Identity Concepts  

Two concepts may be considered when attempting to understand who an 

individual is and their position in society: the first is their personality, or 

ñthe sum total of the behavioural and mental characteristics that are 

distinctive of an individual ò (Colman 2009, p. 565 ) ; the second is their 

identity, the characteristics determining who someone is (Stevenson and 

Waite 2011, p. 707 ) . Both concepts result from an in teraction between the 

individual and society with personality ñshaped by a combination of 

physiological and enduring social factors ò (Dewaele and Wei 2013b, p. 231 ; 

McCrae et al. 2000 )  and ñidentityò notionally considered a ñfundamental 

bridging concept between the individual and society ò (Ybema et al. 2009, p. 

300 ) . This perspective is also evident in the concepts of identity definition 

(Drury and Reicher 2000 ; Reicher 2004 )  of social cognition, which Fiske and 

Taylor  (1991, p. 1 )  defined as ñhow ordinary people think about people and 

how they think they think about people ò a factor forming a central element 

in identity theory. Identity may, therefore, also be considered in terms of 

the meanings that individuals atta ch to themselves (Dutton, Roberts and 

Bednar 2010, p. 266 ; Gecas 1982, p. 4 )  and a changing representatio n of 

self -knowledge (Kihlstr om and Klein 1994 )  and self -understanding that is 

associated with a broad range of self - relevant feelings and attitudes 

(Ashmore, Deaux and McLaughlin -Volpe 20 04 ) . One manner through which 
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individuals construct their own identities and make them available to 

interested others is through the use of narratives (Mason 2004, p. 165 ) , 

which help negotiate individual diversity and collective similarity.  

Deepening the consideration of identity, Goffman (1968 )  considered three 

types of identity: social identity relates to the category and attributes that a 

person is deemed to possess in relation to others; personal identity relates 

to a personôs biography, something that is unique to a person and makes 

them an individual within the social (biography, accumulated information, 

fingerprints etc.) ; e go identity relates to our subjective sense of who we are 

and how we exist in the world, in other words, how we feel about our self. 

In the relations between these three senses of identity a constructionist 

view  exists  of how the self and identity are both constructed by and 

maintained in parallel with societal norms (Clarke 2008, p. 513 ) . On the 

other hand, Jenkins (2014, p. 18 )  considered that all human identities are, 

by definition, social identities. Identifying ourselves, or others, is a matter 

of meaning and meaning always involves interaction (Simon 1997, p. 321 ) : 

agreement and disagreement, convention and innovation, communication 

and negotiation. To add the ñsocialò in this context is somewhat redundant 

(Ashmore, Deaux and McLaughlin -Volpe 2004, p. 81 ) . 

Identity is said to be created through the bodyôs interactions with the 

outside world (Easthope 2004, p. 130 ) , as a function of both external 

(social) and internal (agentic) factors (Côté and Levine 2002, p. 9 ) . 

Personal identity is no longer seen as ña matter of sheer self -consciousness ò 

(Casey 2001, p. 406 ) , nor  is it seen as defined and expressed only through 

oneôs relationship to other people (Proshansky, Fabian and Kaminoff 1983 ) , 

but rather it involves an awareness of oneôs place, an awareness that ñthere 

is no place without self; and no self without place ò (Casey 2001, p. 406 ) . 

Taking a broader understanding of place as the context in which the identity 

is created, Scurry, Rodriguez and Bailouni (2013, p. 15 )  also purported a 

dynamic interaction between these two factors to be involved in th e shaping 

of who an individual is and who they can become in any specific context.  

Identity can, therefore, be considered ña dynamic, multi - layered set of 

meaningful elements deployed to orientate and position oneôs being-in - the -
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world ò (Kärreman and Alvesson 2001, p. 64 )  similar to the concept of a 

personôs identity as a  ñdisplay of, or ascription to, membership of some 

feature - rich category ò proposed by Antaki and Widdicombe (1998, p. 2 ) . A 

personôs social identity can be understood, therefore, as something to be 

continuously worked on; something to edit, if need be (Kärreman and 

Alvesson 2001, p. 65 ) . It is considered to be dynamic (Rutherford 1990 ) , 

posit ional (Gupta and Ferguson 1997 ) , hybrid (Ang 1998 ; Bhabha 1994 ) , 

and constructe d within relations of power (Mason 2004 ) , which implies that 

depending on the situation at hand, the same identity material may result in 

different life stories, and have a different impact on an individualôs social 

identity, depending on how it is related to other identity material (Kärreman 

and Alvesson 2001, p. 65 ) . Mead (1934 )  considered that each individual, 

therefore, consists of ña parliament of selves ò (Pratt and Foreman 2000, p. 

18 ; Weick 1995, p. 18 ) . The changing external social, physical, cultural 

environment has been considered important for identity development, but 

in order to maintain coherent identities, stability of this same environment 

has been considered necessary (Easthope 2009, p. 77 ) . 

The dynamic nature of identity has been further accentuated  in recent times 

with increased globalisation, and social and political turmoil resulting in 

higher levels of m ovement of people, finance and ideas (Bauman 1995 ; 

2001 ; Easthope 2009, p. 65 ; Giddens 1991 ) , changing the ways in which 

people work, experience everyday life, situate meanings, and establish a 

sense of identity and place (Berry 2008 ; Conway 2004 ; Devine -Wright and 

Clayton 2010 ; Massey 2007 ; Scurry, Rodriguez and Bailouni 2013, p. 12 )  

increasing the requirement for flexibility and removing the stable platform 

for identity construction  (Bauman 20 01, p. 142 ; Easthope 2009, p. 65 ) . 

Individuals are no longer able to rely on previous generations as a template 

for identity construction, they are now faced with the ñfreedom and burden ò 

of design ing and sustaining their own ñcoherent, yet continuously revised ò 

identities (Giddens 1991 ; White and Wyn 2004, p. 184 ; Williams and 

McIntyre 2001, p. 397 ) . The previously mentioned interaction between 

identity and place also reaches a new dimension in this changing 

environment as according to Kearney (1995, p. 548 ) , globalisation 

promotes social dynamics that are ñlargely decentred from specific national 
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territories ò strengthening the debate for the reconc eptualization  of identity 

to include the relevance of place (Huot and Laliberte Rudman 2010 ; Massey 

2007 ; Scurry, Rodriguez and Bailouni 2013, p. 15 )  given the impact of 

changes in spatiality and temporality on subjectivities, which influence the 

relationship between identity and identification (Jenkins 2014 ) . 

In social identity theory (Tajfel and Turner 1979 ), identity is defined as ñthe 

tendency to extend the self -concept to include others in oneôs group, as if 

one becomes a depersonalised exchangeable unit of others in the society 

and an exp ert of its cultural representations ò (Mana, Orr and Mana 2009, p. 

453 )  where ñIò becomes ñweò (Brewer 1991, p. 476 )  and the self is no 

longer considered a unique person (Turner et al. 1987 ) . In order for 

individuals to determine their social - identity within their dynamic social 

environment, they have to understand who they are  and, perhaps as 

importantly, who they are not (Clarke 2008, p. 519 ) , which means they 

require some means of ca tegorising ñthe otherò (Ashforth and Mael 1989 ; 

Easthope 2009, p. 68 ; Said 1979, p. xiv ; Turner 1984 )  and determining 

those elements defining their alterity (Stevenson and Waite 2011, p. 38 )  or 

degree of ñothernessò (Blackburn 2008, p. 12 ) . If alterity is recognised, 

three strategies are available to the individual: it may be attributed (they 

are different and therefore not like us), incorporated (they are actually very 

much like us), or affirmed (we are different) (Czarniawska 2004a, p. 124 ; 

2008, p. 51 ) . The categories selected enable individuals not only to make 

sense of their social environment, but also determine their location within it 

by means of reflexive identification (Kärreman and Alvesson 2001, p. 64 ) , 

however, both the identities, and the boundaries created a round them, are 

also understood to be dynamic and constantly changing (Dutton, Roberts 

and Bednar 2010, p. 271 ; Easthope 2009, p. 68 )  as individuals select the 

boundaries and identities considered most appropriate for a particular 

situation. The structure of an identity, or the way an individualôs identity 

content or self -concept is organised (Campbell, Assanand and Di Paula 

2003, p. 116 ) , constitutes a means through which individuals can construct 

a positi ve identity. Given the multifaceted nature of identity, an individualôs 

identity structure is more positive when the multiple facets of the identity 

are in a balanced and/or complementary relationship with one another 
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(Dutton, Roberts and Bednar 2010, p. 273 ) .  

Reflecting on the work of Fanon (1986 )  and Ģiģek (1993), Clarke (2008, p. 

525 )  considered that cultural identities are not only socially constructed, but 

psychologically constructed; they are filled with passion and emotion, and 

are multiple. As we construct the identity of others, others construct our 

identity. The cultural iden tities are marked by a number of factors such as 

ñraceò, ethnicity, gender and class, but the very real locus of these factors, 

however, is the notion of difference (Clarke 2008, p. 510 ) . These 

differences lead to the ideas about communities, even imagined 

communities (Anderson 1983 )  and ethno -national boundaries. As the ethnic 

and national identities are not created in a social vacuum (Liebkind, 

Jasinskaja -Lahti and Mähönen 2012, p. 204 ) , but as a result of the 

reciprocal interaction of social identities, intergroup attitudes, and 

interactions (Simon 2004 ; Verkuyten 2005 )  our understanding of our 

cultural identity becomes much stronger and firmer when we define our 

ñselvesò in relation to a cultural ñotherò as we are all, in a sense ethnically 

locate d, communicating from a particular place and time, from a history and 

a culture which is specific (Hall 1990, pp. 222 -223 ) . Cultural identities are 

often idealisations that are set in opposition to stigmatised identities (Clarke 

2008, p. 512 ) . The previously mentioned increase in globalisation and 

mobility has increased the dynamism and hybridity of identity, to a point 

where it is difficult to differentiate between what is ñlocalò and what is 

ñglobalò (Easthope 2009, p. 78 ; Scurry, Rodriguez and Bailouni 2013, p. 13 )  

with blurring national boundaries being supported and sustained by social 

and cultural forces (Ailon -Souday and Kunda 2003, p. 1073 ) . The implicated 

homogeneity of individuals classed as ñglobal workerò moving seamlessly 

between nations in a boundaryless world (Vertovec and Cohen 2002 )  as a 

result of globalisation, therefore, becom es less probable.  

Ethnic minority identities in multicultural societies  can  be considered to 

represent subordinate group identities within the national superordinate 

group (Liebkind, Jasinskaja -Lahti and Mä hönen 2012, p. 204 ) . These two 

cultural identities can be perceived as mutually oppositional or even 

exclusive (Benet -Martínez and Haritatos 20 05 ) . Where cultural discordance 

is perceived, the outgroup ôs attitudes and identification patterns are 
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influenced (Mähönen, Jasinskaja -Lahti and Liebkind 2011 ; Rohmann, 

Florack and Piontkowski 2006 )  and when the holders of ethnic identities 

perceive their identities to be threatened in some way, these identities may 

become oppositional to the national id entity (Verkuyten and Yildiz 2007 ) . 

The threatening information or behaviour can be intentionally directed at 

the ingroup by the outgroup in the form of discrimination (Bra nscombe et 

al. 1999, p. 46 )  or occur indirectly in the form of conflicting motivations and 

aspirations of majority and minority group members (Liebkind, Jasinskaja -

Lahti and Mähönen 2012, p. 204 )  or the absence of positive sentiments 

toward the outgroup (Dovidio and Gaertner 1993 ; Pettigrew and Meertens 

1995 ; Stangor, Sullivan and Ford 1991 ) . Ultimately, many forms of 

discrimination may develop not because outgroups are hated, but because 

positive effects such as admiration, sympathy, and trust are  reserved for 

the ingroup and withheld from outgroups (Pettigrew and Meertens 1995 ) .  

Migration has a strong impact at psychological, social, structural and 

contextual levels beca use it brings to the fore dynamics of displacement, 

fragmentation, loss, alienation and reconfiguration, which are central to 

individualsô trans-territorial selves (Scurry, Rodriguez and Bailouni 2013, p. 

15 )  as individuals are exposed to different social expectations, cultural 

values, and patterns of human interaction shaped by more than one social, 

economic and political system (Basch, Schiller and Szanton Blanc 1994 ; 

Levitt 2001, p. 201 ; Vertovec 2004 ) . Whe n people move, as for example in 

the case of self - initiated  expatriates , they usually experience new 

interpersonal relations that will impact their understandings of their own 

identities (Easthope 2009, p. 69 )  that may become characterised by 

simultaneous transnationalisation and pluralisation (Morawska 2003, pp. 

181 -182 ) . Individuals encounter both similarities and differences in relation 

to their own culture and engage in negotiation and contestation to find their 

space within the new cultural environment a nd its dynamics (Scurry, 

Rodriguez and Bailouni 2013, p. 16 ) . If they believe that their social identity 

is devalued, this will affect the strategies they empl oy in the acculturation 

process and, as a result, the cultural competencies they are willing and/or 

able to develop (Padilla and Perez 2003, p. 51 ) . Mana, Orr and Mana (2009, 

p. 462 )  suggested that the dual identity enhances an individualôs bicultural 
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efficacy (LaFromboise, Coleman and Gerton 1993 )  according to which, 

immigrants who adopt extended identity are more competent than others to 

adopt bicultural skills and are better equipped to develop e ffective support 

systems in both countries. Extended identity entails the coexistence of two 

sub - identities such that one tends to experience personal empowerment 

and cultural enrichment with no need to surrender either one (Horenczyk 

1996 ; Mana, Orr and Mana 2009, p. 462 ) . 

