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The cross-cultural self-preparation of Australian self-initiated expatriates for living and 

working in the United Kingdom and South Korea  

ABSTRACT:  

The globalisation of organisations has resulted in increasing expatriation. While extant research on 
organisationally-assigned expatriates has highlighted that organisationally provided cross-cultural 

training can minimise expatriate failure and challenges associated with working and living 

internationally, little is known about how self-initiated expatriates (SIEs) who lack such support, 

prepare. The current research addresses this gap in the literature by exploring the perceptions that 

Australian SIEs have of cross-cultural self-preparation (CCSP) for careers in South Korea or the 

United Kingdom; providing greater insights into the issue in nations of growing commercial 

importance to Australia. Drawing upon 24 semi-structured interviews, the findings are significant in 
highlighting: the value of cross-cultural self-preparation and differences in preparation needs based 

on perceived cultural distance/(dis)similarity and motivation to expatriate. 

Keywords: cross-cultural management, cross-cultural training, international human resource 
management, international strategy, self-initiated expatriates, self-preparation, South Korea, training 

and development, United Kingdom  

INTRODUCTION 

The globalisation of large multinational organisations has seen increasing academic research and 

practitioner studies examining the cross-cultural issues faced by international employees who work 

across cultures (Graf & Mertesacker, 2009; Litterell, Salas, Hess, Paley & Riedel, 2006). Such studies 

have consistently highlighted that individuals working and living abroad in unfamiliar cross-cultural 

environments experience expatriate failure and underperformance (Graf & Mertesacker, 2009; 

Harzing & Christensen, 2004); often leading to detrimental financial and non-financial effects for 

expatriates and organisations (Harzing & Christensen, 2004). Moreover, while it has been argued that 

organisationally-provided cross-cultural training can assist in minimising expatriate failure and its 

effects (Vance & Paik, 2002), much of this research has focused on organisationally-assigned 

expatriates (OAEs). The current research extends prior studies by examining the self-preparation of 

self-initiated expatriates (SIEs) who comprise a large and significant cohort of expatriates but who, 

unlike OAEs, have not been internationally posted by an organisation but rather independently and 

voluntarily relocate abroad to live and work (Carr, Inkson & Thorn, 2005; Inkson, Arthur, Pringle & 

Barry, 1997; Suutari & Brewster, 2000). The current study has been guided by the research question:  
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RQ: What cross-cultural self-preparation do Australian self-initiated expatriates perceive is required 

for adjusting to difficulties of living and working in the United Kingdom (UK) and South Korea?  

 This research makes a significant theoretical contribution to the expatriation literature in 

several key areas. First, the study presents an in-depth analysis of the perceptions of the need for 

cross-cultural self-preparation (CCSP) of SIEs. As CCSP has not been systematically explored, this 

research provides knowledge of the value that such activities, undertaken independently and 

voluntarily, can contribute towards an expatriate’s experiences in living and working internationally.  

 Second, while over the last two decades some research has been conducted on OAEs from 

Australia, there is comparatively little known about Australian SIEs. Thus, this research is significant 

given that SIEs constitute a growing and important section of the global talent pool. Third, the current 

research contributes knowledge of the experiences of Australian expatriates located in important 

markets which have thus far received scant attention. To date, the research on Australian expatriates 

has largely explored their experiences in living and working in major Asian economies such as Japan 

and China, yet little is known about Australian expatriates in South Korea or the UK. The UK and 

South Korea warrant exploration in their own right not only because they offer differing cultural 

experiences for expatriation but also because of their economic importance both globally and for 

Australia, in particular. In light of recent free trade negotiations, South Korea has well established and 

complementary bilateral relationships with Australia, while the UK maintains long standing 

traditional links with Australia and has a large population of Australians residing within its borders.  