A further contextual identity developed is the work or professional identity, 

which i s centred on how individuals construct and project their identities in 

the work environment (Dutton, Robe rts and Bednar 2010, p. 266 )  to allow 

them to integrate within the dominant work group and contribute positively 

to the success of the organisation. As in the construction of all identities the 

work identity is not constructed in isolation, but under con sideration of all of 

the individualôs cognitions and categorisations (Watson 2009, p. 426 ) . It has 

been purported that individuals who consider their cultural and professional 

identities benefit from greater psychological hea lth (Bell 1990 ; Bell and 

Nkomo 2001 ; 2003 )  and that those who are able to reconcile their different 

social identities are able to access different knowledge structures which 

enhances their creativity (Cheng, Sanche z-Burks and Lee 2008 )  allowing 

them to be more successful at contributing valuable ideas and learning from 

differences (Ely and Thomas 2001 ) . Despite the removal of boundaries 

implicated by increased globalisation and international travel, in terms of 

identity developme nt there are still very real boundaries that are created 

based on nationality, citizenship and culture (Al Ariss and Syed 2011 ; 

Inkson et al. 2012 )  resulting in unique and potent ially fragmented career 

paths and transient identities (Scurry, Rodriguez and Bailouni 2013, p. 13 ) , 

which may have implications for the understanding of worke r identities 

( Ibarra and Barbulescu 2010 ) . 

The distinctiveness theory proposes that social identity involves a 

compromise between two oppos ing needs: the need for assimilation and the 

need for differentiation (Hewstone, Rubin and Willis 2002, p. 581 ) . People 

are motivated to identify with groups t hat provide an optimal balance 

between these two needs (Brewer 1991, p. 478 ; 2001, p. 22 ) . Optimal 

disti nctiveness theory puts forward two motivations for intergroup bias. 
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First, bias is motivated by the need to affirm the satisfaction derived from 

identification with an optimally distinct group (Leonardelli and Brewer 

2001 ) . Second, given a certain degree of identification, intergroup bias is 

motivated by the need for intergroup differentiation (Brewer 1991 ) . In 

intergroup bias the ingroup  and its members are valued more positively 

than the outgroup  or its members (Brewer 1979 ; Hewstone, Rubin and 

Willis 2002 ) , arouse a more positive affect and trust ( Insko et al. 1990 ; 

Insko, Schopler and Sedikides 1998 ; Kramer and Brewer 1984 ) , and bring 

out cooperative behaviour (Schopler and Insko 1992 ) . Bias can encompass 

behaviour (discrimination), attitude (prejudice), and cognition 

(stereotyping) (Mackie and Smith 1998 ; Wilder and Simon 2001 ) . 

Favourable comparison, however, is not identical to outgroup 

discrimination, al though it can also be misunderstood as discriminative 

behaviour (Reicher 2004, p. 930 )  and should be distinguished from bias 

that entails an active component of aggression and outgroup  derogation 

(Brewer 1999 ; 2000 ; Levin and Sidanius 1999 ; Singh, Choo and Poh 1998 ) . 

Identity Work  

As recognised by Watson (2008b, p. 125 ) , a growing body of empirical 

research (Fenwick 2002, p. 708 ; Musson and Duberley 2007 ; Storey, 

Salaman and Platman 2005, p. 1050 ; Symon and Clegg 2005 )  indicates the 

increasing importance of the recognition of the continuous active identity 

work carried out by individuals in the forming, repairin g, maintaining, 

strengthening and  revising of their various dis tinctive identities 

(Sveningsson and Alvesson 2003, p. 1065 )  to enable them to determine 

their position within the superior outgroup and the inferior  ingroup (Marra 

and Angouri 2011, p. 3 ; Tajfel 1974 ) . From this position, it can be 

considered that theor etically, everyone engages in identity work, although 

there will be considerable variation in how relatively active or passive 

individuals are in different circumstances at different stages of their lives 

(Watson 2008b, p. 130 ) . As id entity formation might be conceptualized as a 

complex, multifaceted process involving the processes of ñnegotiating 

between self and others, [é] inside and outside, [é] past and presentò 

(Ybema et al. 2009, p. 303 ) , identity work may be better understood as a 

coming together of inward/internal self - reflection and outward/external 
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engagement, through talk and action, with various discursively ava ilable 

social identities (Alvesson and Willmott 2002, p. 627 ; Humphreys and 

Brown 2002 ; Musson and Duberley 2007, p. 147 ) . Appropriating certain 

discourses and rejecting others is thus central to identity construction, and 

identity is always rational, produced within a specific context for a specific  

purpose, ñpartly a temporary outcome of the powers and regulations that 

the subject encounters ò (Kärreman and Alvesson 2001, p. 63 ) . Musson and 

Duberley (2007, p. 147 )  considered identity work as an ongoing cycle; an 

active and critical process of making sense of and for our ñselvesò that is 

not limitless. The y consider that individuals are constrained as well as 

enabled by material conditions, cultural traditions and relations of power, 

but nevertheless the individualôs role in the process of identity construction 

is active and ongoing. The sense making proces s includes the interaction 

between the retrospective understanding of past event s to make sense of 

present and future events and vice versa (Pullen and Linstead 2005, p. 3 ) . 

In order to recognise that identity work projects ñoutwardlyò as well as 

ñinwardlyò Watson (2008b, p. 129 )  suggested that it ñinvolves the mutually 

constitutive processes whereby people strive to shape a relatively coherent 

and distinctive notion of personal self - identity and str uggle to come to 

terms with and, within limits, to influence the various social - identities which 

pertain to them in the various milieu in which they live their lives ò. As 

recognised by Kärreman a nd Alvesson (2001, p. 86 ) , however, identity 

work does not occur in the domains of logical reasoning; it can be affected 

and altered by logical reasoning, but refutation is based more on how well 

an argument connects to previous identity work than how we ll it performs in 

terms of logic. Conscious identity work is thus grounded in at least a 

minimal amount of self -doubt and self -openness, typically contingent upon 

a mix of psychological -existential worry and the scepticism or 

inconsistencies faced in encou nters with others or with our images of them 

(Alvesson and Willmott 2002, p. 626 ; Sveningsson and Al vesson 2003, p. 

1165 ) . Identity work may, therefore, be considered  ñcomparatively 

unselfconscious, albeit contingent upon life history and the unchallenged 

position of the hegemonic discourse(s) through which identity is 

reproduced ò (Alvesson and Willmott 2002, p. 626 ) .  
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2.10  Social Interaction  

In order to understand the concept of social interaction, it is necessary to 

obtain a basic appreciation o f the concepts of emotional intelligence, an 

expression originally coined by Salovey and Mayer (1990, p. 189 )  and made 

popular by Goleman (1995 )  through his b ook of the same title.  

The ensuing interest in emotional intelligence resulted in the development 

of a large variety of  concepts, frameworks and definitions, including those 

of Goleman (1995, p. xii ) , as well as  claims regarding its advantages 

(Matthews, Roberts and Zeidner 2004, p. 179 ) .  

Considering previous concepts of emotional intelligence too simplistic and 

restrictive as they only took into account ñperceiving and regulating 

emotionò, Mayer and Salovey (1997, pp. 10 -15 )  revised their original 

definition of the term creating the four branch model of emotional 

intelligence depicted in  Fig. 7 in which they considered it  involving:  

the ability to perceive accurately, appraise, and express 

emotion; the ability to access and/or generate feelings when 

they facilitate thought; the ability to understand emotion 

Fig. 7: Four Branch Model of Emotional Intell igence  

(developed from Mayer and Salovey 1997, p. 11 )  
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and emotional knowledge; and the abi lity to regulate 

emotions to promote emotional and intellectual growth  

In this model they structure d the se skills in increasing levels of complexity 

of the psychological process from the more basic or micro - level 

psychological process to the higher, more p sychologically integrated macro 

processes.  

Mayer, Salovey and Caruso (2000, p. 397 )  also reacted to the increased 

theoretical diversity on the topic of emotional intelligen ce by differentiating 

between  mental  ability models of emotional intelligence and mixed models 

of emotional intelligence  which combined  mixed mental abilities with 

personal attributes. Continued  development of the emotional intelligence 

concept (Mayer, Roberts and Barsade 2008, pp. 511 -514 )  culminated in 

three approaches in which the original mental ability model was further  

differentiated into the specific ability approach focussed on a particular skill 

or skills that can be considered fundamental to emotional intelligence , and 

the integrative -model approaches in which the joining of several specific 

abilities to obtain an o verall sense of emotional intelligence e.g. The Four -

Branch Model (Mayer and Salovey 1997, p. 11 )  is a key element. The third 

approach, the mixed -model approach, is co nsidered to target mixed 

qualities, assess ing  one or more emotional intelligence attribute, and then 

mixing in other scales to varying degrees (Palmer et al. 2003, p. 1192 ) . 

Mayer, Roberts and Barsade (2008, p. 517 )  did  not believe, however, that 

this approach falls with in the scope of emotional intelligence as they 

consider it.   

Seal et al. (2009, p. 204 )  considered the difference between  ñemotional 

abilityò (specific ability approach and integrative-model approach) and 

ñemotional competenceò (mixed -model approach) compatible  to the 

differences between measuring potential abilities and actual behaviours: 

both are distinct and contribute toward successful performance. Based on 

the results of research carried out by Offermann et al. (2004, pp. 235 -239 )  

they reported that emotional ability may be necessary, but not sufficient to 

explain human behaviour in compl ex environments. They were able to 

demonstrate that emotional intelligence is not a unitary construct (Seal et 
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al. 2009, p. 212 ) . 

Despite the multiplicity of definitions, Ciarrochi, Chan and Caputi (2000, p. 

540 )  considered them to be ñcomplimentary rather than contradictoryò. 

Zeidner, Roberts and Matthews (2004, pp. 240 -241 )  stated , however,  that 

there are at least two dimensions of conceptual confusion evident in the 

literature: First there is no agreement on the specific qualitie s that define 

emotional intelligence and no decision rules that would allow us to parse 

personal qualities as emotionally intelligent or not. Second, there is no 

agreement on the nature of the emotional intelligence construct 

(temperament, processes, compe tence, skills). Gohm (2004, p. 222 )  

question ed whether it is actually possible to adequately judge the broader 

mixed -method models of emotional intelligence as self -perceived reports 

were commonly  used for their measurement leading him to state that ñwe 

are judging self - reported [emotional intelligence] and not actual [emotional 

intelligence] ò. He considered the differences reported in these models could 

in fact be explained through personality variables and may not in fact 

constitute emotional intellig ence.  

Zeidner, Roberts and Matthews (2004, p. 240 )  question ed the possibility of 

the ñexistence of multiple [emotional intelligences] underlying emotions and 

their manifestations embedded within specific cultural contextsò. Parallel 

consideration of the concept of cultural ñtriggersò such as the language 

ñtriggerò (Luna, Ringberg and Peracchio 2008, p. 290 )  would then lead to 

the question whether the ñtriggerò would not only result in a change in the 

identity - related frame, but also in different nuances or variants of emotional 

intelligence depending upon the cultural context that ha d been triggered. 

This would imply that multilingual, multicultural individuals c ould not only 

demonstrate different cultural behaviour, but also different personalities and 

emotional intelligence frameworks depending on the language currently 

ñtriggeredò. 

The development of emotional intelligence with increasing age was 

addressed by McCrae et al. (1999, p. 468 ) . They found indications that 

personality changes with age, but that the rate of change decreases with 

increased age being at its highest in adolescent and young adult years 
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(McCrae et al. 1999, p. 471 ) . Neuroticism, extraversion and openness 

appeared to decline with age and agreeableness and conscientiousness 

appeared to increase (McCrae et al. 1999, p. 473 ) . Although the rate of 

change decreased after the age of 30 in their sample the general direction 

of the change was retained.  

In order for an indi vidual to monitor and distinguish between the ir  own and 

othersô emotions it is first necessary for them to understand the other 

personôs current emotional situation, which may be accessed by 

demonstrating sympathy or empathy. Sympathy has been defined as ñthe 

emotional identification with [another] ò (Coulehan et al. 2001, p. 221 )  or 

ñthe imaginative placing of ourselves i n another personôs positionò (Bennett 

1998, p. 197 ) . Rather than an attempt to reproduce the emotions perceived 

in another, it is a response of compassion (Gruen and Mendelsohn 1986, p. 

609 ) ; we are referencing how we ourselves might think or feel in similar 

positive or negative circumstances (Bennett 1998, p. 197 ) , we substitute 

others for ourselves (Wispé 1986, p. 318 ) . 

Bennett (1998, pp. 198 -199 )  consider ed that the general category of 

projective sympathy can be divided into two sub -categories:  

1.  Reminiscent sympathy in  which we compare our own past 

experiences with those observed to obtain a reference for the current 

situation. This is the most common form of sympathy.  