LITERATURE REVIEW 

While vast research, spanning decades, about global careers has been dominated by studies of OAEs 

who are relocated outside their home country for a temporary assignment, a more recent body of 

literature has examined SIEs. Although the research has identified that there are some similarities 

between OAEs and SIEs, it has also been revealed that there are distinct differences including: source 

of initiative; goals for the foreign job; source of funding; and career type (Inkson et al., 1997). SIEs 

represent an important resource for many organisations operating globally and they have become 

increasingly sought after to address shortages of skilled international managers in organisations at a 
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lower cost than OAEs (Suutari & Brewster, 2000). As well as often possessing a cultural affinity and 

distinct motivation to live and work abroad (Suutari & Brewster, 2000), it has been reported that SIEs  

offer organisations greater flexibility in respect for leveraging SIEs’ career capital, including 

attributes and competencies which they have developed across national boundaries and organisations 

in reference to the needs of the global labour market (Altman & Baruch, 2012; Cerdin & Pargneux, 

2010). Unlike OAEs, who are bound to careers with one particular organisation during postings, SIEs 

are separated from organisational and national boundaries by pursing increasingly fluid careers which 

are characterised by the engagement of temporary assignments centered on building skills across 

multiple organisations and in some cases, multiple countries. Individuals are  increasingly managing 

their own career paths and there is evidence of a trend in career proactivity as they seek to fulfill their 

needs for personal learning, development and growth (Altman & Baruch, 2012; Cerdin & Pargneux, 

2010). It has been suggested that the potential benefits for utilising SIEs should be more readily 

recognised (Carr, Inkson, & Thorn, 2005) as the increasing demand for inter-culturally flexible 

employees with differentiated skill sets offers strategic value for multinational organisations (MNOs).  

 While references have been made to the importance of SIEs in the global labour market 

(Bonache, Brewster & Suutari, 2007), there are no definitive statistics on their prevalence. However, 

evidence has suggested that SIEs constitute a much larger and more influential share of the 

international workforce than previously believed (Carr et al, 2005; Doherty et al, 2011; Myers & 

Pringle, 2005). For instance, while exploring the motivations of OAEs as compared to SIEs, Doherty 

et al., (2011) found that 339 (65 per cent) of their sample identified themselves as SIEs,  compared to 

183 (35 per cent) OAEs. Similarly, Tharenou and Caulfield (2010), in their study of Australian 

expatriates’ motivations to repatriate, found that 546 (71 per cent) of the 764 respondents identified as 

SIEs. Riusala and Suutari (2000) contacted 1,100 expatriates to explore their career considerations, 

and of the 448 returned questionnaires 147 (32.8 per cent) had to be excluded because they were SIEs. 

Moreover, research by Suutari and Brewster (2000) and Hugo, Rudd, and Harris (2003), respectively 

identified that 33 and 60 per cent of their total samples comprised SIEs. Despite the large numbers of 

SIEs relocating abroad, there is a dearth of empirical research both about the individual issues faced 
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by SIEs in respect to how to establish themselves in their new environment and the HRM issues 

facing organisations who seek to employ them. 

While research on OAEs has highlighted that cross-cultural training can contribute to 

intercultural effectiveness and minimise expatriate failure and challenges associated with working and 

living internationally (Hutchings, 2003, Magnini & Honeycutt, 2003; Vance & Paik, 2002), little is 

known about other forms of CCSP which expatriates, in general, or SIEs, in particular, receive or 

undertake. It has been suggested that the cross-cultural preparation of SIEs may differ from that which 

is provided to, or required by, OAEs and that the literature on the cross-cultural preparation of OAEs 

may not be applicable to understanding the lives and careers of SIEs (Despotovic, Hutchings & 

McPhail, 2014). Moreover, CCSP (the activities undertaken independently and voluntarily to assist in 

living and working in another culture) has not been substantially discussed in the literature (with the 

exception of Despotovic, Hutchings & McPhail, 2014). Although global competition for the attraction 

and retention of SIEs is strong, the extent of preparation which organisations may need to provide can 

be better understood through highlighting their perceptions of CCSP. The current research does not 

intend to compare the experiences of OAEs relative to SIEs but rather to provide understanding of 

how SIEs’ cross-cultural preparation might differ from what is already known about expatriate cross-

cultural preparation more broadly. The current research explores this across the culturally distinct 

regions of South Korea and the UK and highlights whether CCSP may need to be adjusted according 

to the degree of cultural distance experienced. Furthermore, this research identifies personal attributes 

and other external factors which may impact upon the perceived need for, or value of, cross-cultural 

preparation including: the perceived ease of adjusting to the cultural environment being largely 

governed by prior cultural knowledge/ familiarity and perceived cultural distance/(dis)similarity and, 

motivation to expatriate.  