2.  Imaginative sympathy, which involves referencing our imagination of 

ourselves in different circumstanc es that we have not already 

experienced.  

As we are using ourselves as reference for the understanding of the new 

situation, the biggest disadvantage of sympathy can be considered to be its 

insensitivity to difference (Bennett 1998, p. 202 ) . This not only poses a 

potential problem in an international context, but also in a domestic 

environment where we may be communicating and interacting with 

individuals of di fferent ethnic or cultural groups as well as of differing 

political and religious orientations. In these situations a sympathetic 

understanding is likely to be inaccurate and may even impede effective 
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communication between the parties (Bennett 1998, p. 202 ) . The fact that 

the own frame of reference is used to create a generalised understanding of 

the current situation may result in the projection of a patronis ing, 

ethnocentric cultural understanding, which may lead the communication 

partner to take a defensive stance as the y do not feel that their own views 

and position s are taken seriously. Developing this idea further would mean 

that the homogeneous perspecti ve of human behaviour and the forming 

idea of a singular reality would then be replaced with a heterogeneous 

perspective in which each individual would have their own personal 

perspective of reality within this multifaceted environment (Bennett 1998, 

pp. 203 -206 ) . The differences would be represented by language, 

physiology or psychological characteristics, which may form discrete sub -

groups within fo r example one culture, which would again be diffused by the 

expectations of each individual member of the sub -groups and their own 

personal expectations.  

A further increase in social understanding is demonstrated by an empathic 

response. Empathy is the com munication strategy considered most 

appropriate to multiple - reality and the assumption of difference (Bennett 

1998, p. 207 ) . In comparison to sympathy , in em pathy, an attempt is made 

to substitute ourselves for the others (Wispé 1986, p. 318 ) . Empathy can be 

conside red a complex affective -cognitive activity involving emotional 

attunement and imagin ing how it feels to be in another personôs situation 

(Batty and Meaux 2013, p. 112 ; Halpern 2003, p. 671 ; 2007, p. 696 ) . 

Bennett (1998, p. 207 )  considered that in empathy we ñparticipateò rather 

than ñplaceò, and we are concerned with ñexperienceò and ñperspectiveò 

rather than ñpositionò. In this case, participating in anotherôs experience 

does not assume essen tial similarity; the otherôs experience might be quite 

alien even if his or her position is similar.  

Coul ehan et al. (2001, p. 224 )  considered empathy involving ñdrawing on 

our own range of feelings and experiences and then taking an imaginative 

leapò. The leap they are referring to is part of a ñhypothesis-testing loopò, 

which allows an individual to attem pt to understand anotherôs feelings or 

values and readjust their position throughout the interaction to allow 

congruence to be achieved.  
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Empathy may be a central characteristic of emotionally intelligent behaviour 

(Mayer and Salovey 1993, p. 438 ; Salovey and Mayer 1990, p. 194 )  

resulting in a better u nderstanding of anotherôs actions, intentions and 

feelings, which may promote prosocial and helping behaviours (Batty and 

Meaux 2013, p. 111 ) . The greater the number of supportive intelligent 

friends, relatives and co -workers present in an individualôs social network, 

the more emp athic and supportive a social structure will surround them 

(Salovey and Mayer 1990, p. 1 94 ) . 

III.  Narrative and Situational Understanding  

The general outcome of the assignment will result in some degree of 

success and the individual will hopefully remain with the company providing 

it with important competitive advantage. In order for this to occ ur the 

individual has to be able to adapt to the new situation  (Aycan 1997 ; 

Bhaskar -Shrinivas et al.  2005 ) . 

The cultural adaptation of the assignee and his or her family result in long 

term changes  to  their behaviour that are of high relevance for their 

performance and effectiveness in the new environment (Haslberger 2008, p. 

132 ; Shay and Baack 2004, p. 226 ) . Smooth processes would generate 

positive attitudes towards the host country and its people, a n essential 

factor in an emigration decision (Baruch, Budhwar and Khatri 2007, p. 101 ) . 

Whereas the organisationally assigned expatriate may be privy to support 

from the employing organisation and be provided with time to adapt, the 

self - initiated expatriate will not and will generally be treated as  a new local 

member of staff with respect to reaching acceptable performance levels 

(McDonnell and Scullion 2013, p. 144 ) . This situation may add  considerable 

stress and pressure to the self - initiated expatriate and accentuate the 

adjustment challenge.  

2.11  Expatriate Failure  

ñExpatriate failureò is the most common term used in the literature 

considering the success or failure of an international assign ment (Teagarden 

and Gordon 1995, p. 18 ) . No generally applicable definition of failure exists 
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in the literature, but the most common topics considered for its evaluation  

have been (Caligiuri 1997, p. 119 ; Forster 1997, p. 428 ; Tung 1982, p. 68 ; 

Tye and Chen 2005, p. 16 ) : (1) completion of the foreign assignment; (2) 

cross -cultural adjustment; (3) performance on the foreign assignment; and 

(4) repatriation problems.  

Three main points of contention exist in the literature: Th e first centres on 

the tension between the premature end of an assignment and the 

expatriateôs performance. If an assignment is successfully completed ahead 

of schedule and the assignee returns home prematurely, this can be 

considered positively (the assig nment was successfully completed ahead of 

time) or negatively (the assignee returned home prematurely) (Hemmasi, 

Downes and Varner 2010, p. 982 ) . In a similar vein, an expatriate that 

remains in the p osition for the duration of the assignment may not have 

been able to perform adequately during this period, which can be 

considered as performance failure (Har rison 1994, p. 18 ; Maurer and Li 

2006, pp. 29 -30 ; Pires, Stanton and Ostenfeld 2006, p. 159 ; Tu and 

Sullivan 1994, p. 67 ) . On the other hand , the individual remained for the 

duration of the assignment, which may be considered a success. Th ese 

conflicts of definition  are  not adequately considered in the literature.  

The second point of contention con cerns  the performance level of the 

assignee. There is a potential difference between the individualôs 

perspective and the organisational perspective regarding what constitutes 

adequate performance or ability to function in the foreign environment. The 

orga nisation may compare the individual with previous performance in a 

different environment, for example, many expatriates were previously high -

flyers in the domestic organisation (Mendenhall and Oddou 1985, p. 39 ; 

Naumann 1992, p. 506 ; Tung 1987, p. 117 ) . Within the organisation, there 

is also potential difference of expectations between the home supervisor, 

who may consider the assignment as part of the individualôs long-term 

career development, and the local supervisor, who is mainly interested in 

the short - term success of the assignment (Benson and Pattie 2009, p. 61 ) .  

The third point of contention concerns the definition of repatriation failure. 

Repatriation failure can result from poor repatriation managem ent leading 
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to the skills and knowledge obtained during the assignment not being used 

to the full benefit of the organisation (Bossard and Peterson 2005, p. 10 ;  

Forster 1997, p. 428 ; Lazarova and Tarique 2005 ; Naumann 1992, p. 505 ) . 

In more extrem e cases, poor repatriation management may result in the 

individual leaving the organisation upon or shortly after repatriation 

(Kraimer, Shaffer and Bolino 2009,  p. 44 ; Suutari and Brewster 2003, p. 

1140 ; van der Heijden, van Engen and Paauwe 2009, p. 832 ; Yeaton and 

Hall 2008, p. 76 ) . 

Irrespective of the exact interpretation of expatriate failure, employee 

turnover results in disruption to the operation and high direct and indirect 

costs for both the employee and the organisation (Hemmasi, Downes and 

Varner 2010, p. 982 ; Templer 2010, p. 1754 ; Yeaton and Hall 2008, p. 75 ) . 

In addition, the loss of knowledge may result in a loss of global competence  

for the organisation  (Cassiday 2005, p. 392 ) . 

Although failure rates of between 15% and 70% are reported in the 

literature (Forster 1997, p. 415 ; Hsieh, Lavoie and Samek 1999, p. 74 ; 

Yeaton and Hall 2008, p. 75 )  the accuracy of these statements is 

questionable. Concerns arise not only from the unclear definition of failure, 

but also inaccuracies arising from cross referencing of previous literature 

(Harzing 2002 )  and the lack of modern empirical data. It mu st be 

considered that  the original empirical research  findings date back 30 years . 

Modern telecommunication technologies and affordable international travel 

have made a profound difference to the opportunities available for 

employees on international assig nments to interact with their home 

environment. The resulting ñdeath of distanceò (Cairncross 1995 )  requires 

that we question the current validity of the original research results.  

2.12  Acculturation / Cultural Adaptation  

The literature does not provide a  unified definition of acculturation. From its  

original roots in anthropology, where it was used to describe  the 

development of societies (McGee 1898, p. 248 ) , it has developed to its 

current position in social psychology where it is used to provide an 

understanding of changes resulting from intercultural encounters at the 
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group or population level, and the individual level (Berry 1980b, pp. 215 -

216 ; 1990, pp. 232 -233 ; Berry and Kim 1988, p. 207 ; Castro 2003, p. 9 ) . 

This differentiation is important (i) to examine the relationship between the 

two sets of variables; and (ii) due to the fact that  not all indiv iduals 

participate in the acculturation process to the same degree or in the same 

manner as the group (Berry 1990 ; 1997, p. 7 ; Broom and Kitsuse 1955, pp. 

44 -45 ) .  

Increasing globalisation and cross -border trade coupled with increasing 

international political relations  as exemplified in the European Union an d the 

intended Transatlantic Trad e and Investment Partnership (T TIP) (European 

Commission 2014 ; Office of the United States Trade Representatives 2014 ; 

United States of America 2014 )  have led to an increase in cross -cultural 

encoun ters reminiscent of the historic development of nations . T hree major 

interlocked areas of contact become visible (Berry 2005, p. 700 ) :  

1.  indigenous national populations experience neo -colonisation and 

demonstrate resistance  

2.  new waves of immigrants, sojourners and refugees flow from these 

economic and political changes  

3.  large ethnocultural po pulations become established in most countries  

They indicate that not only the groups and individuals moving to new 

countries of abode will be faced with acculturation challenges, but 

increasingly the indigenous people as they attempt to maintain their 

societies and culture in the face of increasing diversity within the population 

(Berry 200 5, p. 700 ) . 

An early and often cited definition  of acculturation  by Redfield, Linton and 

Herskovits (1936, p. 149 )  con sidered it  as:  

comprehend[ing] those phenomena which result when 

groups of individuals having different cultures come into 

continuous first -hand contact, with subsequent changes in 

the original cultural patterns of either or both groups  



 

-  77  -  

This definition dem onstrates three important aspects of acculturation (Sam 

2006, pp. 14 -17 ; Trimble 2003, p. 6 ) . First, it st ates that the contact has to 

be ñcontinuousò, emphasising that as with any change process, the 

acculturation process takes time. The question that remains  is how long the 

period of contact must be to qualify as acculturation (Sam 2006, p. 14 ) . If 

the above definition is treated literally, then sojourners such as students, 

tourists, expatriates and flexpatriates are implicitly excluded from th e 

acculturation process. The literature does not , however,  provide a clear 

answer to this question (Berry 2004, pp. 27 -28 ; Bochner 2006 ; Lysgaard 

1955, p. 49 ) . The length of time per se, may not be the deciding factor, 

however, as the different categories of sojourn demonstrate differing 

lengths of ass ignment duration, expectations and interaction possibilities 

(Bochner 2006, pp. 183 -184 ) , which will probably result in different degrees 

of acculturation.  

Research carried out by Berry and colleagues classified acculturating groups 

according to the three factors (i) mobility, (ii) voluntariness, and (iii) 

permanence, resulting in the identification of five acculturating groups: 

ethnic or ethnocultural groups , native or indigenous peoples, immigrants, 

sojourners and refugees (Berry 1990, pp. 242 -243 ; 2006, pp. 29 -31 ; Berry 

and Kim 1988, pp. 218 -233 ; Berry et al. 1987, pp. 494 -495 )  and later six 

acculturating groups (Berry and Sam 1997, pp. 295 -296 )  as they added the 

asylum seekers ( Table 4). They purported that groups and individuals who 

are voluntarily involved in the acculturation process may experience less 

acculturation difficulty and stress than those such as refugees who are 

involuntarily involved in the process although the questio n regarding how  

  Voluntariness of Contact  

  Voluntary  Involuntary  

M
o
b
ili

ty
 

Sedentary  Ethnocultural groups  Indigenous peoples  

Migrant:    

Permanent  Immigrants  Refugees  

Temporary  Sojourners  Asylum seekers  

Table 4: Types of Ac culturating Groups  

(Adapted from Berry and Sam 1997, Fig. 8 -1)  
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voluntary any move really is (Berry and Kim 1988, p. 220 )  was not 

addressed. Consistent with  this  research , Peltokorpi and Froese (2009 )  

found that self - initiated expatriates tend to be better adjusted to the 

general env ironment and to interacting with host country nationals than 

traditional expatriates . T his may be due to self - initiated expatriates being 

more appreciative of differences in the host country because they have 

made the decision to live there of their own ac cord and thus adjust more 

effectively (McDonnell and Scullion 2013, p. 149 ) .  