METHODS 

The findings draw on qualitative semi-structured interviews with 24 self-initiated Australian 

expatriates who had previously or were, at their time of the interview, living and working in South 
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Korea (n=10) or the UK (n=14). Most interviewees in the UK were based in London but there were 

also others located in Brighton and Norfolk. Likewise, while the majority of interviewees in  

South Korea had been based in Seoul; there were also others from more regional areas including Jeju 

Island, Busan and on the periphery of the greater Seoul area.  Of the interviewees, eleven were male 

and thirteen female. On average, participants were aged between 20-30 years, and had worked abroad 

for between three weeks and five years (one to two years on average). The interviews varied in length 

from 52-128 minutes (82 minutes on average); resulting in rich, in-depth data. More detailed 

demographic data is provided in Tables 1 and 2.  

[INSERT TABLE 1 ABOUT HERE] 

[INSERT TABLE 2 ABOUT HERE] 

 

Although questions were asked in sequential order, interviewees were requested to speak at length 

about issues which they considered to be of relevance to the broader topic. The interviews were 

designed to be conducted face-to-face, however, given the geographic separation between the lead 

researcher and the interviewees, phone calls and Skype video calls were utilised for the majority of 

the interviews. The possibility of model differences in the data is acknowledged with particular 

respect to the notion that face-to-face interactions may allow for greater development of trust than 

telephone interactions (Newman, Des Jarlais, Turner, Gribble, Cooley & Paone, 2002) thus leading to 

less social desirability bias in the face-to-face interviews. There was no marked difference in the 

duration of phone calls and Skype video calls compared to face-to-face, nor perceivable differences in 

the level of trust that interviewees exhibited or level of information revealed regarding perceptions of 

CCSP. The interviews were transcribed and recorded verbatim. In order to facilitate the refinement of 

the interview questions, two pilot interviews were also conducted with individuals who had 

expatriated to South Korea. The pilot interviews were used to seek clarification of whether 

interviewees identified as being SIEs or OAEs and this was used as a basis for subsequent interviews. 

Definitions of each were provided and followed up with questioning as to whether the individual had 

been relocated or posted to the foreign country by an organization or  had independently sought out 

work abroad. The research was conducted in adherence with the participating university’s research 
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ethics guidelines. The names of interviewees were de-identified and codes for the individual’s country 

of location, gender, industry, and randomised initial, were given.. For instance, the code (3-UK-M-

H/L/R-E) would identify Participant 3 – who is located in the UK -  who is male – and who works in 

hospitality, leisure and retail - randomised initial E (see appendix A for code identifiers).   

Sample and access 

In order to minimise potential sampling bias the sample was drawn from diverse industries including 

education, marketing, legal, economics/finance, publishing, consulting, retail and government. 

Participants were recruited via various organisations having contacts with expatriates who had worked 

in South Korea or the UK including the alumni lists of selected Australian universities, Australian 

Department of Foreign Affairs and Trade, and the Australian embassy in each location. Such 

organisations invited members (on their databases) to participate in the research by providing the 

project outline and researcher contact details through emails/newsletters. In addition, internet searches 

performed by the lead researcher revealed a number of social media outlets (Linkedin, Twitter and 

Facebook) and other such fora which had details of Australian SIEs and through these fora  

individuals were contacted and invited to participate in an interview. Given limitations associated 

with obtaining a sufficient number of relevant interviewees using random sampling, the snowballing 

method was utilised with referrals obtained through the professional and social networks of recruited 

participants. Thus, the pool of potential interviewees was limited to those who had self-selected 

through responding to a request for an interview.  