Ward (2008, p. 111 )  extended the original model considering that 

ñethnocultural groupsò incorporate all groups within a society and therefore 

also includes the ñmajority or dominant groupò. Further, she consider ed that 

tourists should no longer be considered purely as a sub -group of sojourners, 

but due to their importance as a major source of first -hand intercultural 

contact, should be included in the table as a separate group.  

Second, t he contact between the groups has to be direct, indicating that 

indirect forms of contact such as email, video conference or the 

consumption of international media broadcasts (Sam 2006, p. 14 )  would 

not lead to any degree of acculturation. This is a plausible stance if one 

considers that the degree of acculturation of tourists and sojourners is also 

currently questioned. The length of interac tion between individuals is one 

aspect , but the intensity of the contact, which may actually be greater in 

the case of the sojourner , must also be considered . This would imply that 

the only way to really know a culture is from the inside (Bodley 1994, p. 9 )  

and that pre -move cross -cultural training in the home environment may be 

of limited value to the individual. On the othe r hand, indirect forms of 

contact may increase an individualôs understanding of and ability to interact 

with members of another culture. This is a fine, but important distinction 

between the two concepts.  

Third, the ñsubsequent changes in the original cult ural patterns of either or 

both groupsò, indicating that both groups involved in the interaction 

potentially realise some portion of change  (Berry 1980b, p. 217 ) .  

When considering the dynamics of acculturation, researchers distinguish 
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between acculturation as a state and as a process (Berry 1980b, p. 214 ; 

Ward 1996, p. 124 ) . Seen as a state, the amount of acculturation is 

ñdefined and measured in relationship to culture -specific cognitive, 

behavioural and affective markersò (Ward 1996, p. 124 ) . The broader 

concept of acculturation as a process , however,  explores dimensions of 

change over time and ñencompasses a range of conceptual frameworks and 

includes the id entification of antecedents and consequences of culture 

contact and changeò (Ward 1996, p. 124 ) . Here acculturation is considered 

an on -going process (Broom and Kitsuse 1955, p. 44 ; Oberg 1960, pp. 179 -

180 ; 2006, p. 144 )  in which the emotions, cognitions and behaviours of 

persons from one culture are consi dered to be modified as a result of first -

hand contact with persons from other cultures. This view traditionally relied 

on the simplistic conceptualisation of the home and host cultures consisting 

of competing and mutually exclusive domains (Ward 1996, p. 1 29 ) .  

Traditionally, a unidimensional model of acculturation was assumed to occur 

in situations where non -dominant culture(s) interact with a dominant 

culture (Sam  2006 ) . These models form the basis of many of the 

constructions for the measurement of acculturation indices. Proponents of 

the unidimensional model (Lee, Sobal and Frongillo 2003, p. 282 ; Ryder, 

Alden and Paulhus 2000, pp. 49 -50 ; Szapocznik, Kurtines and Fernandez 

1980, p. 353 ) , assume that immigrant s eventually accept the cultural traits 

of the new society (mainstream culture) and the loss of native cultural traits 

(heritage culture) with individuals generally located between the two 

extremes of unacculturated and fully acculturated. This process is 

considered to continue across many generations until the descendants of 

the immigrants are culturally indistinguishable from the mainstream culture 

(Ryder, Alden and Paulhus 2000, p. 50 ) . Bicultural individuals are 

consi dered to have  given up some of their original characteristics to obtain 

those of the new culture in a zero -sum trade -off. For individuals living in a 

bicultural environment, e.g. second generation immigrants required to 

accept both the host culture and the  original culture upheld by the parents, 

then adjustment in terms of a zero -sum trade -off, would lead to 

psychosocial maladjustment (Szapocznik, Kurtines and Fernandez 1980, p. 

354 ) . On the other hand, a bidimensional or multidimensional model of 
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acculturation allows individuals to adopt specific traits from the new culture, 

discard s ome of the native traits, but retain or even strengthen other 

traditional cultural values and behaviours allowing them to possess multiple 

cultural identities, each of which may independently vary in strength 

(Orozco et al. 1993, p. 150 ; Ryder, Alden and Paulhus 2000, p. 50 ; 

Weinreich 1999, p. 146 )  all owing individuals to adapt their behaviour to suit 

a particular social context  LaFromboise, Coleman and Gerton (1993, pp. 

399 -400 ) . This can be considered compatible with the polylinguistic 

framework of language - triggered switching of culture -specific identity 

frames (Luna, Ringberg and Peracchio 2008, p. 146 ) . 

Lee, Sobal and Frongillo (2003, pp. 292 -293 )  concluded that a 

unidimensional model could not fully explain acculturation at ei ther the 

domain or overall level in their sample of Korean Americans and considered 

the unidimensional model a subset of the bidimensional model. Ryder, 

Alden and Paulhus (2000, pp. 51 -63 )  found tha t the bidimensional model 

constituted a broader and more valid model for understanding acculturation 

and that the unidimensional model offered an incomplete and often 

misleading understanding of the acculturation process (Ryder, Alden and 

Paulhus 2000, p. 62 ) . 

Berry and colleagues (Berry 1980a, pp. 12 -17 ; 2009, pp. 366 -367 ; Berry 

and Kim 1988, pp. 211 -213 ; Berry et al. 1987, pp. 495 -496 ; Berry and Sam 

1997, pp. 296 -297 )  developed a model of acculturation addressing the 

question  whether individuals and groups can accept sociocultural domains of 

a new culture while retaining elements of their old society. They suggested 

that the acculturation strategy used depended on th e relative preference for 

two issues (1) maintaining oneôs heritage culture and identity or (2) having 

contact with and participating in the larger society along with other 

ethnocultural groups (e.g. Berry 2005, p. 704 )  (Fig. 8a) . 

In order for this framework to be applied, the non -domina nt group and its 

members have to be able to freely select the acculturation strategy that it 

wishes to implement, but this is not always the case (Berry 1980a, pp. 13 -

17 ) , for example, if at the group level a strategy of assimila tion is followed, 

at the individual level none of the other options are available as one is left 
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with no membership group (Berry 1984, p. 13 ) . In order to take account of 

this factor, Berry (1980a, p. 13 )  included a third dimension regarding who 

determines the strategy that can be followed, resulting in the acculturation 

strategy framework for the domi nant group ( Fig. 8b).  

I n order for an integration strategy to be implemented by the non -dominant 

group ( Fig. 8a),  therefore,  diversity has to be accepted by the whole of 

society including all of the vari ous ethnocultural groups (Berry 2003, p. 24 ) . 

This strategy requires the non -dominant group to  adopt the basic values of 

the dominant group, which at the same time must be prepared to adapt its 

national institutions to better meet the needs of the pluralistic society. Thus, 

the integration strategy can only be followed in a truly multicultural soci ety 

(Fig. 8b). The non -dominant group ôs assimilation strategy can take place 

either by means of total absorption into the dominant group or by means of 

the merging of many different groups to form a new group/society, a 

process te rmed the ñmelting potò (Berry and Kim 1988, p. 211 ) . When, 

however, the  assimilation is forced by the dominant group, it becomes more 

like a ñpressure cookerò (Berry 1997, p. 10 ) . Acculturation is , therefore,  not  

necessarily a case of the non -dominant culture being assimilated into the 

Fig. 8: Acculturation Strategies  

(Berry 20 09, p. 366 )  
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dominant host culture, but  the ñselective adaptationò of the value systems  

(Berry 1980b, p. 217 ; Broom et al. 1954, p. 974 )  on both t he individual and 

group level (Gillin and Raimy 1940, p. 372 ; Lee, Sobal and Frongillo 2003, 

p. 282 )  simila r to the concept of the global supermarket (Mathews 2000, 

pp. 4 -6)  from which individuals, in a conditioned manner, select the 

identities they perform in society.  

The impact of cultural distance was suggested to be asymmetrical (Selmer, 

Chiu and Shenkar 2007, p. 156 )  with the impact of cultural distance 

contingent on the direction of the assignment i.e. the hurdles faced by a US 

American in Germany are not the same as those confronted by a German in 

the US. Further, it was proposed that it could be as difficult for business 

expatriates to adjust to a similar as to a dissimilar culture (Selmer 200 7, p. 

194 )  as it is easy for individuals that are assigned to dissimilar cultures to 

be aware of the dissimilarity, while those in cultures similar to their own 

often fail to identify any differences that exist (O'Grady and Lane 1996 ; 

Selmer 2007, p. 194 ) . Hence, ensuing problems that occur may not be 

appropriately attributed to cultural differences, but to other circumstances 

such as their own  or othersô abilities. Further, the individuals do not modify 

their expectations and behaviour as may be required for the new location.  

Fisher, Doughty and Mussayeva (2008, p. 316 )  investigated a dialectic 

framework of acculturation under consideration of Section IV of Hegelôs 

Phenomenology of the Mind (Phänomenologie des Geistes) (Hegel 1832, pp. 

131 -173 ) . They considered parallels between the dialectics of self -

consciousness (Selbstbewußtsein), master and slave (Herrschaft und 

Knechtschaft) and unhap py consciousness (unglückliches Bewußtsein), and 

Bennettôs developmental model of intercultural sensitivity (DMIS) (Bennett 

1986 ; 1993 ) . The dialectics were not taken literally but refer to  the inner 

strife that takes place within an individual when the differing aspects of self -

consciousness (the master and the slave) meet (Ludwig 2011, p. 91 ) . 

Fisher, Doughty and Mussayeva (2008 )  contend  that  the master and the 

slave are in fact the dominant and non -dominant cultural influences and 

considerations within the same individual  and that  the level of  conflict  

develop ed through the dialectics from inter -group conflict (dialectic of self -

consciousness), to inter -personal conflict (dialectic of master and slave) 
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finally lying in intra -personal conflict (dialectic of unhappy consciousness). 

They suggested  that the ñdialectic perspective offered a more fluid form of 

categorisation in which the stages are an aspect of sense making rather 

than an objectively definable process ò (Fisher, Doughty and Mussayeva 

2008, p. 324 ) . 

In an attempt to understand the self -initiated expatriatesô relationships with 

their host and home countries  Richardson and McKenna (2006, p. 14 )  

modified the axes of  the  Black and Gregersen (1992, p. 62 )  matrix of 

expatriate allegiance to represent home and host countries rather than the 

home and local operations  (Table 5) .The matrix indi cates that at one end of 

the spectrum, individuals with a wea k relationship to both their home and 

host nations would consider themselves as free agents, while individuals at 

the opposite end demonstrating strong relationships to both nations 

consider them selves as dual citizens. Between these two extremes are 

individuals who ñgo nativeò, demonstrating a strong relationship with the 

host country and a weak home country relationship; individuals with a 

strong relationship with the home country and a weak hos t country 

relationship woulb be considered as ñleaving their hearts at homeò. 

Richardson and McKenna (2006 )  considered that  over time indiv iduals may 

move between quadrants.  
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The acculturation process does not always take place smoothly and some 

individuals may suffer from c ulture shock (acculturation stress )  a condition  

originally coined by Du Bois (1951 ) , but  generally attributed to Oberg 

(1960, pp. 177 -182 ; 2006, pp. 142 -146 ) , who defined it  as ñan 

occupational disease of people who have been suddenly transplanted 

abroad é precipitated by the anxiety that results from losing all [their] 

family signs and symbols of social intercourse ò., a definition demonstrating 

great similarity with Du Bois ô original definition . 

More recent definitions of acculturation stress (culture shock), no longer use 

the terminology ñoccupational diseaseò, but still demonstrate  its potential 

negative effect on the individual as evident in the description  by Berry et al. 

(1987, p. 493 )  who  considered it :  

a reduction in the health status of individuals, and may 

include physical, psychological and social aspects; to qualify 

as acculturative stress, th ese changes should be related in a 

systematic way to known features of the acculturation 

process, as experienced by the individual  

Acculturation stress is now considered a possible normal element of the 

acculturation process. Berry et al. (2011, pp. 314 -315 )  stated that it  occurs 

when one is confronted with serious challenges during the acculturation 

process, which one is not able to deal with simply by adjusting oneôs 

behaviour. Individuals on inte rnational assignments are not only confronted 

with additional stress, resulting from having left behind their family, friends 

and familiar home environment, but also the continuous requirement to 

avoid making ñcultural errorsò (Barna 1998, p. 185 ) . 

Berry et al. (1987, pp. 494 -495 )  postulated that there are four main 

moderating factors tha t influence the degree and direction of the 

relationship between the acculturation experience, the stressors and the 

accultur ative stress. The first factor wa s the nature of the host or larger 

society (multicultural or assimilation ideology). The second wa s the nature 

of the acculturating group  (Table 4);  they considered that those who are 

voluntarily involved in the acculturation process may experience le ss stress 
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than those involuntarily involved as their initial attitude towards  the process 

may be more positive (Berry 1990, p. 243 ) . In addition, those on short -

term assignments and without permanent social support may also 

experience more mental health problems than those voluntarily taking part 

in the process (Berry et al. 1987, p. 501 ) . The third moderator was the 

mode of acculturation  (Fig. 8a) (Berry et al. 1987, p. 505 ) ;  integration 

produced the lowest amount of social diff iculty whereby the highest level of 

difficulty was associated with separation (Ward and Kennedy 1994, pp. 338 -

339 ; Ward and Rana -Deuba 1999, pp. 435 -436 ) . The fourth moderator was 

considered to lie in a variety of demographic, social and psychological 

characteristics (Berry et al. 1987, p. 495 ) . Berry et al. (1987, p. 504 )  

considered education to be a consistent predictor of low stress postulating 

that those with more education possibly have more intellectual, economic 

and social re sources with which to deal with the changes.  