 

Interviews and analysis 

The interview protocol commenced with questions regarding individuals’ demographic data and the 

interviewee’s organisational details. The questions then focused on: what had motivated them to 

expatriate; their perceived knowledge of the culture; aspects of the culture s/he enjoyed/found 

challenging; aspects of the culture s/he found dis/similar; other international/cultural experiences and 

contribution to working and living abroad; preparation which had been undertaken and what factors 
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influenced such preparation; and perceptions of the preparation/training benefits. The interviews 

concluded with an opportunity for interviewees to elaborate on any other aspect of their professional 

or personal experience which they deemed significant. Using Nvivo9 software, the data was 

contextualised and grouped, where appropriate, into patterns and analytical themes, and then 

quantified for frequency of occurrence in order to ascertain the most significant issues identified 

amongst the interviewees. The data was compared across the interviewee responses via an iterative 

process of analysis and review, thus allowing for identification of key issues and a rich, complex 

account of the data. Thematic analysis was selected because it allows for the coding of qualitative data 

to assist in the patterning of themes to identify key issues (Boyatzis, 1998). Secondly, thematic 

analysis provides a flexible and useful research tool, which can potentially provide a rich and detailed, 

yet complex account of data (Braun & Clarke, 2006). It is acknowledged that the coding and analysis 

of the data is a selective process in terms of deciding what to add in and what to leave out (Creswell, 

1994). 

FINDINGS 

Self-preparation mode and content sought  

The findings highlight that, in lieu of not receiving organisationally-provided cross-cultural training, 

(as might be given to OAEs), SIEs made considerable efforts to prepare themselves logistically and 

culturally for life and work abroad - both pre-departure and immediately upon arrival into South 

Korea or the UK. The mode of cultural and logistical preparation carried out pre-departure included: 

participating in online blogs and social media discussion groups dedicated to expatriates living in the 

host country; researching various websites and reading print material; watching videos and listening 

to culture specific audio, utilising application software (apps) on smart devices; and conversing with 

Australian and host country nationals who had, or were currently living, abroad. On-arrival 

preparation comprised of: attending social and professional events; establishing informal networks of 

support people on arrival including other Australians, host country nationals and expatriates from 

other countries; attending language classes; and, joining expatriate, cultural or sporting groups. The 

type of content sought within pre-departure and on-arrival preparation related primarily to gaining an 
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enhanced understanding of: historical information; cultural practices such as learning about greetings, 

gestures, and food/drinking etiquette; regulatory information; finding suitable accommodation; 

sourcing work opportunities; navigating the transportation system; and, identifying cultural heritage 

sites to visit. Although the mode of preparation utilised by the respondents did not differ markedly 

between people located in South Korea or  the UK, the content of information sought and perceived 

need to prepare varied substantially. The findings suggest differences in the value of such preparation 

needs depending on varying factors including: the perceived ease of adjusting to the cultural 

environment governed by prior cultural knowledge/familiarity and perceived cultural 

distance/(dis)similarity; and motivation to expatriate.  

Factors influencing perceived need to prepare 

Perceived ease of adjusting to the cultural environment  

A common theme which emerged was that perceived cultural dis/similarity of the host location prior 

to arrival influenced the perceived need to conduct cultural and logistic self-preparation. Those who 

had relocated to the UK described that growing up in Australia had enabled them to possess a degree 

of cultural familiarity with British customs and social practices. Contributing factors which had led to 

their perceived cultural knowledge included: exposure through Australian-British cultural 

commonalities such as the shared history and language; experiences of having watched/listened to 