Although  they have voluntarily made the move to the new environment, 

self - initiated expatriates also face stress although the ñresponsibility to 

overcome these  difficulties lies with the individual as they have no ñhomeò 

organisation providing them with support ò (Shaffer et al. 2012, p. 1292 ) . 

Despi te this, s elf - initiated expatriates tend to have greater levels of general 

and interaction adjustment (Peltokorpi and Froese 2009, p. 1106 )  possibly 

due to their increased motivation and le vels of interaction with the host 

country culture and nationals (Selmer 1999 ) . When confronted with a 

positive or negative shock  (Holtom et al. 2005, pp. 339 -340 ; Lee et al. 

1996, p. 6 )  either in the foreign country or from the home country,  after 

reappraising  their situation,  th ese individuals w ould , however, be more 

motivated to repatriate (Tharenou and Caulfield 2010, pp. 1021 -1022 ) . 

Factors considered to have an influence on the adaptation process were 

host country language ability (Bhaskar -Shrinivas et al. 2005, p. 268 ;  Gong 

et al. 2003, p. 203 ; Naumann 1992, p. 512 ; Torrington 1994, p. 93 ) ; 

job/task char acteristics (Black and Gregersen 1999, p. 53 ; Black et al. 

1999, p. 118 ; Stroh et al. 2005, p. 110 ) ; organisational factors such as 

post -arrival cross -cultural training (Bennett, Aston and Coiquhoun 2000, p. 

245 ;  Katz and Seifer 1996, pp. 42 -43 ) , difference  between organis ational 

culture in host and home environment (Black et al. 1999, p. 119 ; Stroh et 
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al. 2005, p. 111 ) , provision of logistic support in host country (Aycan 19 97, 

p. 445 ; Bhaskar -Shrinivas et al. 2004, p. A4 ; Shaffer, Harrison and Gilley 

1999, pp. 569 -570 ) ; and effect of family or spouse accu lturation (Arends -

Tóth and van de Vijver 2006, p. 56 ; Black, Mendenhall and Oddou 1991, p. 

295 ; Shaffer, Harrison and Gilley 1999, p. 574 ) . 

Previous research suggests  that the expatriate experience could be both 

disruptive and demanding for everybody involved and for the accompanying 

spouse or partner in particular (Caligiuri et al. 1998 ; Mohr and Klein 2004 ; 

van der Zee, Ali and Salomé 2005 ) . This may have a negative impact on the 

expatriate, which in turn could contribute to a less successful outcome of 

the foreign assignment (Bhaskar -Shrinivas et al. 2005 ; Caligiuri et al. 1998 ; 

Hechanova, Beehr and Christiansen 2003 ) , however, r esearchers have also 

noted that married expatriates tend to fare better than their unmarried 

colleagues (Selmer 2001 ; Van Oudenhoven, Stefan and Van der Zee 2003 ) . 

Evidently an accompanying spouse could also be a great source of support 

and encouragement for the expatriate (Lauring and Selmer 2010 ) . 

Selmer and Lauring (2011b, p. 206 )  reported that there is no moderating 

effect o f gender on the positive relationship between being married and the 

work outcomes of self - initiated expatriates. They suggested that this may 

be the result of the initiative to relocating abroad coming from the 

individuals and their spouses/families, enabl ing them to better control the 

timing and destination of the move than in the case of organisational 

expatriates. Research carried out by Mohr and Klein (2004, p. 1200 )  also 

demonstrated a positive, but not statistically significant, relationship 

between the degree of participation in the decision -making process 

perceived by the spouse and the adjustment dimensions.  

Even if both spouses were working before the foreign assignment, after 

arrival in  the foreign host location the expatriate may become the sole 

earner and provider for the  family and the expatriate spouse  may  become a 

household caretaker and a stay -at -home parent (Selmer and Lauring 

2011b, p. 201 ) . For a spouse, that could mean having not only lost a job, 

but maybe also forgone a career and financial independence. Hence, they 

could find themselves faced with new tasks and expectations (Punnett 
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1997 ; Riusala and Suutari 2000 ) . Also the expatriate needs to adjust to new 

family roles and responsibilitie s (Caligiuri et al. 1998 ; Harris 2002 ; van de r 

Zee, Ali and Salomé 2005 ) . 

McDonnell and Scullion (2013, pp. 144 -146 )  based their conceptualisation 

of self - initiated expatriate adjustment on the research previously carried out 

by  Black, Mendenhall  and Oddou (1991 )  and Shaffer, Harrison and Gilley 

(1999 )  on traditional expatriate adjustment , and contended tha t  there is 

potential significance among all of the  previously identified  factors, but that 

differences may be expected on some factors due to the unique situation of 

self - initiated expatriates.  

Research carried out by Froese and Peltokorpi (2013, p. 1962 )  comparing 

the cultural adjustment of organisational and self - initiated expatriates in 

Japan , confirmed previous studies (Jokinen, Brewster and Suutari 2008 ; 

Suutari and Brewster 2000 ) , and indicated  that job - related factors differed 

with organisational expatriates tending to work more often in  foreign 

multinatio nal  corporations and frequently occupying higher positions. This 

partly reflect s the fact that organisational expatriates are often sent to 

control and transfer knowledge to foreign subsidiaries (Edström and 

Gaibraith 1977 ) . The findings further confirmed prior studies (Biemann and 

Andresen 2010 ; Froese and Peltokorpi 2011 ; Peltokorpi and Froese 2009 )  

suggesting  that self - initiate d expatriates generally enjoyed higher 

interaction adjustment, but less positive work attitudes, specifically in terms 

of job satisfaction , than organisational expatriates.  The less positive work 

attitudes may be the result perceived underemployment  result ing from a 

lack of job autonomy, job suitability and job variety (Feldman 1996, p. 387 ; 

Lee 2005, p. 172 ) , wage loss , and the perception of underutilisation relative 

to the ir career  expectati ons (Doherty and Dickmann 2013b, p. 126 ; Khan 

and Morrow 1991, p. 211 ) . 

Nolan and Morley (2014 )  investigated adjustment using a person ï

environment (PE) ýt perspective, which considers the congruence between 

individual characteristics e.g. values, beliefs and abilities , and the 

characteristics of the work environment e.g. job role, job demands and 

organisational demands (D'Amato and Zijlstra 2008 ; Edwards and Billsberry 
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2010 ; Festing and Maletzky 2011 ; Howe -Walsh and Schyns 2010 ; Kristof -

Brown, Zimmerman and Johnson 2005 ; Peltokorpi 2008 ; Peltokorpi and 

Froese 2009 ; Selmer 2005 ) ; t he main areas of fit conside red are person ï

job ýt, person ïsupervisor ýt and ñpersonïorganisation ýtò. The higher the 

degree of fit between the individual and the environment the more likely 

they are to experience positive adjustment (Kristof -Brown, Zimmerman and 

Johnson 2005 ) , but s elf - initiated and organisational expatriates may, 

however, experience the ñgoodness of ýtò differently (Nolan and Morley 

2014, p. 1632 ) . The literature (Kristof 1996, p. 3 ; Nolan and Morley 2014, 

p. 1632 )  distinguishes between complementary and supplementary fit  and 

their differing perspectives of the ñenvironmentò (Muchinsky and Monahan 

1987, p. 272 ) . In complementary fit the environment is defined according 

to its demands and requirements and not by the people who i nhabit it. The 

basis for a good fit in this case was traditionally considered ñthe mutually 

offsetting pattern of relevant characteristics between the person and the 

environment ò (demands- abilities ýt) (Muchinsky and Monahan 1987, p. 

272 ) . Kristof (1996, p. 4 )  extended this deýnition to incorporate a needs-

supplies perspective where ýt is the match between individualôs preferences 

or needs and organisationôs systems and structure. Supplementary ýt 

describes the environment according to the people in it and is concerned 

with measuring the similarities between fundamental characteristics of 

people and organisations. Supplementary ýt suggests that individuals ýt 

into the  organisational environment context because they supplement or 

possess characteristics that are similar to the other employees within the 

organisational environment (Kristof 1996, p. 3 ; Muchinsky and Monahan 

1987, p. 269 ) . The congruence between the individual and the 

organisational values is the most frequently used operationalization of this 

perspectiv e (Kristof -Brown, Zimmerman and Johnson 2005 ) . Re search 

carried out by Nolan and Morley (2014, p. 1643 )  using the person -

environment fit model for self - initiated expatriates indicated that person ï

job needs -supplies ýt had no relationship with work adjustment, but an 

effect on self -initiated expatriatesô interaction adjustment: personïjob 

demands -abilities ýt had a relationship with work and general adjustment: 

person ïsupervisor ýt was found to have a signiýcant relationship with 

general adjustment and no relationship with interaction or work adjustment 
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(Nolan and Morley 2014, p. 1644 )  person ïorganisation ýt had a relationship 

with work and general adjustment.  

Domestic research on job satisfaction has demonstrated that the factors 

role clarity, role diversity, role conflict, task identity and task significance 

can have an influence on a  workers commitment, involvement and job 

satisfaction (Naumann 1992, p. 507 ) . Further research carried out by 

Naumann (1993, pp. 73 -74 )  indicated similar results regarding the job 

satisfaction of expatriates. Research by Bonache (2005, pp. 120 -121 )  

comparing repatriate, expatriate and domestic employees from a Spanish 

multinational construction company led to the inference that the general 

level of job satisfaction did not significantly differ between the three groups. 

An individualôs job satisfaction and level of adjustment has been reported to 

be dependent upon the degree to which their work - related ab ilities and 

needs match those of the assignment position (Breiden, Mirza and Mohr 

2004, p. 22 ) . It has been suggested that executives and assignees should 

understand i n advance the rationale for and the organisationôs expectations 

of the assignment to enable them to focus on the correct objectives and 

avoid creating unrealistic expectations (Black and Gregersen 1999, p. 56 ) . 

This highlights the importance of job -design to the success of the 

internation al assignment and the importance organisations should pay to 

these factors (Shaffer, Harrison and Gilley 1 999, p. 573 ) . 

Commencing a new position in a foreign country, an individual is often 

confronted with additional stressors resulting from their work and non -work 

environments (Bhaskar -Shrinivas et al. 2005, p. 260 ) . In line with previous 

research  (Black and Gregersen 1991 ) , Bhaskar -Shrinivas et al. (2005, p. 

269 )  investigated the effect of the four work -environme nt related stressors: 

role clarity , role discretion or flexibility ,  role novelty (Andreason 2003, p. 

46 ; Black, Mendenhall and Oddou 1991, p. 309 ) , and role conflict on work 

adjustment. Their findings indicated that role clarity and role discretion 

demonstrate a strong relationship with work adjustment; role conflict has a 

moderate negative relationship; rol e novelty has a negligible relationship 

with work adjustment. These findings have generally found further support 

in the literature (Black 1988, pp. 286 -291 ; Black and Gregersen 1991, p. 

505 ; Fenner and Selmer 2008, pp. 1246 -1247 ; Hechanova, Beehr and 
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Christiansen 2003, p. 218 ; Lii and Wong 2008, p. 304 ) , one exception is, 

however, the effect of role novelty on work adjustment. A salient point is 

raised by Zimmermann and Sparrow (2007, p. 83 )  who considered that 

mutual adjustment is fundamental for overcoming difficulties associated 

with differences regarding work practices and communication styles and 

that it is therefore respon sible for achieving better relational and work 

outcomes. Research carried out by Black (1988, pp.  286 -291 )  additionally 

reported that previous overseas transfers had a significant and positive 

impact on work adjustment.  

Despite the plethora of theories available to direct researchers addressing 

diversity, particularly in work environments, it remai ns important that they 

approach situations demonstrating differences for example in management 

style or work preference in an unbiased manner and do not automatically 

assume that they are the result of cultural differences (Zimmermann and 

Sparrow 2007, p. 84 ) . A closer investigation of the situation may reveal 

more operationally related problems such as a lack of knowledge as 

reported  by Zimmermann and Sparrow (2007, p. 84 ) .  

This complexity of the research environment surrounding the adaptation 

and acculturation of the individual are especially applicable within the work 

or organisational situation where factors such as the pr essure of deadlines 

and the implementation of unknown processes may create additional 

insecurity for the individual. As previously indicated, the individual may also 

behave differently in varying situations, a factor which has been considered 

when categori sing the interviews and results in some individuals receiving 

multiple categorisations. The categorisation considers the individuals in 

terms of increasing cultural understanding.  

2.13  Support Mechanisms  

Individuals embarking on a new  international  assignment a re  not only  

confronted with many challenges regarding the roles and tasks to be 

performed within the new organisation (Nelson and Quick 1991, p. 543 ) , 

but also resulti ng from the  disruption or loss of their existing social support 

systems and the ir  familiar means of social support communication (Ong and 
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Ward 2005, p. 638 ) . The resulting uncertainty creates additional stress 

which may negative ly  affect  the individualôs psychological (Kuo and Tsai 

1986, p. 134 ; Lewandowski et al. 2011, p. 1807 ; Wang 2002, p. 321 ; Wang 

and Kanungo 2 004, p. 786 )  and physiological well -being (Marcelissen et al. 

1988, p. 366 ; Uchino 2006 ) . As self - initiated expatriation is often part of a 

long - term international career, the repeated change of location may have 

negative effects on individualsô lives such as in dual-career situations in 

which the partnerôs career is repeatedly interrupted (Mäkelä and Suutari 

2013, p. 297 ) . The social networks of self - initiated expatriates were often 

found to be weak and limited (Mäkelä and Suutari 2013, p. 296 ) . 

In order for the individual to make sense of and come to terms with the 

uncertainty arising from their own and othersô behaviour, attitudes and 

actions (Adelman 1988, p. 185 ) , and to be able to cope with the additional 

stress resulting from this major transition, they will attempt to establish a 

new social network composed of social ties with others and the ties among 

them (Gottlieb and Bergen 2010 , p. 512 )  in the local environment (Adelman 

1988, p. 193 ; Baumeister and Leary 1995, p. 520 ; Kuo and Tsai 1986, p. 

134 ; Wang and Kanungo 2004, p. 786 )  to help mediate physical and 

psychological health over time (Fontaine 1986, p. 362 ; Wang 2002, p. 324 ) . 

The network ties function by transferring either social support (positive 

function) consisting of ca re, love, information, technical assistance, and 

tangible help, or social strain (negative function) resulting from demanding 

or conflicting social relationships among partners in the network (Wang 

2002, p. 324 ) . Only if individuals are able to build new social networks on 

their own will they be in a position to access and receive the required 

emotional, informational and instrumental social support (Stroppa and 

Spieß 2011, p. 235 ) .  

The overall closeness and frequency of ties between the individual and 

his/her partners will indicate the level of establishment of the social network 

in the loca l society (Wang and Kanungo 2004, p. 778 ) . This is an important 

consideration as social support has been found to reduce uncertainty and 

stress directly effecting an individualôs job satisfaction (Beehr and Drexler 

1986, p. 213 )  and job performance (Caligiuri and Lazarova 2002 ; Wang 

2002, p. 321 ) . Although a large social network per se is not a guarante e for 



 

-  92  -  

a successful overseas assignment, it does provide an individual with greater 

access to support, which in turn should reduce the uncertainty and 

ambiguity surrounding the assignment and reduce the impact of the 

disruptive event (Caligiuri and Lazarova 2002 ; Lewandowski et al. 2011, p. 

1811 ; Wang 2 002 ) . In addition, individuals who demonstrate greater 

personal initiative on foreign assignments have been found to g ain higher 

levels of access to  co-workers, which also positively influences their job 

performance (Stroppa and Spieß 2011, p. 241 ; Wang 2002, p. 324 ) . On the 

other hand, a lack of initiative to re -establish a social network in the local 

envi ronment will be reflected in social network characteristics, such as small 

network size that will hinder the maintenance of psychological well -being 

(Wang 2002, p. 324 ) . 

As the majority of stress in an international assignment arises from the 

unfamiliarity with the local culture and environment, peer expatriates also 

form an important element of the social network (Caligiuri and Lazarova 

2002, p. 767 ) . They can provide an important source of emotio nal and 

feedback support as individuals are able to exchange experiences possibly 

reducing levels of frustration (Caligiuri and Lazarova 2002, p. 770 ; Wang 

and Kanungo 2004, p. 778 )  as network closeness with peer expatriates will 

provide trust, communication and emotional social support.  

Addressing the question of what social support is, Gottli eb and Bergen 

(2010, p. 512 )  define d it as ñthe social resources that persons perceive to 

be available or that are actually provided to them by non -professionals in 

the context of both formal support groups and informal helping 

relationshipsò. It contras ts between close ties consisting of family, friends, 

comparable others, and loose  ties consisting of non - intimate relationships 

(Adelman 1988, pp. 190 -194 )  indicating the wide range of possible support 

providers. This results in an additional challenge for individuals to recognise 

who constitutes an appropriate support provider and the possible ñcostsò for 

receiving suppo rt , for example,  loss of self - esteem, negative consequences 

for the relationship, incurring possible obligations (Adelman 1988, p . 186 ) . 

The individual benefits not only from the received social support, but also 

from the perceived social support they believe would be available to them 

should they require it, irrespective of whether it has been previously 
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provided or not (Vangelisti 2009, p. 40 ; Weiner and Hannum 2013, p. 664 ) . 

In an international context, Weiner and Hannum (2013, p. 668 )  reported 

that although geographic distance does not affect the amount of perce ived 

support available to an individual, the amount of received support is 

reduced by geographical distance. This may be considered of particular 

significance as the local support network in the new country is considered to 

provide individuals with assista nce regarding more critical tangible and 

intangible instrumental needs (Ong and Ward 2005, pp. 656 -657 )  whereas 

emotional support and deeper more meaningful ties is considered to be 

more frequently provided by family, friends or suitable others overseas. The 

perception that support is available from family or friends overseas is often 

sufficient to enable an individual to feel capable of coping with the new 

international environment although one should  be aware that there may be 

a resulting change in the home support network.  

The literature demonstrates varying perspectives regarding the forms and 

functions of  social network support. House (1981, p. 23 )  identified four 

forms of social support: emotional, appraisal, informational, and 

instrumental support. Marcelissen et al. (1988, p. 36 6)  reported that 

support provided by colleagues and superiors may directly reduce certain 

work stressors  while support provided by relationships with others may 

positively influence an individualôs mental and physical health by meeting 

important human ne eds for affection, regard, belonging, and understanding.  

Ong and Ward (2005, pp. 638 -639 )  in their review of the research of 

Wellman and Hiscott (1985 ) , and Vaux, Riedel and Stewart (1987 )  

suggested four core functions of social support: emotional support; social 

companionship; tangible ass istance; and informational support . At the core 

of each of these considerations is the beneficial effect of the social support 

networks for the individual although individualsô receipt, acceptance, and 

perception of the type and source of support has been contended to vary 

across cultures . These  results  may also have been influenced by cultural 

factors , however, a s reported by Glazer (2006, p. 618 ) , in autonomous 

cultures , supervisor emotional support is probably more accepted and thus 

reported more whereas co -worker instrumental support is not the norm and 

is thus not reported as received. Further support for the cultural influence 
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on social networks was provided by Manev and Stevenson (2001, p. 294 )  

who reported that expatriate managers of the same nationality formed 

stronger expressive ties ( friendship and social support) than with colleagues 

from different cultures with whom they were more likely to have strong 

instrumental ties.  

Two models that consider the benefits of social support on individualsô well-

being are reported in the literature (Cohen and Wills 1985, p. 310 ) : the 

main -effect model, proposes that social resources have a beneficial effect 

irrespective of whether persons are under stress; the buffering model, 

proposes that support is relate d to well -being only (or primarily) for persons 

under stress  as support ñbuffersò (protects) persons from the potentially 

pathogenic influences of stressful events (Marcelissen et al. 1988, p. 366 ) . 

Cohen and Wills (1985, pp. 347 -348 ) , and Viswesvaran, Sanchez and Fisher 

(199 9, p. 329 )  consider that there is sufficient evidence to support both 

models. Cohen and Wills (1985, p. 348 ) , consider that both 

conceptualisations of social support may be correct in some respect s, but 

that each represents a different process through which social support may 

affect well -being.  

At the organisational level, socialisation is defined as ñthe process by which 

employees are transformed from organisational outsiders to participating 

and effective members ò (Feldman 1981, p. 309 ) . During this process the 

newcomer acquires the relevant knowledge, skills and behaviour required to 

enable them to successfully perform their role in the organisation as 

expected (Jokisaari 2013, p. 97 ). The lower a newcomerôs network density, 

the higher his or her job performance (Jokisaari 2013, p. 101 )  possibly as 

low -density networks enable the individual to quickly obtain information and 

feedback regarding how work is carried out, therefore, positively influencing 

their job performance. Networks demonstrati ng close ties  were considered 

to  offer more social support to a newcomer  who  in turn ñpays backò this 

support by an increased willingness to contribute to the work group 

characterised by strong ties (Jokisaari 2013, p. 101 ; Wellman and Frank 

2001 ) . In addition, research has demonstrated that the working relationship 

with the supervisor via the leader -mem bership exchange, is related to the 

individualôs occupational identification and perceived organisational fit 
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(Sluss and Thompson 2012, p. 120 )  and their performance as a member of 

the organisation (Jokisaari 2013, p. 101 ) .  

Spouse / Family  

The literature provides no consistent opinion whether a single or married 

applicant is the best choice for an international position. Borrmann (1 968, 

p. 35 )  considered that the single applicant offered the advantages of higher 

flexibility and lower expatriation costs whereby the married applicant , 

generally male at the time , offered the benefits of being able to represent 

the organisation togethe r with the spouse, and  benefitting from the 

expected greater mental balance.  To ensure a successful assignment, 

however, the willingness of both partners to relocate should be taken into 

account (Brett and Stroh 1995 ; Dickmann et al. 2008, p. 733 ; Falkenberg 

and Monachello 1990 ; Harvey 1995 ; Linehan and Walsh 2000 ; Stahl, Miller 

and Tung 2002 ) . In the case of self - initiated expatriates who  were married 

or had children, consideration of the partner and/or children were an 

important element when accounting for the decision to expatriate , with 

parents , for example,  considering the opportunity to enrich the cultural and 

general life experiences  of their children, including linguistic development, 

broader social networks, and educational opportunities (Richardson 2006, p. 

480 ) . Family members were not only considered in taking the decision, but 

they took an active role in the decision -making process (Richardson 2006, 

p. 474 ) . Self - initiated expatriates are able to take more account of family 

issues when planning their assignments, as they are not affected by the 

corporate needs of an employer (Richardson 2006 ) ; a ccordingly, they have 

more flexibility in selecting the location, timing and type of job they are 

interested in. This may in turn create a better starting point for any 

necessary family adjustment, desp ite the potential absence of corporate 

support.  

In the case that a married candidate is selected for an international 

assignment, it has been recommended that the whole family should be 

considered a team and that at least the spouseôs characteristics and ability 

to adopt should be investigated (Adler 1983, p. 37 (Adler 1983, p. 37 ; 

Borrmann 1968, p. 35 ; Ronen 1989, p. 426 ; Tung 1981, p. 78 ) . In addition, 
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organisations should put more emphasis on preparing spouse s and families 

for international assignments (Takeuchi, Yun and Tesluk 2002, p. 664 ) , 

including them in cross -cultural training programs (Arthur Jr and Bennett Jr 

1995, p. 110 ; Shaffer, Harrison and Gilley 1999, p. 574 )  and supporting 

them once in the foreign  environment (Dickmann et al. 2008, p. 733 ; 

Shaffer, Harrison and Gilley 1999, p. 574 ) . Research has i ndicated that the 

adjustment of the family and spouse are particularly important to (Arends -

Tóth and van de Vijver 2006, p. 56 ; Arthur Jr and Bennett Jr 1995, p. 110 )  

and positively and significantly correlated to the candidates ô general 

adjustment (Black 1988, pp. 288 -289 ) , cultural adjustment (Bhaskar -

Shrinivas et al. 2004, p. A4 ; 2005, p. 268 ; Shaffer, Harrison and Gilley 

1999, p. 570 ) , interaction adjustment (Bhaskar -Shrinivas et al. 2004, p. 

A4; 2005, p. 268 ; Hechanova, Beehr and Christiansen 2003, p. 221 ; 

Shaffer, Harrison and Gilley 1999, p. 570 )  as well as being positively related 

to their work adjustment (spillover effect between work and private areas) 

(Bhaskar -Shrinivas et al. 2004, p. A4 ; 2005, p. 268 ; Hechanova, Beehr and 

Chris tiansen 2003, p. 221 ; Shaffer, Harrison and Gilley 1999, p. 570 ) . 

Mäkelä and Suutari (2013, p. 296 )  reported that working in an internation al 

context challenged both the self - initiated expatriates and their families as 

well as causing issues in other spheres of personal life. Conflicts were found 

to more frequently flow from their working life to their personal life than the 

other way round a nd were mainly related to the nature of the tasks 

performed by the self - initiated expatriates. Their findings also showed that 

self - initiated expatriates ô work and personal lives had many positive 

influences on each other (enrichment). Self - initiated expat riates with a 

family described it as a source of emotional or practical support, whereas 

singles highlighted their independence and decision -making autonomy 

(Mäkelä and Suutari 2013, p. 298 ) . Research of self - in itiated academic 

expatriates in Asia indicated that a significant percentage of them were 

married to host -country nationals (Froese 2012 ; Froese and Peltokorpi 

2013, pp. 1954 -1955 ; Vance 2005 )  and that family ties facilitate d their 

cross -cultural adjustment (Froese 2012 )  resulting in higher work 

performance than singles (Selmer and Lauring 2011b ) . This is an important 

consideration for organisations as depending on the individualsô satisfaction 

with their current sit uation and ability to adjust to the foreign culture, the 
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crossover effects (the inþuences of a spouseôs attitudes and behaviours on 

those of the expatriate and vice versa) can be either positive (more support 

is provided by the spouse to the expatriate) or  negative (more stress is 

transmitted by the spouse to the expatriate) (Takeuchi, Yun and Tesluk 

2002, p. 664 )  potentially influencing the outcome of the ass ignment. Here, 

organisations should be particularly aware of the fact that in the majority of 

international assignments involving families, it is generally the non -working 

spouse and/or children that must interact most frequently and intimately 

with the ho st culture while carrying out daily tasks such as shopping, 

obtaining necessary services, education and recreation (Fontaine 1986, p. 