British media; having a family cultural background from the UK; and, meeting individuals from/or 

who had been to the UK. Those who, prior to arrival had acknowledged the existence of cultural 

dissimilarities between Australia and the UK, such as societal class distinctions and a sense of 

politesse and reserved-ness of British nationals, explained that they had perceived that such 

dissimilarities would not be insurmountable and that appropriate adjustments to their behaviour and 

conduct could easily be made upon arrival. Three participants who had previously travelled or lived 

abroad in more culturally dissimilar regions of the world discussed how those prior experiences had 

equipped them with skills and coping mechanisms which were useful in the UK. Although 

acknowledging that more logistical rather than cultural pre-departure preparation was required for life 

in the UK, one participant explained: 
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“I can’t say that I thought there would be much of a culture shock, to be honest. I think because I 

had just come from Samoa where there was a massive culture shock, I was just like, oh, it’s going to 

be easy, if anything. In Samoa, it was a different language, power cuts every second day. You 

couldn’t always access fresh water or fresh food easily. So I wasn’t at all concerned about the 

culture in London” (3-UK-M-H/LS/R-E) 
 

 When asked how well they perceived their preparation had assisted them for life and 

work in the UK, a common theme was that cultural preparation for the UK seemed to have little 

significance.  For example, another participant noted: 

“If you were in Australia saying that you were going to do some cultural preparation for moving 

to England people would probably laugh at you because everyone has this image that England is 

so culturally similar so why would anyone have to prepare for culture shock? ... I arrived with the 

attitude, ‘I’m going to get a job, I’ll make it’, without any sort of real forward thinking 

whatsoever. And you know what? So many Aussies do that” (14-UK-F-P/H-E) 

 
 Instead of focusing preparation on cultural differences, SIEs in the UK commented on the 

importance of logistical preparation such as finding work, seeking suitable accommodation, navigating 

the legal and tax systems, preparing warm clothing for winter, booking flights and forming 

communities of other Australians residing in the UK who could initially support them. 

 In contrast, Australian SIEs which had expatriated to South Korea described that limited 

exposure to South Korean cultural customs and practices meant that they had very little knowledge, 

stereotypes and assumptions about South Korean culture to draw on and hence many perceived a 

greater need to engage in both logistical preparation and CCSP. Unlike their UK based counterparts, 

the majority of SIEs in South Korea had engaged in efforts to prepare themselves culturally by using 

the diversity of modes discussed above to learn the language and history and gather information on 

varying cultural nuances and social protocols. Such pre-departure preparation ranged from several 

weeks to three months in length. Although the vast majority had at least several hours of language and 

cultural preparation some explained that despite knowing there would be vast cultural dissimilarities 

on relocation to South Korea, there was little attempt made to prepare and that in hindsight they felt 

like they had failed to adequately prepare themselves pre-departure with  CCSP. For example, one 

interviewee explained: 

“I’m not sure why I didn’t prepare myself culturally. I guess I was just busy getting ready to go, and I 

was working and saving money and just generally not thinking too much about it before I arrived. I 

knew it would be different living in Korea but I just didn’t think that there would be many problems. I 

had my plane organised, I had my apartment I knew where I would find work so I didn’t have to do 
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much of the cultural planning. I guess I was a bit lazy in my understanding...” (5-SK-M-E-A) 

 

 For those that didn’t prepare, many found that there were a number of pertinent cultural 

dissimilarities which caused them to experience barriers, difficulties and low points in their work and 

general life. Such cross-cultural difficulties encountered included: interactional and language barriers; 

navigating bureaucratic, rigid and structured workplace contexts; interacting and forming friendships 

with locals; and adjusting to patriarchal and hierarchical societal expectations – all contributing 

towards  feelings of “frustration”, “helplessness”, “homesickness” and “unease”. When asked about 

their perceptions of cross-cultural preparedness, overwhelmingly, those that had self prepared, felt 

more comfortable with their initial experience of adjusting to life and work in South Korea than those 

that had not prepared. Several participants reflected on their preparation and commented that they 

would have liked to have done more.  

“In hindsight I would have learned more of the language … I also wish I had spent more time 

immersing myself in Korean cultural events. Learning more of Korean history ... I could have spent 

more time hanging around with Korean people ... The advice that I would give is to learn some of the 

language, learn the history, make yourself aware of some of the cultural customs, and similarities and 

differences, with an emphasis on differences. Ensure that you have a support network back home, that 
you have coping mechanisms when you’re overseas, such as if you’re going to meditate or exercise, 

or listen to music” (3-SK-F-E-C) 

 
 Like those based in the UK, people that had previously travelled or lived abroad in countries 

culturally similar to South Korea described how their prior experiences in Vietnam, China and Japan 

had equipped them with skills and coping mechanisms useful to their time in South Korea.  