363 ) . The employed spouse on the other hand has  the benefit of 

participating in a structured work organisation that may not differ much 

from that at home (Fontaine 1986, p. 363 ) . It is important, therefore, that 

not only the employed spouse is able to attain the skills required to adjust 

to the new environment, but the  whole family possesses these skills to 

ensure that the assignment is not endangered (Black, Mendenhall and 

Oddou 1991, p. 295 ) . 

Traditionally, the majority of mobile families were nuclear and ñheadedò by 

male expatriates who were accompanied by the trailing f emale spouse 

(Forster 1992, p. 615 ) . This was mirrored in the expatriate literature that 

had concentrated on the examin ation of  the experience of ñtraditionalò 

family structures  of  married couples or married couples with children 

(Richardson 2006, p. 477 ) , but  the increased diversity in family structure 

(Eaton and Bailyn 2000 )  means that other family forms must be considered . 

In recent years  two developments have challenged th e traditional notion of 

the family.  The first is t he increase in female expatriates resulting in the 

situation of the trailing male spouse (Brookfield Global Relocation Services 

201 0, p. 21 ; 2011, p. 26 ; Harvey and Wiese 1998, p. 362 ) . The second is 

the increased number of dual -career / dual - income families in which both 

partners are involved in full - time employment (Bonache 2005, p. 111 ; 

Harvey 19 97, pp. 627 -628 ; Harvey and Moeller 2009, p. 280 ; Harvey and 

Wiese 1998, pp. 360 -362 ; Moore 20 02, p. 62 ; Munton et al. 1993, p. 56 ; 

Petrovic, Harris and Brewster 2000, p. 11 ; United States of America 2012, 

p. Table 601 ; Wierda -Boer, Gerris and Vermulst 2008, p. 1004 ) , which are 
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common among self - initiated expatriates (Mäkelä and Suutari 2013, p. 

285 ) . This development has increased the pressure on the internationally 

active employee when considering whether to accept an international 

assignment (Brookfield Global Relocation Services 2010, p. 8 ; 2011, p. 10 ; 

Dowling, Festing and Engle 2008, p. 127 ; Harvey and Moeller 2009, p. 280 ; 

Harvey and Wiese 1998, pp. 363 -364 )  as family interest and having 

partners may act as a barrier for both males and females to develop 

interest in overseas work (Tharenou 2003 )  with self - initiated expatriates in 

such relationships less willing to accept international assignments within 

multinational  corporations  (Selmer and Leung 2003b ) . Spouse - related job 

arrangements abroad, repatriation and related future career concerns are 

among the main chall enges that cause stress for dual career couples 

(Harvey, Novicevic and Breland 2009 ; Harvey and Buckley 19 98 ; Riusala 

and Suutari 2000 ) . Should the working spouse agree to accompany the 

internationally active partner on an international assignment, they are not 

only faced with the challenges of adapting  to the new environment, but also 

face the added difficulties of finding an adequate position for him/her 

(Riusala and Suutari 2000, p. 87 ) . In the event that the spouse is unable to 

find an adequate new position, the individual may not only suffer from a 

feeling of guilt, b uilt around the denied opportunity of playing a meaningful 

role in the family, but also from boredom due to the lack of an adequate 

occupation (Munton et al. 1993, p. 129 ) . This is consistent with other 

research finding s (Meyskens et al. 2009 ; Wong, Siu and Tsang 1999 )  that 

reported that married expatriates were more concerned with family issues 

and th at non -married self - initiated expatriates were more geographically 

mobile and motivated to expatri ate in order to change their liv es (Crowley -

Henry 2007 ;  Selmer and Lauring 2011a, p. 2064 ) . 

These are important considerations for organisations not only when 

selecting employees for international positions, but also when deciding to 

what degree additiona l support will be provided for accompanying family 

members and whether it would be beneficial to additionally provide job 

search support for spouses (Mäkelä, Känsälä and Suutari 2011, p. 188 ) . 

Research carried out by Välimäki, Lämsä and Hiillos (2009 )  on the male 

spouses of domestic, female Finnish executives suggested that spouses fall 



 

-  99  -  

into one of five roles. (1) The determining spouse is considered to have a 

guiding effect  on the career decisions and moves of the partner, but not 

necessarily in a positive sense (Välimäki, Lämsä and Hiillos 2009, pp. 602 -

604 ) . In this case, the work situation of one partner se ts the boundaries for 

and takes priority over that of the other partner.  (2)  The supporting spouse 

provides active support to the partner and the relationship between the two 

parties is considered as equal and supportive (Välimäki, Lämsä and Hiillos 

2009, pp. 604 -605 ) ;  work issues and challenges are discussed with the 

spouse who backs the partner at various career stages or during difficult 

decisions.  (3) The instrumental spouse i s used by th e partner in some way 

to benefit their career, whether by providing a certain social image, financial 

security or a comfortable living environment (Välimäki, Lämsä and Hiillos 

2009, pp. 605 -60 6) . (4)  The flexible spouse is someone willing to put the 

partnerôs career before their own, if necessary, at the sacrifice of their own 

(Välimäki, Lämsä and Hiillos 2009, pp. 606 -607 ) . In  some cases the spouse 

and partner made this choice by agreement in others it was made by the 

spouse of their own fruition. They also reported that some couples actively 

took it in turns taking on this role as work or career requirements dictated. 

(5) The counterproductive spouse, who has a negative, dismissive attitude 

to the partnerôs career (Välimäki, Lämsä and Hiillos 2009, pp. 607 -608 ) . 

Considering the fact that the project was investiga ting the behaviour of 

male spouses, it was suggested that this behaviour could be due to the 

male spouse being unable to accept the womanôs status and income 

resulting in him feeling inferior to the wife. Rosin (1990, p. 176 )  had also 

previously reported that men may consider their sense of masculinity 

threatened and mentioned  the suspicion that their failure as husbands had 

driven their wives to seek fulfilment in the work environment. 

Dissatisfaction could also be caused when the ñrelationship contract ò 

consisting of the pre -marital assumptions held by the partners regarding 

the nature and structure of their future life together was broken (Rosin 

1990, p. 177 ) . This situation could occur irrespective of whether the initial 

assumption was that of a traditional family ( e.g. broken by wife wishing to 

work) or that of a dual career family ( e.g. broken by the wife wishing to 

stop working).  
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Mäkelä, Känsälä and Suutari (2011 )  investigated the applicability of these 

roles to those adopted by the spouses of expatriate dual -career couples. 

Their research differed from that carried out by Välimäki, Läms ä and Hiillos 

(2009 )  as they considered both male expatriates (approximately 60% ) and 

female expatriates (approximately 40%) (Mäkelä, Känsälä and Suutari 

2011, p. 189 ) . In addition, the international context of the assignments 

under consideration created greater challenges for the couples than the 

domestic environment of the previous project. They reported that they were 

able to confirm four of the five roles proposed by Välimäki, Lämsä and 

Hiillos (2009, pp. 602 -608 )  (determining, supporting, instrumental, 

flexible), but that their sample did not provide any evidence for the 

counterproductive spouse role (Mäkelä, Känsälä and Suutari 2011, p. 190 ) , 

instead, they found evidence of two new expatriate spouse roles. The first 

was the restricting spouse, who is considered to be similar to the 

counterproductive spouse, but whereas the counterproductive spous al role 

is formed at the attitudinal level, the restricting role is formed at a practical 

level (Mäkelä, Känsälä and Suutari 2011, p. 190 ) . The second was the equal 

spouse in which the careers of both parties were give n equal priority, which 

in some cases led to the two parties living in different countries (Mäkelä, 

Känsälä and Suutari 2011, p. 193 ) . The two most common roles resulting 

from their study were the supporting spouse and  the flexible spouse. The 

supporting spouse role was reported to be important during all phases of 

the assignment and the individual having been a major support during the 

relocation phase taking additional responsibility for the home and children 

and late r as a ñfriend and companion in the new environment ò (Mäkelä, 

Känsälä and Suutari 2011, p. 191 ) . A further important extension of the 

original research was that the expatriates referred to more than one spousal 

role wh en talking about their spouse indicating that ñthe role of the spouse 

is not simple, one -dimensional or dichotomic (negative or positive) ò 

(Mäkelä, Känsälä and Suutari 2011, p. 194 ) . 

Lauring and Selmer (2010 )  investigating the female spouses of Danish 

business expatriates living in a compound in Saudi Arabia reported that the 

gender roles of the families within the micro -culture of the compound 

ñresembled their parentsô life in the 1960sò with the wife tending the 
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household and looking after the children and the male taking on the role of 

the bread -winner (Lauring and Selmer 2010, p. 63 ) . Despite the fact that 

they felt uncomfortable about being unproductive and lacking freedom and 

challenges, they appeared to enjoy the ñperksò of the position and the 

relaxed lifestyle. Despite the fact that the spouses demonstrated clear 

supporting behaviour emphasised by their networking and social alliancing 

skills, they wanted to ensure that their husbands r espected the sacrifice 

they had made by accompanying them (Lauring and Selmer 2010, p. 63 )  

and considered that their husbands would not have been able to function so 

well in the workplace had they not provided them with their support and the 

company should be thankful for their effort (Lauring and Selmer 2010, p. 

64 ) . They added, however, that the main reason for supporting their 

husbands was the fact that they were improving their own social and 

economic position , indica ting  a more self -aware and almost self - centred 

interpretation of their involvement.  

Companies and spouses can potentially collaborate to reduce the potential 

problems resulting from the threatened isolation of accompanying and 

employed spouse on an interna tional assignment (Brown 2008, p. 1030 ) . 

The spouse can be encouraged to actively re -build social networks, and the 

company can provide assistance by sponsoring couplesô memberships of 

local expatriate and social organizations, both of which would enable the 

spouse to increase the quantity and quality of face - to - face communication.  

Communication/Internet  

Although face - to - face interactions are generally considered the preferred 

mode of interaction (Lewandowski et al. 2011, p. 1811 ; Weiner and 

Hannum 2013, p. 663 )  capable of transmitting the most intimacy (Daft and 

Lengel 1986 )  and allowing fo r joint activities to occur most easily, new 

communication technologies are changing the way people interact (Kline 

and Liu 2005, p. 368 ) . Expatriates can attempt to remain in contact with 

their existing home social support network using telephone, fax or 

computer -mediated communication (Daniels and Insch 1998 ; Parks and 

Floyd 1996 ; Stafford, Kline and Dimmick 1999 ) , although  this is not 

considered helpful in all situations as the extent of received support is 
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hampered by the long distance (Weiner and Hannum 2013, p. 668 ; 

Wellman and Wortley 1990, p. 570 ) . In the absence of face - to - face 

interaction, telephone, email, mail, instant messenger, and web video 

services have been reported as communication forms used to remain in 

cont act with family members (Kline and Liu 2005, p. 378 )  and  email and 

compute r-mediated communication considered suitable for social interaction 

and developing personal relationships (Kline and Liu 2005, p. 372 ) .  

Email and computer -mediated communication are considered suitable 

means  to remain in contact with people further afield (Walther and Parks 

2002, p. 545 )  and to maintain social networks (DiMaggio et al. 2001, pp. 

318 -319 ) . Email has been considered to have a positive effect on peopleôs 

social networks (Franzen 2000, pp. 434 -435 )  as it is cost efýcient, faster 

than postal mail, and does not require synchronization, as telephone 

conversations do. An instantaneous response is generally not required 

allowing individuals to produce a ñperfectò reply rather than having to 

respond ñoff the cuffò (McKenna and Bargh 2000, p. 60 ) . On the other hand, 

telephone communication was considered superior to email for sociability 

gratifications (Dimmick, Kline and Sta fford 2000, p. 240 )  enabling 

individuals to establish and sustain close personal relationships (Bargh and 

McKenna 2004, p. 579 ) , a factor that can also be achi eved through social 

media and video -conferencing . Although computer -mediated communication  

is generally considered more convenient, conscious decisions are  made in 

the selection of the appropriate medium for specific situations.  

Weiner and Hannum (2013, p. 669 )  reported that the level of perceived 

social support did not differ between long -distance and geographically close 

friends , and that despite the fact that long -distance friendships have 

different social support dynamics than geographically close friendships, they 

can still be valuable, supportive relationships within a larger social netw ork 

(Weiner and Hannum 2013, p. 669 ) . Their research also indicated that 

should individuals attempt to a ccess the perceived support available from 

long -distance network members, they  could be confronted with a gap 

between expectations and available help whereby, informational and 

instrumental support are more strongly affected than emotional support.  
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As wel l as providing possible adaptive support by furnishing the assignee 

with access to host country information prior to commencing the 

assignment, and social support by the home support network during the 

assignment, it can be inferred that the internet and s ocial media sites may 

also have a negative influence on the acculturation process similar to living 

in a cultural ghetto (Ward et al. 1998, p. 281 ) . In this case it is purported 

that individuals retreat into a virtual cultural ñbubbleò allowing continued 

contact with the home culture, which reduces the degree of dependency on 

the local envi ronment and the need to adapt.  

2.14  Conclusion  

The literature review has set the context of the research , raising important 

questions for both organisations and academia. Providing an understanding 

of the ñcontext and narrative resourcesò it discusses the factors indicted in 

the substantive and theoretical coding that represent the resources used by 

individuals to construct the narratives describing their understanding of 

their position within both the ingroup and the dominant outgroup. The 

ñnarrative developmentò describes those elements that enable the individual 

to make sense of their position and to come to terms with the potential 

dissonance and resul ting acculturation stress. The factors considered 

important for the potential outcome of the acculturation pr ocess were 

discussed in the ñnarrative and situational understandingò providing an 

understanding of assignment failure and the importance of the social 

support networks to the positive outcome of the assignment.   
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Chapter 3  Research Methodology  

The methodology chapte r serves to explain and justify the methodological 

approaches employed . The research design process implemented is 

illustrated in  Fig. 9 and serves as a roadmap for this and the following 

chapters.  

This re search investigates how individual expatriates, who have chosen to 

work for SMEs in Germany, perceive, make sense of and respond to their 

new cultural context. The  focus of the research  lies, therefore, in the  

individualôs personal understanding of the situation  and considers tha t 

culture ñis best understo od as an interconnected whole or  system ò (Morris 

et al. 1999, p. 782 ) . The underly ing requirement to understand the  

individualsô positions requires an empathetic stance to understand the 

differences between the positions taken , resulting in an interpretivism 

epistemolo gy (Saunders, Lewis and Thornhill 2006, pp. 106 -107 ) . As each 

individual enters their particular situation wit h a unique combination of 

knowledge, experience a nd psychological ability they will make -sense of 

and react to situations di fferently , each constructing their own reality, which 

changes over time as knowledge and experience are added , indicating a 

social constructivist posi tion of a subjectivist ontology (Crotty 1998, p. 58 ; 

Eriksson and Kovalainen 2008, pp. 13 -14 ) .  

3.1  Philosophical Research Position  

The research methodology considers the philosophical research position 

assumed, and the way the world is viewed (Saunders, Lewis and Thornhill 

2006, p. 101 ) . It addresses questions concerning what constitutes 

acceptable knowledge (epistemology) and the nature of reality (ontology) 

(Duberley, Johnson and Cassell 2012, pp. 16 -18 )  providing the foundation 

for the selection of an appropriate research method  (see 4.1  for details on 

the selected Grounded Theory Approach ) . 

Considerations regarding the methodology originate in the aim(s) of the 

research, which in this case is: to understand how individual expatriates,  
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Fig. 9: Research Design  
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who have made the choice to work in SMEs in Germany, perceive, make 

sense of and respond to their new cultural context. The first implication of 

this statement is that each situation is a function of the unique combination 

of interacting circumstances and individuals. This requires the researcher to 

understand the differences between the individuals in volved and the roles 

they play as social actors (Schwandt 1994, p. 118 ) , indicating an 

interpreti vism epistemological position (Bryman and Bell 2007, pp. 17 -21 ; 

Saunders, Lewis and Thornhill 2006, pp. 106 -107 ) . Although critical realism 

rejects the universal claims to truth proposed by positivism (Denzin and 

Lincoln 2011, p. 11 ; Saunders, Lewis and Thornhill 2006, pp. 104 -106 ) , itôs 

claim that the world is observable and independent of the human 

consciousness renders it an unsuitable epistemological position fo r this 

research  as insufficient emphasis is given to the individualôs understanding 

and sensemaking  process.  

A further implication is that a s each individual ôs understanding is shaped by 

their own knowledge , experiences  and psychological ability ,  there is no 

overarching singular understanding of reality. Consequently, multiple 

understandings of reality  are  created resulting from  each  individualôs 

perception and sensemaking  of their situation  (Guba and Lincoln 1989, p. 

86 ) . In addition , the situation is not considered to  be final and static , but in 

constant flux as  individualsô understanding, sensemaking  ability and 

reaction to particular  situation s change with increasing  knowledge and  

experience , indicating  a subjectivist ontology  (Eriksson and Kovalainen 

2008, pp. 13 -14 ; Saunders, Lewis and Thornhill 2006, pp. 106 -107 ) . 

Further, it considers that each individual makes -sense of a situation 

depending on their own unique position and set  of characteristics rather 

than submitting to the constraints of an external overriding culture 

indicating a social constructivist ontological posi tion  rather than a social 

constructionist position , which would focus on the ñcollective generation and 

trans mission of meaningò (Crotty 1998, p. 58 ; Patton 2002, pp. 96 -101 ) .  

Despite the fact that the epistemological  and  ontological orientations of the 

research  have b een  considered separately , they are in fact interrelated  with 

the resulting research methods in the concept  of research paradigms  

(Denzin and Lincoln 2011, p. 13 ) . Concomitant with the interpretive 
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epistemology  and  socia l constructivist ontology, the research  is considered 

located in the interpretive paradigm (Burrell and Morgan 1979, pp. 28 -32 ) . 

The underlying requirement to understand the world as it is  within the 

frame of reference of the individual as a conscious participant a re 

constituent properties of the previous discussion.  

Although the paradigm concept lends itself t o the pigeon -holing of research  

within exclusive theoretical ñboxesò it should be remembered that social 

science research does not automatically lend itself to the corset like 

restrictions of an individual paradigm. As stated by Deetz (1996, p. 191 ) , 

rather than the dimensions of the paradigm being used as a means of 

classification, they should be used as  a way of focussing attention on  the 

requirements of the project . 

This standpoint releases the research  from possible restrictions resulting 

from current theory and enables it  to be approached from a pseudo -neutral 

perspective enabling the determination of possib le new theoretical 

perspectives.  

3.2  Research Timeframe  

The aim of the research  is to determine the individualsô current 

understanding of and reaction to their situation as a ósnapshotô rather than 

accompanying them over a period of time to investigate the de velopment of 

their understanding and behaviour , therefore , a cross -sectional design is 

selected (Saunders, Lewis and Thornhill 2006, p. 148 ) . As the  research is 

exploratory , investigating possible extensions to and deviations from 

existing the ory , it implements  a cross -sectional (Bryman and Bell 2007, pp. 

55 -59 )  purposive  sample  (Kumar 2011 ; Teddlie and Tashakkori 2009, pp. 

178 -180 )  rather than a statistically representative sample of the whole 

population . 

The study is , therefore,  cross -sectional in terms of both the study sample  

and the time of investigation.  

  



 

-  108  -  

Chapter 4  Research Method  

The research method chapter serves t o explain and justify the research 

methods implemented . In line with th e research methodology  selected , a  

grounded theory approach (Glaser 1978 ; Glaser and Strauss 1967 )  has 

been chosen  as the o verarching research method.  

Data collection was  carried out using a combination of a standardised , self -

administered questionnaire  (Saunders, Lewis and Thornhill 2006, pp. 356 -

357 )  to gather generic information regarding the intervie w partners, and 

semi -structured  interviews supported by a general interview guide as a 

road -map or aide -mémoire (Bryman and Bell 2007, p. 474 ; Patton 2002, 

pp. 343 -344 )  to collect the qualitative narrative data . The open interview 

framework was  supported using additional probing questions to gain a 

deeper understanding of influencing  incidents from the respondents 

(Butterfield et al. 2005 ; Fitzgerald and Dopson 2009, p. 479 ; Flanagan 

1954 ) . This increased  the complexity of interpreting the interview results, 

but also  increase d the richness of the data obtained. Focus groups were  

then used to investigate the theoretical sa turation achieved (Charmaz 2006, 

pp. 113 -115 ; Glaser and Strauss 1967, pp. 61 -62 )  and the theories 

obta ined through the interviews.  

4.1  Grounded Theory Approach  

In order to reflect the interpretivism epistemology  and the subjective, social 

constructivism ontology it follows that an inductive,  inclusive  research  

method is required, which will allow theories to e merge from the data rather 

than being formed by prior knowledge or bias. A grounded theory approach  

within the social constructivist ontology has , therefore, been selected , which 

allows the development of theory from the data, and the simultaneous 

involvem ent of the data collection and the data analysis in the constant 

comparative method (Glaser and Strauss 1967 ) . The term approach is used  

deliberately  as the  method implemented  does not adhere strictly  to the 

traditional position formulated by Glaser and Strauss (19 67 )  or the later 

developments proposed by Glaser (1978 ) , Strauss and Corbin (1990 )  or  

Charmaz (2006 ) , but uses selected procedures and analysis techniques 
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form the grounded theory method . The method implemented , however, 

leans toward the original theory proposed by Glaser and Strauss (1967 )  and 

continued b y (Glaser 1978 )  rather than the more systematic , verification 

oriented  approach suggested by Strauss and Corbin (1990 ; 1998 ) , or that 

of Charmaz (2006 ) . This position, however, raises the  question whether this 

is still grounded theory or rather qualitative data analysis.  

Although much literature has been produced t o either support 

constructivism grounded theory (Bryant 2007 ; Charmaz 2006 ; Mills, Bonner 

and Francis 2006a ; 2006b )  or to refute its possibility (Glaser 200 2; 2007 ; 

2012 ; Glaser and Holton 2007 ) , no side has been able to convincingly win 

the deb ate as yet , possibly because each has their own merits depending on 

the situation in which grounded theory is used, and the skill of the 

researcher  involved . Rather tha n enter into this academic confrontation, the 

discussion here will be restricted to prov iding an understan ding of  the 

position taken.  

The original grounded theories were constructed under consideration of the 

prevailing philosophical research paradigms of their time, and are generally 

considered to take a post -positivist position with Strauss and Corbin (1990 ; 

1998 )  also demonstrating constructionism tendencies (Annells 1996, p. 

391 ; Birks and Mills 2011, pp. 7 -8; Mills, Bonner and Francis 2006b, p. 28 ) . 

The post -positive position  reforms the traditional version of positivism by 

taking into account the fact that it  is not possible to wholly separate the 

observer from  the observed , and  by  question ing  the idea of a shared, single 

reality  (Crotty 1998, pp. 29 -41 ; Eriksson and Kovalainen 2008, pp. 18 -19 ) . 

It  accepts the fact that discretional judgement is unavoidable and infers 

that ñscientists actively construct knowledge rather than noting laws that 

are found in natur eò (Crotty 1998, pp. 30 -31 ) . That being said, with its 

roots in positivism, it still considers t hat it is possible to use empirical 

evidence to test hypotheses and distinguish plausible claims (Patton 2002, 

pp. 92 -93 )  retaining the research concerns centred on validity, reliability 

and objectivity of the data obtained.   

In grounded theory , qualit ative methods  are generally implemented,  which 

result in the interaction of the researcher and the subject. It is not possible 
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for a researcher to enter a new project and claim they are  completely free 

from the influence of past experience and reading (Heath and Cowley 2004, 

p. 143 )  and as stated by Birks and Mills (2011, p. 11 )  ñresearchers are a 

sum of all they have experiencedò. The unaware  researcher is also not a 

prerequisite for embarking on grounded theory research . Glaser and Strauss 

(1967, p. 46 )  considered that ñthe sociologist should be sufficiently 

theoretically sensitive so that he can conceptualise and formulate a theory 

as it emerges from the data ò. Theoretical sensitivity  was considered to 

involve  the r esearchers  personal and temperamental ñbent ò and their 

ñability to have theoretical insight into his area of research, combined with 

an ability to make something of his insights ò. They did not expect the 

researcher to divest themselves of all previous  know ledge, but rather to use 

it to enable them to ñ[generate] specific theory if, after study of the data, 

the fit and relevance to the data are emergent ò (Glaser and Strauss 1967, 

p. 46 ) . Similar considerations then followed in the work of Glaser  who 

considered that ñsensitivity is necessarily increased by being steeped in the 

literature that deals with both the kinds of variables and their associated 

general ideas that will be usedò (Glaser 1978, p. 3 ) . He does, however, 

place a caveat on this statement explaining that it is acceptable to read 

generally around the topic prior to emergence , but that ñscholarship in the 

same area starts after the emerging theory is sufficiently developed so the 

theory will not be preconceived by pre -empting conceptsò (Glaser 1978, p. 

31 ) . These statements indicate that the researcher can use previously 

obtained  knowledge and experience within the realms of the project. This 

would infer that the potential  use of deduction has been accepted and that 

the categorisation and emergence of theory is not necessarily a purely 

inductive process. Further, even if the researcher only  read s around the 

subject , this  may provide sufficient bias to influence the position  the 

researcher takes when interpreting the data. Strauss and Corbin (1990, p. 

42 )  take a more liberal stance regarding the inclusion of the literature in the 

research process as they consider that theoretical sensi tivity comes from 

the literature, including readings on theory and research of various kinds. 

Although they provide the caveat  that one should not be so steeped in the 

literature as to be constrained by it as this may impede the discovery 

process (Strauss and Corbin 1990, pp. 49 -50 ) , they consider it a useful tool 














































































































































































































































































































































































































































































































































































































































































































