Motivation to expatriate 

Another common theme which emerged was that SIEs felt motivated to expatriate for such reasons as: 

career (ease of finding work, increased future employability, skills development); desire for new 

experiences (challenge, different lifestyle, a desire to escape from a current way of life); desire for 

travel; cultural affinity; family factors; and, a combination of serendipity, love or chance encounters. 

The findings revealed that the desire to fulfill a certain motive influenced the host-country selection. 

Career-related reasons were more prevalent amongst the cohort who had relocated to the UK based on 

the perceived ease of finding work, language familiarities, longstanding traditional links and large 

numbers of Australian expatriates, whereas those who had moved to South Korea were more often 
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drawn there by a desire for new experiences or possessing a cultural affinity to South Korean culture; 

often times forgoing finding work in their area of specialty in favour of new experiences.    

 Interestingly, the motivation to expatriate was also described as having influence on the level 

of logistical and cross-cultural preparation undertaken by the participants. Those who had gone 

abroad to experience a challenge or different lifestyle were less likely to engage in such preparation 

out of a desire to discover and have novel experiences. One participant explained “I somewhat 

intentionally tried to not look into Korean culture that much, so it would be more of a surprise” (8-

SK-M-IT-J). Despite not undertaking significant pre-departure preparation, such individuals would 

make efforts upon arrival to integrate within the culture by engaging and developing friendships and 

networks with the host country nationals. Although later stating that he would likely have stayed 

longer in the host-country as opposed to repatriating prematurely, had he prepared culturally, one 

participant noted:  

“I originally treated my trip to Korea like a holiday I guess, so I didn’t sort of do too much research. I 

didn’t go to Korea with an intention of making a career or a life out of it ... I guess I felt like I didn’t 

need to prepare all that much ... I would work out what hadn’t already been done when I got there.” 
(5-SK-M-E-A) 

 With regard to how motivation might influence the level of preparation undertaken, several of 

the interviewees spoke at length about difficulties which they had observed in other expatriates who 

had relocated to South Korea. One of the common narratives during these conversations was that 

those who relocate to South Korea for financial reasons rather than for a desire to immerse themselves 

in the culture would struggle and distance themselves from the local nationals. For instance, one 

participant explained: 

“The need to be adaptable depends on your motivation for going there. I definitely met people who 

would not embrace the culture, would not embrace the customs, did not eat the food, did not travel the 
country. They went to work, hated their work, ate their food from their home [country], and that was 

their existence.” (3-SK-F-E-C) 

 
 Those who had relocated abroad for cultural affinity or career-related incentives felt a 

stronger need to prepare themselves logistically and culturally to better integrate and gain 

employment immediately upon arrival into the new country. Such individuals would prepare both pre-

departure and on arrival by conducting culturally-related web research and engage with home country 
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nationals and expatriates from other countries via a combination of previously established networks 

clubs, groups, and associations. 

DISCUSSION 

The findings extend the literature by revealing the contributions that cultural and logistical self-

preparation can make to the capacity to live and work effectively in a cross-cultural context. Although 

it is already well documented in the literature on OAEs that support in the form of organisational and 

expatriate peer mentors in the host country (see Hutchings 2005) are important towards improving 

adjustment (Mezias and Scandura 2005), the findings of the current study are distinct in highlighting 

the experiences of SIEs which have received much less attention (Biemann and Andresen 2010). 

While the limited extant literature has revealed that SIEs make considerable efforts to acquire cross-

cultural knowledge and skills by undertaking CCSP for life and work abroad (Despotovic, Hutchings 

& McPhail, 2014), the findings of this research also indicate that logistical preparation forms an 

important part of their overall preparedness. Consistent with the OAE literature on CCT it was found 

that such organisationally-provided cultural and logistical programs were most beneficial when 

spaced over periods of pre-departure and post-arrival (see Hutchings, 2003; Magnini & Honeycutt, 

2003; Vance & Paik, 2002). SIEs revealed that beneficial modes of informing their overall pre-

departure self-preparation included researching websites, reading print material, participating in 

online blogs and social media discussion groups dedicated to expatriates living in the host country, 

watching videos/listening to audio, utilising application software (apps) on smart devices; and 

conversing with Australian and host country nationals who had or were currently living abroad. Those 

who hadn’t undertaken any pre--departure preparation, or had (but were diligent in wanting to develop 

their cross-cultural competencies) prepared on-arrival and in-situ by attending social and professional 

events; establishing informal networks of support people on arrival including other Australians, host 

country nationals and expatriates from other countries; attending language classes; and, joining 

expatriate cultural or sporting groups.  

Interviewees who had self-prepared were able to identify their needs and source beneficial 

information, yet, as with provision of CCT to OAEs (Howe-Walsh & Schyns, 2010), the majority of 
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SIEs in this research explained that due to unexpected degrees of cultural distance or short lead times, 

their CCSP in Australia was not comprehensive enough. Although many acknowledged that their 

CCSP was lacking, most also agreed on the value and importance of CCSP with respect to gaining an 

enhanced understanding of: history; social etiquette and  learning about greetings, gestures, and 

food/drinking etiquette; regulatory information; finding suitable accommodation; sourcing work 

opportunities; and navigating the transportation system. 

 

CONCLUSIONS, CONTRIBUTIONS, AND IMPLICATIONS 

Despite that SIEs represent a growing and significant component of the global talent pool, little 

research has specifically discussed the cross-cultural preparation of SIEs. The current research 

provides knowledge on of the value of CCSP and reinforces the notion that cross-cultural and 

logistical preparation is important for adjustment to life in a foreign context in the absence of 

organisationally-provided training. Further, the findings are significant in highlighting that the extent 

to which SIEs prepare cross-culturally and logistically depends on varying factors such as the 

perceived ease of adjusting to the cultural environment governed by prior cultural 

knowledge/familiarity and perceived cultural distance/(dis)similarity; and motivation to expatriate. 

Moreover, such preparation was revealed as being most beneficial when spaced over the periods of 

pre-departure and post-arrival. These findings have implications for both SIEs and organisations in 

that while organisations which employ SIEs may benefit from recruiting and selecting individuals 

who have undertaken CCSP they also need to provide country and organisationally-specific training 

to assist their employees to adapt to the local context and organisational needs. This research also 

highlights the necessity to consider which factors may influence the perceived value of such 

preparation during recruitment, selection, training and development. 

 Although the findings are drawn from a relatively small sample, the lengthy interviews 

conducted provided rich data from which to draw the narrative of experiences of Australian SIEs.  To 

address the bias of memory effects (see Smith 1984) which may occur with retrospective accounts of 

preparation, the sample selection explicitly sought SIEs who were within the first twelve months of 

expatriation. Due to low response rates, participation was opened to those having expatriated within 
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the last five years. Given that the interviewees may have clouded accounts of their preparation, there 

is value in future research examining SIEs prior to departure and post-arrival. Future research may 

benefit from a comparison in the views of OAEs and SIEs of CCSP in order to provide important 

information about how the accounts and experiences may differ. Further, research examining 

differences in CCSP in other country contexts is warranted. 
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Appendix A: Interviewee Code Identifiers 

 

Country location Gender Industry 

UK- United Kingdom 

SK- South Korea 

M- Male 

F- Female 

E- Education 

M- Marketing 

L- Legal 

H- Hospitality 

EF-Economics/Finance 

P- Publishing 
CN-Consulting 

R-Retail 

G- Government 
HL- Health 

IT- Information Technology 

EN- Entertainment 
EL -Electronics 

CR- Construction 

LS- Leisure 

MN-Mining 

 

For instance, (3-UK-M-H/LS/R-E) refers to Participant 3 – who is located in the UK – who is  male – 

and who works in hospitality, leisure and retail  randomised initial E 
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Table 1: Collated demographic data of Australian SIE interviewees 

 

 UK SK Total 

Gender    

- Female 

- Male 

10 

4 

3 

7 

13 

11 

Age    

- 20-25 

- 26-30 

- 31-40 

- 41-50 

- 51+ 

3 
7 

3 

  1 
  - 

7 
2 

1 

- 
- 

10 
9 

4 

1 
- 

Length of stay    

- 1 year or less 

- 1.1-2 years 

- 2.1-3 years 

- 3.1-5 years 

- 5.1-10 years 

- 10 years + 

7 

5 

1 

1 

- 

- 

5 

2 

1 

1 

1 

- 

12 

7 

2 

2 

1 

- 

Industry*    

- Education 

- Marketing 

- Legal 

- Hospitality 

- Economics/Finance 

- Publishing 

- Consulting 

- Retail 

- Government 

- Health 

- IT 

- Entertainment 

- Electronics 

- Construction 

- Leisure 

- Mining 

2 

2 

3 

3 

2 

2 
2 

2 

- 

1 

- 

  1 

  - 

  - 

  1 

  1 

7 

1 

  - 

  - 

- 

- 
- 

- 

2 

- 

1 

1 

1 

1 

- 

0 

9 

3 

3 

3 

2 

2 
2 

2 

2 

1 

1 

2 

1 

1 

1 

1 
 

 

* includes those that have held multiple jobs across different industries 
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Table 2: Demographic data of Australian SIE interviewees 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Interviewee Code 

Refer to Appendix A 

Location Gender Industry Total length 
of stay 

Age group  on 
first arrival  

1-SK-M-E- T South Korea Male Education  1.1-2 years 26-30 

2-SK-M-C/EN-S South Korea Male Construction 

Entertainment 

5.1-10 years 20-25 

3-SK-F-E- C South Korea Female Education  1 year or less 20-25 

4-SK-M-E- J South Korea Male Education  

 

3.1-5 years 

over multiple 

trips 

31-40 

5-SK-M-E-A South Korea Male Education  1 year or less 20-25 

6-SK-F-E-P South Korea Female Education  1 year or less 20-25 

7-SK-M-M-O South Korea Male Marketing 1 year or less 

over multiple 

trips 

20-25 

8-SK-M-IT-J South Korea Male IT  1 year or 

less 

26-30 

9-SK-F-G/E-M South Korea Female Government  
Education 

1.1-2 years 20-25 

10-SK-M-EL-A South Korea Male Electronics 2.1-3 years 

over 
multiple 

trips 

20-25 

1-UK-F-CN-L United 

Kingdom 

Female Consulting 1 year or less 31-40 

2-UK-F-P/L-A United 

Kingdom 

Female Publishing 

Legal 

1.1-2 years 26-30 

3-UK-M-H/LS/R-E United 

Kingdom 

Male Hospitality 

Leisure 

Retail 

1.1-2 years 20-25 

4-UK-F-EF-S United 

Kingdom 

Female Economics 1.1-2 years 31-40 

5-UK-M-MN-P United 

Kingdom 

Male Mining 1.1-2 years 31-40 

6-UK-F-EN/H-E United 
Kingdom 

Female Entertainment 
Hospitality 

1.1-2 years 20-25 

7-UK-M-EF-S United 

Kingdom 

Male Finance 1 year or 

less 

26-30 

8-UK-F-E-T United 

Kingdom 

Female Education 1 year or 

less 

26-30 

9-UK-F-HL-R United 
Kingdom 

Female Health 1 year or 
less 

26-30 

10-UK-F-L-T United 

Kingdom 

Female Legal 1 year or 

less 

26-30 

11-UK-M-R-D United 

Kingdom 

Male Retail 1 year or 

less 

20-25 

12-UK-F-L-L United 

Kingdom 

Female Legal 1 year or 

less 

26-30 

13-UK-F-E-K United 

Kingdom 

Female Entertainment 2.1-3 years 41-50 

14-UK-F-P/H-E United 

Kingdom 

Female Publishing 

Hospitality 

3.1-5 years 26-30 
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